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ABSTRACT 

This study aimed at assessing of Open performance Review and Appraisal System 

(OPRAS) practices in Public Organization, A Case of Morogoro Regiona Secretariet. 

The general objective of the study was to examine the OPRAS practices at Morogoro 

regional secretariat. The study was also set to determine the level to which OPRAS has 

been exercised at Morogoro Regional Secretariet. Specifically, the study addressed the 

level to which OPRAS has been exercised, identify internal and external factors 

influencing OPRAS implementation. 

 

Case study research design was adopted. A sample of 45 respondents was used. The data 

collected analysed and processed by SPSS computer software through the utilization of 

descriptive statistics where; frequencies, percentages and tables were presented. The 

study employed qualitative approach, using in-depth interview and questionnaires. 

 

The findings from the study indicated that budgetary constraints and poor prioritization 

of OPRAS have affected its implementation. Also it was reported that there is need of 

having structured career planning for the smooth running of organisations while 

providing feedback to the employees with the aim of motivating the person as to 

eliminate performance deficiencies or to continue performing better as among the factors 

that influence OPRAS implementation. Again, it was found that in order to complete a 

satisfactory appraisal, a structured system must be used. The results should leave the 

appraiser and appraisee clear about the aims, plans and future development objectives, 

with specific dates for reviews set and adhere to. 

 

It is concluded that existing practices and systems should be reviewed to ensure up-to-

date practices that may enable employees to easily adapt the ways of utilizing OPRAS 

and its related applications for the betterment of the organisation. 
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CHAPTER ONE 

PROBLEM SETTING 

1.1  Introduction 

This chapter provides a brief assessment of OPRAS practices in public organisations 

with reference to Morogoro regional secretariat. It further describes the background to 

the problem; state the problem; research objectives and questions; the significance; and 

definitions of key terms. 

1.2 Background to the Problem 

Success within an organisation stems from implementing best practices in human 

resources management by focusing on the performance management system which is 

part and parcel of OPRAS implementation (Grote, 2010). The concept of performance 

management appraisal in line with OPRAS implementation has been one of the most 

important and positive developments in the sphere of human resource management 

(HRM) practices in recent years (Russell and Russell, 2011). Historical trends indicate 

that performance appraisal system has been used in almost all organizations (especially 

private) as one of the most important tool used by the management to assess the overall 

performance of the organization through the assessment of individual‟s performance 

with a view to reward outstanding performance and improving mediocre performance. 

However, an effective system of performance appraisal is neither easy to create nor 

execute (Rao, 2004). 

 

Like the private sector, public sector organisations around the world face pressure to 

improve service quality, lower their costs, become more accountable, customer focused 

and responsive to stakeholders‟ needs (Mutahaba, 2011). While performance 

measurement system (PMS) focusing OPRAS implementation has long been advocated 

as successful in the private sector, it was once, considered impossible to measure 
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performance in the public sector (Armstrong, 2008). Gregory (2001) highlighted five 

main factors that have led to this change in perspective (from private to public sector). 

They are re-bureaucratization; lack of trust in government; lack of legitimacy of the 

government; politicization of public administration; and redefining the recipients of 

service as customer of citizen. In addition to this, Grote (2010) has expressed on how the 

growing size of the public service contributes to these changes. According to him in the 

early 1980s there was a realization that the public sector had a profound problem in 

relation to how well its various programmes were operating. 

  

On this, a number of reform initiatives in the public service in Tanzania were initiated 

for the purpose of accomplishing the Government‟s goals and objectives (URT, 2007). 

The Civil Service Reform Programme (CSRP) was launched in July 1991 and ran up to 

1999. The major thrust of CSRP was “cost containment and the restructuring of 

Government”. This was succeeded by the Public Service Reform Programme (PSRP) 

which is implemented in a series of overlapping but mutually supporting phases (Bana, 

2009). Bana (2009) says that the first phase spanning the year 2000 to June 2007 

adapted the theme “Instituting Performance Management Systems”. This was 

specifically aimed at building an integrated system for creating a shared vision, 

understanding and agreement about the results to be achieved, and the operational 

framework for continuous performance improvement in standards and quality of public 

service delivery in Tanzania (URT, 2007). The second phase whose implementation 

commenced in July 2007 was expected to run until June 2012, and it flies under the 

banner of “Enhanced Performance and Accountability”. The third phase is envisioned to 

operate from July 2012 to June 2017 and its thrust set to be “Quality Improvement 

Cycle”. The implementation process of the PSRP was spearheaded by the President‟s 

Office-Public Service Management (PO-PSM) (URT, 2010).  

 

In this regard, the Government of Tanzania introduced the use of OPRAS in July 2004, 

through the Establishment of Circular No.2 of 2004 (URT, 2005). OPRAS replaced the 
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Confidential Performance Appraisal System (CPAS) which was characterized by 

absence of feedback and poor help in the identification of the training needs of the 

employees which failed to promote performance improvement and accountability in the 

public service (Bana, 2009). As it stands, OPRAS requires all public servants and their 

managers to develop their personal objectives based on strategic planning process and 

the organizations‟ respective service delivery targets. To develop the individual 

performance plan both the supervisor and subordinate have to agree on performance 

objectives, performance targets, performance criteria and required resources in order to 

achieve the set targets and objectives (Mutahaba, 2011). Moreover, there must be Mid-

Year Review (MYR), which is important in order to keep track of the employee-cum 

appraisee‟s progress in terms of meeting the annual personal objectives and to identify 

the resources and needs that will be required to carry out the remaining six-month plan 

(Armstrong, 2008). 

 

These changes in appraising performance of public employees are in line with Public 

Service Management and Employment Policy (PSMEP) of 1998 and the Public Service 

Act No. 8 of 2002, which both emphasize the institutionalization of result oriented 

management and meritocratic principles in the public service (Bana, 2009). Therefore, 

the introduction of OPRAS is a key part of the Government's commitment to improve 

performance and service delivery to the public. It is a key accountability instrument for 

individual employees that emphasize the importance of participation, ownership and 

transparency through involving employees in objectives setting, implementing, 

monitoring and performance reviewing process. In this way there is continuous 

communication between supervisors and employees; and understanding on the linkage 

between organizational objectives and individual (Mutahaba, 2011). However, the 

experience has shown that the open performance review appraisal system is poorly 

performed in most national and district levels in work organizations (Bana, 2009). In 

district level it has been noted that in many public organization there has been poor 
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performance due to result of many factors such as people coming late to work, 

absenteeism, tribalism, leaving the working area earlier and bribery (Dale, 2011).  

There have been some challenges regarding OPRAS practices in various organisations in 

developing countries Tanzania being among them (Gray, 2002). Bourne et al (2003) put 

forward barriers to strategic OPRAS implementation and practices in the African context 

which include conceptual problems which have to do with confusion of individual 

performance and organisational performance; operational challenges related to 

indicators and measurement; challenges of inadequate political leadership to drive 

reforms; reform fatigue, especially where a series of reforms is a conditionality for 

financial assistance; technical resource challenges in relation to the need for e-

governance and computerization; the challenge of getting the fundamentals in place such 

as supportive leadership, capable administrative leadership and administrative culture 

that promotes strategic thinking and action; and the challenge of attracting and retaining 

the best brains in the civil service. Burgess and Ratto (2003) found that OPRAS is not 

linked to sanctions or rewards and that performance targets are vague or too easy to meet 

to some organisations.  Bana and McCourt (2005) argue that OPRAS practice has its 

standardized nature and inapplicability to certain job groups; a perception that it does not 

link to improvements in rewards; and the difficulty of undertaking objective assessments 

in situations where possibilities of collusion might be prevalent.  

 

Moreover, it is reported that OPRAS is practiced and implemented without coordination 

with the need for training of staff (Bana and McCourt, 2005). The challenges in 

practicing OPRAS are thus also acknowledged at the central government level in 

Tanzania (URT, 2005). Bana (2009) affirmed that, although OPRAS was instituted in 

Tanzania in 2004, about 2,500 public servants were trained on the use of OPRAS from 

the year 2004 to 2008. The compliance rate is estimated to be about 51% for, arguably, a 

variety of reasons. There are claims that the initial OPRAS forms were overly 

complicated to complete and were not context-sensitive to different professional cadres 

in the public service (Bana and McCourt, 2005). The adoption of OPRAS means the 
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application of private sector practices and solutions to the problems of the public sector. 

With the growing number of challenges faced today, there are now, more than ever, 

increased demands on managers and all other staff members to achieve higher levels of 

efficiency and productivity through OPRAS practices (Rupp, 2010). The continuously 

changing nature of most public services today and the high expectations from the 

general public have increased pressure on public servants to re-evaluate their 

contributions in the workplace and the way in which they work. However, the 

introduction of performance appraisal systems in terms of OPRAS practice has been one 

strategy adopted to meet these challenges (Bana, 2009). It is such a situation that drives 

the researcher to conduct a study in order to assess OPRAS practices in public 

organisation with reference to Morogoro regional secretariat. 

1.3 Statement of the Problem 

Gibson (2004) states that appraisals are conducted for two major reasons: evaluation and 

feedback. When used for evaluation, the appraisal provides input for decisions on 

promotions, transfers, demotions, terminations and compensation (salary increases). 

When used for feedback purposes, the appraisal focuses on the development of the 

individual, including the identification of coaching and training needs. On the other 

hand, although OPRAS was instituted in 2004, about 2,500 public servants were trained 

on the use of OPRAS from the year 2004 to 2008 (Bana, 2009), anecdotal evidence 

reveals that, the adoption and institutionalization of OPRAS practices in the public 

sector in Tanzania has been minimal. 

 

Despite the Government efforts to introduce OPRAS to be implemented by its 

organisations; the system has faced some hindrances in practicing OPRAS such as 

inadequate and un-sustained training, poor communication between the senior 

management and their subordinates, unclear objectives which are associated with 

interruptions from politicians, budgetary constraints and poor prioritization, lack of 

openness when implementing the system, time concept, lack of specificities and lack of 
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consensus agreement among implementers in order to develop a real and effective 

mechanism which can only be achieved by a paradigm shift in organizational culture and 

mindset to be supported by both senior management and political leaders with the 

collaboration of the all potential stakeholders (Mutahaba, 2011). Due to the factors 

mentioned, the practices of OPRAS in the public sector has been deteriorating because 

civil servants and their managers haven‟t succeeded to develop their personal objectives 

on their strategic planning process and organisation‟s respective delivery targets. 

Therefore, there is a need for this study to assess practices of OPRAS at Morogoro 

regional secretariat in order to unveil what is hidden for its betterment. 

1.4  Research Objectives 

1.4.1  General Objective 

The general objective of the study was to assess the OPRAS practices at Morogoro 

regional secretariat. 

1.4.2  Specific Objectives 

i. To determine the level to which OPRAS has been exercised at Morogoro regional 

secretariat. 

ii. To identify the internal and external factors influencing OPRAS implementation at 

Morogoro regional secretariat.  

iii. To identify ways of improving OPRAS at Morogoro regional secretariat.  

1.5  Research questions 

i. To what level has OPRAS been exercised at Morogoro regional secretariat? 

ii. What are the internal and external factors influencing OPRAS implementation at 

Morogoro regional secretariat? 

iii. What are ways should be made for better OPRAS at Morogoro regional 

secretariat? 
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1.6  Significance of the Study 

The findings might help the employees/workers and employer to understand how 

OPRAS practices can be undertaken starting from self management of the problem, as 

group member and within the working environment, thereby improving their job 

performances in their daily activities. This study becomes a reference material to other 

researchers who are conducting researches relating to OPRAS practices in public sector. 

This study contributed towards the acquisition of more knowledge on issues concerning 

OPRAS practices and expanded the researchers‟ knowledge on OPRAS practices and 

implementation. 

1.7  Definitions of Key Terms 

The definitions used in the study were as follows; 

a) Human Resource Management.  

This deals with the ways in which organisations manage their staff to improve their 

performance. It involves the hiring, firing, promotion and transfers of staff, the use of 

monetary and non-monetary rewards to motivate employees and the management of 

work within the organization (the extent of team work, job flexibility, participation in 

decision making, etc) (Armstrong , 2008). 

 

b) Organisational Performance.  

Although not a precisely defined concept, it is assessed in terms of the results that an 

organization achieves in relation to its objectives. In principle, it can be measured for the 

output, outcome or impact level and less rigorously as the organisation‟s compliance to 

rules (Bana, 2009). 

 

c) Openness 

This allows both employee and employer to discuss and agree on the organisational and 

individual objectives to be achieved during the year. This provides an opportunity for 

the supervisor and employee to discuss and agree on measures to improve weaknesses so 
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as to prepare the employee for future organizational responsibilities and guiding career 

decisions in the organisation (Grote, 2010) 

 

d) Participation 

This involves employees in the process of setting objectives, performance targets and 

criteria as well as determining, assessing and recording performance (Grote, 2010) 

 

e) Accountability 

The individual employee is required to sign annual performance agreements and account 

for performance against agreed targets and resources allocated for each activity. By this 

sense, s/he is accountable for what s/he does for the organisation (Bana, 2009) 

 

f) Ownership 

This shows linkage between individual objectives and the overall organizational 

objectives in a given period. This helps the employees to understand their own roles and 

contributions thus creating commitment in achieving organizational goals (Armstrong, 

2008). 

 

g) Feedback 

This makes employees to be kept informed about methods and purposes of appraisals. 

With feedback employees are promptly notified in writing and preferably orally of the 

results of their performance appraisal (Mutahaba, 2011). 

 

h) Opportunity to Appeal 

This is an element introduced in the OPRAS as a mechanism in case of disagreement of 

evaluation scores between individual employee and immediate supervisor (Bana, 2009). 

 

i) Performance Appraisal 

This is the process of identifying, evaluating and developing the work performance of 

employees in the organization, so that the organizational goals and objectives are more 

effectively achieved, while at the same time benefiting employees in terms of 
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recognition, receiving feedback, catering for work and offering career guidance 

(Lansbury, 1988). The appraisal process therefore involves; a) Setting work standards; 

b) Assessing the employee's actual performance relative to these standards; and c) 

Providing feedback to the employee with the aim of motivating that person to eliminate 

performance deficiencies or to continue to perform better (Armstrong, 2008). 

 

j) Training and Development 

Training in the most simplistic definition is an activity that changes people‟s behaviour. 

Increased performance is often said to be the most important reason for training. 

Training is essential not only to increase performance but also to motivate and inspire 

workers by letting them know how important their jobs are and giving them all the 

information they need to perform those jobs (Grote, 2010).   

 

k) Commitment 

Building employee‟s commitment to the workplace is one important goal of human 

resource policies and practices. Commitment has a positive effect on productivity, 

turnover and employees willingness to help co-workers. But the downsizing, wage 

erosion and productivity demands of recent years have reduced this commitment (Bana, 

2009). 

 

l) Employee 

This is any person who enters into works under a contract of service with an employer 

whether by contract which is expressed or implied in writing. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction  

This chapter reviewed the literatures from other studies in order to provide a theoretical 

framework which guided the development of the study on which analysis of data was 

based. It is based on theoretical literature review, empirical literature review and 

conceptual framework. 

2.2 Theoretical Literature Review 

Harrington (1995) affirmed that, to measure is to understand, to understand is to gain 

knowledge and to have knowledge is to have power. Since the beginning of time, the 

thing that sets humans apart from the other animals is our ability to observe, measure, 

analyze and use the informations to bring about change. The main instrument used to 

control the organization as far as human resources are concerned is performance 

measurement (Armstrong, 2008). This entails evaluating employees and managers in the 

performance of the organization by assessing the individuals and groups‟ performance 

with the predetermined standards (Grote, 2010).  

Human relations theory in organisational studies provides the main basis for this study. 

Its central premise is that organizational performance is enhanced through the people 

working in it. Yet, apart from focusing on pay and skills (which are very important), 

other HRM issues of relevance to organisational performance tend to be relatively 

neglected in many public sectors (Mutahaba, 2011). It is generally assumed that 

performance of any employee (public or private) will depend, to some measure, on how 

he/she is compensated. Based on that logic any sensible government needs to give 

priority to the issue of pay. There is, however, a counter proposition that monetary 

rewards to public servants, in and of itself, cannot act as a motivator for public servants 

in order to maintain and improve their performance (Bana et al, 2005). 
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Generally there are two theoretical trends on the subject of employee performance and 

motivation. The first trend, initially enunciated by Frederick Taylor. Argues that man is 

an economic animal who is motivated by material rewards. His effort will depend on the 

level of compensation; therefore, employers should pay their employees in accordance 

to level of effort. The one who works harder should be paid more and vice versa 

(Armstrong, 2008). Mayo who is commonly referred to as the founder of human 

relations school and his followers, criticize Taylor for being too mechanistic in his 

approach to performance and motivation. The main criticism is that Taylor tends to 

equate and reduce a human being to a machine, who can be mechanically controlled and 

managed. While acknowledging that pay is important and organizations ought to 

compensate their employees adequately to have them perform, they contend that 

effectiveness in job performance is a function of other factors, including job satisfaction, 

which stems from the realization by an employee that he/she is having other personal 

needs such as personal fulfilment, known as self actualization in one‟s work fulfilled by 

his employer. To motivate workers, therefore, the organization should provide 

opportunities to satisfy these higher order needs when practicing OPRAS (Mutahaba, 

2011). 

 

Much of the literature on public personnel management makes a strong case for the use 

of systematic processes for assessing the performance of those who are employed in 

public sector organizations (Grote, 2010). Government is a labor-intensive enterprise, 

and this is especially so at the local government level. It seems self-evident that how 

well these workers perform their job duties will impact the quantity and/or the quality of 

the services that governments provide to their citizens. Several benefits for organizations 

are seen to stem from such systems. First and foremost, performance appraisal systems 

are designed to help improve employee performance (Swan, 1991). On the other hand, 

OPRAS is seen as an integral part of performance management. Swan (1991) noted that 

OPRAS helps supervisors successfully carry out their role in managing the workforce by 

providing feedback and guidance to help their employees achieve performance goals 
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throughout the year. The OPRAS is the annual codification of this ongoing process. 

According to McGregor (1962), performance appraisals practices help supervisors 

facilitate improvement by informing employees about their “behaviour, attitudes, skills, 

or job knowledge”. Overall, the literature suggests that employee improvement is 

possible through the identification of areas in need of improvement, the establishment of 

performance goals, and feedback, monitoring, and support. 

 

Other writers emphasize how employee performance appraisal is needed to identify the 

training and development needs of employees (Grote and Daley 2010). In addition, the 

employee performance appraisal system in terms of OPRAS practices provides data to 

support decisions about salary increases and bonuses, especially when so called “merit 

pay” systems exist. Two studies provide insight into how public organisations that have 

systems of employee performance appraisal make use of the information provided by 

these systems. Roberts (1995) examined the performance appraisal system practices of 

240 local governments. About half of these governments used performance appraisal for 

validation purposes while roughly 60% of them used it to identify larger problems 

existing within the organization. About 85% of them used it to determine merit pay and 

the training needs of employees. More than 90% used it to provide employees with 

feedback on their performance and to aid in decisions about which employees should be 

demoted or discharged. Moreover, the OPRAS helps in identifying candidates for 

promotion and provides a basis for employee transfer, reassignment, reinstatement, 

retention, demotion, discipline, layoff, termination, discharge, and dismissal (Daley, 

1993 and Grote, 2010). Furthermore, it assists with personnel research and validating 

selection criteria. Lastly, it helps with identifying larger problems existing within the 

organization (Roberts, 1995). 

According to Gibson (2004) appraisals are conducted for two major reasons: evaluation 

and feedback. When used for evaluation, the appraisal provides input for decisions on 

promotions, transfers, demotions, terminations, and compensation (salary increases). 

When used for feedback purposes, the appraisal focuses on the development of the 
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individual, including the identification of coaching and training needs. Mayston argues 

that the job analysis process determines standards of performance, which are clearly 

communicated to the employees and used as the basis of evaluation in the performance 

appraisal process. Performance appraisal is "the process of identifying, evaluating and 

developing the work performance of employees in the organization, so that the 

organizational goals and objectives are more effectively achieved, while at the same 

time benefiting employees in terms of recognition, receiving feedback, catering for work 

and offering career guidance". (Gold, 2010)  

 

The appraisal process in terms of OPRAS practices therefore involves; a) setting work 

standards; b) assessing the employee's actual performance relative to these standards; 

and c) providing feedback to the employee with the aim of motivating that person to 

eliminate performance deficiencies or to continue to perform above the targets (Fletcher, 

2001). Under OPRAS the characteristics and qualities of public service employees are 

evaluated under "attributes of good performance" aspect. Attributes of good 

performance aim to motivate and instil positive work behaviours while discouraging 

actions that come into conflict with established rules of good conduct and values of the 

public service (Bana, 2009). Among the notable values are integrity, commitment, 

discipline, ability, teamwork and effectiveness in establishing good relationship with 

fellow employees within public service and outside organisations (Morisawa, 2002). 

 

Manogi et al (2006) identified some characteristics for OPRAS practices such as; a) 

openness which allows both employee and employer to discuss and agree on the 

organisational and individual objectives to be achieved during the year. This provides an 

opportunity for the supervisor and employee to discuss and agree on measure to improve 

weaknesses so as to prepare the employee for future organizational responsibilities and 

guiding career decision in organisations; b) participation which involves employees in 

the process of setting objectives, performance targets and criteria as well as determining, 

assessing and recording performance; c) accountability in which individual employees 
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are required to sign annual performance agreements and account for performance against 

agreed targets and resources allocated for each activity; (d) ownership which shows the 

linkage between individual objectives and the overall organizational objectives in a 

given period. This helps the employee to understand, own the role and contribute in 

creating commitment in achieving organizational goals; (e) opportunity to appeal needed 

in case of disagreement of evaluation scores between individual employee and 

immediate supervisor. However, with all those qualities/characteristics of effective 

evaluation of OPRAS if well implemented can provide an opportunity to measure the 

aggregate of achievement by individual employee in a given year. The emphasis is on 

quantity, quality and efficiencies and effectiveness in utilization of resources (Russell 

and Russell, 2011).  

 

Academic scholars and industrial practitioners have suggested many aspects to change, 

add, or tweak. Authors have recommended trying to produce more measurable goals to 

begin with, give more frequent feedback on performance to the operating employee, 

reduce biases in appraising employees, better train appraisers in appraising employee job 

performance achievements, and periodically and continually auditing/reviewing the 

effectiveness of the PA system. Grote (2010) and others have stated that individual 

development/improvement plans should also be employed and add that there should be 

more responsibility placed on the employee such as being responsible for seeking 

coaching and feedback and doing a self-evaluation at the end of the period. 

2.3 Empirical Literature Review 

2.3.1 Challenges for the implementation of OPRAS 

Rupp (2010) provided some challenges for the implementation of OPRAS such as;  (a) 

poor participation, as the nature of most of public sector institution in Tanzania does not 

allow the effective participation of the both employers and employees and other 

stakeholder in equal basis in planning, designing bargaining of what to be done and to 

what extent. This makes the public administrators themselves to set some unrealistic 
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objectives and performance to be achieved on behalf of employees. This makes the 

whole process invalid to measure employees‟ performance; (b) the concept of time as a 

factor that influences the unsuccessful of OPRAS in Tanzania. The world is witnessing 

fast-moving change, and people's attitude towards time is not an exception given the 

changing roles of public administration. Performance Appraisal could be time-

consuming for most as it requires considerable time to plan the work. However, that 

occurs when the recipients see the appraisal work as something that is separate from 

their daily routine work; (c) poor public relations as the new system has been wrongly 

sold out and those who are concerned have not been able to know its real objective and 

how it will affect their performance and work situation. This leads to reluctance and 

conservativeness of public servant towards the scheme. This contributes to inefficiency 

of the OPRAS in measuring employees‟ performance; and (d) consensus on agreement 

as the introduction of OPRAS has failed to gain the consensus of the different 

stakeholders. Its introduction creates a sense fearing the consequences of OPRAS which 

can result to punishment in term of disciplinary action or even to be fired based on 

OPRAS feedback.  

2.3.2 Challenges for the practicing OPRAS 

Grote (2010) on the other hand argued for the challenges for the practicing OPRAS such 

as; (a)  existing financial system limitations as in many organizations, the chart of 

accounts which is used to structure the budget development and financial reporting is not 

aligned to support operational analysis. Data often do not support the linkage of 

financial and operational data to determine the cost per service unit or other efficiency 

metrics; (b) elected official fears as elected officials may have similar fears about how 

the performance data will be used, analyzed or interpreted by the public. Additionally, 

officials may be reluctant to support investments in performance management systems if 

there may not be a clear return on the investment. Additionally, elected officials may 

fear that performance data may limit political flexibility and fear that data will limit the 

ability to “data” with other political realities; (c) a perception that performance 
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management is too hard as performance management can be overwhelming endeavour 

for some organizations and can be viewed complex, time-consuming and simply 

requiring a tremendous effort given resource constraints. Organizational culture may 

work against the drive to support implementation; (d) strategic planning process 

overload as experiences in strategic planning have been varied and have at times focused 

on process, planning and not performance and results leading some public officials and 

managers to believe that the process is not substantial and doesn‟t significantly impact 

organizational results; and (e)  regular review and use because if data is not being used 

for decision-making, it loses its value to the organization and leads to eventual 

questioning of why the information is being collected or reported.  

2.3.3 Supervisor-Subordinate Relation 

The OPRAS being installed according to Marsden (2004) aims at having in place 

predictable, effective and efficient systems for planning, implementation, monitoring, 

evaluation and reporting in the public services. The overall objectives of these 

interventions are to: (i) provide quality public service to the public; (ii) improve 

performance of public service institutions; (iii) improve accountability and 

responsiveness; (iv) ensure effective and efficient use of public resources; and, (v) 

provide standards for providing comparisons and benchmarking within the public 

service institutions as well as other public service institutions across the world for 

continuous improvement. Bourne et al (2003) argue that the OPRAS requires all public 

servants and their managers to develop their personal objectives based on strategic 

planning process and the organizations‟ respective service delivery targets.  

To develop the individual performance plan both the supervisor and subordinate have to 

agree on performance objectives, performance targets, performance criteria and required 

resources in order to achieve the set targets and objectives. But, Neely et al (2002) 

pointed out that the appraisal system which provides the opportunity for dialogue 

between the appraisal and the appraised is more likely to improve performance than a 
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system of staff appraisal which is closed and unilateral. Moreover, there must be Mid-

Year Review (MYR), which is important in order to keep track of the employee-cum 

appraisee‟s progress in terms of meeting the annual personal objectives and to identify 

the resources needed that will be required to carry out the remaining six-months plan 

(Bana, 2009). 

 

Kelly and Monks (1996) in their study found that managers and employees dislike the 

OPRAS because neither was involved in developing the forms nor processes, neither 

suggestions for changes were solicited nor acted upon. Managers do not like to give nor 

do subordinates like to receive negative messages, because negative performance 

appraisal ratings have negative effects on employee careers and perceptions of their 

managers, and there are no rewards for taking the manager‟s valuable time to 

appropriately conduct the performance appraisal. On the other hand, performance 

appraisal has been said to be “one of six deadly diseases” that keep organizations from 

performing at their peak (Staff of Employee Recruitment and Retention, 2010). Kelly 

and Monks (1996) found that performance appraisal is fraught with problems and 

conflicts in what it was designed to accomplish, how it is conducted and how the results 

are used. However, Grote (2010) pointed out that performance appraisal in terms of 

OPRAS practices has more influence on individual careers and work lives than any other 

management process. OPRAS can both make a business more efficient and help keep 

employees motivated. By evaluating people at regular intervals, appraisals help firms 

show where their employees excel, where they can improve, and how well they have 

followed the goals set by the firm. Yet, their studies could not determine the extent to 

which OPRAS has been successfully practiced. 

2.3.4 The role of OPRAS 

Powell (2004) pointed out the inadequate and un-sustained training offered to public 

servants as those who have been trained were not able to deliver satisfactorily what the 

system stipulated, hence acting as the obstacles to institutionalize the OPRAS in the 
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whole of public service. This meant that the ongoing efforts to improve the services 

provided to the public and making the public service „mission-oriented' were not being 

properly evaluated in the form of individual performance appraisal. However, his study 

adds an important note to be investigated as one factor for the unsuccessful 

implementation of Open Performance and Review Appraisal System. Likewise, Asim 

(2002) focused on the culture of Tanzanian society which poses unique challenges for 

the Open Performance Appraisal System. According to him, the system needs to be open 

and should have a continuous communication between the subordinate and the superior. 

It could be generalized that the public service is arguably based on the principles of 

conflict-avoidance among the subordinate and the superior, hence rendering the 

implementation inefficiency. This study didn‟t highlight the ways to get rid of this 

culture of not being open on matters which are crucial for the betterment of the public. 

 

According to Bana (2009) the Open Performance Appraisal System has been perceived 

as an intellectual exercise and thus appears not to be simple to certain categories of 

employees especially to those who are not well educated. It is said that, there are many 

management terms that have been used which lack simplicity and clarity and which 

"frighten" public servants (especially the lower cadre). This failure in contextualizing the 

system made the majority of lower or middle cadre employees not to be conversant with 

the scheme, therefore becoming an obstacle for that implementation. However, the study 

did not tell what to be done for those employees as to make them participate fully for the 

better practice of OPRAS. A study by Rao (2004) highlighted one of the stereotypes 

about public sector organization in Tanzania for having unclear objectives, poor 

interpreted goals and frequent interruptions from politicians. These according to him 

reduce the effectiveness of OPRAS practices since they make public sector employees 

not in a position to know what exactly their efforts (politicians) are directed to, hence 

bringing a lot of confusions on what and when to be achieved and to what level.  
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Tangen (2004) noted the nature of public sector institution in Tanzania which does not 

allow the effective participation of the both employers and employees and other 

stakeholders in equal basis in planning, designing, and bargaining of what to be done 

and to what extent. This makes the public administrators themselves to set some 

unrealistic objectives and performance to be achieved on behalf of employees making 

the whole process invalid to measure employees‟ performance. For Tangen (2004), if 

stakeholders get involved in the process it is expected to yield good results. However, 

central element to reviewing performance measurement systems according to Gold 

(2010) is the nature of the public sector. Many scholars have recognised the differences 

between the nature of the public sector and the private one, referring to the presence of 

multiple tasks and multiple principles as well as the lack of profit maximisation as the 

main differences and hence the main complexities surrounding the application of 

performance measurement and performance related pay systems in the public sector 

(Manogi et al, 2006). Yet, the study by Johnson disregards or rather a simplification of 

the psychological aspects inherent in the public sector namely public service ethos. 

Traditionally under the notion of public sector ethos employees benefited from an open-

ended employment contract, which, in turn, created a psychological contract that is 

relational in nature where employees were motivated and committed to providing 

maximum effort and best quality services to the community in exchange for long term 

job security. Russell and Russell (2011) argued that the public sector economy is 

becoming more market-driven which is suggested and may endanger the public sector 

ethos and change the nature of the psychological contract. They found that changing 

rewards from seniority based to more flexible rewards based on performance, have 

affected employees‟ feelings of job security and hence tend to reduce the peculiar 

commitment and motivation previously found among public sector workers. However, 

their studies could not find out ways of improving the OPRAS practices. 
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2.4 Conceptual Framework 

This is defined as an abstract idea or a theory used to develop new concepts or to 

reinterpret existing ones (Kothari, 2004). It gives the relationship between the dependent 

and independent variables. From the figure the dependent variable is the public 

organisation performance while the independent variables are OPRAS practices which 

include; participation, availability of clear objectives, prioritization of issues, 

communication system management, adequate and sustained training of employees and 

organisational fears among employees. As figure 2.1 below provides the conceptual 

framework. 

 

Theoretically there is a relationship among them (i.e. dependent and independent 

variables). The relationship can be expressed as the successful OPRAS practices in 

public organisations (Y) is the function of participation, availability of clear objectives, 

prioritization of issues relevant to the organisation, communication system management, 

adequate and sustained training of employees, and elimination of organisational fears 

among employees (x1,x2........xn).  

 

This is expressed mathematically as; 

Y  =  f(participation, availability of clear objectives, prioritization of issues relevant to 

the organisation, communication system management, adequate and sustained 

training of employees and removal of organisational fears among employees) 
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Figure 2.1: Conceptual Framework Model  

Independent Variables          Dependent Variable 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Researcher’s Own Modelling, 2015 
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b) Availability of clear objectives: This generally enhances the effectiveness of OPRAS 

in the sense that they make public sector employees get into a position to know what 

exactly their efforts are directed (Gibson, 2004).  

c) Prioritization of issues relevant to the organisation: The challenges which make 

OPRAS to fail in Tanzania and in public organization particular are the ways issues are 

prioritized. The state of available resources in implementing OPRAS in Tanzania is less 

convincing to be sufficient as Neely (1995) noted. It is obvious that resources were 

needed to support organizations‟ and employees‟ objectives set; due to this most of 

managers and employees fail to achieve their expected outcome as agreed, hence poor 

performance. 

d) Communication system management: There is a lack of communication system 

management that becomes the obstacle for effective practice of OPRAS which needs the 

government to establish effective communication system between the individual within 

the central government and the periphery so as the feedback can be sent on time. In 

Tanzanian experience things are totally different as the information system is not well 

formulated to allow the quick transfer of information (Manogi et al, 2006). 

e) Adequate and sustained training of employees: Powell (2004) comments that "From 

the experience of years, it was evident that inadequate and un-sustained training offered 

to public servant did not provide good results. Those who have been trained have been 

not able to deliver the good; as the result acted as the obstacles to institutionalize the 

OPRAS in the whole of public service". In other words, the institutionalization process 

of the appraisal system was facing poor knowledge particularly from public sector 

beurecrats on how to conduct effective evaluation through OPRAS. This meant that the 

ongoing efforts to improve the services provided to the public and making the public 

service „mission-oriented' were not being properly evaluated in the form of individual 

performance appraisal. 
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f) Removal of organizational fears among employees:  Department and agencies need 

not be apprehensive about implementing performance management systems due to fears 

on how the results will be interpreted, what it may indicate about the department‟s 

performance, and/or a lack of clarity of how it will affect the department and its 

employees may be re-corrected for the successful implementation of plans (Bana, 2009) 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1  Introduction 

This chapter discusses the systematic approach which this research undertook. It consists 

of research design; study area; population and sample size; sampling procedures; data 

collection methods response rate, socio-demographic data; and data analysis techniques. 

3.2 Research Design 

Case study research design was used in this investigation because of time and cost 

considerations. This involves collecting empirical data, generally from only one or a 

small number of cases. It usually provides rich details about those cases of a 

predominantly qualitative nature (Bryman, 2004). The research design was allocated 

with exploratory (going into the roots of the problem and coming out with relevant 

answers) and inductive (exploring issues from small cases to large cases) approaches to 

seek for new insight by asking questions and assessing the phenomena in a new light. 

3.3 Study Area 

This study was conducted in Morogoro Region and covered the Central Government 

Offices in the region. The involved offices included; the Regional Commissioner‟s 

Office, Morogoro, Gairo and Kilombero District Commissioner‟s Offices. The reason 

for carrying out this research in this Area is easy to access and collect data due to 

budgetary constraints of the researcher, and it is also one of the Government institutions 

that use OPRAS as tool of accessing employee‟s performance. Thus, a need to assess 

OPRAS practices done at Morogoro regional secretariat for its performance was vital. 
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3.4 Population and Sample Size 

The population of the study comprised all employees from Morogoro Regional 

Secretariat. But, for the purpose of the study only 149 sampling frame employees was 

used. That is; 98 employees from the Regional Secretariat‟s head quarters, 20 employees 

from DAS Morogoro, 24 employees from DAS Kilombero and 7 employees from DAS 

Gairo (Regional Secretariat Seniority List, 2013/2014) 

 

The sample size of 45 respondents was purposively selected to undertake the study 

including; Regional secretariat (RS) - Head quarters 30, DAS Morogoro 5, DAS 

Kilombero 5 and DAS Gairo 5. However, Cooper and Schindler (2008) argued that, for 

any valid and reliable study to be carried, its sample shouldn‟t be less than 15% of its 

population. As it stands, the sample size is 30% of the population; hence fulfilling their 

argumentation. The nature and categories of the respondents are shown in Table 3.1 

below. 

 

Table 3.1: Nature of Respondents  

S/N Category Population Sample size Method employed 

     

1 RS Headquarters 98 30 Purposive sampling 

2 DAS Morogoro 20 5 Purposive sampling 

3 DAS Kilombero 24 5 Purposive sampling 

4 DAS Gairo   7 5 Purposive sampling 

 Total 149 45  

Source: Research data, 2015 
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3.5 Sampling Techniques 

The study utilized two sampling procedures namely; purposive and stratification 

sampling. 

3.5.1  Purposive Sampling 

This method was used to select the targeted respondents as indicated because it is a non-

random sampling procedure in which personal experience of the respondent was 

considered to be key derived from the position one held or the roles s/he played in 

relation to a particular activity.  All respondents were selected purposively to fulfil the 

target put. 

3.5.2  Stratification Sampling 

This method was used to focus departments and gender distribution (from male and 

female) as to obtain views from both. It is a method of sampling that involves the 

division of a population into smaller groups known as strata. In stratified random 

sampling, the stratum is formed based on members' shared attributes or characteristics. 

A random sample from each stratum was taken in a number proportional to the stratum's 

size compared to the population. These subsets of the strata were then pooled to form a 

random sample from which each respondent had an equal chance of being selected. 

Hence, regional secretariat employees along with their male and female distributions 

were stratified to obtain the required sample which was 45. 

3.6  Data Collection Methods  

Primary and secondary data collection methods were used to get information from 

respondents and other sources. 
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3.6.1 Primary Data Collection Methods 

Primary data collection methods were used by the researcher to collect data from the 

field whereby interviews and questionnaires were employed. 

a) Interviews 

The face to face interviews were administered to the Regional Administrative Secretary 

(RAS) and District Administrative Secretaries (DAS) in lieu of their availability in order 

to solicit information regarding the extent OPRAS practices, factors influencing OPRAS 

implementation and ways of improving OPRAS exercises. The interview tool unveiled 

from these respondents‟ views/opinions regarding the matter (Appendix 2). Yin (2003) 

affirms that the interview tool is very important source of getting information and it is 

helpful in handling case study related matters as the research design indicates. The 

advantage of using interviews is demonstrated by the fact that it is a quick method in 

gathering information and the researcher could know whether the respondents 

understand the questions or not (Kothari, 2004).   

b) Questionnaires 

Questionnaires were self-administered to lower cadre employees from Morogoro 

regional secretariat. A questionnaire is a series of written questions a researcher supplies 

to subjects, requesting their response. Before collecting data, the researcher conducted a 

pilot study by using the questionnaires which were provided to some employees to test 

whether they could answer them correctly and if they are relevant to the researcher‟s 

study.  After doing some minor corrections, the researcher provided them the 

respondents. It was assumes that respondents are competent and are able to provide 

answers willingly and have the ability to understand the questions asked as intended by 

the researcher and answered them in the form intended and with integrity.  
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Questionnaires were used to obtain information regarding the extent, factors influencing 

OPRAS implementation as well as ways of improving OPRAS at Morogoro regional 

secretariat from all selected departmental employees. These complemented and 

supplemented information obtained under interview and documentary review (Appendix 

1). The reason was to obtain consistency of responses to the questions asked in repeated 

measurements  

3.6.2  Secondary Data Collection Methods 

The researcher used different documents in order to access accurate and reliable data 

regarding the assessment of OPRAS implementation at the regional secretariat on work 

performance. Documents comprised the personal profiles, guidelines and directives 

(circulars on OPRAS practices), policies and regulations (regarding performance 

management issues on OPRAS practices), books and journals (used as literatures) and 

performance reports obtained from the human resources and administration department. 

3.7 Response Rate 

Primary data were obtained by using interviews and questionnaires while secondary data 

being obtained from published and unpublished reports. In this study, 41 questionnaires 

were spread among lower cadre employees, while interviews were conducted 

successfully to the Regional Administrative Secretary (RAS) and District Administrative 

Secretaries (DAS) from the three Districts. All questionnaires were successfully filled 

and interview being carried out that allowed the researcher to code, summarize and 

analyse the data by using SPSS computer software. 

3.8 Data Analysis Techniques 

Basically, the study involves qualitative and quantitative data analysis methods. But 

before these methods being undertaken, the study involved preliminary data analysis 

which intended to polish the collected data ready for being analysed smoothly by the 

pointed methods. 
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3.8.1  Preliminary Data Analysis Method 

The collected data from the field were prepared through coding and editing of the data. 

This involved checking of data collection forms for omission, legibility and consistency 

as well as discarding the incomplete responses which had missing data. Thereafter, 

identified potential errors in data collection were discussed for their implications. This 

method assisted in coding both words and phrases depending on respondents‟ responses. 

This allowed open ended questions to be analyzed systematically while data being 

entered into a user friendly and retrievable database. 

3.8.2 Qualitative Data Analysis Method 

Content analysis involved recording the verbal discussions with respondents followed by 

breaking the recorded information into meaningful smallest units of information, 

subjects and tendencies and were presented as a text. However, coding which is an 

interpretive technique that seeks to both organize the data and provide a means to 

introduce the interpretations was employed along with hermeneutical analysis which 

serves on interpreting the meaning of the context. 

3.8.3 Quantitative Data Analysis Method 

Descriptive statistics was applied whereby frequency distribution and percentages were 

analyzed descriptively by Statistical Package for Social Sciences (SPSS).  
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Table 3.2: A summary of Data Analysis According to Research Questions 

Question Data to be collected Instruments used Method of data 

analysis 

1.To what extent has 

OPRAS been exercised 

at Morogoro regional 

secretariat? 

 Opinions on the extent 

to which OPRAS  has 

been exercised at 

Morogoro regional 

secretariat  

a) Structured and 

Unstructured 

Questionnaires 

b) Interview guide 

questions 

 

SPSS (descriptive 

statistics and content 

analysis of major 

variables) 

2.What are the factors 

influencing OPRAS 

implementation at 

Morogoro regional 

secretariat? 

 

 Opinions  regarding 

the factors that 

influence OPRAS 

implementation at 

Morogoro regional 

secretariat  

a) Structured and 

Unstructured 

questionnaires 

b) Interview guide 

questions 

 

SPSS (descriptive 

statistics and content 

analysis of major 

variables) 

 

 

 

3.What are the ways of 

improving OPRAS at 

Morogoro regional 

secretariat? 

Opinions on ways of 

improving OPRAS at 

Morogoro regional 

secretariat  

a) Structured and 

unstructured 

questionnaires 

c) Interview guide 

questions 

 

 

SPSS (descriptive 

statistics and content 

analysis of major 

variables) 

 

Source: Developed by Author, 2015 

3.9 Validity and Reliability 

Validity refers to the quality that an instruments used in research is true, meaningful and 

realiability refers to the degree of consistence within which instances are assigned to the 

same category by the different observers or by the same but in different occasions. 

(Hammersley 1990) To show validity, there was employed multiple sources of data 

(Triangular of methods). In triangular of methods, more than one methods of data 

collection was used. This strategy did not only increase the depth of exploring, but also 

it enhanced accuracy. Triangular of persons on the other hand, was an important strategy 

I used to ensures that data on particular issues were obtained from different respondents. 
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3.10 Ethical Considerations 

In social research which  involves collecting data from and about people, it has adhere to 

ethical and professional codes of conduct to safeguard the rights of the participants and 

enhance trustworthiness of the findings. Ethical issues may arises in the process of 

soliciting, and using data from respondents. It includes obtaining permission to collect 

information from the organization ensuring voluntary participation, informed consent, 

confidentiality and anonymity. 

 

With regard to obtaining permission to access the areas of the study, I got introduction 

letters from Mzumbe University which was very much helpful in speeding up the release 

of permission letters from authorities. During field work, I asked the people to 

participate in the study voluntarily, and I gave them a clear explanation of why I was 

carrying out the study. This was important in establishing confidence to the respondents 

on how the information they provided would be used, and I guaranteed them that the 

collected data would be handled with maximum confidentiality. 
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CHAPTER FOUR 

PRESENTATION AND DISCUSSION OF FINDINGS 

4.1 Introduction  

This chapter provided Implementation of findings arising from the research study. It 

presents the findings focusing the specific objectives as follows.  

4.2 Characteristics of the Respondents 

The characteristics of the respondents included; sex, age, level of education and marital 

status. The examination of respondents‟ characteristics showed the following as given in 

Table 4.1 

 

Table 4.1: Demographic Characteristics of Respondents  

Characteristics %    n 

Sex  

   Male 60.0 (27) 

   Female 40.0 (18) 

Age (years)  

  18-28 22.2 (10) 

  29-39 20.0 (09) 

  40-50 33.3 (15) 

  51 and above 24.5 (11) 

Level of Education  

  Primary 6.6 (03) 

  Secondary and Tertiary 22.2 (10) 

  Higher 71.1 (32) 

Marital status  

  Married 71.1 (32) 

  Single 11.1 (05) 

  Widowed 11.105 

  Divorced 6.703 

Source: Field Data, 2015 
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a) Sex 

The results in Table 4.1 indicated that out of 45 respondents, 60% were male and 40% 

were females.  Both male and female involvement regarding the assessment of OPRAS 

implementation at Morogoro regional secretariat was vital because while men pointed 

out that OPRAS has necessitated quality services provided by the secretariat and it has 

been implemented to the extent of not causing misunderstandings among employees; 

women were in opinion that OPRAS practices at Morogoro secretariat has not provided 

the clarity of standard or requirements that employees have to attain in case of 

promotion and other related matters because what is envisaged sometimes is 

favouritism.  

b) Age 

The results in Table 4.1 indicated that, the age distribution of the respondents which was 

between 18 and 28 years was 22.2%, 29 and 39 years was 20%, 40 and 50 years was 

33.3%, and those with 51 years and above was 24.5%.  However, those who were 

between 18 to 50 years pointed out the factors that influence OPRAS practices such as 

assessing the employee‟s actual performance relative to those standards and 

enhancement of employee morale due to the increased levels of communication; while 

those who were 51 and above years of age reported that OPRAS enabled the 

management of behaviour by ensuring that individuals are encouraged to behave in a 

way that allows and fosters better working relationship and linking various aspects of the 

organisation, management, individuals and teams as supported by Burges and Ratto 

(2004). 

c) Level of Education 

The results in Table 4.2 indicated that 6.6% of the respondents had attained primary 

education (these were mainly from the category of office attendants and security 

services), 22.2% had attained secondary and tertiary education while 71.1% had attained 
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higher education (bachelor and above). Education of respondents played a vital role 

regarding the assessment of OPRAS practices at Morogoro regional secretariat. While 

those who had attained primary, secondary and tertiary education pointed out that 

OPRAS practices provide positive recognition, feedback and caters for work 

performance; those with higher education pointed out that throughout OPRAS 

implementation at Morogoro regional secretariat, feedback to employees has been a 

problem something that put employees in tension of not knowing their evaluation and 

viewing an appraisal as a supervisory obligation which has no great impact on work 

performance. This has led to complaints among employees as supported by Russell and 

Russell (2011) that with long waiting of feedback, employees raise complaints for not 

knowing what goes on after assessment.  

d) Marital Status 

The results from Table 4.2 show that 71.1% of respondents were married; 11.1% single; 

11.1% widowed and 6.7% divorced. These findings show that those who were married 

highlighted ways of improving OPRAS practices that the appraisal process should be 

carried out in a non-judgemental, unbiased manner to ensure positive delivery and 

increase staff motivation ; those who were single were in opinion that in order to 

complete a satisfactory appraisal, a structured system must be used as the results should 

leave the appraiser and appraise clear about the aims, plans and future development 

objectives with specific dates for reviews set and adhered to. Moreover, those who were 

widowed or divorced reported the need to have a continous development of knowledge; 

skills and competencies of employees should be enhanced as supported by Mlama.  

4.3 Practice of  OPRAS at Morogoro Regional Secretariat 

The first objective of this study was to determine the level to which OPRAS has been 

exercised at Morogoro regional secretariat. To obtain the information regarding the 

extent of OPRAS exercises, questionnaire tool was used whereby respondents were 

asked to tick various statements and add some views regarding the matter which seem to 
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be practiced in the study area. Moreover, there were no uncertain replies while strongly 

agree and agree were regarded as AGREE while strongly disagree and disagree being 

regarded as DISAGREE. Table 4.2 shows the respondents results on the specific 

objective under discussion; 

 

Table 4.2: Level of OPRAS Implementation/Practice 

Statement % Respondent’s Replies 

Agree Disagree 

OPRAS has been implemented to the extent of not causing 

misunderstanding among employees 

40 60 

Budgetary constraints and poor prioritization of OPRAS has affected 

its implementation 

80 20 

Lack of openness when implementing the system has hindered OPRAS 

practices 

75 25 

OPRAS has necessitated quality services provided by the secretariat 70 30 

OPRAS is practiced positively in terms of employee recognition, 

feedback provision and catering for work performance 

75 25 

Throughout the implementation of OPRAS, feedback to employees has 

been a problem something that put employees in tension of not 

knowing their evaluation and viewing an appraisal as a supervisory 

obligation which has no great impact on work performance 

85 15 

Source: Field Data, 2015 

The results in Table 4.2 indicated that a few of the respondents 40% agreed on the extent 

of OPRAS practices that OPRAS has been implemented to the extent of not causing 

misunderstanding among employees. However, a great number of respondents 60% 

disagreed to that statement as there have been some misunderstandings among 

supervisors/heads of departments and other employees. This emanates from the 

favouritism and nepotism practices done in the study area when it comes to evaluating 

employees. Moreover, 75% of respondents reported that OPRAS has necessitated 

quality services provided by the secretariat as those who put plans and perform in 

accordance with those plans put have been successful; hence necessitating service 

provision to citizens. One of the respondents had a comment on that; 

 “When OPRAS is implemented successfully, quality service provision is obvious 

and vice versa. Although, there are some knowledge gaps among employee in 

implementing OPRAS; assistance has been given to those with difficulties as to 

help boost their understanding for better implementation of the system” 
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On the other hand, the results in Table 4.2 indicated that 75% of respondents argued that  

OPRAS is practiced positively in terms of employee recognition, feedback provision and 

catering for work performance. Yet, it was also found that lack of transparency when 

implementing the system has hindered OPRAS practices as there has been little 

participation regarding the objective development by employees which should align with 

the secretariat strategic plans hence rendering the exercise to be minimally attained. This 

is in line with Bana (2009) who argued that the Open Performance Appraisal System has 

been perceived as an intellectual exercise and thus appears not to be simple to certain 

categories of employees especially to those who are not well educated. It is said that, 

there are many management terms that have been used that lack simplicity and clarity 

and which "frighten" public servants (especially the lower cadre). This goes hand in 

hand with lack of transparency when it comes to implementation. 

 

Furthermore, the results in Table 4.2 revealed that 80% of respondents reported that 

budgetary constraints and poor prioritization of OPRAS has affected its implementation. 

This was firmly stated by one of the respondents that; 

 

“The government has not been putting efforts to ensure that resources agreed 

are given in time to the employees, in order to be in position to implement the 

agreed objectives and targets”. 

  

The affirmation above is in line with Grote (2010) who insists that OPRAS becomes 

successfully implemented in lieu of the availability of resources not otherwise. Likewise, 

85% of respondents argued that throughout the practices of OPRAS at Morogoro 

regional secretariat, feedback to employees has been a problem something that put 

employees in tension of not knowing their evaluation and viewing an appraisal as a 

supervisory obligation which has no great impact on work performance.  

One of the respondents commented as follows; 
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“The problem of feedback provision after assessment has been a challenge so far 

from the fact that many of the employees do not get it while others have 

perceived OPRAS as a tool to seek promotion. Those who were promoted, 

utilized well their knowledge and skills to attain work performance something 

that can be interpreted by those provided with the services as good, but requiring 

some improvements to let those who were not promoted; because of some 

reasons to fulfill their obligations for the enhancement of services”. 

  

However, there has been a need to capacitate the employees for the smooth running of 

OPRAS at Morogoro regional secretariat as supported by Borne et al (2003). 

4.4 Factors Influencing OPRAS Implementation at Morogoro Regional 

Secretariat 

The second specific objective of the study was to identify the factors influencing 

OPRAS implementation at Morogoro regional secretariat. For this purpose, 

questionnaire and interview were used in which the respondents were asked to verify the 

statements provided while other respondents were interviewed so as to obtain their 

views. Table 4.3 shows the results as follows. 
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Table 4.3: Response on Factors Influencing OPRAS Implementation 

Factor Percentage 

Yes No 

Integration (linking various aspects of the organisation, management, 

individuals and teams) 

80 20 

Performance improvement (done throughout the organisation, for the 

individual, team and organizational effectiveness) 

75 25 

Continuous development of individuals and teams 80 20 

Managing behaviour (by ensuring that individuals are encouraged to 

behave in a way that allows and fosters better working relationship) 

75 25 

Open communication 83 17 

Training and development 80 20 

Self assessment 80 20 

Setting work standards 75 25 

Assessing the employees‟ actual performance relative to those 

standards 

83 17 

Providing feedback to the employees with the aim of motivating the 

person as to eliminate performance deficiencies or to continue 

performing better 

90 10 

Placement of individuals according to ones career 70 30 

Equitable remuneration to employees 80 20 

Objective promotability 75 25 

Structured career planning 90 10 

Enhancement of employee morale due to the increased levels of 

communication 

85 15 

Source: Field Data, 2015 

 

The results in Table 4.3 indicated that 70% of respondents reported the placement of 

individuals according to ones career as among the factors because it was found that 

some employees have been placed wrongly in careers that they are not conversant with 

and when it comes to evaluating their performance and targets put, challenges for the 

work performance arise. One of the respondents reported that; 

“I am an agricultural extension officer, but due to the absence of 

business officer I was appointed to be the head of department for trade 

something that made me to be in difficulties when it comes to technical 

issues regarding trade and business affairs”. 

 

Therefore, a need to place an employee according to ones career is of paramount for the 

good implementation of OPRAS. Likewise 75% of respondents reported the need to 

have objective promo ability as when an employee through OPRAS is promoted with 
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clear standards and qualities, there won‟t be any complaints as the set work standards are 

followed and become a reference for promotion and other related work performance 

measures. In doing so the employer can manage the behaviours of employees by 

ensuring that individuals are encouraged to behave in a way that allows and fosters 

better working relationship while enhancing performance improvement done throughout 

the organisation, for the individual, team and organizational effectiveness. This is 

supported by Marsden (2004) who argues that OPRAS should aim at having in place 

predictable, effective and efficient systems for planning, implementation, monitoring, 

evaluation and reporting in the public services. The overall objectives of these 

interventions are to: provide quality public service to the public; improve performance 

of public service institutions; improve accountability and responsiveness; ensure 

effective and efficient use of public resources; and provide standards for providing 

comparisons and benchmarking within the public service institutions.  

 

In addition, the results in Table 4.3 indicated that 80% of respondents were in opinion of 

having equitable remuneration to employees as with inequity; some employees would 

seem to be devalued. But, with employees who can utilize self assessment in line with 

the targets put, undertaking training and development while incorporating an integration 

approach for linking various aspects of the organisation, management, individuals and 

teams would enhance continuous development of individuals and teams as among 

factors for OPRAS implementation. This affirmation is supported by Burgess and Ratto 

(2003) who found that OPRAS is not linked to sanctions or rewards and that 

performance targets are vague or too easy to meet to some organisations. However, 83% 

of respondents reported the availability of open communication and assessing the 

employees‟ actual performance relative to those standards as among the factors that 

influence its implementation because without openness in issues related to evaluation, 

the possibility of failure is great. Yet, assessing ones actual performance relative to 

standards put was envisaged as a challenge in the study area something that much efforts 

need to be put as supported by Rao (2004) who emphasised that by evaluating people at 
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regular intervals, appraisals help firms show where their employees excel, where they 

can improve, and how well they have followed the goals set by the firm. 

 

Furthermore, 85% of respondents argued for the enhancement of employee morale due 

to increased levels of communication as among the factors because, employees with 

high morale along with thorough flow of information in an organisation; work 

performance is vivid as supported by Grote (2010) that with OPRAS implementation 

along with a good flow of information would increase performance improvement done 

throughout the organisation, for the individual, team and organizational effectiveness. 

Yet, 90% of respondents reported the need to have structured career planning for the 

smooth running of organisations while providing feedback to the employees with the 

aim of motivating the person as to eliminate performance deficiencies or to continue 

performing better as factors that influence OPRAS implementation. This argument is in 

line with Gibson (2004) who argued that appraisals are conducted for two major reasons: 

evaluation and feedback. When used for evaluation, the appraisal provides input for 

decisions on promotions, transfers, demotions, terminations, and compensation (e.g. 

salary increases). When used for feedback purposes, the appraisal focuses on the 

development of the individual, including the identification of coaching and training 

needs. One of the DAS for Morogoro had the following to comment: 

 

“It is unfortunate that, objectives are put forward but when it comes to 

implementation; budget constraints as well as feedback provision upon 

evaluation render poor performance of the appraisal system” 

4.5 Ways of improving OPRAS at Morogoro Regional Secretariat 

The last specific objective of this study was to find out ways of improving OPRAS at 

Morogoro regional secretariat. To obtain information regarding the ways, the researcher 

asked the respondents to tick various statements and add some views regarding the 

matter which seemed to be of beneficial in the study area. Table 4.4 shows as follows; 
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Table 4.4 : Responses on Ways of Improving OPRAS 

Way Percentage 

Yes No 

Existing practices and systems should be reviewed to ensure up-to-

date practices 

80 20 

The appraisal process should be carried out in a non-judgemental, 

unbiased manner to ensure positive delivery and increase staff 

motivation 

90 10 

Consistent appraising and feedback is required to allow staff to prepare 

and accept appraisals as support tool and not a paper exercise 

75 25 

The timing of appraisals and their content must be conducive to 

development and not used as an opportunity to discipline a staff 

member 

80 20 

In order to complete a satisfactory appraisal, a structured system must 

be used. The results should leave the appraiser and appraise clear 

about the aims, plans and future development objectives, with specific 

dates for reviews set and adhere to 

85 15 

Continous development of knowledge, skills and competencies of 

employees should be enhanced 

80 20 

Source: Field Data, 2015 

 

The results in Table 4.4 indicated that 75% of respondents reported the need for 

consistent appraising and feedback as they are required to allow staff to prepare and 

accept appraisals as support tool and not a paper exercise. This is in line with Bana and 

McCourt (2005) who argue that the continuously changing nature of most public 

services today and the high expectations from the general public have increased pressure 

on public servants to re-evaluate their contributions in the workplace and the way in 

which they work. Thus, feedback to staff seems vital for the performance of the 

organisation. However, 80% of respondents argued that existing practices and systems 

should be reviewed to ensure up-to-date practices that may enable employees to easily 

adapt the ways of utilizing OPRAS and its related application. One of the respondents 

argued that‟ 

 

“There should be a continuous development of knowledge, skills and 

competencies of employees for the purpose of understanding what 

OPRAS is and its applications towards organisational performance”.  
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In addition, respondents argued for the timing of appraisals and their content to be 

conducive to development and not used as an opportunity to discipline a staff member. 

This was envisaged in the study area as one of the respondents gave a remark as follows; 

 

“As it is upon the employee to evaluate himself/herself in lieu of what 

plans and objectives need to be met. I put the targets and objectives to 

attain, but because I was not provided with resources (funds) to perform, 

the objectives were never met something that I reported to my head of 

department as well as presenting the obstacles I encountered in the 

OPRAS forms. Despite the complaints provided, the recommendations 

from my head went as far as punishing me without considering what I 

reported earlier and the reasons for failure”  

   

Furthermore, 85% of respondents reported that in order to complete a satisfactory 

appraisal, a structured system must be used. The results should leave the appraiser and 

appraisee clear about the aims, plans and future development objectives, with specific 

dates for reviews set and adhere to. This supports the argument by Rusell and Rusell 

(2011) that performance appraisals practices should help supervisors facilitate 

improvement by informing employees about their “behaviour, attitudes, skills, or job 

knowledge”.  One of the respondents reported that; 

 

“It is recommended and suggested that employee improvement is 

possible through the identification of areas in need of improvement, the 

establishment of performance goals, and feedback, monitoring and 

support as to enable a thorough OPRAS implementation”.  

 

Likewise, 90% of respondents were in opinion that the appraisal process should be 

carried out in a non-judgemental, unbiased manner to ensure positive delivery and 

increase staff motivation. This will go hand in hand with the need for changing the mind 

sets of the public servants to ensure that the public service becomes responsive to the 

needs of the citizens and continuous development of individuals and teams for the 

enhancement of productivity. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

This chapter provides the summary, conclusion, recommendations and a need for further 

research which are the outcome of the study findings. It starts with the summary, 

conclusion, recommendations and finally limitations and suggestion for further research 

is given. 

5.2  The purpose of the Study 

The main objective of the study was to assess the Open performance Review and 

Appraisal System (OPRAS) practices in Public Organizations and the purpose of this 

study was to examine the OPRAS implementation at Morogoro Regional Secretariet. 

Specifically the study aimed at assessing how OPRAS practices in Public Organizations. 

It further meant to determine the level to which OPRAS has been exercised at Morogoro 

Regional Secretariet; and identify factors influencing OPRAS implementation at 

Morogoro Regional Secretariet and lastly to find out ways of improving OPRAS at 

Morogoro Regional Secretariet. 

5.3  Study Methodology 

The study was conducted at in Morogoro and covered the Central Government Offices in 

the Region. The main objective of the study was to examine the OPRAS implementation 

at Morogoro Regional Secretariet. The study employed a qualitative approach, mainly 

in-depth interview, questionnaires and. The study sample involved 45 respondents was 

purposively selected to undertake the study including, Regional Secretariet-Head 

Quarters 30, DAS Morogoro 5, DAS Kilombero 5 and DAS Gairo 5. In order to achieve 

the intended purpose of the study, data was collected using questionnaires; interviews, 

these were the main data collection instruments.  
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5.4 Summary of the Keys Findings 

The study assessed the OPRAS implementation at Morogoro regional secretariat 

whereby case study research design utilizing purposive and stratified sampling 

techniques was used in the investigation while employing the questionnaire and 

interview guide questions. Data were coded; edited and run into SPSS computer 

software thereby the results were presented in tables in terms of frequency and 

percentages. 

 

The findings indicated that OPRAS has necessitated quality services provided by the 

secretariat as those who put plans and perform in accordance with those plans put have 

been successful; hence necessitating service provision to citizens. Again, there was an 

availability of open communication and assessing the employees‟ actual performance 

relative to those standards as among the factors that influence its implementation 

because without openness in issues related to evaluation, the possibility of failure is 

great. Finally, respondents argued that existing practices and systems should be 

reviewed to ensure up-to-date practices that may enable employees to easily adapt the 

ways of utilizing OPRAS and its related application. 

5.5  Limitations of the Study and Suggestion for Further Research 

Generalization is a challenge to all researchers who employ a qualitative method of 

research. This study is no exception, as it is a qualitative research with limited 

geographical area (Regional Secretariet located in Morogoro). Despite its limitations, the 

study has brought some insight on examination of the OPRAS implementation at 

Morogoro Regional Secretariet. Based on the findings of this study another study may be 

carried out to assess the Open Performance Appraisal System (OPRAS) practices in 

Public Organizations as a whole. Although the study was specifically focus on the single 

case (Morogoro Regional Secretariet), it would be useful to involve more units of 
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analysis (more other Regional Secretariet in Tanzania) and if possible from different 

regions so as strengthen the claims for generalization. 

5.6  Contributing of the Study 

This work makes important contributions to the existing literature by integrating the 

concepts of practices in Public Organizations for examining the OPRAS implementation 

in Public Organizations. Unlike many other writers emphasize how employees 

performance appraisal is needed to identify the training and development needs of 

employees (For example Daley, 1993 and Grote, 2010), this study drew from practices 

of OPRAS in Public Organizations (settings objectives, settings independent variables 

including participations, availability of clear objectives, prioritization of issues, 

communications system management and adequate and sustained training of employees). 

In that view, this study aimed on the assessment of OPRAS practices in Public 

Organizations and I suggest other researcher may focus to unveil what is hidden for its 

betterment for the further research.  

5.7 Conclusion and Recommendations 

5.7.1 Conclusions 

The study aimed at assessing the OPRAS practices at Morogoro regional secretariat; it is 

concluded that all the objectives have been achieved generally OPRAS was found to be 

practiced positively in terms of employee recognition, feedback provision and catering 

for work performance at Morogoro regional secretariat. Yet, it was also found that lack 

of openness when implementing the system has hindered OPRAS practices as there has 

been little participation regarding objective development by employees which should 

align with the secretariat strategic plans hence rendering the exercise to be minimally 

attained. Likewise, respondents argued for the enhancement of employee morale due to 

increased levels of communication as among the factors because, employees with high 

morale along with thorough flow of information in an organisation enhance work 
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performance and organizational effectiveness. Moreover, respondents argued that 

existing practices and systems should be reviewed to ensure up-to-date practices that 

may enable employees to easily adapt the ways of utilizing OPRAS and its related 

applications.  

5.7.2 Recommendations 

The researcher has proposed the following recommendations; 

 

i. Lack of openness when implementing the system was found to be an obstacle in 

OPRAS implementation, hence recommending openness to be enhanced for the 

successful implementation of OPRAS 

ii. The lack of ongoing feedback was envisaged in the study something that would 

undermine the importance of OPRAS evaluation which was necessitated by 

budgetary constraints and poor prioritization from the employer. The researcher 

recommends early and timely feedback provision is vital while eliminating 

budgetary constraints. 

iii. The researcher recommends a continuous development of knowledge, skills and 

competencies of employees for the purpose of understanding what OPRAS is and 

its applications towards organisational performance. 
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APPENDICES 

 

Appendix 1: Questionnaires for lower cadre employees 

Topic:  The Assessment of OPRAS practices in public organisations: A Case of 

Morogoro Regional Secretariat.  

Dear respondent, I am Sunday Adamu Setumbi, a Master of Public Administration 

student at Mzumbe University. I am Conducting a research about “Assessment of 

OPRAS Practices in Public Organizations: A Case of Morogoro Regional Secretariat”. 

I request you to provide information by responding to the given simple questions. The 

information provided will be confidentially be used for academic purpose only. 

 

PART A: Demographic information 

 

1. Your sex  

Male (      )     Female   (       ) 

2. In which age category do you belong? 

1) 18-28 (  )  2) 29-39 (   ) 3) 40-50 (   )  4) 51 and above  (   ) 

3. What is your highest level of education? 

a) Secondary education (   )  b) Certificate level (   ) c) Diploma (   )  

d) Degree (    ) e) Masters (   ) 

4. What is your marital status?.  

1) Married  (   )  2) Single  (   )  3) Widowed   (   )   4) Divorced  (    ) 

 

PART B: Extent to which OPRAS has been successfully practiced 

 

5. Please indicate your agreement or disagreement regarding the extent of OPRAS 

implementation as follows; 1) SA=Strongly Agree 2) A=Agree 3) U=Uncertain 4) 

D=Disagree 5) SD=Strongly Disagree. 
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Statement Extent 
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OPRAS has been implemented to the extent of not 

causing misunderstandings among employees 

     

Budgetary constraints and poor prioritization of 

OPRAS has affected its implementation 

     

Lack of openness when implementing the system has 

hindered OPRAS practices 

     

 OPRAS has  necessitated quality services provided 

by the secretariat 

     

OPRAS provides positively in terms of employee 

recognition, feedback provision and catering for 

work performance 

     

Throughout the implementation of OPRAS, feedback 

to employees has been a problem something that put 

employees in tension of not knowing their evaluation 

and viewing an appraisal as a supervisory obligation 

which has no great impact on work performance 

     

There has been little participation regarding objective 

development by employees 

     

 

PART C: Factors influencing OPRAS practices at Morogoro regional secretariat 

7. Do these factors contribute successfully to OPRAS practices? (Tick where 

appropriate). 

No Factor Yes No 

1 Integration (linking various aspects of the organisation, management, 

individuals and teams) 

  

2 Performance improvement (done throughout the organisation, for the 

individual, team and organizational effectiveness) 

  

3 Continuous development of individuals and teams   

4 Managing behaviour (by ensuring that individuals are encouraged to behave 

in a way that allows and fosters better working relationship) 

  

5 Open communication   

6 Training and development   

7 Self assessment   

8 Setting work standards   

9 Assessing the employees‟ actual performance relative to those standards   

10 Providing feedback to the employees with the aim of motivating the person 

as to eliminate performance deficiencies or to continue performing better 
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11 Clarity of standards or requirements    

12 Placement of individuals according to ones career   

13 Equitable remuneration to employees   

14 Objective promotability   

15 Structured career planning   

16 Enhancement of employee morale due to the increased levels of 

communication 

  

 

 

8. What other influencing factors do you know? 

i)……………………………………………………ii)…………………………………… 

iii)………………………………………………….iv)…………………………………… 

 

PART D: Ways of improving OPRAS practices in Morogoro regional secretariat 

 

9. Do these ways improve the OPRAS practices at Morogoro regional secretariat? (Tick 

where appropriate). 

No Attribute Yes No 

1 Existing practices and systems should be reviewed to ensure up-to-date 

practice and awareness of district guidelines 

  

2 The appraisal process should be carried out in a non-judgemental, unbiased 

manner to ensure positive delivery and increase staff motivation 

  

3 Consistent appraising and feedback is required to allow staff to prepare and 

accept appraisals as a support tool and not a paper exercise 

  

4 The timing of appraisals and their content must be conducive to 

development and not used as an opportunity to discipline a staff member 

  

5 In order to complete a satisfactory appraisal, a structured system must be 

used. The result should leave the appraiser and appraisee clear about the 

aims, plans and future development objectives, with specific dates for 

reviews set and adhered to. 

 

  

6 Continuous development of knowledge, skills and competencies of 

employees should be enhanced 

  

10. What other ways could improve OPRAS practices? (specify) 

i)………………………………………………ii)…………………………………… 

iii)…………………………………………….iv)…………………………………… 
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Appendix 2: Interview guide questions for RAS and DAS 

Topic:  The Assessment of OPRAS practices in public organisations: A Case of 

Morogoro Regional Secretariat.  

Dear respondent, I am Sunday Adamu Setumbi, a Master of Public Administration 

student at Mzumbe University. I am Conducting a research about “Assessment of 

OPRAS Practices in Public Organizations: A Case of Morogoro Regional Secretariat”. 

I request you to provide information by responding to the given simple questions. The 

information provided will be confidentially be used for academic purpose only. 

 

Demographic information 

 

1. Your sex. 

Male (      )     Female   (       ) 

2. In which age category do you belong? 

1) 18-28 (  )  2) 29-39 (   ) 3) 40-50 (   )  4) 51 and above  (   ) 

3. What is your highest level of education? 

a) Secondary education (   )  b) Certificate level (   ) c) Diploma (   )  

d) Degree (    ) e) Masters (   ) 

4. What is your marital status?. 

1) Married  (   )  2) Single  (   )  3) Widowed   (   )   4) Divorced   

 

i) Do you practices OPRAS at this organization? 

ii) Has there been a failure to provide negative feedback to employees after 

evaluation? 

iii) Do employees view an appraisal as a supervisory obligation rather than a 

useful management process? 

iv) Has the OPRAS implementation encountered challenges since its 

inauguration? 
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v) Have there been some factors influencing OPRAS implementation at your 

working place? 

vi) How have you been able to tackle issues hindering OPRAS implementation 

at your working place? 

vii) Does the employer focus on minor issues not on a large picture when 

evaluating issues? 

viii) What improvement ways have you made to implement well OPRAS at your 

working place? 

 

 


