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ABSTRACT 

This dissertation evaluates the utilization of Open Performance Review and 

Appraisal System (OPRAS) in the evaluation of the performance of government 

executives in Tanzania. Three explicit objectives guided the study: Assessing the 

ways and practices in which performance of the executives is evaluated; examining 

the level of compliance among government executives towards the implementation 

of OPRAS; and to explore the challenges facing the implementation of OPRAS for 

performance evaluation. The study received contextual analysis investigate design 

whereby the Ministry of information, culture, expressions and sports was utilized as 

region of study. A sample size of 60 respondents was chosen through straightforward 

random sampling and deliberate sampling. Though primary information was 

gathered using questionnaires and interview direct, secondary information was 

gathered by reviewing pertinent narrative. Analysis of gathered information was 

done through quantitative and subjective strategies. 

 

For the most part, findings uncover the following: Firstly, there are various ways and 

practices related with the utilization of OPRAS towards performance evaluation 

among government executive these includes yearly planning and setting 

performance/institutional target, implementation of performance, mid-year review, 

giving criticism, and conducting yearly performance review. Secondly, there is low 

level of compliance among top executive towards the utilization of OPRAS because 

of the way that some of them OPRAS is not mandatory while others are political 

appointee/presidential appointees thus they give little consideration to the utilization 

of OPRAS. Thirdly, various challenges facing the utilization of OPRAS, for 

example, absence of duty and responsibility for system, intricacy nature of appraisal 

system, insufficient assets and among others. The study reasoned that, OPRAS 

utilization in Public sector is exposed to a great deal of challenges just as criticism. 

The level of worker satisfaction on OPRAS is low. This has prompted minimal 

fixation on OPRAS to numerous government workers something that diminishes the 

improvement of OPRAS utilization in open elements. These has a few ramifications 

to the strategy governing performance evaluation and therefore, the requirement for 

the government to think of compressive approach governing implementation of the 
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system in all open sector associations and ministries is basic given the way that the 

level of compliance is extremely low. 
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CHAPTER ONE 

PROBLEM SETTING 

1.1 Introduction  

This section portrays the issue setting by providing the foundation information to 

study, the issue, objectives of the study both general and explicit, research questions, 

and significance of the study just as limitations of the study. 

 

1.2 Background to the problem 

In recent years managing performance in the organization is central as it is 

considered as a key element of organizational effectiveness. The realization of 

organizational mission and vision is dependent upon the ways and manners in which 

the organization manages the performance of its employees. The importance of 

organizational performance towards the realization of business objectives has made 

organizational leadership or management to adopt and establish different strategies 

which can be used to manage employee performance hence leading into overall 

organizational success (Kuvaas, 2007). To ensure effective organizational 

performance and service delivery especially among public organization government 

have decided to implement several public sector reforms since the 1980s. This went 

together with implementation of new ways of managing employee performance from 

lower level to the top level of the management. The implementation of public sector 

reforms in the developing nations of Africa planned for ensuring productive and 

powerful open help conveyance to the residents. This constrained government to 

execute performance appraisal as a systematic method for managing representative 

performance henceforth leading into improved assistance conveyance to general 

society (Hezekiah, 2009). 

 

All these changes were implemented in the African countries and particularly in the 

Sub-Saharan Africa due the fact that service delivery was not to the citizens’ 

expectations, and somehow deteriorating (Meyers et al, 2012). Tanzania being one of 

the Sub- Saharan African countries experienced similar challenges. The need to have 

a performing, effective, efficient and productive public sector was of great 

importance in Tanzania after independence in 1961. During independence Tanzania 
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was characterized and faced with inefficiencies and poor service delivery and service 

quality. Either, employee’s performance in public sector was not an important 

consideration hence there were poor performance and poor service delivery caused 

by lack of strong and effective performance management systems in Public sector in 

Tanzania (Bana, 2004). Therefore, in 2000s the government of Tanzania took some 

initiatives which were both internally and externally motivated. Externally motivated 

initiatives include that of International Monetary Fund (IMF) and World Bank (WB); 

institutions which instructed Tanzania to embrace some auxiliary changes in order to 

upgrade and improve open sector in Tanzania, a portion of their mandates depended 

on responsibility and straightforwardness of Public Sector (Issa, 2010). 

 

 

Some of these structure changes are those which were accommodated in the 

Structural Adjustment Program (SAP) initiated by World Bank and IMF, 

Performance Management Systems, Public sector accountability and transparency. 

Either within the public sector improvement initiatives there were also those focused 

on the Performance Improvement. This involved the establishment of performance 

management systems (PMS). These performance management systems were 

characterized by quality and timely service delivery by public servants as well as 

performing public servants. They also characterized by evaluation aspect of the 

employee’s performance (Shitindi, 2004). 

 

Among the Performance Management tool injected was the Closed Annual 

Confidential Annual Report system (CACRS) which was a tool designed to drive 

effective and efficient performance by motivating employees in the organization; it 

motivated employees by providing linkages between career management, 

performance and achievement of organizational goals which increase the likelihood 

of career development. However, in its application and use by the government 

organizations it was realized that the system was not used as vehicle for growth, 

improvement and reward management but rather as a formality that must be followed 

managers and subordinates.  
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CACRS was supplanted by Open Performance Review and Appraisal System 

(OPRAS); a system which was introduced by Circular Na 4. of 2004. The system 

was introduced in order to supplant the Confidential Annual Performance which was 

found to have some operational shortcomings, for example, absence of training 

recognizable proof needs and other shortcomings of its the same. In this way, the 

present study assesses the Use of Open Performance Review and Appraisal System 

in the evaluation to the Government executives in Tanzania. 

 

 

1.3 Problem statement  

In July 2004, the Government of United Republic of Tanzania introduced an Open 

Performance Review and Appraisal System (OPRAS) as a mechanism for evaluating 

community workers in the Ministries, Departments, and Agencies (MDAs). The 

introduction of the system in appraising performance of Public workers is in line 

with Public Service Management and Employment Policy (PSMEP) of 1999 and the 

Public Service Act No. 8 of 2002. The two institutional systems emphasize on 

institutionalization of result-arranged management for all workers in the open sector. 

 

 

However, despite of this requirement, the use of OPRAS in evaluating performance 

of the public servants has been accompanied with the exclusion of a class of 

government executives. Government executives or executives in this study are 

confined to directors, executive secretaries, permanent secretaries, deputy ministers 

and ministers in the MDAs. Most of these executives are not subjected to OPRAS as 

a mechanism of their performance evaluation due to their positional characteristics 

and originality (Massawe, 2009). These executives include the ministers and 

permanent secretaries as well as their deputies whose positions are mostly 

presidential appointment. This practice implies that, the government evaluation and 

reward to government executive of this kind is not of critical importance. Therefore, 

it is against this background on the importance of having a mechanism for evaluating 

performance of the government servants and institutions, this study assessed the 
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usage of OPRAS among the government executives for performance evaluation in 

Tanzania using Ministry of Information, Culture, Arts and sports as a case.  

 

1.4 Research objectives  

1.4.1 General objective  

The main objective of this study was to examine on how OPRAS is used for 

performance evaluation among government executives. To accomplish this study the 

Ministry of Information, Culture, Arts and sports was used as area of study.  

 

1.4.2 Specific objectives  

Specifically, the research addressed the following objectives: 

i. To assess the ways and practices in which performance of the executives is 

evaluated;  

ii. To examine the level of compliance among government executives towards 

the implementation of OPRAS;   

iii. To explore the challenges facing the implementation of OPRAS for 

performance evaluation.  

 

 

1.5 Research questions  

1.5.1 General Question  

How OPRAS is applied to assess the performance of government executives? 

1.5.2 Specific question  

i. What are the ways and practices used in OPRAS for performance evaluation 

among government executives? 

ii. In what level do government executives comply towards the implementation 

of OPRAS? 

iii. What challenges face the implementation of OPRAS for performance 

evaluation? 
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1.6 Significance of the study 

Results of this study shall benefit government, government executives, academic 

institutions, students and public at large. For the government this research shall 

enhance policy makers to take new initiatives on how performance evaluation among 

executives can be undertaken and effective implementation and the use of OPRAS 

among the employees.  

 

Similarly, the study shall influence the policy makers to come up with policy 

directives that can enforce all government employees to be evaluated.  Moreover, the 

study shall also benefit academic institutions, such that it can be used as a reference 

paper for further studies relating to the topic under the study. Therefore, it shall 

increase the knowledge pool of the academic literature and useful academic 

references. This research has also benefited a researcher on enhancing and increasing 

academic knowledge. 

 

1.7 Scope of the study  

This study confined itself to the utilization of OPRAS for performance evaluation 

among government executives. To accomplish this study the Ministry of 

Information, Culture, Arts and sports was utilized as region of study. The study 

involved a sample size of 60 respondents who were chosen through simple random 

sampling and purposeful sampling. 

1.8 Limitations of the study  

In accomplishing this study, the researcher faced some constraints. These constraints 

include; Difficulties to meet with some of the executives due to their hard timetables. 

Most of the respondents were found to have many duties and responsibilities 

something that made a researcher to fail to meet them at a right time. This made a 

time consumption challenge out of the planned time. This constrain was handled by 

making frequent appointments to the required respondent something that made the 

task to be attained although it was out of the planned time.  
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The researcher also faced the challenge of having many office responsibilities and 

little chance to concentrate with the data collection process. This was also a 

drawback toward the accomplishment of the study since the researcher is also an 

employee who is also responsible for other responsibilities at the office, so due to 

interference of the duties and tasks at the office this made it difficult to accomplish 

the study within a targeted time frame, Either, this was addressed by a researcher to 

ask for a permission from the office so as to have much time to concentrate and 

accomplish the research. The work was also subjected to separate allocation of the 

respondents in different locations such as many of the respondents were out of Dar es 

salaam, they were in Dodoma, so this made a researcher to travel from Dar es salaam 

to Dodoma so as to meet some of the respondents, this made a researcher to incur 

much cost in terms of time and financial resources. To overcome this challenge, the 

researcher concentrated on the available and willing  respondents. This went together 

with requesting or setting appointments based on their availability and their 

conveniences.  

1.9 Organization of the dissertation  

This dissertation is organized into five main chapters. The first chapter describes 

various introductory issues of the study. This includes, introduction to the study, 

background to the study, statement of the problem, as well as the objectives of the 

study. This chapter describes the research questions and the scope and limitations of 

the study. Chapter two is the literature review. This chapter described the key 

concepts on use in the research, theoretical and empirical reviews of the study. Also, 

the chapter describes about the empirical reviews which implies the studies of the 

same or relating topic with that of the study that explain their methodologies and 

findings. The chapter also explains the conceptual framework of the study and the 

variables of the study. Chapter three is the methodology used by the researcher. It 

describes about the research design, approaches as well as data analysis procedures. 

The next chapter is chapter four which is made up of the research findings. This 

chapter shows the findings obtained from the study. These findings are presented 

through descriptive ways and in terms of figures, table as well as charts. Lastly, is 

chapter five which is made up of the recommendations and policy implications. This 
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chapter indicates the summary, conclusion and policy implications towards the topic 

under the study.  

  

 

CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction  

This chapter describes literature review both theoretical and empirical including 

conceptualization of the key concepts. It also describes the gap under the study as 

well as the hypothetical framework. 

 

2.2 Definition of key terms  

2.2.1 Performance appraisal 

Roch and Shanock (2006) define Performance Appraisal as an equitable or 

reasonable strategy of judging the quality and amount of inputs of representative in 

accomplishing targets jointly set with the supervisor. Equity or reasonableness is 

showed in strategies utilized in evaluations, impartial prizes and sufficiency of 

information for input and limit building. Murphy and Cleveland (1995) portray 

performance appraisal as the evaluating system and criticism system operating 

together and that they work one next to the other to one another. The criticism 

system is for representatives to know how (quality) they are performing and the 

evaluation system is for the association to find out the performance hole. Therefore, 

performance appraisal can be defined as the way toward analyzing the obligations 

and duties of every representative and evaluating the estimation of the activity in 

connection to others in the association, according to established standards. Basing on 

this study, performance is the attainment of pre-established targets per given 

timeframe. It is additionally about the way, quality and amount on attainment of the 

established targets. 

Performance Appraisal is a strategy by which the level of performance of a worker in 

doing a task is judged (Jindal et al, 2015). Either a compelling performance appraisal 
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ought to have the followings characteristics; the capacity to regulate the individual 

performance pattern, the fair individual information and association desires, upgrade 

of tools for objectives implementation, diminish the hole among objectives and 

genuine performances well as it ought to inspire most representatives to work. 

 

 It is maintained that the performance appraisal is conducted through the absolute 

standards, which consider individual performance and his or her targets, relative 

standard method which compare one individual to another, group order ranking 

which evaluate through ranking employees’ performance from high to low (Ibid). 

 

2.2.2 Performance management systems in Tanzania 

After Tanzania became independent in 1961, the government desired to fight three 

main enemies of development including poverty, diseases and ignorance. Apart from 

these key areas another concentration was put to public sector performance. Under 

this, the government took various initiatives which included Public Sector Reform 

Programs. These reforms were influenced by various public sector challenges such as 

large umber of institutions and employees, unmanageable uses, low income 

assortments, modest paid and unpaid community workers, poor performance 

conveyance to people in general, absence of responsibility and general terrible 

showing in most public institutions (URT, 2010). 

 

The government took initiatives under the Public Service Reform Program in order 

to address the challenges. These reforms were under stages which upgraded each 

other. The first stage was embraced from 2000 to 2007 with the theme of Instituting 

Performance Management Systems which was explicitly planned for building an 

integrated system for creating a mutual vision, understanding and concession to the 

outcomes to be accomplished and the operational structure for persistent 

performance improvement in standard and nature of public service conveyance in 

Tanzania.  
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The second stage was actualized between 2008 to June, 2012, this was focused to 

upgrade performance with the theme of "Upgraded Performance and Accountability 

and the third stage was from 2012 to tune, 2017 which concentrated on the Quality 

Improvement Circle. The entirety of the reforms were managed by the President's 

Office-Public Service Management (PO-PSM). These efforts were the government 

want to make a performing and viable public sector in Tanzania (Faisal, 2010)  

 

By and large, the main objectives of Performance Management systems in Tanzania 

were to make successful and proficient systems for planning, implementation, 

monitoring, evaluation just as reporting in the Public Service. In particular, they 

concentrated on: Provision of a quality public service to the customers; Improve 

performance of Public workers and institutions; Improve responsibility and 

responsiveness; guarantee powerful and effective utilization of public assets and, to 

give standards to providing comparisons and benchmarks within the public service 

institutions in the nation. 

 

The main performance management systems established in Tanzania includes the 

introduction of performance management systems which took different forms and 

tools. Among the others, these are the couple of performance management tools 

utilized by the government to improve and attain the previously mentioned 

objectives, these tools include; Strategic and Operational Planning (SOP); Service 

Delivery Surveys (SDSS); Self-Assessment (SA); Client Service Charter just as 

Monitoring and Evaluation; just as Open Performance Review and Appraisal System 

(OPRAS). 

 

In operational assessment of any entity Performance Appraisal is inevitable action to 

be taken. It assists to know what has been attained at a given standards and within a 

given time (Ghorpade et al, 1995). Specifically, performance appraisal is conducted 

so as to assess some key elements. One of such elements is to assess if the 

organization receives what was expected from the individual employees at a given 
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time or specified goals. The other one is that, basing on the differences existing 

between individuals in performing their duties then performance appraisal is 

necessary so as to assess different contributions from different individuals basing on 

their ways of attainment. Moreover, performance appraisal is also a vital tool for 

defending the organization actions against employees mostly those who are guided 

by the law (ibid).  

 

Either it has been uncovered that, given the efforts made by the government on the 

performance improvement of the public sector, still the provision of services offered 

by the public is as yet looked with a great deal of dissatisfaction from the public, this 

enforces the implementation of some administrative and operational reforms (URT, 

2010). Therefore, performance management system in Tanzania was introduced in 

order to improve viability and productivity of the service delivery in the public sector 

basing on the incentive for cash criteria. Performance appraisal was the one among 

the best tool embraced since it supposedly was the best tool that can cover the 

challenges of the public sector in that time. Performance Appraisal guarantees the 

association between the individuals, group just as association objectives and results 

(Armstrong, 2003).  

 

Either, the alteration in performance appraisals in Tanzania were enforced likewise 

by the Public Service Management and Employment Service of 1998 and the Public 

Service Act No.8 of 2002 (URT,2005). These took a gander at what worker attempts 

how they perform and attain their objectives and the outcomes they attain. Either, 

performance appraisal took both formal and informal structures to improve 

organizational, group and individual's adequacy (Mbegu, 2004).  

 

Bana (2009) saw that a performance appraisal system in Tanzania was the most ideal 

method for instituting the performance evaluation culture in Tanzanian Public sector. 

This is on the grounds that, they require both typical staffs and their supervisors to 

establish their yearly targets and objectives dependent on the strategic planning 

process and make association targets basing and targeting on the improved service 

delivery. Therefore, in request to create individual performance plan, it requires both 
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supervisor and subordinate to meet up and design together henceforth concur on the 

performance objectives, targets, performance criteria and required assets for 

attainment of the given targets and objectives (Ibid). 

Performance appraisal is the most and well known tool utilized for performance 

management in Tanzania, which expected to bring productivity and viability of 

representative's performance in which it would prompt improved services (Bana and 

Shitindi, 2009). For this to be conceivable performance appraisal should be instituted 

to make it conceivable to have the normal impacts. For as far back as two decades 

Tanzania has been implementing a few political, administrative and financial reforms 

with the point of developing and improving the monetary status of the nation (World 

Bank, 2008). With such a significant number of reforms being introduced and 

actualized nearly at the same time (these reforms being recommended by givers as 

conditions to procure financial guide) the greater part of these reforms including 

OPRAS have not been effectively executed and institutionalized (Beitenhader et al, 

2010). 

 

 

  

2.2.3 Open Performance Review and Appraisal System 

  

OPRAS is one among the performance management tool introduced by the 

government to the public sector in order to survey the performance of public 

workers. It was introduced in 2004 under the Circular Na. 4 of 2004 and it was 

introduced to supplant the purported Closed Annual Performance System which was 

found to have some operational challenges (URT, 2010). The former system was 

described by absence of criticism and poor recognizable proof of training needs; it 

likewise made inconceivability of promoting performance and responsibility in the 

Public Servants (Nigara, 2004).  

 

Private performance appraisal system is outstanding strategy for performance 

appraisal system generally being utilized by the government associations. In this 

strategy for appraising system, subordinate is seen by his bosses regarding his 
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performance in the activity and on his obligations done. Thereafter predominant 

composes classified report on his performance, mainly on his conduct in the 

association and lead and comments assuming any. Private reports will be kept 

classified and won't be uncovered to anybody and finally secret reports will be 

forwarded to the top management officials for taking decision against individual on 

whom secret report has made. Classified reports are the main criteria for promoting 

or transferring of any worker mainly in the government sector. 

 

This system was also characterized by poor accountability of public servants, 

favouritisms as well as corruption which led Public sector to be of poor management 

of resources (Turner& Hulme, 1997). OPRAS was introduced so as to cover those 

challenges. Similarly, the system was also introduced so as to enhance public 

servant’s performance evaluation basing on the institutional annual targets, as well as 

openness and participatory evaluation between assessed employee and supervisor 

from the planning to evaluation stage of performance. Implementation of the system 

involves establishment of annual targets, approval and review, implementation as 

well as evaluation. During evaluation both supervisor and supervised staff come 

together for performance evaluation. 

 

Performance appraisal is led with two main reasons; the first reason depends on 

evaluation and the second depends on the criticism (Gibson, 2004). Beginning with 

the first reason, when performance appraisal is utilized for evaluation, then the 

appraisal gives input to decisions on advancements, moves, downgrades, 

terminations, and compensation, this is relied upon to upgrade employees 

occupational upward or down ward versatility.  

 

Performance appraisal is utilized for input purposes, the appraisal centers around the 

advancement of the individual, including the ID of coaching and training needs, this 

is utilized for enhancing representative's ability in service delivery. Basing on these 

objectives of performance appraisals, therefore any performance appraisal is relied 

upon to improve both organizational and individual development. By considering 
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this all the public hirelings paying little heed to their positional characteristics are 

required to attempt performance evaluation.  

 

Additionally, the activity analysis process determines standards of performance, 

which are unmistakably conveyed to the employees and utilized as the basis of 

evaluation in the performance appraisal process. The injection of OPRAS was not 

exposed to prohibition of either class of government officials, however there have 

been a few contentions which is coordinated to the vast majority of the government 

executives particularly whose appointment are presidential that they don't attempt 

performance appraisal. They are not mandated to attempt performance evaluation for 

their undertakings. 

 

 

Existing studies argues that, OPRAS requires all public servants and institutions to 

adopt it for performance management. However, there have been some arguments on 

its suitability. Some argue that is not based on fair remark and grading systems, other 

argues that OPRAS is not used for promotional purposes (Messah, O2011); while 

others claim that is not based on scientific procedures for marking and grading. 

Likewise, others are of the view that, the system is subjected to personal feelings 

especially to supervisors’ side that put remarks and grades to assessed staffs 

(Meyers, Durlak, & Wandersman, 2012). On the other hand, some studies claim that 

OPRAS usage excludes some group of government officials especially executives 

who are mostly based on presidential appointment, an area that this study intended to 

explore further.  For instance, a study by Massawe (2009) revealed that, most of the 

executives do not set up a successful mechanism for monitoring and implementation 

of the OPRAS among themselves just as to their employees. Thus, executives 

neglected to set up a compelling mechanism for monitoring and implementation of 

the system. 

 

 

The installation of OPRAS was made to all MDAs, Regional Secretariats and LGAs 

with the point of creating a legitimate and increasingly successful utilization of 
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human resources. This new system (OPRAS) emphasizes the significance of 

involving employees in objectives setting, implementing, monitoring and reviewing 

forms, which advances individual responsibility, improve straightforwardness and 

correspondence among management and employees. Therefore, it is mandatory for 

all MDAs, LGAs and Regions to introduce OPRAS and make it operational. The 

implementation of OPRAS is sponsored up by arrangements and laws, which 

enforces its implementation in the public service (Meyers, Durlak and Wandersman, 

2012). Therefore, the introduction of OPRAS with its goal of increasing involvement 

in the planning procedure and its effects on performance evaluation, made a 

researcher to embrace this study with the intention of identifying the degree to which 

OPRAS is utilized to government executives in Tanzania with an instance of 

Ministry of Culture, Information, Arts and Sports. 

 

 

2.2.4 Government executives 

Government executives are the public sector employees that have given a mandate to 

hold a statutory office which is proclaimed position or utilized through an announced 

power and the Governor in Council, by Order published in the Government Gazette 

pronounced that (Public Service Act No. 8 of 2002). 

 

2.2.5 Performance evaluation system 

Performance evaluations can also be called performance appraisals, performance 

assessments, or representative appraisals. Performance evaluation system is a 

systematic method to examine how well a worker is performing in his or her activity 

in order to accomplish the objectives and strategic objectives of the institution 

(World Bank, 2005). There are a few purposes behind why a systematic performance 

evaluation system ought to be executed. These includes; encouraging positive 

performance and conduct of employees, satisfying employees interest with respect to 

how well they are performing in their activity and utilized as a tool to create 

employees. The other explanation is that, performance evaluation it can give a basis 

to salary increases, advancements, and lawful disciplinary activities (Rao, 2004; 

Kiragu et al., 2006). 
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2.3 New public Management (NPM) and Performance Appraisal   

According to Lane (2000), in the mid 1980s there was an acknowledgment that the 

public sector had an intense issue in connection to how well its different programs 

were operating. Therefore, public sector reform drive was started under a few names, 

one of which was New Public Management (NPM). These reforms appeared during 

the 1980s in the propelled capitalist majority rules systems as a reaction to the 

financial hardship. The featured five main factors that have prompted this change 

were bureaucratization, absence of trust in government, absence of authenticity of 

the government, politicization of public administration, and redefining the 

beneficiaries of service as customer of resident. Moreover, Lane (2000) has 

communicated on how the growing size of the public service adds to these changes. 

The reception of NPM implies the utilization of private sector practices and answers 

for the issues of the public sector. With the growing number of challenges confronted 

today, there are presently, like never before, increased demands on managers and all 

other staff individuals to accomplish more elevated levels of proficiency and 

efficiency. The continuously changing nature of most public services today and the 

elevated requirements from the overall population have increased weight on public 

hirelings to rethink their commitments in the work environment and the manner by 

which they work. The introduction of performance appraisal systems has been one 

technique embraced to address these difficulties. 

 

2.4 Performance appraisal system in Tanzania public service  

In 2004 the government of Tanzania changed OPRAS as method to manage the 

performance of employees in the public sectors. Inspite enhancing public sector 

performance, OPRAS was drilled as the tool for managing human asset which 

supplanted the existed system called the Closed Annual Confidential Report System 

(Bana, 2009). Introduction of OPRAS was planned for making sure that association 

objectives are executed in participatory bases. Likewise, it planned for making each 

public worker to consent to the association objectives being set.  
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The OPRAS demands every single public worker including managers to set 

performance plan dependent on strategic planning process and the associations' 

particular service delivery targets. In request to set up the individual performance 

plan there are some key components of which managers and their subordinates need 

to concur with to accomplish the objectives. These include performance objectives, 

performance targets, performance criteria and required resources. Additionally, the 

employees progress is evaluated by Mid-Year Review (MYR) which monitor the 

representative cum appraises progress regarding meeting the yearly personal 

objectives and to distinguish the resources needs that will be required to complete the 

remaining half year plan. The act of OPRAS by all Ministries Department and 

Agencies (MDAs) has been made mandatory and the necessity is epitomized in the 

Public Service Legislation. Around 2,500 public hirelings were trained on the 

utilization of OPRAS from the year 2004 to 2008 (Bana, 2009). 

 

 

2.5 Theoretical review 

This section is about the theoretical reviews on the topic under the study. It describes 

the theoretical details about the topic, its origin and developments. It also describes 

the base for this study basing on the collected theoretical references reviewed. 

 

2.5.1 Goal-setting theory 

This theory was created by Edwin Locke in the year 1968. Locke and Latham set 

forward that "the objective setting hypothesis relied upon the possibility that the 

majority of human exercises are intentional, and that it is coordinated by cognizant 

objectives" (O'Neil and Drillings, 2009). They prescribe that the individual 

objectives set up by employees accept urgent occupation in motivating him/her for 

additional ordinary performance. This is because of the way that laborers continue 

following their objectives. If these objectives are not accomplished, they either 

improve their execution or alter the objectives and make them progressively handy. 

On any possibility that the execution upgrades it will bring about accomplishment of 

set objectives/objectives (Salaman et al, 2005). In the study directed by Edwin Locke 

and his partners have exhibited that increasingly explicit and aspiring objectives 
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trigger more execution contrasted with simple or general objectives. For whatever 

period of time that the individual accepts on the goal, he/she can accomplish it, and 

doesn't have conflicting objectives, there is a connection between 

objective/objectives setting and great performance (Locke et al, 2006). The theory is 

in line with the present study because of the way that in any association/institution, 

there must be objectives set to be accomplished within a certain timeframe. It is the 

commitment of the employees to agree to the standard and objectives of the 

association. The Goal-setting theory thusly assumes job in understanding of 

evaluation of the performance among government executives particularly using 

OPRAS in government associations. With respect to Goal-setting theory, OPRAS 

evaluates whether or not the top executives accomplish the objectives which have 

been set in the Ministry of Information, Culture, Art and Sports. 

 

2.5.2 Expectancy theory 

The theory was created by Victor Vroom in 1964 whereby Vroom thought of the 

anticipation assumption through his study of inspiration driving essential initiative 

and decision making among managers in the association. This assumption is as yet of 

exceptional significance to the present study as it centers around the utilization of 

open performance review and appraisal system for evaluation to the government 

executives. The theory depends on the possibility that individuals change their 

conduct and desire in order to satisfy the regarded objectives set by them. In other 

words, individuals adjust their direct by activities which make them to acknowledge 

or lead them to accomplish these objectives. This theory underlies the possibility of 

performance management as it is accepted that is influenced by the wants concerning 

future occasions (Salaman et al, 2009).  

 

Subba Rao (2000) contends that Vroom exhibited three factors inside the hope theory 

which are valence (V), hope (E) and instrumentality (I). The three parts are basic 

behind picking one segment over another considering the way that they are plainly 

explained: effort, execution hope (E>expectancy), execution result expectation (P>O 

hope). This theory gives fundamental commitments to this study as it underlines the 

necessities for the association to relate pay in connection to performance and to 
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ensure that the prizes given to the individuals who accomplish great outcomes and 

that what is given to the best performances ought to be equivalent to their effort and 

desires. Considering hope theory, great or horrible showing of employees is surveyed 

by OPRAS and might be determined by pay factor. This theory is significance for 

public sector or government associations which utilized performance evaluation 

system, for example, OPRAS. It understands the reasons about why executives may 

grasp the utilization of OPRAS or resist/disregard. 

 

 

2.6 Ways and practices of Implementation of OPRAS for Eerformance 

Evaluation to government Executives  

2.6.1 Setting of annual performance targets  

It is a key part of OPRAS which is ordinarily done at the planning level/organizing. 

The execution targets are used to gauge the execution of every laborer by contrasting 

the accomplishments against bombed execution by focusing on stipulated Strategic 

Plan. The yearly execution focal points of individual staff are set just after the 

general setting of objectives; and the execution targets which have been concurred 

the establishment, offices/divisions/units inside office/division/unit. This method is 

the one, which finally makes the linkage between various leveled objectives and 

individual objectives (Donald, John and Jared, 2010). 

 

 

 

2.6.2 Evaluative aspects 

According to Abia, Muhamed and Sadan (2011) OPRAS gives a chance to gauge the 

total of accomplishment by individual worker in a given year. Emphasis is on 

amount, quality and viability in use of resources. Under OPRAS the characteristics 

and characteristics of employees are evaluated under "traits of good performance" 

perspective. Characteristics of good performance mean to motivating and creating 

positive work practices while discouraging activities that collide with established 

guidelines of good lead and estimations of the association. Among the prominent 

qualities are integrity, duty, discipline, capacity, collaboration and viability in 
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establishing great association with individual employees within working spot and 

outside association/emergency clinic. 

 

. 

 

2.6.3 Feedback and developmental measures 

Gives a chance to the worker to offer input to the business on issues that are 

experienced during the time of assessment and call for development. Providing 

criticism on yearly generally speaking performance for development, compensation 

and representative advancement. Gives a chance to the supervisor and worker to 

discuss and concede to measures to be taken to improve shortcomings in order to set 

up the representative for future association obligations (Taejuncho and Yoon, 2009). 

 

 

2.6.4 Rewards and sanctions     

The introduction of OPRAS implies that the salary movement of a representative is 

never again automatic as previously. To empower performance, salary increments 

will be offered to employees with great performance. Employees with poor and 

terrible showing won't get salary increments any more. Non-financial prizes will be 

offered to outstanding and better than expected performers as acknowledgment 

(Millica and Militos, 2012). 

 

2.7 Level of compliance among government executives towards the 

implementation of OPRAS  

OPRAS requires every single public worker and their dependent on strategic 

arranged procedure and the association separate service delivery targets. To build up 

the individual performance plan ought to be finished by both supervisor and 

subordinate in which they need to concur on performance objective, performance 

targets, criteria and required resources in request to accomplish the set targets and 

objectives. There must be mid-year review (MYR) which is significant in request to 

monitor the representative advancement in request to monitor the employees' 



20 
 

advancement as far as meeting the yearly personal. Implementation of OPRAS 

pursues a progression of interlinked forms that have roots from the Annual Planning 

procedure and finishes with the criticism on yearly generally speaking performance 

providing inputs to the yearly planning procedure.  

 

Millica and Militos (2012) expound a few factors, for example, openness, support, 

aaccountability and possession as the key highlights of which employees ought to 

consent while implementing OPRAS. Openness enables both representative and boss 

to discuss and concede to the association and individual objectives to be 

accomplished during the year; Participation involves employees during the time 

spent setting objectives, performance targets and criteria just as in determining, 

assessing and recording performance; In aaccountability individual worker is 

required to consent to yearly performance arrangement and record for performance 

against concurred targets and resources dispensed for every movement; Ownership 

shows linkage between individual objectives and the general medical clinic 

objectives in a given period. This encourages the worker to understand claim job and 

commitment subsequently creating responsibility in achieving the association/clinic 

objectives. 

 

 

2.8 Challenges facing implementation of OPRAS for performance evaluation  

2.8.1 Standards are not clear 

Despite the way that the performance appraisal rating scale seemed, by all accounts, 

to be objective, it probably realized out of unrealistic and out of line rating in light of 

the fact that the traits and degrees of authenticity are accessible to clarification. For 

instance, extraordinary managers would probably describe incredible performance, 

reasonable performance, and so on, in a surprising way. The proportionate is 

substantial for such qualities as nature of work or inventiveness. Notwithstanding, 

there are a couple of various ways to address this issue. The best route is to make and 

incorporate expressions that explain each characteristic, for instance by specifying on 
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the assessment what is suggested by such things as extraordinary, predominant, and 

incredible nature of work. This particularity brings about evaluations which are 

increasingly unsurprising and all the more consistently (Bekele, 2014). 

 

 

2.8.2 Lack of objectivity  

A potential shortcoming of the old system of managing performance examination 

strategy is that they need objectivity. In the rating scale system, for instance 

commonly used factors, for instance, frame of mind, dedication, and personality are 

difficult to gauge. Also, these components may have little effect on worker 

performance. Some subjectivity would constantly exist in evaluation methods. 

Notwithstanding, the representative's appraisal is reliant on personal characteristics 

may place the evaluator and the association in uncomfortable situations with the 

specialist and an equal business leads just as work guideline. The firm may be unable 

to show that these parts are business related (Mondy et al, 2002). 

 

 

2.8.3 Failure to communicate the purposes of the performance appraisal  

According to Hezekiah (2011) it may happen that the execution evaluation report is 

not passed on between the manager and subordinate. Various contemplates certify 

how focal it is, that the explanations behind which performance evaluation 

information will be used are unmistakably given to the two the manager and 

subordinate. (2010) For adequacy and proficiency of OPRAS, criticism among the 

employees is significant. The more the input on what is happening in the association 

the more implementation of OPRAS and the bad habit refrain (Hindo, 2010). It is 

apparent that administrators and laborers may show inconvenient situations when 

they don't know about an evaluation's inspiration. Longenecker and Nykodym (2006) 

fought that with the ultimate objective being to decrease the disarray of the 

assessment strategy, associations need to inform laborers of the explanations for 

assessments. 
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2.8.4 Lack of training for conducting performance appraisal  

As indicated by Hindo (2010) that managers experience inconvenience when they 

are required to survey the execution of their employees. This is for the most part 

since managers don't have the correct abilities and practices that would enable them 

to reasonably assess the performance of their subordinates. This is maintained by 

Roberts (2005) who found that an elevated level of rater trust impacts their ability to 

sufficiently use the evaluation system. It is further contended that the individuals 

who are blamed for performance appraisal must be fittingly arranged (Daley, 2003). 

Notwithstanding this emphasis, ponders again indicate that raters are normally not 

given the fundamental training on the most ideal approach to effectively manage 

performance appraisal evaluation (Martin and Bartol, 2006). 

 

 

2.9 Institutional framework governing OPRAS in the public sector  

The government introduced the utilization of OPRAS in July 2004, through 

Establishment Circular No.2 of 2004. OPRAS supplanted the Confidential 

Performance Appraisal System which was portrayed by nonattendance of criticism 

and poor assistance in the recognizable proof of the training needs of the employees. 

Consequently, neglected to advance performance improvement and responsibility in 

the public service. These progressions in appraising performance of Public 

employees are in line with Public Service Management and Employment Policy 

(PSMEP) of 1998 and the Public Service Act No. 8 of 2002, which both emphasizes 

on institutionalization of result-arranged management and meritocratic principles in 

the public service.  

 

Introduction of OPRAS is a key piece of the government's responsibility to improve 

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

for individual employees that emphasize the significance of investment, 

proprietorship and straightforwardness through involving employees in objectives 

setting, implementing, monitoring and performance reviewing process. This path 

there is continuous correspondence among supervisors and employees; and 

understanding on the linkage between organizational objectives and individual.  
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The basis for selection of OPRAS in the public service lies on tracking of more 

significant levels of proficiency and efficiency in service delivery. This is supported 

by the Public Service Act No.8 of 2002, Section 10 (g) which gives that the public 

service commission will guarantee help, monitoring and evaluation of performance 

by officials in the public service so as to guarantee results arranged management. As 

showed by Management Sciences for Health and Training  

 

Resources Group, (2008) the Tanzania government received and introduced OPRAS 

in public service to conquer inadequacies of the traditional performance appraisal 

approach. According to this source worker performance appraisals utilized before 

2003/2004 were done secretly and that the subordinates didn't approach their 

supervisor's assessment. Introducing OPRAS in the Tanzania public service 

therefore, intends to address inadequacy of the traditional performance appraisal 

approach in managing representative performance in service delivery. Dissimilar to 

the traditional private performance appraisal system, OPRAS is participatory in 

nature, which considers the expansive institutional strategic objectives to be 

separated to the implementer or specialist (Ronsholt et al., 2003). 

 

 

2.10 Empirical Review 

Katharine et al (2002) conducted a study on the utilization of performance appraisal 

system among pioneers and managers in Eastern Europe Experience in Hungary, 

Albania, and Georgia. The motivation behind the study was to understand the usage 

level and implementation of performance appraisal systems in nearby governments 

in Eastern Europe. 

 

. The study discovered that there have been two kinds of experience in relation to 

effective use of open performance appraisal in those countries which include training 

and top management support provided to users influenced the level of compliance 

and usage of the system whereby it enabled local governments to incorporate 

performance measures and evaluation in their operational budget or in spending 
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plans, and city administration within few urban communities helps them with to use 

performance appraisal  in their administration. The study findings show that 

administration of local government in those countries authentically use performance 

appraisal system when managing the performance of managers and leaders. It was 

found that leaders and managers performance was evaluated through 360-degree 

feedback and they were being rated by many stakeholders. The study concluded that 

use of performance appraisal system among managers and leaders was very crucial 

as it encouraged other members within the organization to use the system as well.   

 

Kelly and Monks (2006) conducted a study concerning the acknowledgment of open 

performance appraisal system among managers in Turkey, whereby they utilized 

public sector association in Ankara as contextual analysis. The points of the study 

were to understand the degree to which managers were willingly to utilize 

performance appraisal system in public associations in Turkey. The findings of the 

study uncovered that managers and some top executive were not for performance 

appraisal as far as appraisal process because of the way that they didn't take an 

interest in the developing the system, the forms used to manage and assess 

performance and formation of the procedures, likewise they were not involved in 

providing recommendations for changes required for the improvement of the system 

and procedures. The study found that absence of help and acknowledgment of the 

system was additionally because of the way that managers didn't prefer to get 

negative input or message. The study finished up the utilization of performance 

appraisal among troughs and top executive was seen as dangerous diseases that 

shield associations from performing at their top in public sector.  

 

Owusu-Boateng and Owusu (2009) conducted a study on rating formats and view of 

performance appraisal reasonableness among executive management in Kumasi city 

board in Ghana. In particular, the study examined the rating formats and view of 

performance appraisal reasonableness particularly when the performance of top 

executive is evaluated. The findings of the study uncovered that a portion of the top 

executives were certain with the rating formats and impression of performance 

appraisal decency. In any case, some of them were incredulous with the utilization of 
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performance appraisal among top management in the association as they accepted 

that performance appraisal has little effect on the performance of the association 

because of absence of better strategy, evaluation system and absence of 

reasonableness. The study inferred that the rating formats and performance appraisal 

decency ought to be very much considered during the implementation of 

performance appraisal in the association. 

 

 

Another study was conducted by Messah and Kamencu (2011) who concentrated on 

the impact of performance appraisal systems on employees in Kenya Tea 

Development Agency. This study evaluated the adequacy of the Performance 

Appraisal Systems in influencing performance. The finding was that ability, 

assessment and improvement, management by objectives, performance based 

compensation and worker training mainly affected representative performance  

 

Hezekiah in (2011) conveyed a study on the institutionalization challenges of 

performance appraisal in Tanzania an instance of Arusha city gathering and district 

committee. Interview, center gathering discussion, perception just as narrative 

reviews were utilized to gather information. He utilized a sample of 134 respondents 

who were deliberately and randomly sampled. His study found that there is a 

minimal institutionalization of OPRAS in Local Government Authorities because of 

some organizational and political factors. The vast majority of the public hirelings in 

the gathering are found to have in sufficient information on the motivations behind 

OPRAS. The study additionally found the absence of responsibility from 

implementers and insufficient financial resources  

 

Massawe in 2009 conducted a study on the viability of OPRAS in Executive 

Agencies with the instance of National Bureau of Statistics. The study found that the 

department didn't have an activity plan for training its staff at all levels on the most 

proficient method to fill in the OPRAS and the significance of OPRAS to them and 

the organization. The authority again had not set up a viable mechanism for 
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monitoring and implementation of the OPRAS The agency again had not set up a 

powerful mechanism for monitoring and implementation of the OPRAS 

 

Another study was attempted by Karyijia (2007) the study dependent on effect of 

administrative culture on the reform of performance appraisal in Uganda Civil 

Services with the instance of Ministry of Justice and Constitutional Affairs, Ministry 

of Finance, Planning and Economic Development and the National Council of 

Science and Technology. He found that effectively upgraded the appraisal reforms; 

the incompatibility between the qualities inserted in the appraisal and the host 

administrative culture watered down these reforms. The Ugandan administration is 

portrayed by huge power distance, solid uncertainty shirking, high ethnicity and 

political lack of bias. The study presumes that for the effective performance appraisal 

introduction culture matters since performance appraisal is forced from abroad and 

requires a good host administrative culture in request to flourish.  

 

Songstand et al (2012) conducted a study titled as assessing the performance 

enhancing Tools; with the experience of OPRAS to wellbeing laborers. The study 

found a general hesitance towards OPRAS as wellbeing laborers didn't see OPRAS 

as leading to financial gains nor it gives criticism on performance work. Incredible 

desires were communicated towards Pay for Performance (P4P) because of its 

possibilities on topping up salaries, yet at the same time links between the two-

performance enhancing were not clear. 

2.11 Research gap  

In view of the literature reviews various studies have been done concerning 

performance appraisal system in the organization and particularly among executive 

units. Fro instance Katharine et al (2002) conducted a study on the utilization of 

performance appraisal system among pioneers and managers in Eastern Europe 

Experience in Hungary, Albania, and Georgia, and found out that there have been 

two kinds of experience in relation to effective use of open performance appraisal in 

those countries which include training and top management support provided to 
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users influenced the level of compliance and usage of the system whereby it enabled 

local governments to incorporate performance measures and evaluation in their 

operational budget or in spending plans, and city administration within few urban 

communities helps them with to use performance appraisal  in their administration. 

Kelly and Monks (2006) conducted a study concerning the acceptance of open 

performance appraisal system among managers in Turkey, whereby they used public 

sector organization in Ankara as case study. The findings of the study revealed that 

managers and some top executive were not in favour of performance appraisal in 

terms of appraisal process due to the fact that they did not participate in the 

developing the system, the forms used to manage and evaluate performance and 

creation of the processes, also they were not involved in providing suggestions for 

changes needed for the improvement of the system and processes. Owusu-Boateng 

and Owusu (2009) worked on a study based on rating formats and perceptions of 

performance appraisal fairness among executive management in Kumasi city council 

in Ghana. The study exposed that a portion of the top executives were sure with the 

rating formats and impression of performance appraisal reasonableness while others 

were suspicious with the utilization of performance appraisal among top 

management in the organization as they accepted that performance appraisal has 

little effect on the performance of the organization because of absence of better 

technique, evaluation system and absence of decency. In any case, the vast majority 

of these studies were completed in other nations which are unique in relation to 

Tanzania as far as social settings, political systems, culture and economies of scale; 

therefore, there is a need to direct this study on utilization of OPRAS for 

performance evaluation among government executives in Tanzania in request to 

understand the degree to which OPRAS is utilized in the nation 

 

.  

 

2.12 Conceptual framework 

Conceptual framework in this study explains the connection among independent and 

dependent variables whereby the utilization of the utilization of OPRAS stand as 

(independent variable) and performance evaluation as dependent variable. Therefore, 
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in this study the researcher examined the utilization of open performance review and 

appraisal system for evaluation to the government executives. More subtleties on the 

connection among dependent and independent variables is given hereunder. 

 
 

Figure 2.1: Conceptual framework for use of OPRAS among government 

executives  
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Source: Author (2018) 
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CHAPTER THREE 

METHODOLOGY 

3.1 Introduction  

This chapter describes the methodology to guide this study whereby the key areas 

covered includes research design, research approach, study area, population size, 

sample size, techniques and procedures, data sources and methods for data collection 

and analysis and ethical consideration. 

 

3.2 Research approach  

This study used both qualitative and quantitative research approaches based on the 

assumption of phenomenology philosophy. This study applied qualitative approach 

because it aimed at understanding respondent’s perception, experience, opinion and 

attitude towards the use of OPRAS in the public organizations especially evaluating 

the performance of government executive at the Ministry of Information, Culture, 

Arts and Sports. Qualitative research approach enables the researcher to develop 

objectives, questions and observation. According to Kothari (2004) qualitative 

research approach provides new insights concerning the subject under investigation, 

helps to understand the trends, develop new ideas, solutions and dive deeper into the 

problem. Therefore, based on the nature of this study the use of qualitative research 

approach was the most useful one towards understanding the use of OPRAS among 

government executive on managing performance evaluation.  

 

3.2 Research design 

Research design is an outline for carrying out research whereby the means required 

for gathering information are (Cooper and Schindler, 2008). In the present study case 

study research design was utilized, case study research design was utilized in request 
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to understand the ebb and flow circumstance in connection to the utilization and 

implementation of OPRAS among government executive; case study research design 

understood the ebb and flow issues facing the utilization of OPRAS, it helped the 

researcher to gather clear information concerning the topic, understanding the 

occasions surrounding the utilization of OPRAS, examining respondents conduct in 

connection to the utilization of OPRAS and the degree to which OPRAS has been 

successful towards performance evaluation of government executives at the Ministry 

of Information, Arts and Sports. For the most part, the utilization of case study 

enabled the researcher to gather enough and itemized information expected to 

accomplish this study. 

 

3.3 Population of the study  

According to Saunders et al., (2009), population is the full set cases from which a 

sample is taken. Likewise, Kombo and Tromp (2006) define population as a 

gathering of individuals, articles or things from which samples are taken for 

estimation. The study population of this study involved all employees at various 

levels and units of the Ministry of Information, Arts and Sports whereby the separate 

ministry has 241 employees. The study was completed at HQ of the ministry in Dar 

es Salaam. The study zone was chosen because of the way that studies of comparable 

nature have not recently conducted in the Ministry of Information, Arts and Sports, 

and hence, this is the advantageous explanation behind choice of the study zone to 

address the study issue in the zone. Therefore, the population of this study involved 

government executives that, for example, Directors, Permanent Secretaries, Deputy 

Ministers and Minister and among others. 

3.5 Sampling and sampling procedures 

The researcher used a sample of 60 respondents who were selected from different 

levels of the organization. This included Directors and assistant directors, permanent 

secretaries, managers, Deputy Ministers and Minister. The researcher used stratified 

purposeful and simple random sampling technique during sample selection. Stratified 

sampling technique was used to select respondents from different classes while 

purposeful sampling was used to select the respondents depending on their positional 
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characteristics. The selection of respondents was done through the purposeful 

sampling so as to get respondents as per the researchers’ interest of acquiring 

response from different designation and levels. Stratified sampling was also used 

whereby respondents from different levels were chosen randomly basing on their 

positional characteristics. The sample size of the study was drawn from the entire 

population of workers in the ministry in which in the executive from different 

departments were involved as shown below: 

Table3.1: Sample Size  

No Departments  Sample size  

1 Information development  10 

2 Culture development  10 

3 Sport development  10 

4 Policy and planning  10 

5 Administration  20 

 Total  60 

Source: Field Data (2018) 

 

3.6 Data collection methods  

3.6.1 Source of data  

The researcher used both primary and secondary data sources. Primary data was 

obtained from the field through interview as well as questionnaires. The researcher 

interviewed respondents who were invited to take part on this study, at the same time 

distributed questionnaires to all respondents. Secondary data were collected through 

the use of documentary reviews whereby the researcher examined different 

documents such as journals, research report and among others which related to the 

subject being studied.  Secondary data were obtained from the literature reviews 

which include written documents from the Ministry of Information, Arts and Sports 

such as circulars, policies and other related documents and reports.  

 

3.6.2 Methods of data collection  

3.6.2.1 Interviews 

Interviews were conducted in request to gather additional information mainly 

subjective which the questionnaires probably won't have the option to catch and 

enable the researcher to gather adequate information. The two structures and 
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unstructured interviews were utilized to main respondents or informants. According 

to Kothari (2004), interviews are reasonable for intensive investigations. On the 

same line Wellman (2001) expressed that interviews are valuable in light of the fact 

that exceptionally determined information can be obtained in an extremely limited 

ability to focus time and is likewise helpful in providing division's officials 

particularly government executives and other senior officials in order to gain nitty 

gritty information on the utilization of OPRAS were gathered. The interviews were 

conducted for just scarcely any respondents as the researcher was not in the situation 

of interviewing all respondents who took an interest in this study since time is 

running short edge of the study. 

 

 

3.6.2.2 Questionnaires 

Questionnaires comprised a lot of questions, which was set up by the researcher in 

composed form in request to gather required information. The questionnaire included 

both close finished and open finished questions. According to Tromp and colleagues 

(2006), questionnaire is a research instrument that gathers information over a bigger 

sample and there is no open door for interviewer inclination. It is through this 

strategy that the researcher can get respondents' very own words and all around 

considered answers Kothari (2004). In this study questionnaires were set up by the 

researcher and distributed to the respondents for information assortment in the field, 

respondents were given sufficient opportunity with the goal that they could fill the 

questionnaires dependent on their comfort then later the researcher gathered the 

questionnaires for information processing and analysis. 

 

3.7 Data analysis and techniques  

The analysis of data from interviews and questionnaires utilized coding and 

categorizing, which is the most significant period of the analysis procedure; the 

researcher isolated data into theoretical called 'codes. As the greater part of them 

are composed data, for example, transcripts, this implies the researcher will peruse 

and re-read them to distinguish and name repetitive words, themes and ideas; 

therefore line-by-line code which involved cautiously examining of words, 
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expressions or sentences for data applicable to the general research question. 

Scanning sections for units of meaning important to answering the research 

question. The researcher established connections conceptually by establishing an 

order of classifications and sub-classifications.  

 

Likewise, data analysis involved editing of information gathered from the field 

whereby the researcher examined all reports particularly questionnaires to ensure 

that the data contained therein are meaningful in connection to the objectives of the 

study, likewise, coding of information dependent on the independent and dependent 

variables was accomplished for simple comparison of information. Data 

characterization and arrangement was finished with the point of accomplishing the 

study objectives and for smooth interpretation of findings. Additionally, the 

researcher utilized Statistical Package for the Social Sciences (SPSS) adaptation 

20.0. The SPSS program was utilized to produce rates and frequencies of reactions 

dependent on the data obtained from the field. 

Similarly, Likert rating scale was used in the process of designing questionnaire 

and all analysis was based on five-point Likert rating scale such as (1) Strongly 

Disagree, (2) Slightly Disagree, (3) undecided (neutral), (4) Disagree Agree and 

five (5) Strongly Agree.  

 

3.8 Data reliability and validity 

3.8.1 Data validity 

According to Adam et al 2007) validity infers to all around grounded or something 

which is legitimate, being meaningful and applicable. This implies validity of 

instrument of data assortment involves the capacity of instrument to be tried. 

According to Kothari (2004) data validity suggests how much an instrument 

estimates what it is wanted to quantify, for the case of research work validity 

centers around the instruments of data assortment, for example, questionnaires. 

This implies questionnaires ought to be designed in the way that they can produce 

the quality data in connection to the research objectives. Validity and means solely 
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to the data delivered by the research instruments. According to Enon (2008) 

validity centers around the technique or an instrument (gadget) used as a piece of 

the research instrument by making sure that the tool for data assortment is correct, 

genuine, noteworthy validity in this way infers what is expected to get is what is 

being estimated. In this manner, if anything that is used as a piece of the research 

enables to convey what is should have been made then there is validity. Validity in 

research may propose precision of instrument, technique (procedures), and validity 

of the research report. 

 

3.8.2 Data reliability 

Towards ensuring reliability of data and the ultimate objective to ensure validity 

and reliability the researcher ensured that measures are taken to update the 

reliability of the extensive number of instruments and methods of managing the 

instruments and additionally the study used various instruments of data assortment, 

for example, questionnaires, interviews and narrative reviews. In this investigation 

the instruments were tried before the using them on data assortment in the field for 

instance questionnaires was tried whereby the researcher distributed barely any 

questionnaires for pretesting in request to determine the accuracy of the instrument 

and to examine in the event that they can be utilized to gather the necessary data 

according to research objectives. Reliability is a basic test to be done all things 

considered as to assess the precision and objectivity of the investigation. In this 

way, reliability proposes adequacy or steadiness of an instrument or system to 

procure data (Enon, 2008). Cohen and Manion (2000) battle that the ideal 

questionnaire has indistinguishable properties from a good law. This infers it 

should be clear, unambiguous and consistently checked. Besides, questionnaires 

need to help in encouraging respondents evoking answers as close as possible to the 

real world (Best and Khan, 2006). Five centers are said to be fundamental; the 

length of instrument, the subject, the wording of things, and the formal and how 

instrument pushes the respondents (Hill et al., 1984).  

 

The reliability of the instrument was tried during the pilot study. The pilot study 

contained just three questions in every class, at Kinondoni district chamber was 
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tried. Every classification will be added to the review in request to further gauge 

accessibility needs of the members and to examine the utilization of OPRAS for 

performance evaluation among government executives at the Ministry of 

Information, Culture, Arts and sports. The data from the pilot study were gathered 

as the single builds to be measure internal consistency and every one of the things 

within the instrument measure the same. 

 

3.9 Ethical consideration  

During the accomplishment of this work, a researcher considered the privacy and 

secrecy of the information collected from respondents. The researcher avoided the 

display of information given by respondents to other respondents so as to make sure 

that the secrecy and privacy of the data is maintained. Also, during the data analysis 

stage, the researcher used a generalization approach without displaying who said 

what during data collection.  
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CHAPTER FOUR 

PRESENTATION AND DISCUSSION OF FINDINGS 

4.1Introduction 

This chapter centers around introduction and discussion of research findings. This 

study examined the utilization of OPRAS for performance evaluation among 

government executives. The findings of the study are introduced dependent on the 

specific research objectives as once expressed in chapter one. 

The specific objectives of the study include; examining the ways and practices of 

implementation of OPRAS for performance evaluation to among government 

executives, to examine the level of compliance among government executives 

towards the implementation of OPRAS and to examine the challenges facing the 

implementation of OPRAS for performance evaluation. The chapter is sub 

partitioned into two segments whereby the part centers around the statistic 

information of the respondents and the second part centers around the key findings of 

the study. The study involved a sample size of 60 respondents and data assortment 

was done however the utilization of questionnaires and interview manage. The 

introduction of findings of the study is done through tables and figures. 

 

4.2 Demographic information of respondents  

The study sought to examine the demographic characteristics of respondents who 

participated in this study. The aim was to understand the demographic pattern of all 

respondents who were invited to take part in this study. More details in relation to 

demographic data on sex, age, education and work experience are provided in below 

 

4.2.1 Classification of the respondents by Sex  

The study sought to examine sex distribution of all respondents who participated in 

this study, the aim was to understand the level of participation between male and 

female in this study. Summary of the results is presented in Table 4.1 
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Table 4.1: Sex of respondents 

Sex of respondents Frequency (N) Percentage (%) 

Male  39 65 

Female  21 35 

Total  60 100 

Source: Field Data (2018) 

The study results revealed the vast majority of respondents who were invited to 

participate in this study were male contrasted with female partner. By and large, the 

study comprised progressively male respondent this is because of the way that there 

were increasingly male in the executive places of the particular ministry contrasted 

with female employees in the same level or organizational chain of importance. 

 

4.2.2 Classification of the respondents by age  

The study examined age of all respondents who participated in this study; the aim 

was to understand the actual of respondent who were involved in this study. 

Summary of the results is presented in Table 4.2 

 

Table 4.2: Age of respondents 

Age of respondents Frequency (N) Percentage (%) 

20 -30 years  0 0 

31-40 years  12 20 

41-50 years  30 50 

51 and above  18 30 

Total  60 100 

Source: Field data (2018) 

The findings of the study indicate that majority of respondents were from age group 

41-50 followed by 51 age and 31-40 age group respectively. On the other side, there 

was no age group of 20-30 who participated in the study. The last age group 

comprised respondents with age range of 51 years and above. This means that the 

study included respondents who 31 years and above. This implies that they old 

enough and had worked for several year to be able to advance their careers into top 

positions. 
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4.2.3 Classification of the respondents by Education level  

The study examined education level of all respondents who participated in this study; 

the aim was to understand the actual of respondent who were involved in this study. 

Summary of the results is presented in Table 4.3 

 

Table 4.3: Education of respondents 

Level of Education  Frequency (N) Percentage (%) 

Bachelor degree   19 32 

Master degree   38 63 

PhD and above  3 5 

Total  60 100 

Source: Field data (2018) 

The findings of the study show that Majority of respondents were master degree 

followed by bachelor degree whereas PhD holders were vey low. Based on the 

findings of the study it is clear that all respondents were well educated and hence 

they provided reliable information in relation to the subject under investigation.  

 

4.2.4 Classification of the respondents by working experience   

The study sought to examine work experience respondents who participated in this 

study; the aim was to understand the duration of time they have been working with 

the Ministry of Information, Culture and Sport. More details are provided in Table 

4.4 

Table 4.4: Work experience of respondents 

Work experience   Frequency (N) Percentage (%) 

5-10 years    8 13 

11 -15 years    32 53 

16-20 years   11 18 

21 years and above  9 16 

Total  60 100 

Source: Field data (2018) 
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The findings of the study show that majority of respondents have working experience 

between 11-15 followed by respondents with working experience between 16-20 

years. The respondents with working experience between 21 years and above were 

few and the last were respondents with working experience between 5-10 years. 

Therefore, based on the study findings it is clear that all respondents who 

participated in this study had work experience more than five years and hence there 

were familiar with OPRAS system.  

 

4.3 Use of OPRAS for performance evaluation to government executives 

4.3.1. Ways and practices of implementation of OPRAS for performance 

evaluation  

The study sought to examine the ways and practices of implementation of OPRAS 

for performance evaluation to among government executives, this section was crucial 

as it offered an understanding concerning the actual practices of OPRAS especially 

to the government executives. Different methods of data collection were used such as 

questionnaires, interviews and documentary reviews. More details are provided 

hereunder.  

 

Table 4.5: Implementation of OPRAS for evaluating Executives 

SN Ways and practices of 

implementation of OPRAS 

for performance evaluation 

Strongly 

Agree 

Agreed  I 

don’t 

know   

Disagreed   Strongly 

disagreed 

1 Annual planning and setting 

performance/institutional 

objective among executives  

22 42 13 17 8 

2 Setting Division, 

department, section and 

individuals targets for 

effective implementation of 

OPRAS 

27 34 18 11 10 

3 Implementation and 

monitoring of OPRAS 

among government 

executives 

18 27 30 15 5 

4 Mid -year review of OPRAS 29 33 20 14 6 

5 Annual performance review  20 39 15 16 10 

6 Providing feedback on 

annual overall performance 

for improvement, 

25 38 18 12 7 
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compensation and employee 

promotion  

Source: Field data (2018) 

 

The findings of the study show that 38(63.3%) of respondents agreed that annual 

planning and setting performance/institutional objective among executives at the 

Ministry of Information, Culture, Arts and Sport was among the main ways of 

implementation of OPRAS. It was found that annual planning was the first step 

towards the whole process of implementation. It was found that 8 (13%) of 

respondents said that they were not aware concerning the annual planning and setting 

performance/institutional objective among executives. During interview respondents 

indicated that planning was very crucial stage towards the implementation of 

OPRAS. One senior officer said that:   

 

We make sure that everyone in our management team takes part in the 

planning process by setting up their individual performance objectives which 

they intend to achieve in the respective financial year. Planning gives us a 

clear picture of what we want to realize and to achieve organizational goals.  

We ensure that everyone takes part in the planning process so that we all get 

committed and engaged. 

 

Likewise, it was revealed that 15 (25%) of respondents did not agree. Similar 

findings were reported by Tangen (2009) who found that planning was so central 

when implementing performance appraisal in the organization and towards 

evaluation of employee performance. However, he found that the level of 

participation of some executive in the planning process and setting of performance 

objectives was very minimal. He found that most public organizations in Tanzania 

do not allow effective participation of the top management and those being evaluated 

as well as other stakeholders who can be in a good position to rate the performance 

of employees. This makes some executive leaders to set unrealistic objectives which 

in reality cannot be realized hence leading to poor performance.    
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The result findings of this study shows that 36(60%) of respondents agreed that 

setting division, department, section and individuals targets for effective 

implementation of OPRAS was among the major practice at Ministry of Information, 

Culture, Arts and Sport. It was found that the process of implementation of OPRAS 

involves setting performance objectives which are then signed between or among 

parties before implementation process begins. It was found that 18% of respondents 

said that they did not know while 7 (11%) and 6 (10%) did not agree with the 

statement that setting division, department/section and individuals targets for 

effective implementation of OPRAS was among the major practices in association 

with OPRAS.  The study found that there were divisions in most of the departments 

due to the fact that the organization comprises appointed officials and non-appointed 

officials. Also, some respondents indicated that OPRAS was not beneficial and this 

made them to pay less attention to the system. This is due to the fact that the results 

of OPRAS could not lead into salary increase/raise, promotion and no punishment 

associated with it when some employees underperform. Similar findings were 

reported by Songstand et al (2012) conducted a study titled as assessing the 

performance enhancing tools; with the experience of OPRAS to laborers. The study 

found a general hesitance towards OPRAS as laborers didn't see OPRAS as leading 

to financial gains nor it gives criticism on performance work. Extraordinary desires 

were communicated towards pay for Performance (P4P) because of its possibilities 

on topping up salaries, yet at the same time links between the two performance 

enhancing were not clear. 

 

The findings of the study show that 27(45%) of respondents agreed that the 

implementation and monitoring of OPRAS among government executives was done 

although not such extent. Some respondents indicated that monitoring was very 

difficult for some positions especially to those reporting to the higher level of the 

organization including those reporting to minister of the respective ministry.  Similar 

findings were reported by Owusu-Boateng and Owusu (2009) who found that 

managing OPRAS among executives was difficult in Ghana; it was found that some 

respondents complained that open performance appraisal fairness among executive 

management in Kumasi city council in Ghana was difficult to be realized as some of 
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them were sceptical with the use of performance appraisal among top management in 

the organization as they believed that performance appraisal has little impact on the 

performance of the organization due to lack of better procedure, evaluation 

framework and lack of fairness. This means that the rating formats and performance 

appraisal fairness should be well considered during the implementation of 

performance appraisal in the organization.  

 

While at the same time 18(30%) respondents said that they did not know if effective 

implementation and monitoring of OPRAS among government executives was being 

done by top officials of the respective ministry. The findings of the study dhow that 

11(18.3%) of respondents did not agree and they said that technically it was difficult 

to monitor the performance of some executive due to the nature of jobs/duties and 

responsibilities. During the administration of this study one respondent said that: 

“How do you monitor the performance of someone who does not report to you? It is 

difficult and it may lead into misunderstanding. Some people here works as 

independent agents although we are working in the same organization as they report 

somewhere not to me”. 

 

The findings of the study show that 37(62%) respondents respectively agreed that 

mid –year review of employee performance is conducted to all officials in the 

organization including the top executive cadre. Mid -year review is crucial towards 

understanding the performance trends of employees and as to whether the 

performance of the organization and individual is on the right track or not. It was 

found that mid –year review of employee performance is so central as it helps to 

determine the general performance trend of the organization, department/ division 

and individuals.  It was further revealed that 12(20%) of respondents said that they 

did not know if mid –year review was being conducted by the respective ministry 

and especially to among top executive of the organization. Likewise, the study found 

that 12(20%) of all respondents did not agree.  

During interview, one among respondents said that: 
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We conduct mid -year reviews as part of the OPRAS process; this helps us to 

be in the position to understand the changing trends in relation to employee’s 

performance. But it is very difficult and sometimes mid- year review is not 

done accordingly as it becomes hard to mobilize all employees during the 

time of reviews hence some them may not attend the performance review 

meeting. This makes the whole process of OPRAS and performance review 

meaningless. 

 

The study results show that 35(58.3%) of respondents agreed that annual 

performance review was carried out to all employees in the organization including 

executive officials. During the administration of this study it was found that all 

employees regardless of their position they are required to participate on conducting 

annual performance review as required by the organizational policy. At the same 

time it was revealed that 9 (15%) of respondents said that they did not know if 

annual performance review was conducted among top management or executive 

officials. Similarly, it was found that 16(17%) of respondents did not agree; most of 

the respondents who did not agree indicated that it was not necessary for top officials 

to take part effectively on the annual performance review, as a large number of them 

they performance is not being reviewed within the performance appraisal framework 

used by the organization. This is due to the fact that some of them are just appointed 

officials and their positions are more political in nature. These findings collaborate 

with those of Massawe in (2009) who conducted a study on the viability of OPRAS 

in Executive Agencies with the case of National Bureau of Statistics. The study 

found that the yearly performance review was being done despite the fact that it was 

not compelling because of the way that the authority didn't have an activity plan for 

training its staff at all levels on the best way to fill in the OPRAS and the 

significance of OPRAS to them and the organization. The agency again had not set 

up a compelling mechanism for monitoring, reviewing and implementation of the 

OPRAS. The authority again had not set up a compelling mechanism for monitoring 

and implementation of the OPRAS. 

The findings of the study indicate that 38(63.3%) of respondents agreed that the 

implementation of OPRAS at the ministry of Information, Culture, Arts and sports is 
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associated with providing feedback on annual overall performance for improvement, 

compensation and employee promotion. Respondents indicated that it is a common 

practice whereby the management makes sure that feedback on employee 

performance especially among executive officials is provided every during the end of 

each financial year. It was also found that 11(18%) respondents said that they did not 

know if feedback was provided on annual overall performance for improvement, 

compensation and employee promotion. The study findings show that 11(18%) of 

respondents did not agree with the statement. Similarly, Katharine et al (2002) who 

conducted a study on the use of performance appraisal system among leaders and 

managers in Eastern Europe Experience in Hungary, Albania, and Georgia, they 

found that leaders and managers performance was evaluated through 360-degree 

feedback and they were being rated by many stakeholders. The study found that use 

of performance appraisal system among managers and leaders was very crucial as it 

encouraged other members within the organization to use the system as well.   

 

4.3.2 Level of compliance among government executives towards the 

implementation of OPRAS 

The study examined the level of compliance among government executives towards 

the implementation of OPRAS; the aim was to understand the extent to which the 

government executives working at the Ministry of Information, Culture and Sport 

have been able to implement OPRAS as a tool for managing employee performance. 

Different methods of data collection were used such as questionnaires and 

interviews. Results are as shown in Table 4.6 

  

Table: 4.6: Level of compliance towards the implementation of OPRAS 

Responses  Frequency (N) Percentage (%) 

Strongly Agree 8 13 

Agree 16 27 

I don’t Know 15 26 

Disagree  13 21 

Strongly disagree 8 13 
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Total  60 100 

Source: Field data (2018) 

 

The study shows mixed results as it was found that 24(40) of all respondents agreed 

that OPRAS was used by government executive towards managing employee 

performance and evaluation. It was also found that 21(35%) of respondents did not 

agree while fewer respondents said that they did not know if OPRAS was being used 

by government executive. Most of the respondents who took part in this study 

indicated that OPRAS is not mandatory to them. Also, some Directors and Assistant 

directors admitted that they are responsible for OPRAS but they are not enforcing its 

use and bounded in any how to comply with OPRAS. Therefore, from these results it 

is clear that most of the government executives do not use OPRAS for performance 

evaluation. Some of the top executives declared that, OPRAS is not a compulsory for 

them while directors and their assistants revealed that they use it but not mandatory 

too. During interview one among respondents said that:  

 

Ensuring compliance during the implementation of OPRAS in our 

organization is very difficult, this is partly because some managerial staff 

they feel that they are not bounded by it as they responsibility, duties and 

rating are not managed by leaders in the respective organization. Some 

executive staff are presidential appointees they feel as if they don’t belong 

here. 

 

These results indicate that the top government executives do not have annual targets 

of their own, this make them to rely on the supervisory activity of the other 

employees under their supervision. It was revealed that are large number of top 

executives are guided by the national operational frameworks, guidelines and plans 

but not their own annual targets that has to be accomplished and assessed. Most of 

them are guided by the frameworks such as Part Manifesto, National Development 

Plans and Goals etc. Some of them state that their position is mostly presidential 

appointment and they are implementing national and sector goals. 
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This shows how some of the appraisers do not communicate the performance 

standards to their subordinates, and this defeats the purpose of OPRAS in which 

without the standards it is impossible to assess and evaluate the performance of 

individuals.   The last stage in the process circle (taking corrective action) has been 

neglected by most appraisers as explained by a participant in the training session of 

the planning department at the respective ministry. He was concerned with the fact 

that the same individuals have been decided to go to the trainings, meetings and 

courses for capacity building, and if OPRAS evaluations were utilized the 

circumstance won't be the same and the training openings will be similarly shared 

among individuals who truly need the additional aptitudes to perform better. 

Basically his contention was bolstered by another member who stood up and talked 

on the issue of absence of incentives for the individuals who perform well alongside 

the complaint of how extraordinary performers are not being advanced or 

compensated on schedule and at some point not being advanced or remunerated by 

any means. 

. Also Neely (2010) found that there were minimal compliance level among 

executive and top management in general in all aspects relating to the use of OPRAS 

in the public organizations in Tanzania, it was found that feedback in OPRAS was 

used appropriately such as for promotion, selection of best performing employees 

and capacity building such as for training and development. It was indicated that 

planning for employee training and development programs was done without 

consideration of performance evaluation information provided in OPRAS feedback. 

It was found that best performing employee was selected through voting and not 

based on what is provided in the OPRAS. 

Even though some departments follow all steps in the process circle without any 

gaps but the majority of the top leaders, which tend to have large number of 

subordinates do not consider the steps during appraisal. Additionally the findings 

show that most appraisers give more consideration on the filling of the forms as the 

center of the appraisal system while paying less consideration on the real PAS 

process circle. Furthermore the inconsistencies don't just hinder the 

institutionalization procedure yet in addition makes the vast majority of the public 

hireling to think of PAS as a formality which has no impacts to their day by day 
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exercises or future possibility of their vocation in light of the fact that up to this point 

performance is not a determinant in any of the decisions that may influence their 

profession, for example, advancement, moves, downgrades or early retirement 

therefore hinders PAS to be very much instilled. 

. Also, Benson and Shitindi (2009) found that the investment made by government 

towards the implementation of OPRAS in Tanzania was not worth it due to low level 

of compliance which hinders the government to obtain the expected results. It was 

further found that the institutionalization and use of the OPRAS system in Tanzania 

was very weak. Among the reason for lower compliance was that the OPRAS forms 

were too complicated to complete and they were not context-sensitive to different 

professional cadres in the public service such as executive cadres and staffs from 

some Ministries 

 

4.3.4 Challenges facing the implementation of OPRAS in performance 

evaluation 

The study sought to examine the challenges facing the implementation of OPRAS for 

performance evaluation.  The study involved different government executives at the 

Ministry of Information, Culture, Arts and Sports. The sample included minister, 

deputy minister, permanent secretary as well as deputy permanent secretary and 

directors. Information was obtained by asking the respondents to explain challenges 

on implementing OPRAS in local government Authorities based on their experienced 

since when it was instituted in the respective ministry.  

Table 4.7: Challenges facing the implementation of OPRAS for performance 

evaluation 
SN Challenges  Strongly 

Agree 

Agree  I 

don’t 

know   

Disagree   Strongly 

disagree 

1 Minimal supervision and 

adherence to rules and 

regulations   

22 32 21 20 5 

2 Weak ownership and 

commitment among 

government executive 

towards the implementation 

of OPRAS 

23 39 15 16 7 

3 Lack of feedback and 25 30 13 12 10 
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incentives especially for 

among government executives  

4 Negligence among 

government executives as 

most of them do not 

participate in the 

implementation of OPRAS 

25 40 15 16 4 

5 Lack of appropriate training 

and seminars on how to 

implement OPRAS including 

how to fill OPRAS form 

22 35 10 20 13 

6 Lack of sufficient resources 

especially fund needed for 

effective implementation of 

OPRAS towards performance 

evaluation among executives  

30 40 17 13 0 

Source: Field data (2018) 

 

The findings of the study revealed that 32(53.3%) of respondents agreed that among 

of the challenges facing the effective implementation of OPRAS among government 

executives is Minimal supervision and adherence to rules and regulations. It was 

found that there was little compliance. It was found that, most of the government 

executives do not use OPRAS for performance evaluation. It has been found that 

most of them are not using this system because they are not mandated to OPRAS and 

also they are guided by the national plans and frameworks. This makes them not to 

use OPRAS for performance evaluation and make them not to have annual targets to 

be assessed and evaluated. Some of respondents argued that OPRAS is not a suitable 

system for performance evaluation since it is foreign oriented but also subjected to 

some financial constraints during the implementation of the fixed annual targets.  It 

was also found that 15(25%) of respondents did not agree. At the same time minority 

respondents remained silent which may mean that they were not sure if minimal 

supervision and adherence to rules and regulations was among of the challenges 

hindering the effective implementation of OPRAS among government executives.  

The findings of the study show that 37(62%) of all respondents who took part in this 

study concurred that powerless proprietorship and responsibility among government 

executive towards the implementation of OPRAS influenced viable and proficient 

implementation of OPRAS in the particular ministry.. The findings of the study 

revealed that despite the fact that OPRAS has been institutionalized but there is little 
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of weak commitment towards its implementations. The study found that the 

procedure and rules or guidelines on how OPRAS should be implemented by 

government officials in all levels little attention is paid towards it. Some respondents 

indicated that shortage of skilled staff to undertake reforms during the 

implementation of OPRAS hindered its effective implementation. The study found 

that 9 (15%) of respondents said that they did not know if weak ownership and 

commitment among government executive towards the implementation of OPRAS 

hindered its application. At the same time the study findings indicated that 54(90%) 

of respondents did not agree. Similarly, Asim (2009) found that there was lack of 

commitment among top leadership in Tanzania towards the implementation and use 

of OPRAS due to culture in the public organization. He indicated that the effective 

use of OPRAS requires having two ways and continues communication between 

executive leaders, mangers and subordinates. He found that due to the nature of 

Tanzania public service it has been difficult in setting performance objectives and 

making assessment in the organization and there is reluctance among mangers in 

taking actions that may disappoint their colleague or that may harm work 

relationships at work place.  

 

The study findings revealed that 30(50%) of respondents agreed that lack of 

feedback and incentives especially for among government executives hindered it 

effective application towards performance management and evaluation. The study 

found that some respondents were not happy with what they benefited from 

participating in the implementation of OPRAS. This is due to the fact that the results 

of annual performance evaluation were not used as intended. This weakened that 

morale and meaning of performance evaluation among senior executive at that 

respective ministry. The study found that 8 (13%) of respondents said that they did 

not know if cack of feedback and incentives especially for among government 

executives was among the main challenges. It was found that 13(22%) of all 

respondents did not agree. Lack of feedback and incentives was among the challenges 

during the administration of this study some of the respondents to whom the 

performance standards had been communicated they had complained on the lack of 

feedback evaluations in which are essential to the subordinates to know how they have 
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performed and whether they needed to improve. Similar findings were reported by 

(TFDA TASA, 2008) whereby it was revealed that OPRAS was unfavorable to most 

of executive cadre due to the fact that it does not personal development plan, it was 

also found that the system does not provides rewards and sanction based on 

employee performance in aspects such as good and bad performance, it was also 

indicated that the system does not provided 360-degree feedback as it should. This 

means that failure to provide feedback has been among the main reason as to why 

government executives are not interested towards using the system. It lacks 

comprehensive model of managing employee feedback not only to the lower 

employee but also the heads of departments who are to be evaluated by the director had 

not been evaluated and given feedback as stated in the annual assessment of local 

authorities for the year 2009 (URT,2009).  

 

The findings of the study show that 34(57%) of respondents indicated that lack of 

appropriate training and seminars on how to implement OPRAS include how to fill 

OPRAS form. This means that there been lack of commitment at all levels especially 

top leadership in the implementation process and use of OPRAS towards managing 

performance evaluation. During the administration of this study it was revealed that 

the performance appraisal system process circle at the ministry of information, 

culture, arts and sport has not been completed for some time and there has been a 

continuation of the same problem over the years especially when it comes to 

performance evaluation among top executive. It was found that the implementation 

and use of OPRAS experience difficulties due to lack of proper training and support.  

Some respondents indicated that filling appraisal from was difficult and time 

consuming therefore training on how to fill the forms and using the OPRAS system 

was. Similarly, Powel (2009) found that for years there are enough evidences that 

there is lack of needed training which is supposed to be offered to public sector 

employees for them to be in good position to use OPRAS. He also found that even 

those which received some training on how to use OPRAS were not able to deliver 

good results this crated more problems to institutionalized the OPRAS system in all 

public sector organizations.  
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The findings of the study revealed that 42(70%) of all respondents who participated 

in this study indicated that lack of sufficient resources especially fund needed for 

effective implementation of OPRAS towards performance evaluation among 

executives was among the major challenges facing the effective implementation of 

OPRAS towards performance evaluation. During the administration of this study it 

was found that ministry of Information, culture, arts and sport experienced the 

problem of shortage of budget; this is due to spending cut being implemented by the 

government of Tanzania in general and the respective ministry in particular. The 

study found that 10 (17%) of all respondents who participated in this study said they 

were not aware if budget constraints affected the effective implementation and use of 

OPRAS on performance evaluation, while 8 (13%) of respondents did not agree. 

These findings collaborate with those of Sylvester (2010) who found that lack of 

sufficient fund hindered effective use of OPRAS in Tanzania as budget constrains is 

common and also there is lack of prioritization. This is due to the fact that resources 

are needed to ensure effective implementation and use of OPRAS in public sector 

organizations and also when enough resources are allocated to support employee in 

their performance it becomes easy to achieve desired results  

 

4.6 Level of satisfaction with the use of OPRAS for performance evaluation 

The study sought to examine the level of satisfaction with the use of OPRAS top 

leadership at the ministry of information, culture, arts and sport. The aim was to 

understand the extent to which the system has been satisfactory towards managing 

performance evaluation. Summary of findings is provided in Table 4.8.  

 

Table4.8: Level of satisfaction with the use of OPRAS for performance 

evaluation 

Responses  Frequency (N) Percentage (%) 

Very Satisfied  6 10 

Satisfied  8 14 

Somehow satisfied  18 30 

Dissatisfied  20 34 
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Very Dissatisfied 7 12 

Total  60 100 

Source: Field data (2018) 

 

The findings of the study show that 14(23.3%) of all respondents agreed that they 

were satisfied with the use of OPRAS among top executive at the Ministry of 

Information, Culture, Arts and Sport. It was revealed that 18 (30%) of respondents 

said that they were somehow satisfied. However, a large number of respondents were 

not satisfied with the use of OPRAS due to a number of reasons; as shown in the 

findings of the study it was found that 27(45%) of the respondents were dissatisfied. 

During the administration of this study some of the respondents were dissatisfied due 

to the fact that no scientific procedure to measure grading system fairness between 

supervisor and leaders. Some of them said that OPRAS is not used to promote 

government executives, since their position is mostly presidential appointments and 

their salaries and benefits are fixed, also there is existence of many unplanned and 

daily routine activities which are not counted in OPRAS.  Similar, findings were 

reported by Kelly and Monks (2006) who conducted a study concerning the 

acceptance of open performance appraisal system among managers in Turkey, 

whereby they used public sector organization in Ankara as case study. They found 

that a large number of managers and some top executive were not satisfied with open 

performance appraisal system in terms of appraisal process due to the fact that they 

did not participate in the developing the system, the forms used to manage and 

evaluate performance and creation of the processes, also they were not involved in 

providing suggestions for changes needed for the improvement of the system and 

processes and that the result of OPRAS were not being used as intended. 

Generally, a large number of respondents were not satisfied with the usage of 

OPRAS in performance evaluation. Most of them recommend that there should be 

another means of evaluating executive team performance apart from OPRAS. Their 

arguments are based on the fact that OPRAS lack scientific procedure for grading 

and marks creation hence it might be subjected to personal feelings. During 

interview one among respondents who participated in this study said that:  
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If the supervisor is of good term with the supervised employee then the results 

may be good but if the supervisor is not in a good term with an employee then 

the results may be worse.  My relationship with my supervisor matters a lot 

on the process of implementation of OPRAS and evaluation of performance. 

Also, in our organization it has been very difficult to implement OPRAS due 

to the fact that most of the senior executives are very busy and travel a lot. 

You may find that it is difficult to meet and conduct performance review. 

 

Also they are against OPRAS since implementation of OPRAS is subjected to 

financial limitations. Some of the activities need to be implemented in the presence 

of funds so the lack of funds may lead to failure to implement targeted activities and 

hence make an employee to be seen as of low performance without considering the 

financial constraints facing the organisation. Basing on the argument that OPRAS is 

not promotional tool, it was found that most of the government executives do not use 

OPRAS for performance evaluation sin since OPRAS is not or is rarely used for 

promotional purpose. Most of the government employees use OPRAS but they are 

,not even promoted. Additionally, the presidential appointee’s staffs also argued that 

they are not depending on OPRAS for occupational promotion. Therefore, these 

weaknesses of OPRAS make them not satisfied with the usage of OPRAS. 

 

Another reason for the unsatisfied condition of OPRAS to the executives is based on 

the fact that, there are many unplanned activities which are carried out. Thus, 

implementation of activities is not always depicted in OPRAS, therefore OPRAS is 

subjected to unplanned activities which are not even traced through OPRAS. The 

results also show that, OPRAS is foreign system adopted from developed countries 

and hence cannot fit to the developing countries. The application of OPRAS is 

limited due to the methodological complications. Some of the executives argued that 

their duties are not detailed in annual organisational plans, they are implementing 

part manifestos and policy goals so there is no way they can be accessed through 

OPRAS. Another augment was based on the fact that executives’ position are not 

stationery, most of them are kept on moving from one post to another, hence there is 

no way they can be accessed through OPRAS. 
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Generally, the theories are in line with the study findings. Goal-setting theory 

contributes to the understanding of evaluation of the performance among government 

executives especially through the use of OPRAS in government organizations. The 

theory recommends that the employees set up individual objectives as imperative job 

in motivating them for extra ordinary performance. The employees continue 

following their objectives set so as to accomplish their objectives. In order to 

measure whether or not objectives were accomplished there should be the methods of 

assessment of the employees of employees’ performance as revealed by this study. 

 

Similarly, expectancy theory supports the study due to the fact that it underlines the 

requirements for the organization to relate pay in relation to performance and to 

guarantee that the rewards given to those who achieve good results and that what is 

provided to the best performances should be equal to their effort and expectations. In 

this regard, in order to improve work performance with regard to objectives set the 

employees should be paid according to the tasked assigned. Therefore, the theory is 

important for public sector or government organizations which used performance 

evaluation system such as OPRAS.  
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND POLICY IMPLICATIONS 

 

5.1 Introduction 

The objective of this was to assess the use of OPRAS in evaluating the performance 

of the executives working in the government organizations in Tanzania. Therefore, 

this chapter provides the summary of study findings, conclusion and policy 

recommendations.   

 

5.2 Summary of study  

This study examined the use of OPRAS for performance evaluation among 

government executives. The study was guided by the following specific research 

objectives which include; examining the ways and practices of implementation of 

OPRAS for performance evaluation to among government executives, to examine 

the level of compliance among government executives towards the implementation 

of OPRAS and to examine the challenges facing the implementation of OPRAS for 

performance evaluation.  

 

The study received a case study research design whereby the Ministry of 

Information, Culture, Arts and Sports was utilized as territory of study. The study 

involved a sample size of 60 respondents who were chosen through simple random 

sampling and purposeful sampling and data assortment was done however the 

utilization of questionnaires and interview manage just as documentary reviews. 

In as far as ways and practices of implementation of OPRAS for performance 

evaluation to among government executives is concerned, findings revealed  that, 

ways and practices includes annual planning and setting performance/institutional 

objective among executives at the Ministry of Information, Culture, Arts and Sport 
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was among the main ways of implementation of OPRAS. It was found that annual 

planning was the first step towards the whole process of implementation. The 

findings of study show that setting division, department, section and individuals 

targets for effective implementation of OPRAS was among the major practice at 

Ministry of Information, Culture, Arts and Sport. It was found that the process of 

implementation of OPRAS involves setting performance objectives which are then 

signed between or among parties before implementation process begins.  

The findings of the study show that the implementation and monitoring of OPRAS 

among government executives was done although not such extent. Some respondents 

indicated that monitoring was very difficult for some positions especially to those 

reporting to the higher level of the organization including those reporting to minister 

of the respective ministry.  It was found that mid –year review of employee 

performance is conducted to all officials in the organization including the top 

executive cadre. Mid -year review is crucial towards understanding the performance 

trends of employees and as to whether the performance of the organization and 

individual is on the right track or not. It was found that mid –year review of 

employee performance is so central as it helps to determine the general performance 

trend of the organization, department/ division and individuals.   

 

With respect to the level of compliance among government executives towards the 

implementation of OPRAS the study found that; annual performance review was 

carried out to all employees in the organization including executive officials. During 

the administration of this study it was found that all employees regardless of their 

position they are required to participate on conducting annual performance review as 

required by the organizational policy. The implementation of OPRAS at the ministry 

of Information, Culture, Arts and sports is associated with providing feedback on 

annual overall performance for improvement, compensation and employee 

promotion. Respondents indicated that it is a common practice whereby the 

management makes sure that feedback on employee performance especially among 

executive officials is provided every during the end of each financial year.  
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In relation to the challenges facing the implementation of OPRAS for performance 

evaluation; this study revealed that OPRAS was used by government executive 

towards managing employee performance and evaluation. Most of the respondents 

who took part in this study indicated that OPRAS is not mandatory to them. Also 

some Directors and Assistant director’s admitted that they are responsible for 

OPRAS but they are not enforcing its use and bounded in any how to comply with 

OPRAS. It was found that top government executives do not have annual targets of 

their own, this make them to rely on the supervisory activity of the other employees 

under their supervision. It was revealed that are large number of top executives are 

guided by the national operational frameworks, guidelines and plans but not their 

own annual targets that has to be accomplished and assessed. Most of them are 

guided by the frameworks such as Part Manifesto, National Development Plans and 

Goals etc. Some of them state that their position is mostly presidential appointment 

and they are implementing national and sector goals. 

 

This shows how some of the appraisers do not communicate the performance 

standards to their subordinates, and this defeats the purpose of OPRAS in which 

without the standards it is impossible to assess and evaluate the performance of 

individuals.   The last stage in the process circle (taking corrective action) has been 

neglected by most appraisers as explained by a participant in the training session of 

the planning department at the respective ministry. He was concerned with the fact 

that the same people have been decided to go to the trainings, meetings and courses 

for capacity building, and if OPRAS evaluations were utilized the circumstance 

won't be the same and the training openings will be similarly shared among 

individuals who truly need the additional aptitudes to perform better. Basically his 

contention was bolstered by another member who stood up and talked on the issue of 

absence of incentives for the individuals who perform well alongside the complaint 

of how extraordinary performers are not being advanced or remunerated on schedule 

and at some point not being advanced or compensated by any means 

.  
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The findings of the study revealed that among of the challenges facing the effective 

implementation of OPRAS among government executives is Minimal supervision 

and adherence to rules and regulations. It was found that, most of the government 

executives do not use OPRAS for performance evaluation. They are not using this 

system because they are not mandated to OPRAS and also they are guided by the 

national plans and frameworks. This makes them not to use OPRAS for performance 

evaluation and make them not to have annual targets to be assessed and evaluated. 

Some of respondents argued that OPRAS is not a suitable system for performance 

evaluation since it is foreign oriented but also subjected to some financial constraints 

during the implementation of the fixed annual targets. Weak ownership and 

commitment among government executive towards the implementation of OPRAS 

affected effective and efficient implementation of OPRAS in the respective ministry. 

The findings of the study revealed that despite the fact that OPRAS has been 

institutionalized but there is little of weak commitment towards its implementations. 

The study found that the procedure and rules or guidelines on how OPRAS should be 

implemented by government officials in all levels little attention is paid towards it. 

Some respondents indicated that shortage of skilled staff to undertake reforms during 

the implementation of OPRAS hindered its effective implementation. Lack of 

feedback and incentives especially for among government executives hindered it 

effective application towards performance management and evaluation. The study 

found that some respondents were not happy with what they benefited from 

participating in the implementation of OPRAS. This is due to the fact that the results 

of annual performance evaluation were not used as intended. This weakened that 

morale and meaning of performance evaluation among senior executive at that 

respective ministry.  

 

Lack of sufficient resources especially fund needed for effective implementation of 

OPRAS towards performance evaluation among executives was among the major 

challenges facing the effective implementation of OPRAS towards performance 

evaluation. During the administration of this study it was found that ministry of 

Information, culture, arts and sport experienced the problem of shortage of budget; 
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this is due to spending cut being implemented by the government of Tanzania in 

general and the respective ministry in particular.  

 

5.3 Conclusion  

Based on the study findings, the implementation of OPRAS seems to be a common 

practice in many public organizations including the Ministry of Information, Culture, 

Arts and sports regardless the degree of its effectiveness. The application of OPRAS 

as a tool of performance appraisal has the prospective of improving employees if at 

all it is effectively implemented thereby advancing employees’ efficiency and 

effectiveness in terms of their general work performance. Government top executives 

as the most potential human resource in the ministry are critical to raise the work 

productivity. Consequently, the efficiency of top executives is greatly enhanced by 

ensuring that they are highly skilled, well-resourced and motivated to perform at their 

best. In turn, the effective monitoring and evaluation of working progress is central 

to the continuous improvement of the effectiveness of working in a Ministry. It is, 

therefore, very essential to know the capacity of top executives and those elements of 

their practice which could be further developed.  

As revealed early, the implementation of OPRAS has been existing in most public 

institutions in the Ministry of Information, Culture, Arts and sports. Despite low 

level of compliance among top executive towards the use of OPRAS, various ways 

and practices associated with the use of OPRAS towards performance evaluation 

among government executive are evident. These includes annual planning and 

setting performance/institutional objective, implementation of performance, mid- 

year review, providing feedback, and conducting annual performance review. 

However, OPRAS has not been effectively implemented due to some challenges 

which include lack of commitment and ownership of the system, complexity nature 

of appraisal system, insufficient funds and among others. Implementation of OPRAS 

to top executives is related with financial resources or human resource as well as 

time resources. Effective implementation of OPRAS to public workers including top 

executive will occur if at all challenges are eradicated and that all workers pay much 
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attention to the use of OPRAS whereby practiced as obligatory to all workers 

regardless their jobs status.  

 

5.4 Policy recommendations   

The government of Tanzania should come up with compressive policy which will 

help to make sure that OPRAS is well implemented and used in all public  

organizations and ministries. Likewise, the policy should specify the ways OPRAS 

can be used as well as how it can be implemented in those organizations. The policy 

should specify the amount of resources needed towards the implementation and use 

of OPRAS, time frame, accountability levels, peoples involved and sanction for non-

compliance.  

The formulation of policy framework towards management of executive job 

performance is very essential  because of very low level of compliance. The policy 

should lay down rules and regulation on how government executive job performance 

can be evaluated. Taking into consideration of  July, 2004 where Circular No.2 of 

2004 was in place, the Government of United Republic of Tanzania issued Open 

Performance Review and Appraisal System (OPRAS) as a means for evaluating 

employees and manager’s performance in the Government, most of the public sector 

entities and employees was found to not use OPRAS or even thought they use it but 

not as optional requirements.  

 

Policy formulation on the performance evaluation of top executive should ensure that 

even those who are not considered in the performance appraisal (OPRAS) should 

take part on one way or the other; even by overseeing it use or application in their 

respective ministry.  This is due to the fact that it was found that some of the public 

sector employees are not subjected to OPRAS. This class is the class composed of 

the top government executives that are ministers, deputy ministers, executive 

directors for government agencies and corporations as well as ministerial department 

directors and assistant directors. 

 

For management of employees performance in the ministries and other public 

sectors, the policy must empower the use of OPRAS among government executives 
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even for those who consider themselves as political appointee but working in the 

ministry. This will help to improve the effective use of OPRAS and hence the overall 

performance of the organization. This is due to the fact that it has been found that the 

usage of OPRAS for performance evaluation among executives is not mandatory and 

compulsory to them. Basing on the study findings,  some of the government 

executives do not undertake annual performance evaluation. They are just free from 

annual targets and goals. They only supervise and assess other employees. These 

executives do not undertake annual performance evaluation since they don’t have 

annual performance targets to be evaluated. This make them free from evaluation 

and make it difficult to know the rate of their performance and attainment basing on 

the individual contribution. They only base on the performance of the whole 

organisation which might be influenced by many staffs.  

 

Likewise, the establishment of policy has to consider other alternatives especially 

concerning the managing the performance of executive. Despite the fact that it may 

be difficult to come up with new system on managing performance evaluation of 

these executives as most of them are involved in policy making as well as enactmentt 

of laws. The government should set up the evaluation system to have a 

comprehensive and inclusive system. This means that the government through Public 

Service Management frameworks should come with new performance management 

systems so as to enhance public sector performance from the individual to 

institutional levels regardless of the occupational designation and nature of the 

individual employment. 

The government should have strategy that enhance effective supervision of the 

performance evaluation to its employees. Through the frameworks existing the 

government has to increase awareness on the usage of the performance evaluation 

enacted without exclusion of the executives and other classes of government 

employees. 

 

5.5 Future areas for further studies 

Based on the findings of the present study which aimed at examining the use of 

OPRAS among government executives; it is recommended that the similar study 
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should be conducted in other public organizations and institutions apart from 

Ministry of Information, Culture, Arts and Sports. This is due to the facts that the 

study findings cannot be generalized with other organizations.  
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Appendix A 

Questionnaire 

 

MZUMBE UNIVERSITY 

DAR ES SALAAM CUMPUS COLLEGE 

RESEARCH QUESTIONAIRE 

 

SECTION ONE 

RESPONDENT OCCUPATIONAL CHARACTERISTICS 

1. Respondent level of supervision  

a) Department Level                                   ( 1 ) 

b) Ministerial Level                                     ( 2 ) 

c) Other     ( 3 ) 

 

2. Respondent designation 

a) Assistant Director(1 ) 

b) Director                                                 ( 2) 

c) Permanent Secretary                              ( 3 ) 
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d) Deputy Minister   ( 4) 

e) Minister  ( 5 ) 

 

 

SECTION TWO 

SPECIFIC  QUESTIONS 

1. Do you conduct annual performance evaluation? 

a. Yes                                                         (1) 

b. No                                                          (2) 

c. Not always(3) 

2. Do you use OPRAS for Performance evaluation? 

a. Yes                                                         (1) 

b. No                                                          (2) 

 

3. If  you don’t use OPRAS, what are the  reasons for  non use of OPRAS for  

performance evaluation?   

a. Not mandatory                                                 (1 ) 

b. Not important   ( 2 ) 

c. No fairness   ( 3 ) 

d. Others    ( 4 ) 

 

4. Is there any alternative tool used by the government to evaluate performance 

of its executives in Tanzania? 

a. Yes                                                          ( 1 ) 

b. No                                                            ( 2 ) 

 

5. If there is alternative tool, are methodology used bring any impact to 

executives performance?  

a. Yes                                                           ( 1 ) 

b. No                                                             ( 2 ) 
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6. Do you recommend the government should improve the methodology of 

OPRAS ? 

a. Yes                                                             ( 1 ) 

b. No                                                               ( 2 ) 

 

 

 


