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ABSTRACT 

 

This report is a summary of my findings on the Open Performance Review and 

Appraisal System (OPRAS) in Tanzania public health services, the case study of 

Monduli and Meru District Hospitals. The hypothesis is premised on the fact that, 

where as Monduli and Meru District Hospitals have 161 permanent and pensionable 

staff, about fifty percent of them have not filled the OPRAS Forms as required by the 

President’s Office, Public Service Management. The first possible cause for non- 

compliance of OPRAS implementation is due to lack of training on how to fill in the 

OPRAS Forms. The second factor is due to lack of monitoring and evaluation 

mechanism for OPRAS implementation process. 

 

During the study, data collection was done through administered questionnaires to 88 

employees from Monduli and Meru District Hospitals. The study revealed that 59.5 

per cent of the respondents were within the middle management level, 19.1 percent 

were within lower management level while 21.4 per cent of the respondents were 

within top management level. The study also revealed that action plan for training 

staff was not put in place neither showing the importance of filling the OPRAS 

Forms. This was evidenced by 54.8per cent of the respondents who agreed with the 

statement that training of staff at all levels is needed. The study also revealed that 

both hospitals lacked an effective mechanism for monitoring implementation of 

OPRAS. This was evidenced by 60 per cent of the respondents who were claiming, 

unless the system is monitored and evaluated, it will be difficult to understand 

whether OPRAS is attaining its targeted goals. 

As Michael (2002) claims, ‘the essence of management is learning how to achieve 

results through other people,” in view of this, until you learn make the most of 

people resources through supervision, your success will be limited. Based on the 

above explanation, it is recommended that in order to ensure effective employee 

performance appraisal employees need to be well trained as well as putting in place 

monitoring and evaluation mechanism so as to evaluate the implementation process 

of OPRAS. 
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CHAPTER ONE 

 

PROBLEM BACKGROUND AND CONTEXT 

 

1.1 Introduction 

Performance management is basically concerned with performance improvement in 

order to achieve the organization’s objectives and strategic goals. The organization 

must get the right things done successfully and therefore performance management is 

a means of getting better results from the organizational teams and individuals by 

understanding and measuring performance with an agreed framework of goals, 

standards and competence requirements. Being concerned with employee 

development, performance improvement is not achievable unless there are effective 

progresses to facilitate continuous development. 

 

As a result, new innovation for managing individual performance in the public 

service institutions was the introduction of Open Performance Review and Appraisal 

System (OPRAS) in 2004.This is a distinctive tool in the history of Human Resource 

Management (HRM) in the Tanzania Public Service. OPRAS is one of the major 

tools that are critical to the adoption and nurturing of the performance management 

culture in the public service. The tool which aligns the objectives of the individual 

officer with that of the department/division/unit/section to the objectives of the 

organization is used in all public service institutions (Bana, 2010) 

 

 OPRAS replaced the Closed Annual Confidential Report System (CACRS) which 

was used before in order to assess the performance of employees in the public 

service institutions. CACRS was limited and largely generated one-sided information 

on the performance of employees in the public service. In order to strengthen 

OPRAS in public sectors we need to know the progress of this system in public 

sector and advice the policy makers on the OPRAS. Therefore the study provides 

clear understanding of the lessons that can be learnt from OPRAS and the factors that 

influence its use. 
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The World Health Organization (WHO) in its 2006 World Health Report, ‘Working 

Together for Health’ points to health workers’ motivation as an important 

determinant of the quality of health care. The report defines health workers 

motivation to enhance performance. In Tanzania the OPRAS has been introduced in 

the public sector which measures performance at the individual level. 

 

1.2 Background to the Study  

The age-old system inherited from the colonial period under which the performance 

of public servants is appraised through a confidential system has been replaced with 

the Open Performance Review and Appraisal System (OPRAS), being among several 

interventions made by the Government in the public service. It aimed at increasing 

transparency and minimization of likelihood of victimization of the workers unlike in 

the confidential performance appraisal system which often dogged by unnecessary 

secrecy. It also aimed at decentralizing human resource processes and systems in 

order to develop appropriate human resource systems and tools that enable 

Ministries, Departments and Agencies (MDAs) to have an optimal, adequate and 

competent staffing at the right time. OPRAS is embedded in the public service Act. 

2002 and it is intended to support an accountability regime on part of individual 

public servants and to ensure every individual contributes vision 2025. Basically 

OPRAS is an instrument for objectively assessing performance of staff by their 

supervisors.  

 

OPRAS requires every public servant to sign an individual performance agreement 

with his/her immediate supervisor which sets performance targets for the year. The 

performance agreement contains objectives, targets, performance criteria and 

resources required for implementing the performance agreement. The agreement is 

the basis for staff performance appraisal. The performance agreement derives its 

annual targets from the annual plan and budget. This link cascades down the 

implementation of plan to individual staff and thus enhances individual 

accountability. On the other hand each MDA is required to prepare Client Service 

Charter (CSC) that informs clients and stakeholders the type of services offered, 

service standards and service commitments, service delivery approach, the rights and 
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obligations of the clients and complaints channel / mechanism in case the services 

offered are below the set standards.  

 

Being appraisal system which provides the opportunity for dialogue between the 

appraisal and the appraised, it is more likely to improve performance than a 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 needs that will be required to carry out the remaining six-

month plan (Bana, 2009). 

 

1.3 Statement of the Problem 

Performance of the public health service is perceived in terms of its capacity for 

effective and efficient public service delivery to enable a wide range of actors in 

society to deliver the development goals and objectives of a country. In Tanzania like 

any other low developed countries where public health services are poor, it is argued 

that introducing incentives aimed at increasing extrinsic performance may have a 

negative impact on intrinsic motivation. The risk of a selective focus on tasks being 

rewarded as Deci (2000), who argued that “ agents behave strategically and if only 

what is measurable is rewarded, this creates a problem in the health sector as not all 

tasks conducted by health workers are easily measured.  

 

If important tasks are not rewarded because they cannot be measured, these tasks 

may be ignored and more attention paid to tasks for which the health worker is 

rewarded. The study has indicated that health workers in a resource constrained 

setting, place substantial emphasis on extrinsic motivation, in particular financial 

incentives on top of the salary. Despite increased salary in the health sector in 

Tanzania in recent years, health workers strongly express dissatisfaction with the 

working condition. This creates both opportunities and challenges. 
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Health workers may respond positively to financial incentives offered under P4P and 

may thus improve performance on work and tasks rewarded. This may lead to higher 

degree of alignment between the employers’ expectations and the employees’ 

performance which in turn may lead to increased quality of health services.  Capacity 

of the public service to perform is a function of the policy environment including the 

capacity for carrying out high quality policy making functions and the shaping of a 

broader policy environment.  

 

On the other hand, the capacity of public institutions is developed through 

restructuring existing public institution and through creation of more appropriate 

institutions. It is also developed by introducing new systems and enhancing the 

capacity of individual public service staff. Often capacity development at individual 

and organizational level has called for putting in place systems of performance and 

incentive frameworks. 

 

Public servants behavior is an important aspect of developing the performance of the 

public service. In particular, behavior relating to honesty and ethical standards and 

adherence to rules and regulations has been given attention in public service reforms 

(Beer and Ruh, 1978). 

 

Tanzania, like other African countries has faced the daunting tasks of nation – 

building and promoting social–economic development. Since attaining independence 

in 1961, Tanzania’s (then Tanganyika) political leadership introduced socialist 

reforms which gave the government control of the commanding heights of the 

economy. Later in the mid-1980s and in 1990s, partly in response to the economic 

crisis, a shift was made by introducing a market oriented economy associated with 

private sector led development away from a public service sector led economy 

associated with control planning and administrative control characteristics of the mid 

70s and 80s.  
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However in the 1990s the government introduced strategies aimed at poverty 

reduction and economic growth which included National Strategy for Growth and 

Reduction of Poverty (NSGRP) which aimed at achieving Millennium Development 

Goals(MDGs) being an instrument for mobilizing efforts and resources towards its 

outcomes. 

 

In spite of the economic and political reforms introduced by the Government of 

Tanzania, the Public Service of Tanzania continued to face numerous challenges. 

These include massive growth and huge structures in terms of number of institutions 

and employees, unmanageable public expenditure, low revenue collections, lowly 

paid and unmotivated public servants, poor performance in most of the public service 

institution. 

 

 Though the Civil Service Reform Program (CSRP) was introduced to address the 

above challenges, some achievements were registered though the problems of poor 

service delivery to the public, lower productivity in relation to expenditure levels, 

lower levels of accountability reflected by corruption, in some cases embezzlement 

and negligence, lower pay and weak management systems remained unresolved.  

 

Therefore, through the research carried out provides insight studies on whether 

OPRAS has been able to manage individual performance as it aimed at in order to 

address various problems that the Tanzania Public Health Service is facing. 

 

1.4 Objectives of the Study 

 

1.4.1  Main Objective 

To assess Open Performance Review and Appraisal System (OPRAS) in Tanzania 

Public Health Service.  
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1.4.2 Specific Objectives 

(i.) To determine how health workers relates Open Performance Review and 

Appraisal System (OPRAS) and provision of quality care. 

(ii.) To assess the possible challenges facing Open Performance Review and 

Appraisal system (OPRAS) implementation in Tanzania Public Health 

Service.  

(iii.) To identify factors that would enhance smooth operation of Open 

Performance Review and Appraisal System (OPRAS) in Tanzania Public 

Health Service.  

 

1.5  Research Questions 

(i.) What are the benefits of using Open Performance Review and 

Appraisal System (OPRAS) in Tanzania Public Health Service? 

(ii.) What are the reasons behind the failure of smooth operation of 

OPRAS in Tanzania Public Health Service? 

(iii.) Are the plans and technique employed in OPRAS effective? 

(iv.) Are there any control tools that need to be introduced to enhance 

smooth operations of OPRAS in Tanzania Public Health Service? 

 

1.6  Scope of the Study 

The study was conducted in Arusha region. For prospects and challenges 

encountered in OPRAS the research involved public servants working with Monduli 

and Meru District Hospitals who were interviewed using structured questionnaire.  

 

1.7 Significance of the Study 

The study intended to reveal factors that affected adoption of Open Performance 

Review and Appraisal System (OPRAS) in Tanzania Public Health Service. The 

study was expected to be of much value to a number of people as follows; 

(i.) It will help management and decision makers of various public health 

institutions to identify various prospects, challenges and possible solutions 

that can be used while operationalizing Open Performance Review and 

Appraisal System (OPRAS) in their institutions.  
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(ii.) It will help researchers to identify various areas for further research as it will 

be used as an additional reference to researchers on assessing other 

performance management systems (PMS). 

(iii.) Study findings intend to add skills and knowledge to the researcher in the area 

of employee’s performance appraisal system. 

(iv.) Assist leaders and administrators in general who are placed in various 

decision making areas that can use these findings to review present policies, 

guidelines and regulations which need to be improved or amended. 

 

1.8 Limitation of the Study 

During the research, the following posed as limitations to the researcher. 

(i). Time limitation. 

(ii). Lack of cooperation from respondents in answering the questionnaires and 

interviews participation. 
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                                                CHAPTER TWO 

 

LITERATURE REVIEW 

 

2.1 Introduction 

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 reward to public servants in and of itself cannot 

act as a motivator for enticing public servants to maintain and improve their 

performance. Hence human resource should be properly managed and fully utilized 

for the achievement of both individual and the organizational objectives. This can 

well be achieved through OPRAS. This chapter reviews some of the theoretical and 

empirical literature related to this study. 

 

2.2 Definition of Key Terms 

2.2.1 Performance 

According to Armstrong (2007), performance is often defined simply in output terms 

– the achievement of quantified objectives. But performance is a matter of not only 

what people achieve but how they achieve it. Performance management most 

examine how results are attained because this provides the information necessary to 

consider what needs to be done to improve those results. 

 

The concept of performance has been expressed also by Brumbach (1988) as both 

behavior and results. Behavior emanates from the performer and transforms 

performance from abstraction to action. Not just the instruments for results, 

behaviors are also outcomes in their own right –the product of mental and physical 

effort applied to tasks and can be judged apart from results. This definition of 

performance leads to the conclusion that when managing performance, both inputs 

(behavior) and outputs (results) need to be considered. It is not a question of simply 
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considering the achievement of targets as used to happen in management- by – 

objectives schemes. 

 

2.2.2 Performance Appraisal 

Performance appraisal can be expressed as the formal assessment and rating of 

individuals by their managers at usually an annual review meeting (Brumbach 1988).  

Performance appraisal has been discredited because too often it has been operated as 

a top- down and largely bureaucratic system owned by the HR Department rather 

than by line managers. It was often backward looking, concentrating on what has 

gone wrong, rather than looking forward to future development needs. Performance 

appraisal schemes existed in isolation. There was little or no link between them and 

the needs of the business. Line managers have frequently rejected performance 

appraisal schemes as being time consuming and irrelevant. Employees have resented 

the superficial nature with which appraisals have been conducted by managers who 

lack the skills required tend to be biased and are simply going through the motions. 

 

2.2.3 Performance Review Meeting 

The performance review meeting is the means through which the five primary 

performance management elements of agreement, measurement, feedback, positive 

reinforcement and dialogue can be put to good use, (Armstrong 2007). 

 

The review should be rooted in the reality of the employees’ performance. It is 

concrete, not abstract and it allows managers and individuals to take a positive look 

together at how performance can become better in the future and how any problem in 

meeting performance standards and achieving objectives can be resolved. Individuals 

are encouraged to assess their own performance and become active agents for change 

in improving their results. Managers are encouraged to adopt their proper enabling 

role; coaching and providing support and guidance. 

 

There should be no surprises in a formal review if performance issues have been 

dealt with as they should have been as they arise during the year. Michael and Ruh 
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(1978) identified three main sources of difficulty in conducting performance 

reviews:- 

The quality of the relationship between the manager and the individual. Unless there 

is mutual trust and understanding, the perception of both parties may be performance 

review is a daunting experience in which hostility and resistance are likely to 

emerge. 

 

The manner and the skill with which the interview is conducted. 

 

The review process itself- its purpose, methodology and documentation. 

Therefore in order to conduct effective reviews, the following issues have to be 

considered. 

(i.) Why have them at all? 

(ii.) If they are necessary, what are the objectives of reviewing performance? 

(iii.) What are the organizational issues? 

(iv.) On whom should performance review focus? 

(v.) On what should they focus? 

(vi.) What criteria should be used to review performance? 

(vii.) What impact does management style make on performance review? 

(viii.) What skills are required to conduct reviews and how can they be developed? 

(ix.) How can both negative and positive elements be handled? 

(x.) How can reviews be used to promote good communications? 

(xi.) How should the outputs of review meetings be handled? 

(xii.) To what extent is past performance a guide to future potential? 

(xiii.) When should reviews take place? 

(xiv.) What are the main problems in conducting reviews and how can they be 

overcome? 

(xv.) How can their effectiveness be evaluated? 

 

2.3 Objectives of Performance Reviews Involve 

(i.) Planning- to provide the basis for reformulating the performance 

agreement and development plans incorporated in it. 
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(ii.) Motivation- to provide positive feedback, recognition, praise and 

opportunities for growth, to clarify expectations, to empower people 

by encouraging them to take control over their own performance, 

learning and development. 

(iii.) Learning and development- to provide a basis for self- managed 

learning and the development through coaching and other learning 

activities of the abilities relevant to both the current role and any 

future role the employee may have the potential to carry out. 

(iv.) Communication- to serve as a two –way channel for communication 

about roles, expectation (objectives and competence requirement), 

relationships, work problems and aspirations. 

 

2.4 Theoretical Review 

 

2.4.1  Performance Appraisal: An Over View 

Managers frequently make ad hoc judgments about employees, but are loath to 

discuss the grounds on which the opinions are based (Hannagan, 1995)  

According to Cherrington as quoted by Matagi, 2000, performance appraisal is 

mainly concerned with evaluating employee performance and many names are used 

to describe this process such as merit rating, performance review and performance 

evaluation and employees appraisal. 

 

According to Mondy and Noel (1987) pointed out that “nothing is more discouraging 

for a top producer in a work group than to receive the same pay increase as a 

marginal employee. In such a situation, the incentive to do superior work certainly 

decreases”. As the business environment becomes more and more competitive, 

performance appraisal is seen as a tool, which every organization has to undertake to 

ensure its goal achievement and survival. 

2.4.2 Performance Appraisal Process 

Various scholars have put forward different performance Appraisal Process or steps. 

Gupta, (2006) provides that, “The performance appraisal process follows a set 

pattern and it consists of the following steps: 
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Establishing Performance Standards 

The appraisal process begins with the setting up of criteria to be based for appraising 

the performance of employees. The criterion is specified with the help of job analysis 

which reveals the content of a job. This criterion should be clear, objective and in 

writing and should be discussed with the supervisors to ensure that all the relevant 

factors have been included. In addition, who is to do the appraisal and how 

frequently appraisal is to be done should also be decided. In fact, performance 

standards will depend upon the objectives of the appraisal that is to appraise actual 

performance on the present job or to judge potential for higher jobs. In short, under 

this stage the following questions must be addressed; 

(i). What should be done and at what standards? 

(ii). How should it be done? 

(iii). Who should do it? 

(iv). Are there enough and sufficient resources to accomplish the job? 

 

However, the performance standards set must be SMART, that is, they must be 

specific, measurable, attainable, realistic and time binding. 

 

More over according to Hannagan (1995), performance standard should adhere to the 

following guidelines: 

(i). Target should be precise, unambiguous and (if possible) expressed 

numerically. Generic objectives such as ‘increase profits’ or ‘cut costs’ are 

not acceptable. 

(ii). Target should relate to the crucial and primary element of employees’ jobs 

and not to trivial matters. 

(iii). Targets should be consistent. Each target should be accompanied by a 

statement of how it is to be achieved, by when, the resources necessary and 

how and where these will be acquired. 

 

Communicating the Standards 

The performance standards specified in the first step are communicated and 

explained to the employees so that they come to know what is expected of them. The 
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standards should be conveyed to the evaluators. The reactions of employees to the 

standards should be obtained. If necessary the standards may be revised or modified 

in the light of feedback obtained from the employees and the evaluators. This step 

should be a two way communication and a continuous one between the supervisor 

and the subordinate. 

 

Measuring Performance 

Once the performance standards are specified and accepted, the next stage is the 

measurement of actual performance. This requires choosing the right technique of 

measurement, identifying the internal and external factors influencing performance 

and collecting information on results achieved. Personal observations, written reports 

and face to face contacts are the means of collecting data on performance. The 

performance of different employees should be measured that it is comparable. What 

is measured is more important than how it is measured. This step is very important 

because it provides opportunities for supervisors to discover weaknesses and take 

corrective measures as well as strengths and utilize them effectively. 

 

Comparing the Actual with the Standards 

Actual performance is compared with the predetermined performance standards. 

Such comparison will reveal the deviations which may be positive or negative. 

Positive deviations occur when the actual performance exceeds the standards. On the 

other hand, excess of standard performance over the actual performance represents 

negative deviations. 

 

 

Discussing the Appraisal 

The results of the appraisal are communicated to and discussed with the employees. 

Along with the deviations, the reasons behind them are also analyzed and discussed. 

Such discussion will enable an employee to know his/her weaknesses and strengths. 

Therefore s/he will be motivated to improve him/herself. The impression the 

subordinate received about his performance has an impact on his subsequent 
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performance. The impact may be positive or negative depending on how the 

appraisal feedback is presented and discussed with the employee. 

 

Taking Corrective Actions 

Through mutual discussions with employees, the steps required to improve 

performance are identified and initiated. Training, coaching, counseling etc, are 

examples of corrective actions that help to improve performance. 

 

Figure 2.1: The Performance Appraisal Process 

 

 

 

 

 

 

 

 

 

 

Source: Gupta, (2006) 

 

2.4.3  Significance of Performance Appraisal 

Performance Appraisal is a significant element of the information and control system 

in organization. According to Torrington and Hall, (1991), some common 

applications of performance appraisal are as listed below; 

 

First, Performance Appraisal system provides valuable information/data for 

manpower planning and personnel decisions like pay increase, promotions, 

demotions, transfers, recruitment and terminations. 

 

Setting Performance Standard 

Communication Standard 

Measuring Performance 

Comparing with Standard 

Taking Corrective Action 

Discharging Results  
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Second, it is useful in analyzing training and development needs because it reveals 

employees who require further training to remove their weaknesses and identifies 

individuals with high potentials who can be groomed up for higher positions. 

 

Third, Performance Appraisal helps to evaluate present supply of human resources 

for replacement and planning purposes. It also reduces employee and labour turnover 

and motivates the workforce. 

Fourth, performance appraisal reduces losses resulting from ineffective performance 

gross negligence misconduct. 

 

Moreover, Armstrong (2007) contributes to the importance of Performance Appraisal 

as follows: 

 

First, it develops constructive and open relationships between individuals and their 

managers in the process of continuing dialogue, which is linked to the work actually 

being done throughout the year. 

 

Second, performance appraisal provides a framework for the agreement of objectives 

as it expresses targets and standards of performance between managers and 

individuals. 

 

Third, it provides opportunity for individuals to express their aspirations and 

concerns about their work 

Fourth, performance appraisal provides a basis for rewarding people in relation to 

their contribution by financial and/or non – financial means; the former consisting of 

performance related to pay and the latter including recognition of achievement and 

opportunities to take on more responsibility or enhance knowledge and skills. 

 

Also performance appraisal system improves employees’ performance because it 

tells a subordinate how he or she is doing and suggests necessary changes in his 

knowledge, behavior and attitude. 
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Not only that, it promotes work environment which contributes to productivity 

because when achievements are recognized and rewarded on the basis of objective 

performance measures, there is improvement in work environment. 

 

2.4.4  Constrains of Performance Appraisal 

Though performance appraisal system has a number of significances, there is also a 

number of limitations which have been pointed out and discussed by various 

scholars. Some of these limitations include; 

 

Lack of Training 

Hogg (1998) states that, “unless managers have the necessary skills to operate it, 

performance appraisal will become at best passive and of little value at worst; it can 

be a field disliked and feared by managers and subordinates alike”. Managers should 

be given training in philosophy and technique of appraisal. They should be provided 

with knowledge and skills in documenting appraisal interviews, rating errors, etc. 

 

Error in Rating  

According to Gupta (2006), performance appraisal may not be valid indicator of 

employees’ performance and their potential due to the following types of errors: 

 

(a) Halo Effect 

This is a tendency to rate an employee consistently high or low on the basis of 

overall impression. One trail of employee influences the rater’s appraisal on all other 

traits. For example an employee may be rated high on performance just because he 

sits on the job late in the evening. Similarly, a person who does not shave regularly 

may be considered lazy at work and may be underrated. This error may be minimized 

by rating all employees on one trait before taking up another trait. Also halo effects 

happen when the subordinate who is good in one important aspect is given similar 

high markings for all other aspects. This causes misleading information and 

consequently decreases the value and reliability of the whole exercise. 
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(b) Stereotyping 

This implies forming a mental picture of a person on the basis of his age, sex, caste 

or religion. It results in over-simplified views and blurs the assessment of job 

performance. For instance, if a supervisor has a belief that employees hailing from 

one particular region are intelligent and hard working, his subsequent rating of those 

particular employees tend to be favorably high. 

 

(c) Central Tendency 

It means assigning average rating to all the employees in order to avoid commitment 

and involvement. This is adopted because the evaluator cannot justify or clarify the 

average ratings and as a result, the ratings are clustered around the midpoint. 

 

(d) Constant Error 

Some evaluators tend to be lenient while others are strict in assessing performance. 

In the first case performance is overrated (strictness error). This tendency may be 

avoided by holding meetings so that the evaluators understand what is required of 

them. 

 

(e) Personal Bias 

Performance appraisal may become invalid because the evaluator dislikes the 

employee. Such bias or prejudice may arise on the basis of regional or religious 

beliefs and habits of interpersonal conflicts. Bias may also be the result of time. 

Recent experience or first impression of the evaluator may affect the evaluation 

process. 

(f) Spillover Effect 

This arises when past performance affects assessment of present performance. For 

instance, recent behavior or performance of an employee may be used to judge him. 

 

Multiple and Conflicting Objectives 

Some organizations have a lot of objectives to be achieved at a time. This may end 

up confusing employees instead of producing the desired output. Yager (1981) 

supports this argument by saying that, “To many, performance appraisal system is 
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designed and installed ineptly because of lack of clear objectives. Organizations and 

managers do not determine a few priority objectives they want to achieve, instead, 

they try to achieve too much within one system”. This argument is supported by 

Hogg (1988), that, one of the most frequent cause or dissatisfaction with 

performance appraisal is the fact that it seeks to fulfill many different and conflicting 

requirements at once. 

 

Resistance to Change 

Resistance to change from traditional performance appraisal (confidential forms) to 

open performance appraisal is one of the biggest constraints facing many 

organizations, many managers feel secured when they appraise individuals by using 

confidential methods thus, they resist changing to open performance appraisal. 

 

Gupta (2006) identifies the following issues as necessary requirements for the 

performance appraisal system to be effective. 

 

First, mutual trust. An atmosphere of mutual trust and confidence should be created 

in the organization before introducing the appraisal system. Such an atmosphere is 

necessary for frank discussion of appraisal. It also helps to obtain faith of employees 

in the appraisal system. 

 

Second, objectives of performance appraisal should be made clear and specific. The 

objectives should be relevant, timely, and open. The appraisal system should be fair 

so that it benefits both the individual employee and the organization. 

 

Third, standardization. Well defined performance factors and criteria should be 

developed. These factors as well as appraisal forms, procedures and techniques 

should be standardized. This will help to ensure uniformity and comparison of the 

ratings. The appraisal techniques should measure what they are supposed to measure. 

The performance system should be performance based and uniform. Employees 

should be made fully aware of performance standards and should be involved in 

setting the standards. 
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Fourth, training. Evaluators should be given training in philosophy and techniques of 

appraisal. They should be provided with knowledge and skills in documenting 

appraisals, conducting post appraisal interviews, rating errors etc. 

 

Fifth, evaluators should be required to justify their ratings. Documentation will 

encourage evaluators to make conscious efforts to minimize personal biases. It will 

also help to impart accountability of ratings. 

 

Sixth, feedback and participation. Arrangements should be made to communicate the 

ratings to both the employees and evaluators. The employees should actively 

participate in managing performance and ongoing process of evaluation. The 

superior should play the role of coach and counselor. The overall purpose of 

appraisal should be development rather than judgmental. 

 

Seventh, post appraisal interview. After appraisal, an interview with an employee 

should be arranged. It is necessary to supply feedback, to know the difficulties under 

which the employees work and identify their training needs. The later should adopt a 

problem approaching in the interview and should provide counseling for improving 

performance. 

 

Lastly, review and appeal. A mechanism for review of ratings should be provided. 

The review may be made by a committee consisting of line executives and personnel 

experts. It may compare ratings with operating results and may require the evaluators 

to give specific examples or tangible proof. Differences if any are discussed and 

dissent is recorded. Provision must be made for an appeal in case the employee is not 

satisfied with the ratings. 

 

2.4.5 Open Performance Review and Appraisal System (OPRAS) – An 

Overview 

Just like in other public organizations, public service ethics have not been observed 

over years especially in the fields of recruitment, training, promotions, transfers and 

rewards, just to mention the few. This situation was contributed by the traditional 
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performance appraisal systems (confidential forms) which were used to appraise 

employees. The system failed to conform to the reforms that are taking place in the 

public service. The confidential forms did not allow discussion with employees 

regarding their performance. Hence they proved to be subjective and not proper 

mechanism for improving performance. The system operated with limited purpose 

and lacked objectivity. Furthermore, traditional performance appraisal system did not 

provide immediate positive feedback to the subordinate except for reprimand hence 

the introduction of OPRAS. 

 

 Open Performance and Appraisal System (OPRAS) can be explained as an open, 

formal and systematic procedure designed to assist both employers and employees in 

planning, managing, evaluating and realizing performance improvement in the 

organization with the aim of achieving organizational goals. OPRAS has the 

following unique features that can be differentiated from the previous confidential 

system: 

 

Openness 

Allows both employee and employer to discuss and agree on the organizational and 

individual objectives during the year. 

 

Participation 

Involve employees in the process of setting objectives, performance targets and 

criteria as well as determining, assessing and recording performance. 

 

Accountability 

Individual employees are required to sign annual performance agreements and 

account for performance against agreed targets and resources allocated for each 

activity. 

Ownership 

Shows linkage between individual objectives and the overall organizational 

objectives in a given period. This helps the employee to understand own role and 

contribution thus creating commitment in achieving organizational goals. 
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2.4.5.1 Design of OPRAS Form 

The Open Performance Review and Appraisal System Form have eight sections; 

Section 1:  Consists of personal information. The subordinate provides the 

specified information on the boxes provided. 

 

Section 2:  Consists of individual performance agreement. This section involves 

developing personal objectives based on Strategic Planning Process. 

Supervisors and subordinates under this section agree on objectives, 

performance criteria to be met and resources to be used. 

 

Section 3:  Is a mid-year review where the subordinate lists down the agreed 

objectives, personal objectives derived from section 2, progress 

towards targets and factors that affect performance in the provided 

four columns respectively. 

 

Section 4:  Consists of Annual Performance Review and Appraisal. This is the 

final performance review that is done at the end of each financial year. 

The subordinate lists the number of the agreed objectives, agreed 

objectives as per section 2 and 4, state the reached progress towards 

achieving the targets for the whole year, and rate his/her achievement 

against each target as provided in section 2 and section 4. Then the 

agreed mark is filled by supervisor after discussing with the 

subordinate. 

 

Section 6:  Under this section, the same procedure followed in section 5 is applied 

to derive ratings for attributes of competence and good performance. 

 

Section 7:  Is about the overall performance that will be derived from the average 

of section 5 and 6. 

 

Section 8:  In this section, the supervisor recommends/suggests the most 

appropriate reward, developmental measures or sanctions to be 
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imposed on the employee in accordance with the level of agreed 

performance targets (Guidelines in the use of open performance 

review and appraisal form) 

 

2.4.5.2 OPRAS Process Flow 

Implementation of OPRAS follows a series of interlinked processes that have roots 

from the Annual Planning Process and ends with the feedback on annual overall 

performance providing input to the annual planning process as shown in figure 2  

below; 

 

Figure 2.2: OPRAS Process Flow 

 

 

 

 

 

 

 

 

 

 

                   

 

 

 

 

 

 

 

Source: Guidelines on OPRAS – PO-PSM (2006) 
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Generally there are two theoretical trends on the subject as Fredrick Taylor (1911), 

argues that a man is an economic animal who is motivated by material rewards. His 

efforts will depend on the level of compensation and therefore employers should pay 

their employees in accordance to level of effort. The one who works harder should be 

paid more. According to Taylor, workers do not enjoy work and so need close 

supervision and control. However he admits that workers should then be given 

appropriate training and tools so that they can work as efficiently as possible on one 

set task and as a result workers are paid according to the work they performed. 

 

Mayo (1964) who is commonly referred to as the main founder of human relations 

school and his followers criticize Taylor for being too mechanistic in his approach. 

The main criticism is that Taylor tends to equate and reduce a human being to a 

machine, who can be mechanically controlled and managed. 

 

The overall aim of performance management is to establish a high performance 

culture in which individuals and teams take responsibility for the continuous 

improvement of business processes and for their own skills and contributions within 

a framework provided by effective leadership. Its key purpose is to focus people on 

doing the right things by achieving goal clarity, Armstrong (2007).  

 

The following are the aims of performance management as expressed by a variety of 

organizations (Source: IRS Employment Trends, 1 August 2003 pg 12-19). 

(i.) Empowering, motivating and rewarding employees to do their best. 

(Armstrong World Industries). 

(ii.) Focusing employees tasks on the right things and doing them right, aligning 

everyone’s individual goals of the organization. (Eli Lilly and Co.) 

(iii.) Proactively managing and resourcing performance against agreed 

accountabilities and objectives (ICI Paints). 

(iv.) Linking job performance to the achievement of the council’s medium –term 

corporate strategy and service plans (Leicestershire Country Council). 

(v.) The alignment of personal/individual objectives with team, 

department/divisional and corporate plans. The presentatation of objectives 
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with clearly defined goals/targets using measures, both soft and numeric. The 

monitoring of performance and tasking of continuous action as required 

(Macmillan Cancer Relief).  

(vi.) All individuals being clear about what they need to achieve and expected 

standards and how that contributes to the overall success of the organization, 

receiving regular fair, accurate feedback and coaching to stretch and motivate 

them to achieve their best (Marks and Spencer Financial Services). 

 

Though 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 also including job satisfaction, which 

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

such as personal fulfillment known as self-actualization in ones work fulfilled by his 

employer. From the foregoing review of motivation theory and performance there is 

consensus that pay is critical, but not a sole determinant of an employee motivation 

to perform and work, other factors including the work environment and level of 

supervision are also important.  

 

Motivation in general concerns a person’s reason for carrying out a particular task. It 

is necessary to distinguish between motivation from external rewards and motivation 

existing regardless of rewards. Ryan and Deci (2000) argue, to be motivated means 

to be moved to do something. They state that intrinsic motivation implies “doing 

something because it is inherently interesting and enjoyable” and that it is found 

where work is performed “for the positive experiences associated with exercising and 

extending one capacities”. 

 

Intrinsic motivation is both situational and personal, and may hence vary between 

individuals as well as from one situation to another. Extrinsic motivation refers to 

“doing something because it leads to a separable outcome”. Extrinsic factors 

encompass mechanisms expected to encourage a worker to increase his/her effort in 

the expectation of some form of reward or in fear of coercion or sanctions, for 

example reduced salary. 
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A much used definition of motivation in the health sector is “an individual’s degree 

of willingness to exert and maintain an effort towards organizational goals”. This 

definition is based on the assumption that individual behavior can be changed. An 

influential approach to workplace motivation is formulated through “agency theory” 

in economics, a theory which postulates that increased alignment between the goals 

of principal (employer) and the agent (employee) can be achieved if the principal 

offers rewards to the agent. 

 

Eisenhardt (2007), point out that agency theory refers to situations where “the desires 

or goals of the principal and agent conflict”. The underlying assumption of the 

agency theory is that rewards motivate workers to perform better. 

 

2.5  Empirical Review 

Effective performance management in the public service requires specific tools and 

deliberate measures (Bana, 2010). Tanzania has made significant achievement in 

recognizing the need to ensure that performance in the public service institutions is 

monitored and evaluated by using a number of management tools and installing them 

in all MDAs. Much as installation of the performance management tools is 

important, it is also imperative to ensure that the performance management systems 

is continuously institutionalized in the public service in order to pave way for 

creating and attaining a performance culture in the entire public service.  

 

Although OPRAS installation by all MDAs has been made mandatory and the 

requirement is embodied in the Public Service Legislation where by about 2500 

public servants were trained on the use of OPRAS from year 2004 to 2008, however 

it has been reveals that; 

(i.) The adoption and institutionalization of OPRAS in the MDAs has been 

patchy. The compliance rate is estimated to be about 51% for, arguably a 

variety of reasons.  

(ii.) There are claims that the initial OPRAS forms were overly complicated to 

complete and they were not context – sensitive to different professional 

cadres in the public service.  
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(iii.) Some public servants remained skeptical of their intended use especially for 

promotion purposes.  

(iv.) Little dissemination took place at the middle and lower levels of the MDAs or 

in the field offices. The prognosis however is for their increasing use as staffs 

become more familiar with the technique. 

 

Performance management constitutes the kernel of Tanzania Public Service Reform 

Programme (PSRP) which is implemented in the Ministries, Departments and 

Agencies (MDA) as well as the public sector (Bana, 2010). The PSRP is 

implemented by the Government of Tanzania in order to improve the MDAs service 

delivery, policy management and regulatory functions through a more vigorous and 

rigorous public service. 

 

Performance Management System in Tanzania is geared at improving the efficiency 

and effectiveness in public service delivery, consequently ensuring value for money. 

PMS is one of the reform initiatives that provide a means to improve the 

effectiveness of the MDAs by linking and aligning individual, team and the public 

service objectives and results. The approach to performance management takes a 

comprehensive view of components or various aspects of performance ,focusing on 

how each of the components contribute to desired performance outcomes at 

organizational, departmental, team and individual levels (Bana, 2010). 

 

Performance management also addresses what the employees do (their work), how 

they do it (their behavior) and what they achieve (their results). In totality and 

practice, performance management in Tanzania embraces all formal and informal 

measures adopted by the public service entities to increase organizational, team and 

individual effectiveness. Performance management process is not an isolated 

function; rather it is concerned with continuous development of knowledge, skills 

and competencies of public servants. 

 

Effective Performance management requires systems including clear processes and 

procedures. Moreover, it presupposes an enabling institutional and legal framework 
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as well as identification of the Key Performance Areas (KPAs).Performance 

Management was the theme of Tanzania’s Public Service Reform Programme phase 

one which was implemented from the year 2000 to July 2007. The intent of the PSRP 

1 was to install Performance Management Systems in all MDA’s in an effort to 

reproffessionalize the public service, improve its result orientation and make MDA’s 

more accountable. 

 

The current Public Service Reform Programme Phase two (2008-2012) is inter alia, 

geared at enhancing further and consolidating the initiatives geared at creating a 

sustainable performance management culture in the public service institutions. 

Different approaches to Performance Management exist. In Tanzania a Result Based 

Management (RBM) was introduced using a Performance Improvement Model 

(PIM). This is an integrated approach to performance management which interlinked 

four stage processes and nine elements. This approach among other things requires 

all public service institutions to plan, implement, monitor, evaluate and report on 

performance and finally carry out performance reviews. From the year 2000 to 2006 

PIM was installed in all Ministries, independent Departments, Executive Agencies 

and Regional Secretariats. 

 

2.6  Conceptual Framework 

Effective employee performance appraisal is a useful tool for monitoring individual 

performance. Moreover, the appraisal system which provides the opportunity for 

dialogue between the appraisal and the appraised is more likely to improve 

performance than a system of staff appraisal which is closed and unilateral. A new 

change innovation in an organization, if not thought well is more likely to generate 

supporters and believers than skeptics and doubting “thomases’’than supporters and 

believers. There may be leaders and staff who may not support new innovations.  

 

Furthermore new innovations, in organizations tend to create anxiety and the desire 

to see immediate results and changes as soon as possible. The best way of 

introducing new innovations in organizations such as the public service is by 

evolution rather that revolution. The process of installing new performance appraisal 
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system should be supported by deliberate strategies for institutionalization of the 

system including training and positive reinforcement. Meaningful performance 

appraisal should also provide a means to recognize and reward good performance as 

well as to manage under performance. Recognition or reward for performance 

including Performance Related Pay (PRP) salary progression guided by performance 

or non- pay reward system should be used as positive reinforcement in order to 

enable employee buy into the imperatives of OPRAS.  

 

However in making performance management work, changing the mindsets of public 

servants is necessary to ensure that the public service becomes responsive to the 

needs of people rather than being internally focused so as to improve public service 

delivery. Public service processes need to be customer-focused and business process 

re – engineering so as to improve service delivery. A conducive working 

environment should be created to enable people to perform well. However 

performance management should not be seen as a form of punishment but as an 

instrument for improving performance. 

 

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 objective setting, implementing, 

monitoring and performance reviewing processes. This way there is continuous 

communication between supervisors and employees and understanding on the 

linkage between organizational objectives and individual. 

 

According to Gibson (2004), appraisals are conducted for two major reasons; 

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

decisions on promotions, transfers, demotions, terminations and compensation 

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

development of individual, including the identification of coaching and training 

needs. The job analysis process determines standards of performance which are 
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clearly communicated to the employees and are used as the basis of evaluation in the 

performance appraisal process. 

 

As Gibson (2004) argues, under OPRAS the characteristics and qualities of public 

service employees are evaluated under “attributes of good performance” which aim 

to motivate and instill positive work behaviors’ while discouraging actions that come 

into conflict with established rules of good conduct and values of the public service. 

Among notable values are integrity, commitment, discipline, ability, teamwork and 

effectiveness in establishing good relationship with fellow employees within public 

service and outside organizations. 

 

Performance appraisal is the process of identifying, evaluating and developing the 

work performance of employees in the organization, so that 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 Neely,(2002) and as a result it involves setting work 

standards, assessing the employees actual performance relative to these standards and 

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

performance deficiencies or to continue perform above par (Dessler,2000). 

 

However, Neely (2002), identifies that if OPRAS will be well implemented, the job 

of the person being appraised may be clarified and better designed. Since it require 

the employer as well as employees to sit together and to set the expected outcomes 

based on organizational objectives. 

 

Valuable communication can take place among the individuals taking part (that also 

include communication between the subordinate and the superior). This is due to the 

nature of the performance appraisal used. The person whose performance is 

appraised may develop an increased motivation to perform effectively. 

 

OPRAS tend to develop the self – esteem of the person being appraised particularly 

good performers since it demand the use of various strategies such as feedback, 
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reward recognition which help a lot to develop self esteem of the employees within 

organization. 

 

Through the effective use of OPRAS, rewards such as pay and promotion can clearly 

be distributed on a fair and credible basis. 

 

OPRAS require both the employees and employers to know the objectives of the 

organization clearly before setting any performance standards as this help to make 

organizational goals clearer as they have been accepted by both parties. 

 

Valuable appraisal information can allow the organization to do better manpower 

planning, test validation and development of training programmes. This can be done 

through identification of performance gap within organization, the information which 

can help managers to make proper human resource decisions such as coaching, 

guidance and recruitment. 

 

Better and timely service provision can be made within well known stipulated time 

bound. This minimizes unnecessary delays in public service deliveries; enable the 

employees to know what is expected of them within a limited time, thus greater 

citizen satisfaction. 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.1   Introduction 

Since the research problem was well defined and the objectives were known, 

descriptive research design had to be employed.  This design is flexible in the sense 

that various methods of data collection were used.  In this report, Case Study design 

was adopted. Aaker et al, (2002) define a case study as a comprehensive description 

and analysis of a single situation. In addition, case studies place emphasis on a full 

contextual analysis of fewer events or conditions and their interrelations (Cooper and 

Schindler, 2003). Case studies involve in-depth, contextual analysis of similar 

situations in other organizations, where the nature and definition of the problem 

happen to be the same as experienced in the current situation. 

 

3.2   Research Design 

Aaker et al (2002) define a research design as the detailed ‘blue print’ used to guide a 

research study towards its objectives. It is a conceptual structure within which 

research is conducted; it constitutes the blue print for the collections, measurement 

and analysis of data Kothari, (2004). This design has been preferred because it brings 

the inner sights and it enables a researcher to make a comprehensive inquiry into the 

nature of the phenomenon. Secondly using this type of research design facilitate 

generalization to other cases not covered by this study and may consequently create a 

base for replication of the study using a larger sample of cases. Thirdly, the design 

allows various sources of evidence such as interviews, questionnaires so as the 

support the findings and thus high validity of the generalizations made.  

 

3.3       Study Area 

The study was conducted in Arusha region whereby two district hospitals were 

involved. They include Monduli and Meru District Hospitals. 
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3.4       Population and Unity of Inquiry 

The research study intended to cover a total of 88 respondents. The study targeted 

respondents from Monduli district hospital and Meru district hospital; however a 

total of 69 respondents participated positively. 

Respondents involved the following;- 

(i.) Medical Staff that included Nurses, clinical officers (CO) and Assistant 

Medical Officers (AMO). 

 

(ii.) Non – Medical Staff that include Human Resource Officers and Mid-Level 

Managers. 

 

3.5 Sampling Technique 

Non probability sampling technique was used so as to get respondents who could 

provide specific information on how OPRAS operates. With convenience sampling, 

the decision with regard to which element / item was to be included or excluded in 

the sample rests on the researcher  as it involves selecting respondents primarily on 

the basis of their availability and willingness to respond. The researcher chose only 

those elements which she believed will be able to deliver due to the nature of this 

study which demanded collection of data from units with involvement, specialist 

experience and knowledge on Open Performance Review and Appraisal System 

(OPRAS).  

 

3.6 Data Collection Methods 

 

3.6.1  Primary Data 

Data were collected by the researcher herself from the field. They are first-hand 

information to be gathered through the use of questionnaires, interviews and 

observations. They are useful for the purpose of answering research questions/issue. 

 

3.6.1.1  Interviews 

The researcher conducted a number of face to face interviews in case other methods 

will not be convenient in data collections from certain respondents. Face to face 
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interviews are the way to get in depth and comprehensive information and are 

suitable for qualitative research that is seeking for opinions, views and feeling of 

respondents Walonick, (2010). Face to face interviews enables the researcher to 

probe for more information and to get non-verbal meaning as expressed by 

respondents during an interview. The researcher asked both close – ended questions 

and open-ended questions. Open- ended questions enabled respondents to give 

detailed explanations while giving their view, opinions and feelings.  

 

On the other hand, close – ended questions facilitated provision of data on common 

pattern of behavior, beliefs, preferences or feelings among selected employees. The 

responses from close ended questions were quantified and expressed in questions 

which were also quantified and expressed in percentage.  

 

However, though face to face interview were very expensive to administer in term of 

both time and resources Walonick (2010), it is not likely to affect the findings of the 

study because the researcher conducted in-depth interviews aiming at collecting 

qualitative data aiming at gathering the views, opinions and feelings of respondents 

about a particular phenomenon.  

 

3.6.1.2 Questionnaires 

Questionnaire is a series of questions asked to individuals in order to obtain primary 

data useful for a study. It is a valuable method of collecting a wide range of 

information from a large number of respondents. This study used open – ended and 

close ended question. The rationale for open ended questions in this study is to allow 

respondents to give detailed account on how OPRAS have been conducted in their 

public institution. This helped a researcher to get new insights from the respondents 

about the system. Close ended questions were used when asking questions that need 

yes/no answers or whose answers have limited alternative. 
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3.6.2  Secondary Data 

These are data which were obtained from literature sources or data collected by other 

people for some other purposes. Thus secondary data provide second hand 

information and include both raw data and published ones (Saunders et al, 2000). 

Document review constituted secondary data collection for supplementing the 

primary data. Documents are written or recorded material that entails reviewing all 

readily available and relevant documents for the study. This method is preferred 

because it is not expensive to check information gathered through other method 

Walonick, (2010). 

 

3.7  Data Analysis Technique 

Data analysis refers to the computation of certain measures along with searching for 

patterns of relationship that exist among data groups (Kothari, 2004). 

 

Qualitative analysis was used in view of the nature of the study that is case study 

design. Qualitative analysis is useful for a study that aims at exploring the opinions 

view and ideas of respondents.  

 

3.7.1 Analysis of Interviews And Questionnaires 

Thematic analysis was used to analyze data obtained through close and open ended 

questions. Thematic analysis gave the researcher the task to identify a limited 

number of themes which adequately reflected their textual data.  

 

3.8       Data Validity and Reliability 

The validity is a measure of how well a test measure what is supposed to measure 

while reliability is a measure of how consistent the results from test are (Kombo and 

Tromp, 2006). To ensure validity and reliability within this study, a researcher 

conducted a pilot testing of the study tools (questionnaire and in depth interview 

guide). This was carried out on a convenient sample selected from workers of study 

area, with inclusive of management cadre, supervisor up to lower level. The aim of 

the pilot testing was to validate the data collection tools on the questions asked.  
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CHAPTER FOUR 

 

PRESENTATION OF FINDINGS, ANALYSIS AND DISCUSSION 

 

4.1  Introduction 

This chapter presents the findings of this research study as well as its analysis. The 

research study intended to cover a sample size of 88 respondents. The study targeted 

respondents from Monduli and Meru District Hospitals in Arusha Region. The total 

of 69 respondents participated positively.  

 

4.2    Size of Respondents 

The following is the number of respondents and their respective categories. 

 

Table 4.1: Respondents Quotas  

Statistics 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Medical Staff 60 68.2 87.0 87.0 

None Medical Staff 4 4.5 5.8 92.8 

Other Stakeholders 5 5.7 7.2 100.0 

Total 69 78.4 100.0  

Missing System 19 21.6   

Total 88 100.0   

Source: Author’s field report 2013  

 

From the analysis above, the research can be termed as successfully. This is due to 

the fact that 78.4% of respondents participated out of 100%. According to De Vos et 

al (2002); 60 per cent response rate is good, while a 70 per cent response rate is 

excellent. The response rate of 78.4 per cent received for this study was therefore 

considered as very satisfactory. 
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4.3   Discussion of Findings 

According to the study conducted the following issues were raised by the 

respondents:- 

 

Lack or inadequate training 

From the study, the researcher established that, only 80.5 per cent of the sample size 

at this level attended a two days training on how to conduct OPRAS. Furthermore, to 

support these findings training that was provided was inadequate, that supervisors do 

not understand their roles on appraising employees, one AMO said that, 

“OPRAS is not our concern. This is the function of the Administration and Personnel 

Department”. 

 

Resistance to Change 

Change, in most cases is welcomed with fear and negative attitude. It is impossible to 

change organizations which do not accept dangers of their present way of doing 

things. The researcher found out that, when OPRAS was introduced, it was a big 

change from confidential forms which were used for years to assess employees’ 

performance. Thus organizations were supposed to be made to understand and accept 

this change as one of the Public Service Reforms. 28 respondents mentioned 

resistance to change as one of the constraints in implementing OPRAS. 

 

Implication of OPRAS 

Due to the fact that OPRAS is not well practiced in Monduli and Meru District 

Hospitals, a number of implications were singled out by respondents. The most 

common negative implications that were pointed out by the respondents are 

(i.) Irregular promotions 

(ii.) Random selection of employees for training 

(iii.) Lack of motivation 

(iv.) Poor organizational performance 
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Table 4.2: Constraints in Implementing OPRAS 

S/N Constraint No. of respondents % 

1 Lack of inadequate training 33 66.6 

2 Resistance to change 29 58.3 

3 Lack of institutional enforcement 26 52 

Source: Authors field report 2013 

 

Commenting on the finding shown in the table above, it is clearly seen that, most of 

the respondents pointed out that lack/ inadequate training on OPRAS is the constraint 

in appraising employees followed by resistance to change and then lack of 

institutional enforcement. These findings implies that, respondents had a feeling that, 

if proper training on OPRAS was provided, the other constraints could have been 

easily dealt with. 

 

Irregular Promotions 

Regarding irregular promotions, the researcher found out that, since OPRAS is not 

practiced very well, there are no specific and agreed performance standards at 

Monduli and Meru District Hospitals. In absence of these performance standards, it 

become very difficult for an employee to explain their success or failure and 

problems encountered in carrying out their duties. Employees are evaluated on the 

basis of an assignment given without taking into consideration things like internal 

and external factors influencing performance such as working conditions, availability 

of working tools, transport, and disbursement process of funds where needed and the 

like. Because of this practice, there are no proper performance bases for promoting 

employees. Hence, promotions are conducted basing on seniority factor and not 

actual performance. However, even the seniority factor was pointed out by 42 

respondents out of 48 (87.5%). 

 

Random Selection for Training 

36 out of 48 respondent’s equivalent to 75.6 per cent claimed that the whole process 

for training was not done fairly. It was stipulated that there are no proper plans for 
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selection of staff for training hence making it difficult to know who is supposed to be 

trained and who has been trained. Health workers claimed that if there could be 

proper selection, then it could be possible for each staff to participate well on filling 

the OPRAS form, instead of selecting randomly and for some cases some of the staff 

has not been trained on how to fill the forms. 

 

Lack of Motivation 

36 out of 48 respondent’s equivalent to75.6 per cent claimed that there are no agreed 

standards to compare with actual performance. As a result staffs are not motivated to 

fill in the OPRAS form as they find out that even if they fill the forms they will not 

be rewarded on the bases of performance standards set. The researcher found out that 

due to the fact that health workers cannot be evaluated in terms of patients attended 

instead of quality of health care provided, there is a need of motivating health 

workers in such a  way that, health care provided is of high quality instead of 

checking how many patients were attended. 

 

Poor Organizational Performance 

31 respondents out of 48 claimed that, no agreed objective performance targets and 

performance criteria, the researcher observed tasks being assigned to subordinates as 

they emerge and instructions being given where necessary. The nature of the 

organization does not allow the effective participation of staff and their supervisors 

regarding planning, designing, bargaining of what to be done and to what extent. 

This leaves the superiors to set some unrealistic objectives and performance to be 

achieved on behalf of health workers hence make the whole process invalid to 

measure employee’s performance. 
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Figure 4.1:  Respondents Awareness of OPRAS 

 

Source: Author’s field report 2013 

 

On the question of awareness of OPRAS, about 85 per cent of respondents were 

positive on this. That means nearly all respondents were aware of the open 

performance review system 

 

Table 4.3:  There are Difficulties in using OPRAS Here in Our Hospital 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly disagree 5 7.1 8.3 8.3 

Disagree 9 12.9 15.0 23.3 

Undecided 10 14.3 16.7 40.0 

Agree 15 21.4 25.0 65.0 

Strongly agree 21 30.0 35.0 100.0 

Total 60 85.7 100.0  

Missing System 10 14.3   

Total 70 100.0   

 

Source: Author’s field report2013 
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Figure 4.2:  There are Difficulties in Using OPRAS in our Hospital 

 

Source: Author’s field report 2013 

 

Most respondents, about 60 per cent see that there are difficulties in using OPRAS at 

their respective work stations.  16 percent were undecided while about 23 per cent 

disagreed on that matter. Further inquiry indicates that this is caused by lack of 

awareness on training, among staff and lack of objectivity by supervisors towards 

OPRAS. 
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Figure 4.3:  The Approach towards the use of OPRAS in the Evaluating Staff 

in the Health system need to be Overhauled 

 

Source: Author’s field report 2013 

 

Most respondents are of the view that approach towards the use of OPRAS in the 

evaluation process in the health system need to be overhauled. They make up about 

80 per cent of all respondents. About 17 per cent are of the view that the approach 

towards the use of OPRAS in the process of evaluating staff in the Health system 

ought not to be revised. Only 3.3 per cent were undecided on the issue.  
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Table 4.4: OPRAS cannot achieve its Objectives under the Current 

Environment of using OPRAS where there is Minimal Training 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly disagree 5 7.1 8.3 8.3 

Disagree 8 11.4 13.3 21.7 

Undecided 5 7.1 8.3 30.0 

Agree 22 31.4 36.7 66.7 

Strongly agree 20 28.6 33.3 100.0 

Total 60 85.7 100.0  

Missing System 10 14.3   

Total 70 100.0   

Source: Author’s field report 2013 

 

Figure 4.4: OPRAS cannot achieve its objectives under the current 

environment of using OPRAS where there is minimal training 

 

Source: Author’s field report 2013 
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More than half of the respondents have doubts on whether OPRAS can achieve its 

objectives   under the current labour regime. They make a total of about 70 per cent 

of respondents. However about 22 per cent had a contrary view. Those who were 

undecided accounted for 8 per cent of all respondents.   

 

Table 4.5: There is a need to revamp the Strategy of Evaluating 

Government Staff using OPRAS 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly disagree 7 10.0 11.7 11.7 

Disagree 12 17.1 20.0 31.7 

Undecided 9 12.9 15.0 46.7 

Agree 23 32.9 38.3 85.0 

Strongly agree 9 12.9 15.0 100.0 

Total 60 85.7 100.0  

Missing System 10 14.3   

Total 70 100.0   

Source: Author’s field report 2013 

 

Figure 4.5: There is a Need to revamp the Strategy of Evaluating Health 

Staff using OPRAS 

 

Source : Author’s field report 2013 
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Not many respondents see the need to change ways under which the implementation 

of OPRAS is being carried out. There is a sense of apathy in implementing open 

appraisal system. Only 53 per cent of respondents agree that there is need to change 

ways of implementing OPRAS. About 15 per cent were undecided while 32 per cent 

disagree with this contention.  

 

Table 4.6: The Allocation of Resources for Implementing OPRAS are 

sufficient 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly disagree 37 52.9 61.7 61.7 

Disagree 5 7.1 8.3 70.0 

Undecided 5 7.1 8.3 78.3 

Agree 5 7.1 8.3 86.7 

Strongly agree 8 11.4 13.3 100.0 

Total 60 85.7 100.0  

Missing System 10 14.3   

Total 70 100.0   

Source: Author’s field report 2013 

 

Figure 4.6: The Current Allocation of Resources for Implementing OPRAS 

is Sufficient 

 

Source: Author’s field report 2013 
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A big number of respondents, about 70 per cent disagreed strongly on this matter. 

Only about 22 per cent of respondents agreed while about 8 per cent were left 

undecided that current allocation of resources for implementing OPRAS are 

sufficient.   

 

Table 4.7: There is a Need to Advocate for Changes in Approach to 

Adopting and using OPRAS 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly disagree 9 12.9 15.0 15.0 

Disagree 10 14.3 16.7 31.7 

Undecided 8 11.4 13.3 45.0 

Agree 14 20.0 23.3 68.3 

Strongly agree 19 27.1 31.7 100.0 

Total 60 85.7 100.0  

Missing System 10 14.3   

Total 70 100.0   

Source: Author’s field report 2013 

 

Figure 4.7: There is a Need to Advocate for Changes in Approach to 

Adopting and using OPRAS 

 

Source: Author’s field report 2013 
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There was a mild response on the need for to advocate for changes in in approach to 

adopting and using OPRAS. Only 55 per cent were of the view, while 32 were 

against the idea. 13 per cent were undecided.  

 

4.4  Performance at Hospitals 

Recognition of good performance was pointed out as one aspect that influences   

other health workers.  One AMO explained, 

“If a leader stands up in a general meeting of all staff and announces that a certain 

group of people have done very well, automatically other workers will be influenced 

as their fellows will be rewarded.” 

 

A similar argument was put forward by one nurse, 

“Even a simple letter showing that you have done well, or even an expression of 

congratulations for the good work would really give a person encouragement to 

work.” 

 

Health workers claimed they do not receive regular feedback on the work they 

perform and held this out as a serious shortcoming of the workplace management. 

Health workers however pointed out a few exceptions one being the annual 1st May, 

worker’s Day celebration with the announcement of Mfanyakazi Bora – ‘the Worker 

of the Year, ’In addition to the public recognition of performed well, the awardees 

receive a gift in cash or in kind. Several of the interviewed health workers had 

previous experience of being selected as the worker of the year. 

 

One Clinical Officer explained, 

“If one of the staff is selected here, his colleagues will work very hard so that they 

can be selected next time” 

 

The interviewed health workers consistently pointed out the importance of receiving 

feedback on performance and also pointed out the importance of supervision. The 

examples above attest to the importance health workers place of being recognized for 

the work they perform. 
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4.4.1 Number of Patients Vs Quality Care 

Many health workers expressed concerns about measuring performance through 

OPRAS in a setting of shortage of resources. A recurring argument was that the 

shortage of resources at work place makes it very difficult for health workers to 

reach their targets. 

 

It was also argued that the measurement of performance in OPRAS is of little 

relevance and help in the health sector. 

 

“The one who attended 10 patients and correctly diagnosed and treated well has 

performed better than the one who has seen 20 patients and make mistakes or 

prescribed the wrong medication. The important issue is not attending many patients 

but providing correct treatment.” 

 

One AMO expressed clearly skepticism towards setting targets in terms of number of 

patients in OPRAS stated, 

 

“I am supposed to see or attend 300 patients. What if people in communities hear 

that this is my target? I don’t know how they would feel. It could mean that we are 

praying for them to get sick so that we can achieve our targets. I don’t get the logic 

behind that. Should we go to the churches and mosques praying to get more patients? 

(AMO, District Hospital). 

 

A Clinical Officer raised a similar concern, 

“At one side of a clinician it is difficult to aim at treating a certain number of 

patients. We don’t want people to become sick. The principle of using numbers of 

patients as an indicator for performing well was hence met with skepticism. Health 

workers repeatedly pointed out that the optimal situation should be a low number of 

patients receiving proper treatment.” 
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4.4.2  Missing Feedback 

OPRAS is intended to evaluate performance and to provide feedback to the 

employee. In practice however, OPRAS appeared not to be used for providing 

feedback. 

 

“We would request that feedback is given to us, because it is a difficult process to fill 

in the OPRAS form. You do this work and you don’t get any feedback. It becomes 

tiresome and meaningless, wasting our time and effort almost for nothing, feedback 

is very much needed”. (Nurse,   District Hospital) 

A clinical officer brought up the challenge of verifying whether targets in OPRAS 

are achieves, 

“At the end of the day I don’t think that there is any person coming to verify that you 

attend the 200 children you said you would treat”. (Clinical Officer, District 

Hospital) 

 

 

Experiences with OPRAS indicate that many of the interviewed health workers do 

not see the benefits of the system. One Assistant Medical Officer explained, 

“Up to now there is nothing coming out of filling in the OPRAS form. It is just like 

an order. After every six months they tell us to fill it in and again. It is just a routine 

but it has no meaning”. (AMO, District Hospital) 

 

The large majority of health workers interviewed expressed great skepticism towards 

OPRAS and further more explained that they have little knowledge about the use of 

the information collected through OPRAS. The degree of reluctance towards 

complying with OPRAS indicated that dissemination of information on the 

performance appraisal and providing feedback to health workers has been 

insufficient. 
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4.4.3  Openness and Opportunities 

Some health workers did mention benefits of OPRAS and it was repeatedly pointed 

out that OPRAS is a better system than the earlier confidential assessment. One nurse 

explained, 

 

“I think OPRAS is better because it is a more open system. You can express or 

defend yourself, or if you find that you may have been badly treated, you have the 

chance to complain”. 

Other health workers expressed that OPRAS was an important tool guiding them at 

work. 

“It is possible for me to adjust myself at work. Where I have been reluctant or where 

I have been negligent, the in- charge may warn me before things get worse”. (Nurse, 

District Hospital) 

 

Members of the Council Health Management Team (CHMT) and the HR Officers in 

the district generally praised OPRAS and explained that it an opportunity to evaluate 

the performance. 

 

4.4.4  Mid – Level Managers’ Experience With OPRAS 

Managers at sections or departments in the health facilities are responsible for 

working with staff members in order to set and evaluate the individual goals in 

OPRAS. Health workers reported to have job description but these descriptions 

appeared not to be actively used to guide the work or to direct efforts for the quality 

of health services. OPRAS was perceived by the managers as an attempt to 

operationalize the job description, but a manager in the district administration noted 

that there was a little knowledge about the ways in which OPRAS was expected to 

operate. 

 

“The employees do not yet understand OPRAS, therefore it is giving them problems 

in filling in the forms properly. Or you may find that a person is unable to estimate 

the targets thus they may fill in the forms with inaccuracy while others simply evade 

it”. (Manager in District Administration) 
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Also the managers brought up the challenges of measuring performance. 

“The weakness of OPRAS is that you find that an employee has a job description in 

which its target cannot be measured or evaluated, (Manager in District 

Administration)”.  

 

The mid- level managers reflected well on the dynamics of OPRAS on both its 

weaknesses and opportunities. They recognized health workers reluctance towards 

OPRAS as well as the structural problems of resource shortage and the challenges 

this may cause in implementing OPRAS. 

 

4.5  Challenges in Implementing OPRAS 

Performance appraisals are intended to be used for decision making related to 

promotions, access to training, decision on salary and termination of contracts. Thus, 

a performance appraisal is a constituent part of the wider human resource 

management. The Council Health Management Team members and staff at the office 

of the Human Resource Officer claimed that OPRAS is intended to play a role in 

assessing individual performance for example to determine eligibility for further 

training and promotions. 

 

This dimension of OPRAS however did not emerge as clear to the interviewed health 

workers. OPRAS could ideally be a system to provide feedback on work related 

efforts, but this possibility appeared not to be utilized. The negligence in filling in the 

OPRAS form this appears to be closely linked to health workers not seeing any 

benefits in terms of tangible rewards or concrete feedback on work. 

 

Collecting and storing information on individual performance without providing 

feedback seemed to undermine the trust in OPRAS. Moreover, health workers 

question the way performance in the health sector is measured through OPRAS and it 

was warned against measuring performance through indicators such as counting 

number of patients attended to. 
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Health workers argued that setting quantifiable targets may not be appropriate 

because of the risk of a focus on quantity over quality. It was repeatedly stated that 

proper examination of each patient should be the goal rather than the goals set in the 

OPRAS form. It is reported that OPRAS is implemented without coordination with 

the need of training staff. 

 

It has also been observed that OPRAS has not been well practiced because of the 

minimum emphasis. As a result it leads to poor organizational performance as 

employees are not motivated to do better in their jobs by giving the worker 

knowledge of results, recognition of merits and the opportunity to discuss work with 

his/her line supervisor. 
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CHAPTER FIVE 

 

CONCLUSION AND RECOMMENDATIONS 

 

5.1 Introduction 

From the point of view, a profitable and doing well performance management is the 

vital key to success of corporate aims. It is argued above that performance appraisal 

is the essential part of performance management, so it must be that for an 

organization; the intention of performance appraisal is the skill and ability of 

corporate goals. Michael and Ruh (1978) add to this viewpoint by recommending it 

is a business requirement that performance appraisal system consists of 

characteristics to meet the organizational necessities and all of its stakeholders with 

management and staff. Armstrong (2007), concentrates on the personal when citing 

the aim of performance appraisal recommending it can be utilized for many reasons 

together with reward, discipline, coaching, counseling, raising morale, measuring 

achievement of targets and outputs, recognizing development opportunities, 

improving upward and downward communication, reinforcing management control 

and choosing people for promotion or redundancy. 

 

In many low –income countries the health workforce is under serious stress from 

resource constraints, a situation which generates particular challenges in motivating 

health workers. All the interviewed emphasized that a decent salary is very important 

for their motivation. It was consistently argued that the basic salary is too low to 

make end meets. One AMO explained that, 

“ If people really want us to provide good health services the health workers should 

be paid a reasonable salary enough to meet the basic important requirements at least 

enough to be able to send children to school and have decent clothing”, (AMO, 

District hospital). 

 

The role of financial incentives was also emphasized, 

 “If you get something in addition to the salary you will maintain a high level of 

performance and have more zeal” 
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The general experience of receiving a low salary generated discontent and demands 

for additions to the salary. A recurring comment was that a low salary and a high 

workload make staff demotivated. A nurse commented on the importance of 

additional payment for working morale, 

 

“When one gets an extra income then certainly one becomes motivated and performs 

work better. Working continuously without any improvement of the income and with 

the increase workload, one becomes demotivated and the working morale is lost or 

reduced”. 

 

In addition to the concern about the salary, substantial emphasis was placed on the 

allowances, in particular the entitled allowance when attending seminars, short 

courses or workshops. One Clinical Officer explained, 

“ When we are being trained in seminars we get good allowances such  an income 

could not be achieved in a whole month of work, but it can be obtained in, say, one 

week of seminar”. 

 

The emphasis placed on the financial aspects of working conditions, for example the 

salary level and the extra allowances attest to the importance of “motisha” as vital for 

motivation. Health workers however also emphasized non – financial aspects of 

working conditions as vital for motivation. 

 

5.2 Conclusion and Recommendation 

The performance review procedure gives a motivation for constant improvement; 

hence the method is intended to supply the following benefits; 

(i). An open review of performance of standard period. 

(ii). A focus for arrangement about setting apparent performance objectives which 

are connected to the corporate and business strategy. 

(iii). Analysis of development required and the setting of development action 

plans. 

(iv). A relation to the annual salary review. 
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Health workers evaluated OPRAS in terms of the benefits experienced or expected 

from complying with it. The study found a general reluctance towards OPRAS as 

health workers did not see OPRAS as leading to financial gains nor did it provide 

feedback on performance.  Health workers respond to performance enhancing tools 

based on whether the tools are found appropriate or yield tangible benefits. 

 

Result – based payment has been introduced and is marketed as a new and innovative 

solution to combat low health workers motivation towards good performance. In 

Tanzania, Payment 4 Performance has replaced a system of extra allowances to 

leadership position. Morgan and Eichler (2009) report that the government of 

Tanzania “decided to implement a P4P scheme without the endorsement of the 

country’s health development partners”. 

 

It was stated that “the result based bonus system constitutes an important programme 

strategy which will increase the ability to unleash energy and creativity needed to 

address local challenges, hence indicating motivational as well as performance 

dimensions for P4P’. Health workers in the study district hospitals had however 

received extensive information about the initial P4P plans before they were later 

informed that the plans had been halted. The current situation of implementing P4P 

alongside with OPRAS with shortcomings warrants a study of how both OPRAS and 

P4P are conceptualized by health workers. 

 

Both OPRAS and P4P can be seen as an attempt to align health workers goals to the 

goals of the employer. Both tools are based on the principle that work performance 

can be measured. P4P offers financial rewards to health facilities having achieved set 

goals. OPRAS does not offer concrete financial rewards but measuring individual 

performance is intended to be the basis for indirect financial rewards for example 

through promotions or selection for further training. 

The study indicates that health workers have great expectations towards P4P but also 

that they are reluctant towards OPRAS. P4P appears to be praised because of the 

expectations of additional payments, whereas OPRAS enjoys little legitimacy partly 

because health workers claim that the system does not offer any tangible benefits. 
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It is argued that performance appraisals need to carefully address the organizational 

context in which they are to be implemented and the same holds true for other 

performance enhancing tools. In order to understand responses to and compliance 

with the OPRAS and the perception for P4P, it is important to look closer at the 

significance of the salary in the discourse on working conditions. 

 

In a setting where a health worker may be the only breadwinner in a family with a 

large number of dependants, the salary and any additions to the basic salary become 

very important. Health workers interviewed in the study consistently argued that 

their salary was too low to make end meet and that children’s school fees in 

particular constitutes a financial hurdle. Health workers thus welcome the possibility 

to earn extra bonuses through P4P and likewise express reluctance towards OPRAS 

not providing direct financial gains. 

 

 In general successful and efficient performance system needs a good arrangement of 

face to face supervisor-employee communication. By getting familiar with the 

subordinates, a supervisor can guide them onto a path of higher efficiency and 

optimized output. Long- term profitable and doing well business owners sight 

performance appraisal as a process of getting to know the people who work for them. 

As for health workers, it is the crucial and considerable means for an organization as 

it gives information which makes easier in taking important judgments for the 

growth of an individual and the organization. 

 

The findings of the study indicate that OPRAS does not work as intended due to its 

modalities of measuring performance, the poor implementation of the feedback 

mechanism and health workers’ experience of not seeing any tangible benefits of 

OPRAS. The expected additions to the basic salary through P4P scheme have created 

a vigorous discourse among heath workers attesting to the importance of the salary 

level and allowances for motivation. The implementation of OPRAS can be drawn 

upon to improve approaches to enhance health workers motivation and performance 

in the health services in Tanzania. 
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5.3  Future Research Areas 

The study revealed that OPRAS is not well practiced at Meru and Monduli District 

Hospitals due to a number of constrains. These constrains were identified as lack of 

inadequate training, resistance to change and lack of institutional enforcement. Thus 

the researcher suggests further studies to embark on the following areas; 

 

First, awareness levels of supervisors about OPRAS vis-à-vis their subordinates. 

Secondly, one can assess the enforcement mechanisms which have been introduced 

recently to ensure smooth implementation of OPRAS. Thirdly, one can embark on 

assessing the openness culture vis-à-vis confidential or traditional culture that was 

used to appraise employees. 
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APPENDICES 

 

Questionnaire 1:  Senior Staff, Human Resource and Administrative Staff 

 

OPEN PERFORMANCE REVIEW AND APPRAISAL SYSTEM (OPRAS), 

PROSPECTS AND CHALLENGES IN TANZANIA PUBLIC HEALTH 

SERVICE 

 

Dear respondent, my name is Dellice Dickson, a student at Mzumbe University, Dar 

es Salaam Campus College, pursuing Master of Human Resource Management (Msc. 

HRM). I am currently conducting a research as part of requirement to complete my 

second degree studies which is based on examining prospects and challenges of 

implementing OPRAS in Tanzania Public Service. I assure you that all information 

provided in the questionnaire will be treated as confidential and will be used for 

academic purpose only. Your cooperation is highly valued. 

 

PART A: GENERAL INFORMATION. 

 

1. Gender 

(i). (     )  Male               

(ii). (    ) Female 

 

2. Marital Status  

(i). (     ) Single 

(ii). (     ) Married  

(iii). (     ) Widowed 

 

3. What is your age category? 

(i). (    ) Below 25 years old. 

(ii). (    ) Between 25 and 35 years old. 

(iii). (    ) Between 35 and 55 years old. 

(iv). (    ) Above 55 years. 
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4. What is your highest level of education? 

(i). (    ) Advanced Secondary Education. 

(ii). (    ) Certificate. 

(iii). (    ) Diploma. 

(iv). (    ) Advanced Diploma/ First Degree. 

(v). (    ) Postgraduate Diploma/Masters degree. 

(vi). (    ) PhD. 

 

5. For how long have you been in this organization? 

(i). (    ) Less than 2 years. 

(ii). (    ) Between 2 and 5 years. 

(iii). (    ) Between 5 and 12 years. 

(iv). (    ) Above 12 years. 

(v).  

6. In which department are you working in this organization? 

…………………………………………………………………………………

………………………………………………………………………………… 
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PART B: DETAILED INFORMATION 

 

1. Is there any system used to evaluate performance of staff in your 

organization? If YES state it. 

…………………………………………………………………………………

………………………………………………………………………………… 

 

2. What is the current status of OPRAS implementation at your office? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

3. How do you link OPRAS with organizational goals? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

4. As this system is intergrated, do you get full cooperation from other 

departments on implementation process? 

(i). (      ) YES 

(ii). (      ) NO 

 

5. If NO, to the above question what might be the causative of not getting full 

cooperation, if YES, how? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

6. Does your organization prepare training programmes of OPRAS application 

to other staff? 

(i). (      )  YES 

(ii). (      )  NO 
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7. What do you think are the challenges on implementing OPRAS? List them. 

…………………………………………………………………………………

………………………………………………………………………………… 

 

8. What do you think should be done to improve the performance of OPRAS? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

9. Are there any control tools that would enhance smooth operation of OPRAS 

on Tanzania Public Health Service? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

 

 

Thank You for Your Cooperation 
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Questionnaire 2:  Other Staff 

 

OPEN PERFORMANCE REVIEW AND APPRAISAL SYSTEM 

(OPRAS),PROSPECTS AND CHALLENGES IN TANZANIA PUBLIC 

HEALTH SERVICE. 

 

Dear respondent, my name is Dellice Dickson, a student at Mzumbe University, Dar 

es Salaam Campus College, pursuing Master of Human Resource Management (Msc. 

HRM). I am currently conducting a research as part of requirement to complete my 

second degree studies which is based on examining prospects and challenges of 

implementing OPRAS in Tanzania Public Service. I assure you that all information 

provided in the questionnaire will be treated as confidential and will be used for 

academic purpose only. Your cooperation is highly valued. 

 

PART A: GENERAL INFORMATION 

 

7. Gender 

(i). (     )  Male                 

(ii). (    ) Female 

 

8. Marital Status  

(iv). (     ) Single 

(v). (     ) Married  

(vi). (     ) Widowed 

 

9. What is your age category? 

(i). (    ) Below 25 years old. 

(ii). (    ) Between 25 and 35 years old. 

(iii). (    ) Between 35 and 55 years old. 

(iv). (    ) Above 55 years. 
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10. What is your highest level of education? 

(i). (    ) Advanced Secondary Education. 

(ii). (    ) Certificate. 

(iii). (    ) Diploma. 

(iv). (    ) Advanced Diploma/ First Degree. 

(v). (    ) Postgraduate Diploma/Masters degree. 

(vi). (    ) PhD. 

 

11. For how long have you been in this organization? 

(i). (    ) Less than 2 years. 

(ii). (    ) Between 2 and 5 years. 

(iii). (    ) Between 5 and 12 years. 

(iv). (    ) Above 12 years. 

 

In which department are you working in this organization? 

…………………………………………………………………………………

………………………………………………………………………………… 
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PART B: DETAILED INFORMATION. 

 

1. What do you know about OPRAS? 

………………………………………………………………………………… 

 

2. Have you ever attend training programme for OPRAS? 

(i). (    ) YES 

(ii). (    ) NO 

 

3. If YES, how many times did you attend the programme? 

(i). (   ) Less than 3 times. 

(ii). (   ) Between 3 and 5 times. 

(iii). (   ) Above 5 times. 

4. How do you access information on your performance through OPRAS? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

5. (a) Are you facing any challenges on implementing the system? 

(i). (    ) YES 

(ii). (    ) NO 

 

(b) If YES please list them. 

…………………………………………………………………………………

………………………………………………………………………………… 

 

6. What do you recommend to ensure smooth operation of OPRAS in your daily 

activities? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

Thank You for Your Cooperation 


