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ABSTRACT 

This study investigated the usage of OPRAS as a tool of improving 

individual accountability in local governments of Tanzania focusing on Kinondoni 

Municipal Council.  The study wanted to realize three specific objectives namely; to 

assess perception of employees on the usefulness of OPRAS as a tool of improving 

individual accountability, to examine awareness of employees on the potential 

benefits of OPRAS as a tool of improving individual accountability and to find out 

the challenges facing usage of OPRAS improving individual accountability. The 

samples of 100 employees comprising 40 teachers, 20 health workers, 10 trade 

union representatives, 5 heads of departments/units and 25 administrative staff were 

given questionnaires. The study employed quantitative data analysis method using 

descriptive statistics. The analyzed data were presented by the means of frequency 

tables and charts. The finding results revealed that 86.0% of all employees perceived 

that OPRAS was the usefulness tool of improving individual accountability in the 

Council. Again, it was found that all employees participated in the study (100.0%) 

were knowledgeable about OPRAS due to in-house training and involvement in 

OPRAS exercises and 98.0% of them agreed that they were signing OPRAS forms 

with their immediate supervisors. The challenges facing the usage of OPRAS 

improving individual accountability included inadequate participation of supervisors 

and feeling of unfairness of OPRAS results among employees. The conclusion 

drawn by this study was that the reasons behind lack of participation, resistance and 

reluctance among employees in OPRAS were inadequate participation of 

supervisors which created difficulties among employees in implementing OPRAS 

and feeling of unfairness of the consequences of poor performance results. The 

researcher recommends among others that in order to ensure that OPRAS 

contributes in improving individual accountability in the Council, the supervisors 

must ensure that they participate fully in OPRAS and remove the mentalities of 

unfairness on the consequences of OPRAS among employees through compliance 

with rules, regulation and guidelines governing implementations of OPRAS.  
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CHAPTER ONE 

PROBLEM SETTING 

1.0. Introduction  

Open Performance Review and Appraisal System (OPRAS) was adopted as a new 

and modern tool of improving individual accountability among Local Governments 

of Tanzania since September, 2004. This study therefore, wanted to gain in-depth 

and detailed understanding on the usage of OPRAS as the tool of improving 

individual accountability in local governments of Tanzania. In this first chapter, the 

researcher elaborates the background to the problem, statement of the problem, 

research objectives and research questions, significance of the study, limitations of 

the study, delimitation of the study and structure of the study.  

 

1.1. Background to the problem 

Performance appraisal is the widely accepted system of gathering information about 

employees’ contributions in realizing organization’s objectives. The information is 

being used by employers and managers in making different decisions of improving 

accountability of employees who are appraised especially actual performance falls 

below expected standards (Mullins, 2010; Armstrong, 2011; Mutahaba, 2011; 

Ntamamilo, 2016).  

 

According to Wooten Van Doreen in Mutahaba (2011), adoption of performance 

appraisals practices arose between the end of the ninetieth century and early 

twentieth century as the result movements among specialists and administrators in 

large corporations. Most of these movements were responding to and sought answer 

the problems arising from industrialization, poverty and social unrest; inefficiency 

and corruption in Government through rationalization and quantification of policy 

and administration (Mutahaba, 2011). Such movements and their contributions can 

be demonstrated as follows:  

 

The first set of performance appraisals movement was labeled as the Social Survey 

Movement which comprised social reformers who were concerned with addressing 
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the societal disorders and problems which were accompanied with industrialization. 

This included need to understand their causes and solutions. During this movement, 

it was believed that in order to effectively deal with poverty there was need to gather 

quantitative information on the characteristics of poverty, including statistics on 

numbers of poor people, causes of poverty and the measures to alleviate it 

(Mutahaba, 2011). 

 

The second movement was known as Scientific Management and the Science of 

Administration which was like the social survey movement focusing on developing 

organizational solutions to the problems arising from industrialization processes 

(Mutahaba, 2011). In this stage, the Governments called the state institutions which 

had the capacity and capability to deal with the problems using skilled professionals 

(Mutahaba, 2011). Administration came to be seen as a profession and a science in 

its own right and measurement of Government operations was an element of the 

emerging administration profession. As Mosher (1968) put it “a movement calling 

for Government to organize its business based on scientific principles that entailed 

planning work to be undertaken, using people with specialized skills to undertake 

government work, adopting set standards in operations and measuring results using 

quantification had come to be and it was unstoppable” (p.72-73). 

 

The third performance appraisal movement was concerned with controlling wastage 

in the production and delivery of goods and services in the public sectors 

(Mutahaba, 2011). It focused on the adoption of tools and instruments that made 

delivery of services by adopting cost accounting possible. This movement remained 

hopeless in terms of its use among countries. In the developing countries such as 

Africa it was completely in the embryonic stage (Pollit and Bouorkarert, 2004). 

 

The fourth stage of performance appraisal movement emerged in the United States 

of America in the 1940s and was named as Performance Budgeting (Mutahaba, 

2011). It  focused on improving the budgetary process of the Government to be able 

expressing the objectives of the Government in terms of the work to be done rather 
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than merely classification of expenditure items (Shafritz and Hyde, 2004). It spread 

in Western Europe in the early 1970s (Mutahaba, 2011). It emphasized on linking 

decisions with budget allocations to the Government activities including additional 

allocations of contingent and demonstrating the benefits/results to be realized from 

such allocations. Budgets were to be determined following determination of the 

objectives, the outputs to be produced, the inputs which were required and cost of 

the inputs as opposed to the traditional approach of budgeting which was based on 

automatic increases to the line cost items (Kelly and Rivenback 2003). 

 

The fifth stage of performance appraisal movements was called the social indicator 

which was implemented within Performance Budgeting (Mutahaba, 2011). This 

movement tried to take further the allocation of budgets beyond general expression 

of objectives as well as outputs to be achieved and the outcomes. The Government 

work was to be expressed in terms of improvements of social characteristics of the 

country such as enhancing levels of education, health condition and reduce crime 

(Mutahaba, 2011). The measurement were made against a standard to determine 

improvements, hence actual performances against expected performance were able 

to be known (Mutahaba, 2011).  

 

The sixth performance appraisal movement emphasized the need of quality in all 

stages of management; that is; inputs, process, and outputs (including outcomes) 

(Mutahaba, 2011). That means that, this stage emphasized on measuring quality all 

relevant aspects of organizational management. While the model was developed in 

Japan in 1950s and implemented among its industries in the 1960s, it was imported 

into by United State and Western Europe private sector in the 1970s and introduced 

further in the public sectors by the 1980s (Mutahaba, 2011). 

 

The seventh was the Results Based Management which initially gained popularity 

among private organizations and recently, becoming a system of enhancing 

individual accountability for performance results in public organizations (Mutahaba, 

2011). The Results Based Management is implemented among the public 
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organizations of Tanzania through OPRAS which was officially introduced by 

Government Circular number 2 of 23rd August 2004 (United Republic of Tanzania 

[URT], 2004). OPRAS is the new management tool aiming to improve individual 

accountability in the Tanzanian Local Governments (URT, 2013) which is the 

largest administrative body of the public sector. Following Amendment of the Public 

Service Act number 8 in 2007, implementation of OPRAS became lawful exercise 

among Tanzanian Local Governments (URT, 2004) 

 

The OPRAS is implemented by filling special Forms called TFN 832 (URT, 2003; 

2009). In these Forms, the annual performance objectives and performance targets 

are agreed upon and signed by employee and his/her immediate supervisor at the 

begging of the financial year (July). When using OPRAS, individual accountability 

begins when employees agree and sign annual performance objective with his/her 

immediate supervisor because signing implies that employee has accept being held 

accountable for performance results (URT 2013). During annual performance 

review which is conducted in June, supervisors evaluate actual performance results 

of employees and recommends to employers whether or not employee should be 

accountable for performance results (Ntamamilo, 2016).  

 

In the specific context, Local Governments; Kinondoni Municipal Council (KMC) 

in particular has been implementing OPRAS since its adoption in 2004. The KMC is 

the the largest Local Government in Dar es Salaam region responsible for the 

provision of a range of services to a millions of citizens, businesses and companies 

operating with the local area. As already pointed out by URT (2004), OPRAS is a 

very important tool for improving accountability of employees responsible for the 

provisions of those services. Therefore, it was the interest of the researcher to gain 

in-depth and detailed understanding on the usage of OPRAS as the tool of 

improving individual accountability in the provision of services to the citizens 

among employees of KMC.  
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1.2. Statement of the problem  

Employer through respective supervisors of employees at KMC is required to 

conduct OPRAS in order to enhance accountability among employees in the 

provision of services to the citizens (URT, 2013). Depending on the level of poor 

performance of employees, the supervisor may hold particular employee 

accountable by withholding salary increment due to employee, demotion or 

termination of appointment of employee on the particular post (URT, 2013).  

 

Considering the potential benefit of OPRAS in improving accountability of 

individuals in the provision of services to the citizens, it was supposed to be 

accepted and frequently used among Local Governments. Unfortunately, 

implementation of OPRAS is reported to face a number of constraints among 

employees and management members. During 2012/13 financial year, GoT 

conducted survey regarding implementations of OPRAS in the sampled 110 public 

organizations majorities being Local Governments. This survey discovered that only 

29 (26.36%) implemented OPRAS, 68 (59.36%) implemented OPRAS anyhow 

while 13 (14.3%) did not implement OPRAS at all (URT, 2014).  

 

Swai (2009) research on factors affecting the effectiveness of OPRAS at Tanzania 

Electric Supply Company (TANESCO) reported that implementation of OPRAS 

faced lack of top management support. Related study was carried out by Mayala 

(2009) on the factors affecting application of OPRAS in public institutions in 

Tanzania focusing on the Tanzania Automotive Technology Centre. He observed 

that implementation of OPRAS was obstructed by employees. He suggested that in 

order to improve OPRAS there must be truthfulness of employees in the intentions 

and results of OPRAS.  

 

Yusuph and Guohu (2017) research on the challenges facing implementation of New 

Public Management Reforms in Local Governments in Tanzania reported that filling 

OPRAS forms was something not preferred by many employees. Also, it was noted 

that there was resistance among employees in the implementations of OPRAS. In 
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the same vein, Akibete (2015) studied on the effectiveness of OPRAS in 

performance management in LGs. He found that while only few staff filled OPRAS 

forms, even reviews were rarely conducted by supervisors. This supports Mullins 

(2010) who claimed that performance appraisal systems in most organizations are 

“…the tick-boxing exercises with little or no follow-up action…” (p.527). 

 

Songstad et al. (2012) research on the use of OPRAS and prospects towards 

Payment for Performance (P4P) in the public health sector in Tanzania found  

existence of reluctance towards OPRAS as health workers did not see OPRAS any 

financial gain nor it did provide feedback on their performance. The health workers 

responded positively the performance enhancing tool which was able to yield 

tangible benefits such as pay.   

 

A fundamental question by the researcher was therefore why OPRAS was facing a 

lot of constraints during its implementations in spite of the expectations by the URT 

of becoming a new and modern management tool of improving individual 

accountability among Local Governments in Tanzania. This study therefore, wanted 

to find answers on the above fundamental question by investigating the usage of 

OPRAS as a tool of improving individual accountability in Local Governments of 

Tanzania drawing experience from Kinondoni Municipal Council.  

 

1.3. Research objectives 

1.3.1. General objective 

The general objective of the study was to investigate the usage of OPRAS as a tool 

of improving individual accountability among Local Governments of Tanzania. 

1.3.2. Specific objectives 

i. To assess the perceptions of employees on the usefulness of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council 
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ii. To examine awareness of employees on the potential benefits of OPRAS as a 

tool of improving individual accountability at Kinondoni Municipal Council. 

iii. To find out the challenges facing usage of OPRAS in improving individual 

accountability at Kinondoni Municipal Council. 

 

1.4. Research question 

i. What is the perception of employees on the usefulness of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council? 

ii. What is the awareness of employees on the potential benefits of OPRAS as a 

tool of improving individual accountability at Kinondoni Municipal Council? 

iii. What are the challenges facing usage of OPRAS in improving individual 

accountability at Kinondoni Municipal Council? 

 

1.5. Significance of the study 

This study has been significant among Local Governments in managing and 

improving performance of individual employees, groups and organizations as the 

whole. It exposes the readers on the perceptions of employees on the usefulness of 

OPRAS as a tool of improving individual accountability at Kinondoni Municipal 

Council 

 

Also, it informs readers on the awareness of employees on the potential benefits of 

OPRAS as a tool of improving individual accountability at Kinondoni Municipal 

Council and the challenges facing usage of OPRAS as tool of improving individual 

accountability at Kinondoni Municipal Council. 

 

Again, the study emphasizes on the usage of OPRAS in line with relevant laws and 

regulations. Thus the study is helpful to employers, employees and all actors in 

understanding the requirements of them for smooth implementations of OPRAS.  
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Moreover, the study would serve as the foundation of future research in this new 

development area which is motivated by existence of constraints during OPRAS 

implementations among Local Governments. 

 

Finally, the study contribute into constructive recommendations aiming to address 

the constraints associated with implementation of OPRAS such as lack of top 

management support, resistance and reluctance among employees towards 

implementations OPRAS  for improving individual accountability in Local 

Governments of Tanzania.   

 

1.6. Limitation of the study 

The potential limitations faced the researcher was inadequate of time for finishing 

entire research work within time. This forced request for extension with subsequent 

payment of extension fees to the University. 

 

The next limitation was associated with budget constraints. This study was fully 

private sponsored by the researcher which caused difficult to cover all necessary 

expenses involved such as editing and printing. The limitation was minimized by 

seeking assistance from the stationery owned by relative in which some services 

were given free of charge. 

 

1.7. Delimitation of the study 

The study was confined to one public institution, Kinondoni Municipal Council and 

was focused in investigating the usage of OPRAS as a tool of improving individual 

accountability in Tanzania’s Local Governments. This means that the study was 

designed for intensive and detailed inquiry of usage of OPRAS in one Local 

Government that is, KMC. Hence, the study was limited to make generalization of 

the findings to other Local Governments in Tanzania.  
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1.7. Organization of the dissertation 

This dissertation is organized into five chapters as follows: 

 

Chapter one 

This chapter elaborates the background of the problem, statement of the problem, 

research questions, research objectives, significance of the study, limitations of the 

study, scope of the study, organization of the study and definition of key terms.  

 

Chapter two 

This chapter is about literature reviews. It covers theoretical concepts, Innovation 

Acceptance Model which guides the study, perceptions of employees on the 

usefulness on OPRAS as a tool of improving individual accountability, awareness of 

employees on the potential benefits of OPRAS as a tool of improving individual 

accountability at Kinondoni Municipal Council and the challenges facing usage of 

OPRAS in improving individual accountability at Kinondoni Municipal Council. 

Also, it covers empirical literature and finally it concludes by identifying knowledge 

gap and research model of the proposed study. 

 

Chapter three 

This chapter is about research methodology and it provides about the research 

design, area of the study, target population, sampling techniques and sample size, 

types and sources of data, data collection methods, data analysis, operationalization 

of research questions, validity and reliability issues and ethical consideration.  

 

Chapter four 

This chapter analysis, presentations and interpretations of the research finding 

results and it constitutes five subsections namely: the background information of the 

respondents, perceptions of employees on the usefulness of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council, awareness of 

employees on the potential benefits of OPRAS as a tool of improving individual 
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accountability at Kinondoni Municipal Council and the challenges facing usage of 

OPRAS in improving individual accountability at Kinondoni Municipal Council. 

 

Chapter five 

This chapter covers the discussions of the finding results from the investigations of 

the usage of OPRAS as a tool of improving individual accountability in Tanzania, 

with lesson from Kinondoni Municipal Council. The discussions taken into account 

the results from each research objective.  

 

Chapter six 

This chapter summarizes, concludes and makes recommendations to the 

management at Kinondoni Municipal Council and the Government of United 

Republic of Tanzania about the context which OPRAS is to improve individual 

accountability in Local Governments of Tanzania.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.0. Introduction 

This literature review aimed to enhance in-depth understanding of the subject area 

by extracting key concepts from the existing stock of knowledge. The concepts 

extracted from literatures are organized into the following subheadings: Theoretical 

literature which provided the definitions of the concepts and theoretical model 

guiding the study. It also, elaborates ways which the model is useful in analyzing 

employees’ perceptions of the usefulness of OPRAS, awareness of employees on the 

potential benefits of OPRAS and challenges facing usage of OPRAS in improving 

individual accountability. The second part is the empirical literatures elaborate the 

earlier studies in the field, methodology which were adopted, observations made and 

conclusions which were drawn. This chapter concludes by identifying the research 

gap and establishing the conceptual framework within which the study was 

executed.  

 

2.1. Theoretical literature 

2.1.1. Performance Appraisal  

Performance appraisal is perceived as one of the functions in human resources 

management seeking to manage and improve employees’ performance (Dessler, 

2013; Gupta, 2006). Government of Tanzania United Republic of Tanzania (URT) 

defines performance appraisal as a process involving assessing employees’ 

performance by judging the outputs (results) and finally making decisions for 

rewarding or punishment (Gupta, 2006; Jain and Chhabra, 2002).  

 

Performance appraisal is an opportunity to take overall view of work content (loads 

and  volume), and to look back at what has been achieved during the  reporting 

period; and agreed objectives for the next planning  period (URT, 2013).  

Performance appraisals have a long history in the management literatures. To some 
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scholars, performance appraisals are conceptualized as to have been practiced in 

managing employees’ performance over 100 years ago (Mutahaba, 2011).   

 

Traditional performance appraisal is the process of assigning judgmental values on 

the performance of employees during a specific period of time like mid of the year 

or end of the year. The values of employee's performance was judged basing on the 

quality of job, quantity of outputs, profit achieved, number of accidents occurred, 

costs incurred, time used, customers’ feedback, growth of businesses etc. 

 

Traditionally, performance appraisal was used solely to enlighten eligibility of 

employees for rewarding or punishment (Jain and Chhabra, 2002) and it was 

associated with salient features such as lack of agreement on what is to be done and 

how will be measured (Dessler, 2013). Despite existence of slight improvement in 

the modern performance appraisals, the outcomes of appraising performances of 

employees have remained the same that is, rewarding and punishing. The key 

features distinguishing the modern performance appraisals from traditional 

performance appraisals is just the principle of agreement between supervisors and 

subordinates on the objectives to be realized, the resources to be spent and targeted 

to evaluate the performance results (Mullins, 2010; Armstrong, 2011).  

 

The other feature distinguishing the two appraisal systems is that currently 

information obtained from appraising employees is being used in making decisions 

for training and development of employees (Gupta, 2006; URT, 2013). As already 

pointed out, improving individual accountability, e.g., by taking punitive 

administrative actions against poor performing employees characterizes 

performance appraisal systems.  

 

2.1.2. Open Performance Review and Appraisal System 

The Open Performance Review and Appraisal System well abbreviated as ‘OPRAS’ 

is defined as a new, formal and open appraisal too used to assist both employees and 

employers to improve performances as a long term objective. OPRAS extends 
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beyond ordinary performance systems by ascertaining eligibility for rewards, 

sanction or training and development of Government employees (URT, 2013).Also, 

OPRAS is perceived as a key accountability tool that emphasizes on importance of 

participation, ownership and transparency by involving employees in setting and 

implementing objectives, and monitoring and reviewing performance for future 

improvement (URT, 2013). Adoption of OPRAS in Local Governments of Tanzania 

is perceived as a key part of the Government commitment to improve performance 

of individuals, team and its organizations and agencies in service delivery (URT, 

2013). 

 

The development of OPRAS in Tanzania is traced through a series of public sectors 

reforms 

 (Lukumai, 2006). Earlier, the Government embarked on the implementation of the 

Civil Service Reform Programme (CSRP) (1991’s – 1999’s) focused on 

development of a well-managed, effective and efficient public service (Lukumai, 

2006). This was followed by the Public Service Reform Programme (PSRP) (of 

2000’s to date) which aimed to support new administrate and management systems 

developed by CSRP (Maliyamkono and Manson, 2006).  

 

The implementation of PSRP has being taking place in three phases namely: 

Installation of Performance Management Systems (from 2000 to 2007), instituting a 

performance management culture (from July 2007 to date) and finally it will wind 

up with installation of quality improvement cycle (Maliyamkono and Manson, 2006; 

ADE, 2013). The OPRAS was founded in the first phase of the PSRP  and is being 

implemented by filling special forms called the Open Performance Review and 

Appraisal Form – TFN 832 (URT, 2003; 2008; 2009).  

 

The OPRAS was officially introduced in all Local Governments of Tanzania 

through the Government Circular number 2 dated 23rd August 2004. This Circular 

directed all employers in the public organizations through respective immediate 

supervisors to sign PC with employees under their supervision with effects from 1st 
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September 2004. Following Amendments of the Public Service Act number 8 in 

2007, execution of OPRAS became lawful exercise (URT, 2014). The OPRAS 

replaced a confidential performance appraisal system which was characterized by 

lack of feedback and accountability and hence it is used as the key accountability 

tool that emphasizes on importance of participation, ownership and transparency by 

involving employees in setting and implementation of performance objective, and 

monitoring and reviewing performance for future improvements (URT, 2013).  

 

The OPRAS form contains performance terms which employers and employees 

agree upon, that is, performance objectives, performance targeted, performance 

criteria and required resources (URT, 2013). The agreements should be signed by 

employers and employees normally at the beginning of financial year whereas 

annual performance review which normally discover the shortcoming of 

performance of individual’s employees whether or not he/she is individually 

accountable for performance result is held at the end of financial year (URT, 2013).  

 

2.1.3. Individual accountability 

Individual accountability means answerability of an employee to the higher 

authorities invested in him/her with their trust, faith and resources (Onuorah, 2012).  

In performance appraisal literature, individual accountability involves demonstrating 

that work has been conducted in accordance with agreed performance objectives and 

the stated targets has been achieved (Onuoraha, 2012). URT (2013) explains 

individual accountability as requiring individual employees to signannual 

performance agreements and account for their performance against agreed targets 

and resources allocated for each activity. Hence, to be individually accountable 

means the obligation to demonstrate that work has been conducted and desired 

results had been realized (URT, 2013). 

 

The OPRAS as a tool for improving individual accountability requires each 

employee to agree voluntarily with his/her supervisor the objectives, targets, criteria 

and resources required to realize agreed performance results. During performance 
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appraisal period, employee’s actual performance is rating against agreed 

performances. The marks are assigned against progress made in achieving agreed 

objectives (URT, 2013). If the overall marks fall below acceptable standards ‘poor 

and very poor performance’ without justifiable factor beyond his control, employee 

is sentenced accountable for results (URT, 2003; 2013). Individual employee is held 

accountable if his/her performance is either poor performance or very poor 

performance respectively.  

 

URT (2013) provides a number of accountability measures against poor and very 

poor performing employees which should be reduction of task, demotion, command 

to meet deadline, withhold of any performance benefits, withhold of increment, 

warning letter or termination of appointment. 

 

2.1.4. Theoretical Model 

This study utilized Innovation Acceptance Model (IAM) which was introduced by 

Davis in the 1980s in order to predict acceptance and usage of innovation or 

technology by individuals (Sago, 2013). The proponents of the model fit the context 

of this study not only because OPRAS is being perceived the new and modern tool 

of managing and improving employees performance (URT, 2013), but also due to 

desires to understand the usage of OPRAS among employers and employees as a 

tool of improving individual accountability in Local Governments of Tanzania.  

 

The Innovation Acceptance Model is built by two major components that is, 

perceived ease of use and perceived usefulness (Davis et al. 1989) which ultimately 

form a positive attitude in a person towards a certain innovation whether within or 

outside an organization (Sago, 2013). According to Davis et al. (1989), perceived 

ease of use is a degree to which the prospective user expects the innovation to be 

free of effort while perceived usefulness is a prospective user’s subjective 

probability that using a specific innovation will increase his or her job performance 

within an organization. Hence, the model would be useful in understanding why 

OPRAS has been facing a lot of challenge and constraints during its 
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implementations in the Local Governments of Tanzania while in spite of being the 

new and modern management tool aiming to improve individual accountability in 

the Tanzanian? 

 

According to the model, if people encounter a new or existing innovation or even 

process for that matter, perceived usefulness and ease of use can determine 

acceptance of the innovation including its frequency of use (Davis et al., 1989). In 

this case, if OPRAS is perceived useful and ease of use by employees, supervisors 

and employers, it should have been accepted and well implemented as a tool of 

improving individual accountability.  

 

The Innovation Acceptance Model is chosen and considered more relevant to this 

study than other competing models or theories because it is considered highly 

interactive, engaging particularly with regards to communicating between 

employees and employers (Wamba and Carter, 2013). Besides, the Model remains 

the dominant model (Bagozzi, 2007; Venkatesh, Davis and Moris, 2007) compared 

to other models about innovation adoption theories (Rogers, 2010). The prudent 

characteristics of this combined with its consistent predictive power makes it easy to 

apply to the broadest range of contexts in different situations by a substantial 

proportion of variance in innovations usage (Venkatesh, 2010; Nistor, 2013).  

 

Despite the advantages of Innovation Acceptance Model, some limitations have 

been identified; these include among others, its failure to help understand and 

explain acceptance in ways that guide development beyond suggesting that system 

characteristics impact ease of use (Masele and Magova, 2017). Thus, this study went 

beyond Innovation Acceptance Model by including trustworthiness of the 

innovation as an additional postulate determining its acceptance and usage.  

 

According to Fredie (2015), trust in OPRAS among employees is very important 

especially on the decision affecting them. The same to Mayala (2009) who 

recommended ensuring moral support to staff so as to enhance trust of employees in 
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the intentions and results of OPRAS. Hence, trustworthiness should be important 

construct of IAM in order to explain acceptance and usage of OPRAS as Fredie 

(2015: v) observed “…implementation of OPRAS should be done on the basis of 

trust so as to enhance smooth its running”.  

 

2.1.5. Usefulness of OPRAS as a tool of improving individual accountability 

According to URT (2004), adoption of OPRAS got a spark due to expected 

usefulness of assisting in improving individual accountability with emphasize on 

feedback and accountability, ownership and transparency (URT, 2013). Since its 

inception, OPRAS has remained an important tool of improving individual 

accountability as reported by Yusuph and Guohu (2017).  

 

In providing feedback, OPRAS gives an opportunity for the employee to inform 

their employer on issues encountered during performance period for making any 

improvement (URT, 2013). During annual performance review, employee should 

demonstrate the extent which he/she met agreed and expected performance and 

employer has to demonstrate justification of holding the employee accountable for 

results (URT, 2013). In the lens of IAM model, it is only good perception which 

employees have on the usefulness of OPRAS making suitable for improving 

individual accountability in the Local Governments (Davis el al., 1989).  

 

On accountability, individual employees are required to sign annual performance 

agreements and account their performance against agreed performance targets and 

resources allocated for each activity (URT, 2013). Hence, using OPRAS is useful to 

identify employees who should be accountable for poor performance results and 

who is not, that is, linking performance and consequences.  

 

Ownership shows the linkage between individual objectives and the overall 

organizational objectives in a given period of time (URT, 2013).  This helps 

employees to understand their role and contribution thus creating commitment in 

achieving organizational goals (URT, 2013). Also, it shows the relationship between 
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individual willingness to put forth efforts and commitment in the execution of the 

agreed performance objectives and resources (Ntamamilo, 2016). Basing on IAM, 

the willingness of employees to execute those objectives and those resources agreed 

with his/her employers constitute would dependent on good perception of the 

usefulness of OPRAS in improving individual accountability.  

 

Regarding transparency, OPRAS facilitates communication between employers and 

employees which assist employees to know what is expected of them (URT, 2013). 

As employees supposed to be aware of and well informed the level of performance 

is expected of them, how performance will be measured and possible outcomes of 

performance results, it makes OPRAS very useful tool in improving individual 

accountability (Ntamamilo, 2016). As conceptualized by IAM model, employees 

good perceptions on the usefulness of OPRAS would depend among other in the 

transparency in the implementation of OPRAS.  

 

Songstad et al. (2012) observed that performance improvement tool desired by 

Tanzanian health workers was the one which should yield any tangible benefits such 

as salary increments – something which OPRAS already address. According to URT 

(2013) OPRAS is perceived to be useful tool that assist in yielding tangible benefits 

to employees such as salary increments, bonuses, letters of recognition, official card 

signed by employers or lunch and dinner accompanied by supervisors or employers 

(URT, 2013). 

 

2.1.6. Awareness of employees on the potential benefits of OPRAS as a tool of 

improving individual accountability 

The potential benefit of OPRAS in improving individual accountability is subject to 

the awareness of employees who are the key users of the tool. In order to enhance 

employees’ awareness on the potential benefits of OPRAS, participation in all levels 

of organization hierarchy is considered to be very important (URT, 2013). Through 

participation, not only that employees get basic concepts and knowledge on how to 

implementation of OPRAS easily, but it assists in making clear agreement on 
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performance objectives, performance targets and performance resources (URT, 

2013) which essential if OPRAS is to ensure individual accountability.  

 

Employees’ awareness on potential benefits of OPRAS depends on the provision of 

relevant training to all employees about potential benefits of OPRAS. Also, 

supervisors are involved in the provision of some sorts of coaching, mentoring and 

counseling of employees that improves their awareness on the potential benefits of 

using OPRAS as individual accountability enhancement tool (URT, 2013).  

 

Also, employees’ awareness on the potential benefits of OPRAS depend on the 

availability of OPRAS forms, support from supervisors and human resource officers, 

adequate supply of stationery materials and all resources needed for smooth 

implementation of OPRAS. Also, it needs effective communication between 

employees and supervisors and presence of allocated budget to cover all 

requirements to execute employees’ agreed objectives (Lalika, 2015). According to 

Ntamamilo (2016), inadequate training and low support and supply of required 

resources undermine employee’s awareness on the potential benefits of using 

OPRAS in improving individual accountability.  

 

Additionally, employees’ awareness in the potential benefits of OPRAS depend on 

the trust of employees in OPRAS. The trust which employees have in OPRAS 

affects their attitude to cooperate in the implementation of OPRAS (Fredie, 2015). 

According to Fredie (2015), trust in OPRAS is very important in developing 

awareness about potential benefits. The same to Mayala (2009) recommending that 

success of OPRAS should depend on ensuring moral support to staff so as to 

enhance trust in the intentions and results of OPRAS. Thus, whether there is trust in 

OPRAS or not have to be demonstrated by awareness of employers on the fairness 

of OPRAS in taking accountability measures against employees and willingness of 

employees to accept and use OPRAS as accountability tool.   
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During Songstand et al., (2012) research, it was reported that health workers 

responded on performance enhancing tool which they were aware that was capable 

to yield any tangible benefits – the importance placed on salary and allowances from 

(Songstand et al., 2012).  

 

2.2. Empirical literatures 

In 2009, Swai examined factors affecting the effectiveness of performance appraisal 

function in Tanzania. A Case study approach was used and Tanzanian Electric 

Supply Company (TANECSO) was used selected for inquiry. The required data 

were gathered using questionnaires, interviews and documentary analysis. The 

primary data were gathered from 105 respondents comprised 25 leaders and 80 staff 

sampled using simple random sampling, stratified sampling and purposeful 

sampling. In his study, Swai (2009) found that OPRAS was less effective due to low 

top management support and ineffective performance feedback mechanism. Again, 

it was claimed that OPRAS was crucial in addressing Company’s and staff needs if 

effectively, regularly and timely done in a participatory manner (Swai, 2009).   

 

In the same year, Mayala investigated the factors affecting application of OPRAS in 

public institutions in Tanzania. Also, the case study was used and Tanzanian 

Automotive Technology Centre (TATC) was used selected by the study. Only 

primary data was used and were obtained using questionnaires and interviewing 

sampled staff from TATC. The evidences from the study were that performance 

objectives were not communicated to the subordinates. Also, there were poor 

feedback mechanism and lack of management support on the OPRAS process. In 

order to ensure success of OPRAS, Mayala (2009) recommended participation in 

objective setting and clear communication of objectives and support to subordinates 

by providing with moral support.  

 

While the Government directed the managements of Local Governments to have 

lead role in the implementation of OPRAS (URT, 2004), it seems that low top 

management support in the implementation of OPRAS is a very big problem. The 
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phenomenon was also responsible for failure to communicate performance 

objectives to employees and poor feedback mechanism. While the studies did not 

explain whether or not management perceived OPRAS not useful or not ease of use, 

without clear communication of performance objectives to employees and provision 

of feedback of performance results employees not easy to perceive OPRAS as 

accountability enhancements tool among Local Governments of Tanzania.  

 

Following the studies above, Songstad et al. (2012) assessed performance 

enhancement tools with experience from OPRAS and expectations towards Payment 

for Performance (P4P) in the Public Health Sector in Tanzania. The study used 

qualitative research design and data was gathered using Focus Group Discussion 

(FGD) and in-depth interviews (IDIs) to nursing staff, clinical and administrators in 

the public health sector in rural district in Tanzania. The report by this study is that 

there was reluctant towards OPRAS as health workers did not see OPRAS as 

leading to financial gains nor did it provide feedback on performance. It further 

observed that health workers responded to performance enhancing tool based on 

whether the tool are found appropriate or yield any tangible benefits – the 

importance placed on salary and allowances from – the setting in which OPRAS 

operates (Songstand et al., 2012).  

 

According Songstand et al (2012) study, in order to demonstrate usefulness of 

OPRAS by employees, it should be perceived as a tool which assists them to achieve 

tangible benefits. This situation explains why OPRAS not given preference among 

employees and why filling OPRAS forms and appraising employees’ performances 

has been facing resistance (Yusuph and Guohu, 2017). It also explains why it has 

remained the tick-boxes exercise with little or no follow-up action (Mullins, 2010). 

Why then the current perception of OPRAS as a tool to improve individual 

accountability not supported by employees? It is because they see OPRAS as a tool 

for victimization and intimidation to employees (Wanjiku, 2013). However, even in 

the situation whereby OPRAS is perceived as a tool for employees own benefits 
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such as promotions, the promotion decisions are not based on OPRAS results 

(Akibete, 2015).  

 

A situation whereby OPRAS is perceived negatively has been reported differently 

by researchers. Example, Akibete (2015) study on effectiveness of OPRAS in 

Performance Management in LGs in Ludewa Tanzania reported that OPRAS was 

misinterpreted as a tool for promotion only. Also, in Mpululu (2014) study which 

assessed the effectiveness of the OPRAS of Public primary school teachers focusing 

on Mvomero District in Tanzania found that implementation of OPRAS was 

adversely affected by negative teachers’ perceptions on OPRAS implementation as a 

result of failure to use the evaluation feedback by supervisors in decision making.  

 

The failure to use performance appraisal results in making decisions affecting 

employees such as promotion, demotion and salary increments not only creating 

negative attitude about OPRAS, it also decrease trust in the system. According to 

Mullins (2010) trust in OPRAS is disrupted by poor linkages of performance and 

consequences. If OPRAS was to succeed, its implementation should to be done on 

the basis of trust and confidence (Fredie, 2015).  

 

Additionally, Lalika (2015) assessed the process of OPRAS implementation in local 

government authorities taking Morogoro Municipality as a case. The sample of 389 

comprising heads of departments, units, Municipal Director and Trade Union leaders 

and the data was gathered using questionnaires, interview and Focus Group 

Discussions (FGD). The study found that OPRAS is the only appraisal system which 

was used to appraise the staff. The study also found that OPRAS implementation 

would do better if working facilities were available. For instance, teachers were 

highly concerned with availability of log books, teachers’ houses, school library 

services and stationeries. Other resources pointed out as  necessary were enough 

human resources, copies of OPRAS forms, funds for  transport allowance and 

workers’ training, feedback on staff performance and good  working environment 

(Lalika, 2015).  
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As conceptualized by Davis et al. (1989) in the IAM that willingness of individuals 

to accept innovation depend a degree to which user expects the innovation to be free 

of effort, that is; employees’ awareness on the availability of working facilities, 

cooperation, training, support and effective communication and constructive 

feedback would raise their awareness on the potential benefits of OPRAS (Lalika, 

2015). 

 

Moreover, Mungai (2010) carried out a case study to explore the factors influencing 

performance contracting in the Municipal Council of Nakuru in Kenya.  His study 

used both primary data and secondary data which were gathered through interview 

guide as well as government statistical reports, archival records, unpublished 

university manuscripts, local records, published relevant literature, maps, 

newspapers and the internet respectively.  

 

The observations made in his study were that implementation of performance 

contracting was challenged by lack of adequate skills by some cadres, inadequate 

dissemination performance contracting targets to all staff and slow procurement 

process among others. Although these challenges were not explained in the context 

of individual accountability, but when employee lack necessary skills and not 

informed about what is expected of them/performance targets or not supplied with 

resources required to execute agreed objectives, it is an excuse against holding them 

accountable for results. In acknowledging usefulness of performance contracting 

towards accountability, Mungai commented that introduction of performance 

contracting enhanced accountability of management in the studied Council. 

 

Other scholars such as Ngetich (2015) and Mwangi (2016) were motivated to 

explore the influence of performance contracting on organizational performance in 

Kenya. The two studies adopted case study approach and the former selected 

Nakuru Sub-country in Kenya while the later selected Kenya Commercial Bank. 
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Some results of these studies were in the same line. The two studies found that the 

performance contracting enhanced performance in service delivery.  

 

According to Mwangi (2016) adequate communication of performance target was a 

key for success of performance contracting. Also, he found that employees needed 

motivation so as to pursue the agreed objectives.  

 

In Ngetich (2015) the requirements for success of performance contracting were 

participation in decision making and adequate allocation of resources. Despite that 

these studies did not explain mutual obligations as the key for performance 

contracting, but they recognized usefulness of reciprocity relationship between 

employers and employees. This is explained by observation that success of 

performance contracting depends on communication of performance targets (mutual 

obligations) and motivation and allocation of required resources (which are the 

obligation of employer expected by employee).  

 

2.3. Research gap 

The empirical researches demonstrate that OPRAS not fully accepted and used as a 

tool of improving individual accountability in Tanzania’s Local Government due to 

many constraints such as low top management support (Swai, 2009); lack of 

management support (Mayala, 2009), resistance and reluctance among employees 

(Yusuph & Guohu, 2017) and lack of periodic review among supervisors (Abibete, 

2015). A fundamental question was therefore, why OPRAS has been facing a lot of 

constraints among Tanzanian Local Government in spite of being the new and 

modern management tool adopted for improving individual accountability. This 

contradiction motivated conduct of the current study so as to gain in-depth and 

detailed understanding on the usage of OPRAS as the tool of improving individual 

accountability in Tanzania’s Local Governments drawing experience from 

Kinondoni Municipal Council.  
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2.4. Conceptual framework 

The conceptual framework is a research tool assisting development of understanding 

of the situation under investigation (Salum, 2017). In order to understand the study 

problem, the conceptual framework shown by Fig.2.1 was constructed. In this 

model, OPRAS as a tool of improving individual accountability is being dependent 

on perceived usefulness and awareness on the potential benefits which are used as 

independent variables. Independent variable is the variable controlled and 

manipulated by the researcher to see what effects it has on subsequent behavior 

while dependent variable refers to an outcomes variable that is measured in research, 

specifically a variable whose value is affected by value of an independent variable 

(Beins, 2004) 

Figure 2.1. Conceptual Framework on the usage of OPRAS as a tool of 

improving individual accountability 

 

 

 

 

 

 

  

 

Source: Own construct (2019) 

 

 

 

 

 

Usefulness of OPRAS 

• Perception on the merits of OPRAS 

Awareness on potential benefits of 

OPRAS 

• Employees’ knowledge on benefits 

• Employee’s attitude on benefits 

• Practices of OPRAS 

Usage of OPRAS as a 

tool of improving 

individual accountability  



26 
 

CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0. Introduction 

This chapter elaborates the methods and techniques which employed by researcher 

during the execution of the study. The methods and strategies covered by the chapter 

are: research design, area of the study, target population, sampling techniques and 

sample size and data collection methods. Others are data analysis, validity and 

reliability and ethical issued guiding the study.  

 

3.1. Research design  

According to Mbogo et al. (2012), research design is a plan for collecting and 

utilizing data so that desired information can be obtained with sufficient precision so 

that a hypothesis can be tested properly.  Chamwali (2006) contends that research 

design is the arrangement of conditions for collection and analysis of data in a 

manner that aims to combine relevance to the researcher purpose with economy in a 

procedure.  

 

In this study, the researcher adopted a case study design because; the study wanted 

to inquire the perceptions of employees on OPRAS as the tool of improving 

individual accountability in detailed manner. Also, according to Gills and Johnson 

(2002) case study was suitable because earlier researchers on OPRAS managed to 

inform the challenges in the implementation of OPRAS. But they were silent why 

OPRAS has been facing a lot of challenge and constraints during its 

implementations in the Tanzanian Local Governments while in spite of being the 

new and modern management tool aiming to improve individual accountability in 

the Tanzanian. 

 

3.2. Area of the study 

Area of the study refers to the geographical setting where the problem has affected 

and information of particular problem may be obtained (Tromp and Kombo, 2006.) 
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Considering that all Local Governments were ordered to implement OPRAS since 

September 2004, it was possible to conduct the study in Local Government in 

Tanzania, but Kinondoni Municipal Council was selected as the study area. As 

recommended by Mugenda and Mugenda (2003) when selecting area of the study, 

researcher should have information in mind that the problem affected particular area 

so that required data can be obtained by asking individuals who are familiar with 

particular problem.  

 

In the same vein, it was easy to obtain required information on the problem from 

employees of the Council because were the key individuals in the implementation of 

OPRAS. Also, they were the ones who OPRAS expected to improve their 

performance.   

 

3.3. Target population 

The study population refers to entire set of individual on which the researcher 

findings are made (Mugenda and Mugenda, 2003). Population is the totality of any 

group of units which have one or more characteristics in common that are of interest 

to the researcher (Omary, 2011). Also population can be defined as an aggregate of 

all that conform to a given specific condition. Population is an entire group of 

individual who have one or more events or objects having common characteristics 

that are of interest to the researcher Best J. and Khan J. (1998). The target 

population of this study was all 3023 employees of Kinondoni Municipal Council 

and  representations was selected from teachers, health workers, trade union 

representatives, heads of departments and units and staff.  

 

3.4. Sampling techniques and sample size 

3.4.1. Sampling techniques 

Sampling techniques is defined by Ndunguru (2007) as that process which 

researcher a portion of population is selected to represent the entire population in the 
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inquiry. Using samples is recommended in researches as it saves resources and 

likely to obtain data from the individuals possessing required characteristics 

(Odhiambo, 2012). The common sampling techniques in researches are probability 

techniques which give all members of the population equal chance of forming a 

sample and the non-probability sampling which selects the sample basing on their 

suitability to the study, objectives to be met and the questions to be answered 

(Mugenda and Mugenda, 2003). 

 

Considering that the study wanted data from individuals who were rich in 

information and convenience to researcher and English literate for ease answering 

research questions, non-probability sampling technique specifically judgmental 

sampling methods was used. Using this technique, employees of the Council were 

considered for representation into the samples due to researcher’s judgments on their 

suitability and convenience.  

 

3.4.2. Sample size 

A sample is a small proportion of population selected for observations and study 

(Omary, 2011). Addition to that a sample is defined as a small portion that presents 

awhole population, Kothari (2009). Also, Bailey (1998) define sample is a group of 

hopefully representative of the population intended to study and from which one 

derives generalization about the population.  

 

The sample size used in this study was 100 employees selected basing on 

researcher’s judgments on suitability and convenience of each employee. In order to 

realize this samples, researcher’s arranged to approach  40 teachers, 20 health 

workers, 10 trade union representatives, 5 heads of departments and units and 25 

Council’s staff. The questionnaires were given to sampled employees basing on their 

willingness to participate, motivation to provide required information in the 

questionnaires and convenience to researcher.   
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Table 3.1: Sample distribution 

SN Category of respondent Number of 

respondents 

Sample 

percent  

1 Head of Units 5 5% 

2 Heath workers 20 20% 

3 Trade union Representatives  10 10% 

4 Teachers 40 40% 

5 Councils staff 25 25% 

Total 100 100% 

Source: Researcher’s construct, 2019 

 

3.5. Data Collection Methods and Instruments 

3.5.1. Questionnaires 

These are the series of written questions through which respondents should answers 

on their convenience time (Mugenda and Mugenda, 2003). The questionnaires 

comprised the closed ended questions. This served a number of advantages as to 

include soliciting categorical data so as to facilitate smooth running of non-

parametric analysis. Also, it assisted to conduct Likert scale which is normally easy 

to measure perceptions of respondents in scales. In constructing the Likert scale, 

different rating techniques were used 5 being the highest and 1 being the lowest.  

 

3.5.2. Documentary review 

This method was used to collect secondary data from relevant documents about 

implementations of OPRAS available in the Council. The documents consumed 

included annual reports, files, management proceedings, and minutes of the 

meetings and Government policies, legislations, regulations, circulars and guidelines 

about OPRAS.  

 

3.6. Data Analysis 

The primary data which was collected using questionnaires and the secondary data 

which was collected through documentary review were processed and analyzed. In 

order to analyze data collected using questionnaires, the researcher cleansed the data 

through carefully editing, coding and entry into statistical tool for data analysis. The 

analysed data was presented by the means of frequency tables.  
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The secondary data obtained from relevant documents were analyzed using contents 

analysis method. This method involved carefully looking the extent or frequency 

which different themes supported or explained subject matters which was evidence 

wanting. The extracted data were used to explain the similarities or differences with 

the major finding results in the questionnaires and previous studies.  

 

3.7. Operationalziation of research questions  

No Research questions Indicators 
Data collection 

tools 

Data 

analysis 

technique 

1 

What is the perception of 

employees on the 

usefulness of OPRAS as 

a tool of improving 

individual accountability 

at Kinondoni Municipal 

Council? 

i.  

• OPRAS as 

accountability 

enhancement tool  

• Timely feedback on 

performance of 

employees  

• Transparency of 

appraisal system 

• Tangible benefits 

associated with OPRAS 

 

Closed ended 

questionnaires  

 

Frequency 

tables  

Documentary 

review  
Contents 

analysis  

2 

What is the awareness of 

employees on the 

potential benefits of 

OPRAS as a tool of 

improving individual 

accountability at 

Kinondoni Municipal 

Council? 

i.  

• Knowledge about 

OPRAS 

• Attitude towards 

OPRAS 

• Practices of OPRAS  

 

Closed ended 

questionnaires  

 

 

 

Frequency 

tables  

 

 

3 

What are the challenges 

facing usage of OPRAS 

as tool of improving 

individual accountability 

at Kinondoni Municipal 

Council? 

 

• Ease of use 

• Trustworthiness   

 

Closed ended 

questionnaires  

Frequency 

tables  

 

Documentary 

review  

Contents 

analysis  

Source: Researcher’s construct 2019 

 

3.8. Validity and Reliability 

Accordion to Henn et al. (2015), Validity refers to generation of ‘real’, ‘rich’, and 

‘deep’ data. On the other hand, reliability defined as the generalization of ‘hard’ data 

that is replicable by other researchers. According to them, validity increases with the 

combination of different approaches and methods in the same research project 
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through a process commonly such as multiple methods of data collection which 

reduces the impact of personal bias. Also, they informed that enabling others to 

check that data collection tools are appropriate or was consistently applied in a 

professional manner, faithfully and with prime consideration of the voices of 

respondents’ increase reliability.  

 

Equally, to increase validity the researcher triangulated the study using both 

questionnaires and documentary reviews. The agreements and derivations between 

data sets was determined and explained. Also, to increase reliability, the whole 

research and questions were subjected under peer review and research experts for 

the sake of their opinions, suggestion and areas needing amendments. 

 

3.9. Ethical issues  

Krishnaswami and Ranganatham (2009) informs that there are three basic ethical 

issues: ethical issues on sponsorship including such as adherence to agreed time and 

resources by the University, ethical issues relating to access to information such as 

seeking permission to access official documents and ethical issued relating to 

consent in the interaction with the population by getting their willingness to provide 

information needed. 

 

In order to comply with these ethical issues, researcher conducted the study within 

agreed guideline by the University and the Supervisor. Also, researcher obtained 

permission for data collection and introduction letter from the University. Prior data 

collection, the researcher wrote a letter to the Municipal Director requesting 

permission for data collection. Finally, field data collection followed after grant of 

permission for data collection from the Municipal Director.  
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CHAPTER FOUR 

DADA ANALYSIS, PRESENTATIONS AND INTERPRETATIONS 

 

4.0. Introduction 

In this chapter concerns with analysis, presentations and interpretations of the 

findings results from the investigation of the usage of OPRAS as a tool of improving 

individual accountability in Tanzanian Local Government which was carried out at 

Kinodoni Municipal Council. The chapter is organized into four subheadings as 

namely; background of the respondents, perceptions of employees on the usefulness 

of OPRAS as a tool of improving individual accountability at Kinondoni Municipal 

Council, awareness of employees on the potential benefits of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council; and 

challenges facing usage of OPRAS in improving individual accountability at 

Kinondoni Municipal Council. 

 

4.1. Background of the respondents  

 In order to determine respondents’ background, questions in the questionnaires 

were designed and the variables upon which the data were required are: sex, 

education level, responsibility in the Council and work experience. Each respondent 

were required to tick his/her respective information in the boxes. A summary of the 

results were as shown in table 4.1.  

 

First, sex distribution of the respondents revealed that there were more males 

(54.0%) than females (46.0%) in the samples. This means that sampling procedure 

enables the study both male and female employees into the sample which was very 

important in gathering the perceptions on OPRAS as the tool for improving 

individual accountability in different points of views. 
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Table 4.1. Background information of the respondents 

1. Sex Frequency Percent 

Male 54 54.0 

Female 46 46.0 

Total  100 100.0 

2. Education level Frequency Percent 

Technician certificate 0 0.0 

Diploma 27 27.0 

Bachelor degree 32 32.0 

Master’s degree and above 41 41.0 

Total  100 100.0 

3. Responsibility Frequency Percent 

Teachers 40 40.0 

Health workers  20 20.0 

Trade union representative 10 10.0 

Head of department/unit 5 5.0 

Administrative and supporting staff 25 25.0 

Total  100 100.0 

4. Work experience Frequency Percent 

1-5 years 22 22.0 

6-10 years 25 25.0 

11 – 15 years 29 29.0 

Above 15 years  24 24.0 

Total  100 100.0 

Source: Field data, 2019 

 

Second, education level revealed that majorities of employees included into the 

samples were the holders of Master degree and above (41.0%), followed by bachelor 

degree holders (32.0%) and diploma holders (27.0%). This means that the sampled 

employees were not only English literate, but also they had had required knowledge 

and broad understanding of things and hence were capable to provide reliable and 

accurate answers.  

 

Third, responsibilities of the respondents revealed that the study included samples 

from diverse responsibilities in the Council. Teachers were the majorities with 
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40.0% followed by Administrative and supporting staff (25.0%) and health workers 

(20.0%). The few were the Heads of Departments and Units (5.0%). This was very 

essential to gather and incorporate perceptions on OPRAS as a tool of improving 

individual accountability from different professions, backgrounds and experience.  

 

Moreover, the results indicated that majorities of the sampled employees had work 

experience with the organization between 11-15 years (29.0%) followed by 6-`10 

years (25.0%) and above 15 years (24.0%). They few were those who had work 

experience between 1-5 years (22.0%). Considering that work experience plays 

significant role in broadening ones understanding and mastery of different situations 

of work, it means that having the largest samples (78.0%) with work experience 

above 5 years increased opportunities to obtain accurate and reliable answers on 

OPRAS as the tool of improving individual accountability in the Council.  

 

4.2. Perceptions of employees on the usefulness of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council 

In order to assess the perceptions of employees on the usefulness of OPRAS as a 

tool of improving individual accountability at Kinondoni Municipal Council, the 

sampled employees were required to rate their perceptions on four statements 

numbered from 1- 4 in the Table 4.2. A summary of the results were as shown in 

Table 4.2. 

 

Basing on the results, 86.0% of the sampled employees agreed that employees 

perceived that OPRAS is individual accountability enhancement tool, 82.% agreed 

that employees  perceived that using OPRAS facilitates getting timely feedback on 

individual performance, 76.0% agreed that employees perceived that OPRAS is 

improving transparency of performance  appraisal system  and 78.0% agreed that 

employees perceived that using OPRAS provides tangible benefits like bonus and 

salary increment to employees.  Since all results were much higher that the 

percentages of respondents who were not sure and respondents who disagreed, it 
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was learned that OPRAS was the useful tool of improvising individual 

accountability in the Council 

 

 

 

 

Table 4.2. Perceptions of employees on the usefulness of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council 
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1 Employees perceive that OPRAS is 

individual accountability enhancement 
35 51 3 8 3 100 100.0 

2 Employees perceive that using OPRAS 

facilitates getting timely feedback on 

individual performance 

25 57 0 18 0 100 100.0 

3 Employees perceive that OPRAS is 

improving transparency of performance 

appraisal system 

47 29 10 14 0 100 100.0 

4 Employees perceive that using OPRAS 

provides tangible benefits like bonus and 

salary increment to employees 

26 52 3 6 13 100 
100.0

0 

Source: Field data, 2019 

 

4.3. Awareness of employees on the potential benefits of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council 

In order to realize this objective, researcher studied employees’ knowledge about 

OPRAS, attitudes towards implementations of OPRAS and practice of OPRAS.  

 

4.3.1. Employees’ knowledge about OPRAS 

A question was designed to solicit employees’ knowledge about OPRAS and it 

focused to gain their understanding whether they attended OPRAS training and 

general understand of the intentions. The results showed that all 100 employees 

involved in the study (100.0%) were knowledgeable about OPRAS. Further analysis 
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was carried out to understand the source of knowledge about OPRAS. The chief 

sources of knowledge were in-house training which was common but not regular 

and involvements in OPRAS exercise which was common and regular.  

 

4.3.2. Attitude on implementations of OPRAS 

Attitude of employees about OPRAS was determined by asking a question which 

asked them to state how they feel about implementations of OPRAS. The question 

asked, ‘do you feel that that OPRAS is appropriate tool of improving individual 

accountability?’ The results show that majorities (86.0%) of the sampled employees 

felt that that OPRAS was individual accountability enhancement tool while the rest 

14.0% felt that it was not.  

 

4.3.3. Practices of OPRAS as individual accountability enhancement tool in the 

Council  

To achieve this study, researcher was guided by the concept that individual 

accountability is requiring individual employee to sign annual performance 

agreements and account for their performance against agreed targets and resources 

allocated for each activity (URT, 2013). In order to assess whether or not there was 

individual accountability among employees at studied organization, researcher 

solicited respondents’ opinions on three questions that is., 1. Does individual 

employee sign performance contracts with their immediate supervisors? 2. Does 

supervisors call their employees to review and explain their performance 

periodically? 3. What actions are undertaken by supervisor against poor 

performance results?  

 

4.3.3.1. Opinions of employees regarding signing the performance contracts 

with their immediate supervisors 

To solicit data on this objective, respondents were required to choose by ticking Yes 

[   ] or No [   ] that they used to sign performance contracting with their immediate 

supervisors. A summary of responses were as shown in table 4.3. 
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Table 4.3. Signing performance contracts among employees with their 

immediate supervisors 

SN RESPONSE FREQUENCY PERCENTAGE 

1 YES 98 98.0 

2 NO 2 2.0 

TOTAL 100 100.0 

Source: Field data, 2019 

 

As the majorities of the respondents (98.0%) agreed that they signed performance 

contracts with their immediate supervisors, it means that the Council was practicing 

OPRAS since the practices of OPRAS involves requiring individual employee to 

sign annual performance agreements with their immediate supervisors (URT, 2013). 

 

4.3.3.2. Opinions of employees on the periodic review of of their performance 

with their immediate supervisors 

To solicit data on this objective, respondents were required to choose by ticking 

agree [   ] or disagree [   ] that they used to sign performance contracting with their 

immediate supervisors. A summary of responses were as shown in Table 4.4. 

 

Table 4.4. Opinions of employees on the periodic review of of their performance 

with their immediate supervisors 

SN Responses Frequency Percentages 

1 Agree 81 81.0 

2 Disagree 19 19.0 

             Total  100 100.0 

Source: Field data, 2019 

 

The finding results in Table 4.4 revealed that majorities of the respondents (81.0%) 

agreed with statement that supervisors used to call their employees to review and 

explain their performance periodically. This was contrary with earlier reports on the 

implementations of OPRAS.  
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4.3.3.3. Actions undertaken by supervisor against poor performance results 

In order to solicit data on the actions which were undertaken by supervisors against 

poor performance results among employees, seven actions recommendable by 

supervisors against poor performance results were used as stated by the Guidelines 

of Open Performance Review and Appraisal Systems (OPRAS) issued by the URT 

in 2013. Each respondent were required to agree or disagree that particular action 

was undertaken by their supervisors against poor performance results. A summary of 

results were as shown in Table 4.5. 

 

Table 4.5. Actions undertaken by supervisor against poor performance results 

S/N 
Individual Accountability 

Action 

Freq. 

Agree 
Percent 

Freq. 

Disagree 
Percent Total Percent 

1 Reduction of task  32 32.0 68 68.0 100 100.0 

2 Demotion 25 25.0 75 75.0 100 100.0 

3 Command to meet deadline 15 15.0 85 85.0 100 100.0 

4 
Withhold of performance 

benefits 
12 12.0 88 88.0 100 100.0 

5 Withhold of increment 3 3.0 97 97.0 100 100.0 

6 Warning letter 10 10.0 90 90.0 100 100.0 

7 Termination of appointment 5 5.0 95 95.0 100 100.0 

Source: Field data, 2019 

[Key: Freq. = Frequency] 

 

The results in Table 4.5 above revealed that none of the individual accountability 

action examined was undertaken by supervisors against poor performing employees. 

The results were contrary with what was expected in accordance with the 

stipulations under the Regulations 22 of the Public Service Regulations (2003) and 

the Guidelines on the implementations of OPRAS in Tanzania (2013).  

 

According to Regulation 22 (3) of the Public Service Regulations (2003) poor 

performance results should be used in withholding increment, making demotion or 

termination of appointment.  Also, the Guideline on the Implementation of OPRAS 

(2013), it is stated that poor and very poor performing employees should sanctioned 

with reduction of task, demotion, command to meet deadline, withhold of any 
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performance based benefits, withhold of increments, warning letter and termination 

of employment.  

 

4.4. Challenges facing usage of OPRAS as tool of improving individual 

accountability at Kinondoni Municipal Council 

In order to find out the challenges facing implementations of OPRAS, two factors, 

namely perceived ease of use and trustworthiness were examined because according 

to Davis et al. (1989) innovation acceptance model, users’ perceptions on ease of 

use and trustworthiness are potential factors posing great challenges and constraints 

on acceptance and usage of the innovations.  

 

4.4.1. Employees perceptions on ease of use of OPRAS at Kinondoni Municipal 

Council 

In order to realize this objective, four statements enlisted from 1- 4 were examined 

and the sampled employees were required to rate their perceptions on each 

statement. A summary of the results were as shown in Table 4.6. 

 

Table 4.6: Employees perceptions on ease of use of OPRAS at Kinondoni 

Municipal Council 
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1 Employee believe that access to 

OPRAS training is very easy 
23 28 35 14 0 100 100.0 

2 Employees believe that there is an easy 

access to OPRAS forms 
36 44 16 0 4 100 100.0 

3 Employees believe that implementation 

of OPRAS is highly supported by 

supervisors 

14 59 13 14 0 100 100.0 

4 Employees believe that there is 

adequate participation in all levels in 

the implementation of OPRAS 

7 52 0 26 15 100 100.0 
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Source: Field data, 2019 

 

Basing on the results in Table 4.6, the highest percentages of the sampled employees 

supported the statements that employees believed that there was easy access to 

OPRAS forms (80.0%) and that implementation of OPRAS was highly supported by 

supervisors (73.0%). Meanwhile, the percentage of respondents who agreed and 

who disagreed with the statements that employee believed that access to OPRAS 

training was very easy and presence of adequate participation in all levels during 

implementation of OPRRAS did not have big differences. As the result, researcher 

was forced to detail work experience of the respondents who agreed and disagreed 

with each statement.  

 

The results showed that among 51 (51.0%) respondents agreed that employees 

believed that access to OPRAS training in the Council was very easy, 47 (92.2%)  

had more than 5 years work experience and the rest 4 (7.8%) worked experience 

between 1-5 years. Meanwhile, 35 (35.0%) respondents who were not sure 

comprised 21 (60.0%) employees with work experience between 1-5 years and the 

rest 13 (40.0%) respondents with work experience above 5 years. The data is 

presented by Fig. 4.1. 

 

Additionally, among 59 (59.0%) agreed that employees believed that there was 

adequate participation in all levels in the implementation of OPRRAS, comprised all 

22 (100.0%) with work experience between 1-5 years and only 37 (45.0%) 

employees were from those who had work experience above 5 years. Meanwhile, 

among 41 (41.0%) who were not sure, all of them came from those with more than 5 

years.  The data is presented by Fig. 4.1. 

 

Considering that work experience plays significant role in broadening one’s 

understanding and mastery of different situations of work, this study was positioned 

towards 51.0% respondents agreed that employee believed that access  to OPRAS 

training in the Council was very easy. Also, the study was positioned towards 41.0% 
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respondents disagreed with perception that there was adequate participation in all 

levels during the implementation of OPRRAS. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4.1: Perceptions of Employees on the Participation and access to 

OPRAS training at the Council 
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Source: Field data, 2019 

 

The results translated that persistence of perception of employees that there was 

inadequate participation in all levels during implementation of OPRRAS constituted 

challenges on the usage of OPRAS in improving individual accountability. This 

problem would be manifest in two forms. One is failure of supervisors of participate 

fully during OPRAS implementation (Swai, 2009; Mayala, 2009) and resistance of 

employees towards OPRAS (Yusuph and Guohu, 2017). This was contrary with 

requirements for implementation of OPRAS which rests on the participation 

between supervisors and employees and each individual in the organization 

hierarchy (URT, 2013).  
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4.4.2. Employees’ perceptions on the trustworthiness of OPRAS at Kinondoni 

Municipal Council 

In order to realize this objective, the following statements were developed. The first 

stated that employees believe that they can express their opinions and comments 

freely. The second stated that employees have trust in the recommendations on their 

performance results. The third stated that employees believe that performance 

consequences imposed against them are fair. The fourth stated that employee believe 

that the intentions of OPRAS are not obstructed. The fifth stated that employees are 

confident with OPRAS. The sampled employees were required to rate their 

perceptions on each statement. A summary of the results were as shown in Table 

4.7. 

 

 
 
 
 
 
 
 
 
 
 
 
 
 

Table 4.7. Employees’ perceptions on the trustworthiness of OPRAS at 

Kinondoni Municipal Council 

S/N  

S
tr

o
n

g
ly

 

a
g

re
e 

A
g

re
e 

N
o

t 
su

re
 

D
is

a
g

re
e
 

S
tr

o
n

g
ly

 

D
is

a
g

re
e
 

T
o

ta
l 

P
er

ce
n

t 

1 Employees believe that they can express 

their opinions and comments freely  
15 54 31 0 0 100 100.0 

2 Employees have trust in the 

recommendations on their performance 

results 

30 29 33 8 0 100 100.0 

3 Employees believe that performance  18 24 40 18 0 100 100.0 
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consequences imposed against them are 

fair 

4 Employees believe that the intentions of 

OPRAS are not obstructed  
16 50 24 6 4 100 100.0 

5 Employees are confident with OPRAS 13 57 16 7 7 100 100.0 

Source: Field data, 2019 

 

From table 4.7 above, the results indicated clearly that among the investigated 

statements on the perceptions of employees on the trustworthiness of OPRAS, 

highest percent of agreed respondents were on four statements, that is; employees 

believe that they can express their opinions and comments freely (69.0%), 

employees have trust in the recommendations on their performance results (59.0%), 

employees believe that the intentions of OPRAS are not obstructed (66.0%) and 

employees are confident with OPRAS (70.0%).  

 

Meanwhile, the percentage of agreed and respondents who were not sure with the 

statement which stated that “employees believe that performance consequences 

imposed against them are fair” was the same. This forced researcher to conduct 

further analysis basing on work experience of the respondents from either sides.  

 

It was revealed that among 40 (40.0%) agreed that employees believed that 

performance consequences imposed against them were fair”, half (20 employees 

equals to 100.0% of those in the sample) had work experience between 1-5 years 

and the rest 20 ( equal to 25.6% of the total in the sample) had work experience 

above 5 years. Meanwhile, among 40 (40.0%) who were not sure, 39 (equal to 

50.0% of the total in the sample) worked for more than 5 years and only 1 had 

worked between 1-5 years.  The data is presented by Fig. 4.2. 
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Figure 4.2. Data on Employee believe that performance consequence imposed 

to them were fair  

 

Source: Field data, 2019 

 

Considering that work experience plays significant role in broadening one’s 

understanding and mastery of different situations of work, this study was positioned 

towards 40.0% respondents not sure with the statement that “employees believe that 

performance consequences imposed against them are fair”. This translated that there 

was a concern on the trustworthiness of OPRAS as a tool of improving individual 

accountability specifically due to employees’ feeling about unfairness of 

performance consequences imposed against them. 

 



46 
 

CHAPTER FIVE 

DISCUSSIONS OF THE FINDING RESULTS 

5.0. Introduction 

In this chapter concerns with discussions of the findings results from the 

investigation of the usage of OPRAS as a tool of improving 

individual accountability in Tanzanian Local Government which was carried out at 

Kinodoni Municipal Council. The chapter is organized into three subheadings 

basing on the research objectives which were: assessment of the perceptions of 

employees on the usefulness of OPRAS as a tool of improving individual 

accountability at Kinondoni Municipal Council, examination of awareness of 

employees on the potential benefits of OPRAS as a tool of improving individual 

accountability at Kinondoni Municipal Council and finding out the challenges facing 

usage of OPRAS in improving individual accountability at Kinondoni Municipal 

Council. 

 

5.1. Perceptions of employees on the usefulness of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council 

The finding results revealed that 86.0% of the sampled employees agreed that 

employees perceived OPRAS as individual accountability enhancement tool, 82.% 

agreed that employees  perceived that using OPRAS facilitates getting timely 

feedback on individual performance, 76.0% agreed that employees perceived that 

OPRAS is improving transparency of performance  appraisal system  and 78.0% 

agreed that employees perceived that using OPRAS provides tangible benefits like 

bonus and salary increment to employees.  Since all results were much higher that 

the percentages of respondents who disagreed, it was generally agreed by this study 

that employees perceived OPRAS as the useful tool of improvising individual 

accountability in the Council.  

 

The reflection to Davis’s Innovation Acceptance Model (IAM) which stresses that 

users’ perceptions on the usefulness of innovation is very crucial in accepting and 
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using the innovation, OPRAS would have been accepted and frequently used by 

employees in the Council due to its usefulness in improving individual 

accountability. This means that low top management support, lack of and resistance 

of employees on OPRAS was not because OPRAS was perceived not useful 

improving individual accountability in the Council. But other factors else would be 

responsible.  

 

The results were consistent with URT (2013) regarding adoption of OPRAS in 

Tanzanian Local Government. It claimed that OPRAS is useful tool that assist in 

improving individual accountability with emphasize on feedback and accountability, 

ownership and transparency (URT, 2013).  

 

The results supported that using OPRAS facilitated getting timely feedback on 

individual performance (URT, 2013). They were also consistent with the study by 

Songstad et al. (2012) which observed that performance improvement tool desired 

by Tanzanian health workers was the one which should yield any tangible benefits 

such as salary increments – something which OPRAS already address. Basing on the 

finding results, 78% of sampled employees agreed that OPRAS was perceive useful 

in improving individual accountability since it provided tangible benefits like bonus 

and salary increment to employees.  

 

5.2. Awareness of employees on the potential benefits of OPRAS as a tool of 

improving individual accountability at Kinondoni Municipal Council 

This objective was realized by studying employees’ knowledge about OPRAS, their 

attitudes towards implementations of OPRAS and practices in the implementations 

of OPRAS.  

 

5.2.1. Employees’ knowledge on the potential benefits of OPRAS 

The results showed that all 100 employees involved in the study (100.0%) were 

knowledgeable about OPRAS. The chief sources of knowledge about OPRAS to 
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them were identified as to include in-house training which was common but not 

regular and involvements in OPRAS exercise which was common and regular. The 

observed results were aligned with Davis et al. (1989) model which stressed that 

one’s knowledge on the potential benefits of the innovation depend on the provision 

of relevant training.  

 

5.2.2. Employees attitude on the potential benefits of OPRAS 

In this account, majorities (86.0%) of the sampled employees felt that OPRAS was a 

tool that enabled to improve individual accountability in the Council. The rest 14.0% 

felt that it was not. These results agreed with the study by Songstad et al. (2012) on 

perceptions of employees on OPRAS which taken health workers as the units of 

inquiry. Their study reported that health workers had positive attitude on the 

performance enhancement which was capable to yield any tangible benefits such as 

salary increments. OPRAS was one of these tools which would contribute into 

tangible yield to employees (Songstad et al. 2012) because it lays tangible benefits 

such as salary increments and bonuses among highly performing employees.  

 

According to Davis et al. (1989) IAM, employees’ positive attitude towards OPRA 

it explains that OPRAS should be acceptance and used by Council’s employees in 

improving their performances. Particular results would have deviated from earlier 

studies reporting on the resistance and reluctance among employees in the 

implementations of OPRAS (Akibete, 2015; Yusuph and Guohu, 2017; Mayala, 

2009). This phenomenon prompted researcher to inquiry the employees opinions on 

the practices of OPRAS in the Council.   

 

5.2.3. Practices of OPRAS as individual accountability enhancement tool in the 

Council  

In this account, employees’ opinions in signing the performance contracts with their 

immediate supervisors, periodic performance review with their supervisors and 

actions which were undertaken against poor performance results were investigated. 
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The majorities of the respondents (98.0%) agreed that they signed performance 

contracts with their immediate supervisors. This means that the Council was 

practicing OPRAS since the practices of OPRAS involves signing annual 

performance agreements between employees and their immediate supervisors (URT, 

2013). 

 

Next, the results revealed that majorities of the respondents (81.0%) agreed that 

supervisors used to call them for reviewing and explaining their performance 

periodically. This was contrary with earlier reports on the implementations of 

OPRAS. Earlier, the sample surveys on the implementation of the OPRAS among 

Tanzania’s Local Government in 2012/13 financial year reported that among the 

sampled 110 public organizations 68 (59.36%) organizations were not implementing 

OPRAS fully.  

 

Among the areas which were claimed included the tendencies of signing 

performance contracts at the begging of financial year with little or no subsequent 

follow-up actions by calling employees to review the progress of their performances 

and account their performance results (URT, 2014).  

 

Similarly, the results were different from report by Swai (2009) at Tanzania Electric 

Supply Company (TANESCO) report that implementation of OPRAS faced low top 

management support featuring failure to call employees to review the progress of 

their performance and account their performance results.   

 

However, the results of the current study were consistent with Akibete (2015) report 

on the effectiveness of OPRAS in performance management in local governments in 

Tanzania. In his report, Akibete claimed that while only few staff filled OPRAS 

forms, even reviews were rarely conducted by supervisors. This supports Mullins 

(2010) who claimed that performance agreement systems in most organizations are 

“…the tick-boxing exercises with little or no follow-up action…” (p.527). 
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On the actions which were being undertaken by supervisors/employers against poor 

performance results of employees, the study revealed that none of the individual 

accountability action examined was undertaken by supervisors against poor 

performing employees. The results were contrary with the requirements under the 

Regulations 22 of the Public Service Regulations (2003) and the Guidelines on the 

implementations of OPRAS in Tanzania (2013). 

 

According to Regulation 22 (3) of the Public Service Regulations (2003) poor 

performance results should be used in withholding increment, making demotion or 

termination of appointment.  Also, the Guideline on the Implementation of OPRAS 

(2013), it is stated that poor and very poor performing employees should sanctioned 

with reduction of task, demotion, command to meet deadline, withhold of any 

performance based benefits, withhold of increments, warning letter and termination 

of employment.  

 

The results supported the survey report by the URT in 2012/13 on the 

implementations of OPRAS in which omissions in the implementations of OPRAS 

were reported. During the survey, the omission included the part of failure to take 

appropriate actions against poor performing employees. This situation which would 

have been caused by lack of awareness of employees on the actions undertaken by 

the Council against poor performance results. 

 

Despite that the studied Council was not mentioned in the report, but the URT 

reported that among 110 surveyed public organizations, only 29 (26.36%) were 

found to implement OPRAS, 68 (59.36%) implemented OPRAS below the stated 

standards while 13 (14.3%) did not implement OPRAS at all (URT, 2014).  

 

OPRAS is facing low top management support associated with failure to ensure that 

employees account their performance results (Swai, 2009). Also, it was claimed by 

Akibete (2015) that reviews of performance contracts are rarely conducted by 

supervisors. The lack of follow-up actions on the performance progress of the 
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subordinates, lack of top management support and lack of annual performance 

review among supervisors seemed to contribute into lack of individual 

accountability actions in the Council.  

 

5.3. Challenges facing usage of OPRAS as tool of improving individual 

accountability at Kinondoni Municipal Council 

The challenges facing usage of OPRAS as a tool of improving individual 

accountability was studied in the context of Davis et al. (1989) which assumes that 

challenges towards the usage of innovation would be the results of their  perceptions 

on ease of use and trustworthiness of particular innovation.  

 

5.3.1. Employees perceptions on ease of OPRAS at Kinondoni Municipal 

Council 

On this account, 80.0% employees supported that employees believed that there was 

easy access to OPRAS forms. Also, 73.0% supported that implementation of 

OPRAS was highly supported by supervisors. Meanwhile, the percentage of 

respondents who agreed and who disagreed with the statements that employee 

believed that access to OPRAS training was very easy and that which stated that 

presence of adequate participation in all levels during implementation of OPRRAS 

did not have big differences. As the result, researcher was forced to detail work 

experience of the respondents who agreed and disagreed with each statement.  

 

The results showed that among 51 (51.0%) respondents who agreed that employees 

believed that access to OPRAS training in the Council was very easy, 47 (92.2%)  

had more than 5 years of work experience and the rest 4 (7.8%) worked between 1-5 

years. Meanwhile, 35 (35.0%) respondents who were not sure comprised 21 (60.0%) 

employees with work experience between 1-5 years and the rest 13 (40.0%) 

respondents with work experience above 5 years.  
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Additionally, among 59 (59.0%) agreed that employees believed that there was 

adequate participation in all levels in the implementation of OPRRAS, comprised all 

22 (100.0%) with work experience between 1-5 years and only 37 (45.0%) 

employees were from those who had work experience above 5 years. Meanwhile, 

among 41 (41.0%) who were not sure, all of them came from those with more than 5 

years.   

 

Considering that work experience plays significant role in broadening one’s 

understanding and mastery of different situations of work, this study was positioned 

towards 51.0% respondents who agreed that employees believed that access  to 

OPRAS training in the Council was very easy. Also, the study was positioned 

towards 41.0% respondents who disagreed with the statement that there was 

adequate participation in all levels during the implementation of OPRRAS.  

 

The results translated that persistence of perception of employees that there was 

inadequate participation in all levels during implementation of OPRRAS constituted 

challenges associated with implementation of OPRAS. This problem would be 

manifested in two forms. One is failure of supervisors of participate fully during 

OPRAS implementation (Swai, 2009; Mayala, 2009) and resistance of employees 

towards OPRAS (Yusuph & Guohu, 2017). This was contrary with requirements for 

implementation of OPRAS which rests on the participation between employees and 

supervisors and each individual in the organization hierarchy (URT, 2013).  

 

Inadequate participation of supervisors during implementation of OPRAS would be 

the source of lack of periodic review among supervisors Abibete (2015) and 

perception that OPRAS has been the tick-boxing exercises with little or no follow-

up actions (Mullins, 2010; p.527). 

 

The observed results supported Davis’s Innovation Acceptance Model in which 

perceived ease of use of the innovation matters if prospective users are to accepts 

and use the innovation frequently (Davis et al. 1989). Participation of employees in 
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all level in the organization is required to facilitate interactions and coming together 

between employees and their supervisors which would be the source of some sorts 

OPRAS skills and knowledge due to employees coaching, mentoring and counseling 

of employees.  

 

Hence, employees’ perceptions that OPRAS was not ease of use tool in improving 

individual accountability was explained by inadequate participation between 

employees and supervisors in all levels during implementations of OPRAS. Similar 

results were arrived by Fredie (2015: v) on the implementation of OPRAS which 

observed that perceived ease of use and smooth running of OPRAS would depend 

on  participation among employees and management in all levels of organization 

hierarchy.  

   

5.3.2. Employees trust usage of OPRAS in improving individual accountability 

at Kinondoni Municipal Council 

The results indicated clearly that among the investigated statements on the 

perceptions of employees on the trust of OPRAS, highest percent of agree was on 

four statements, that is; employees believe that they can express their opinions and 

comments freely (69.0%), employees have trust in the recommendations on their 

performance results (59.0%), employees believe that the intentions of OPRAS are 

not obstructed (66.0%) and employees are confident with OPRAS (70.0%).  

 

Meanwhile, the percentage of agreed and not sure respondents with the statement 

that stated “employees believe that performance consequences imposed against them 

are fair” was the same. This forced researcher to conduct further analysis basing on 

work experience of the respondents from either sides. It was revealed that among 40 

(40.0%) agreed that employees believed that performance consequences imposed 

against them were fair”, half (20 employees equals to 100.0% of those in the 

sample) had work experience between 1-5 years and the rest 20 ( equal to 25.6% of 

the total in the sample) had work experience above 5 years. Meanwhile, among 40 
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(40.0%) who were not sure, 39 (equal to 50.0% of the total in the sample) worked 

for more than 5 years and only 1 had worked between 1-5 years.   

 

Considering that work experience plays significant role in broadening one’s 

understanding and mastery of different situations of work, this study was positioned 

towards 40.0% respondents not sure with the statement that “employees believe that 

performance consequences imposed against them are fair”. This translated that there 

was a concern on the trustworthiness of OPRAS as a tool of improving individual 

accountability specifically due to employees’ feeling about unfairness of 

performance consequences imposed against them.  

 

In reflection to Masele and Magova (2017) views on the perceived trustworthiness 

of innovation,  feeling of unfairness about performance consequences imposed 

against employees would explain lack of priority, resistance and reluctance towards 

OPRAS among employees (Yusuph & Guohu, 2017; Songstad et al. (2012).  

 

Additionally, the results were aligned with earlier studies on the implementations of 

OPRAS such as Fredie (2015), who found that trust in OPRAS is very important 

especially when making decision affecting employees. The same to Mayala (2009) 

who recommended that success of OPRAS would depend on trust in the intentions 

and results of OPRAS. The current study revealed existence of employees concerns 

on the trust of OPRAS when it come on imposing performance consequences 

against employees. 
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CHAPTER SIX 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

6.0. Introduction 

In this chapter, researcher is providing an overall summary of the study, 

recommendations and conclusions. It further explains the policy implications and 

recommends areas for further researches.  

 

6.1. Summary 

This study investigated the usage of OPRAS as a tool of improving 

individual accountability in Tanzanian Local Governments. Prior to this study, 

researchers used to report about the constraints in the implementations of OPRAS 

including lack of top management support and priority and resistance and reluctance 

among employees towards OPRAS. The researcher of this study was puzzled with 

existence of those constraints considering that OPRAS was adopted as the new and 

modern tool of improving individual accountability in the Tanzanian Local 

Government (URT, 2004).  

 

Like other new innovations, OPRAS was supposed to be accepted and frequency 

used by employees among Tanzanian public organizations unless if employees 

perceived it not useful, not ease of use and not trustful (Davis et al., 1989). 

Considering that none of the previous researchers inquired implementation of 

OPRAS in this context, the researcher selected Kinondoni Municipal Council to 

accomplish the investigation of the phenomenon.  

 

The study was guided by three specific objectives namely; to assess the perceptions 

of employees on the usefulness of OPRAS as a tool of improving individual 

accountability at Kinondoni Municipal Council, to examine how OPRAS is 

perceived as an ease of use tool in improving individual accountability at Kinondoni 

Municipal Council and to examine perceptions of employees on the trustworthiness 

of OPRAS in improving individual accountability at Kinondoni Municipal Council. 
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 In order to achieve these objectives, the researcher adopted a case study design for 

detailed study of the perceptions of employees on OPRAS as the tool of improving 

individual accountability.  A total of 3023 all employees of Kinondoni Municipal 

Council was targeted and the representation into the study was given to teachers, 

health workers, trade union representatives, heads of departments and units and 

staff. The non-probability sampling technique specifically judgmental sampling 

methods was used to construct a samples of 100 employees comprising 40 teachers, 

20 health workers, 10 trade union representatives, 5 heads of departments and units 

and 25 Council’s staff. The questionnaires were given basing on their willingness to 

participate, motivation to provide required information in the questionnaires and 

convenience to researcher.  

 

The secondary data sources that is, documentary reviews was also used to gather 

data required to achieve research objectives and to answer research questions. The 

data in the questionnaires were coded and entered into statistical tool of data 

analysis and was analyzed using frequency tables and charts.  The data obtained 

using documentary review was analyzed using contents analysis to classify contents.  

 

The finding results on the perceptions of employees on the usefulness of OPRAS as 

a tool of improving individual accountability at Kinondoni Municipal Council was 

that 86.0% of the sampled employees agreed that employees perceived that OPRAS 

was individual accountability enhancement tool, 82.% agreed that employees  

perceived that using OPRAS facilitated getting timely feedback on individual 

performance, 76.0% agreed that employees perceived that OPRAS is improving 

transparency of performance  appraisal system  and 78.0% agreed that employees 

perceived that using OPRAS provides tangible benefits like bonus and salary 

increment to employees.  Since all results were much higher that the percentages of 

respondents who were not sure and respondents who disagreed, it was learned that 

OPRAS was the useful tool of improvising individual accountability in the Council.  
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Next, employees’ awareness on the potential benefits of OPRAS in improving 

individual accountability was studied basing on three indicators: knowledge, 

attitudes and practices and the results were as follows: All 100 employees involved 

in the study (100.0%) were knowledgeable about OPRAS. The chief sources of 

knowledge were in-house training which was common but not regular and 

involvements in OPRAS exercise which was common and regular. Also, the 

majorities (86.0%) of the sampled employees felt that that OPRAS was individual 

accountability enhancement tool while the rest 14.0% felt that it was not.  

 

Moreover, majorities of the respondents (98.0%) agreed that they signed 

performance contracts with their immediate supervisors, it means that the Council 

was practicing OPRAS since the practices of OPRAS involves requiring individual 

employee to sign annual performance agreements with their immediate supervisors. 

 

 Also, 81.0% of the sampled employees agreed with statement that supervisors used 

to call their employees to review and explain their performance periodically.  

However, none of the individual accountability action examined was undertaken by 

supervisors against poor performing employees. The results were contrary with what 

was expected in accordance with the stipulations under the OPRAS Guidelines 

(2013) which requires poor and very poor performing employees to be sentenced 

with reduction of task, demotion, command to meet deadline, withhold of any 

performance based benefits, withhold of increments, warning letter and termination 

of employment.   

 

On the challenges facing usage of OPRAS as tool of improving individual 

accountability at Kinondoni Municipal Council, employees’ perceptions on ease of 

use of OPRAS and trust in OPRAS were studied. Regarding ease of use of OPRAS 

in improving individual accountability, the 80.0% of the sampled employees that 

OPRAS was ease of use. However, 41.0% employees perceived that there was 

inadequate participation among employees in all levels during the implementation of 

OPRRAS which constituted challenges associated with implementation of OPRAS 



58 
 

such as lack of periodic review among supervisors and the perception that OPRAS 

has been the tick-boxing exercises with little or no follow-up action.  

 

On employees’ trust in OPRAS as a tool of improving individual accountability, 

results shown that while 59.0% of the sampled employees had trust in the 

recommendations on their performance results, the 40 (40.0%) employees believed 

that performance consequences imposed against them were not sure whether 

performance consequence were fair. This translated that there was a concern on the 

trustworthiness of OPRAS as a tool of improving individual accountability 

specifically due to employees’ feeling about unfairness of performance 

consequences imposed against them.  

 

In reflection to Masele and Magova (2017) views on the perceived trustworthiness 

of innovation,  feeling of unfairness about consequences of performance reuslts 

imposed against employees would explain the lack of prefence, resistance and 

reluctance among employees towards OPRAS (Yusuph and Guohu, 2017; Songstad 

et al., 2012).  

 

6.3. Conclusion 

From the finding results, the conclusion arrived by the study was that  Innovation 

Acceptance Model would be useful to explain and to address the prominent 

constraints in the implementations of OPRAS such as lack of  top management 

support,  resistance and reluctance among employees and lack of periodic review 

among supervisors. By utilizing the above model, it was learned that the reasons 

behind constraints in the implementations of OPRAS in the Tanzanian Local 

Governments in spite of being the new and modern management tool of improve 

individual accountability included existence of low participation among employees 

and perceive lack of fairness of using OPRAS results in holding individuals 

accountable for performance results.  
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This is because among 41 (41.0%) employees believed that there was inadequate 

participation in all levels during implementation of OPRRAS and all of them came 

from those with more than 5 years. This problem was manifest in two forms: failure 

of supervisors to participate fully during OPRAS implementation and hence, 

resistance and reluctance of employees in the implementation of OPRAS. 

 

Employees’ perceptions on the inadequate participation of supervisors during 

implementation of OPRAS supported existence of lack of periodic review among 

supervisors and perception that OPRAS has been the tick-boxing exercises with 

little or no follow-up action. These results were in the same line with Davis’s 

Innovation Acceptance Model which stresses the importance of perceived ease of 

use of the innovation (that is achieved through participation and support) if 

prospective users are to accepts and use the innovation frequently.  

 

Furthermore, the results translated that OPRAS was not yet the tool of improving 

individual accountability in the Council because 40 (40.0%) respondents expressed 

concern of unfairness on the consequences of poor performance undertaken by 

supervisors/employers. It means that perception of employees on lack of trust in 

OPRAS was the source of constraints on the usage of OPRAs in improving 

individual accountability in the Council. Employee feelings of unfairness about 

performance consequences imposed against employees would explain lack of 

priority, resistance and reluctance towards OPRAS among employees. 

 

6.4. Recommendations 

In order to ensure that OPRAS contribute in improving individual accountability in 

the Council, both the Government of United of Tanzania and the management of the 

Council should ensure fully participations of employees in all levels through high 

involvement and support from supervisors in all organization’s hierarchy. Also, 

there must be compliance with OPRAS rules, regulations and guidelines including 

actions undertaken by employer and supervisors against poor performance results so 

as to instill sense of fairness and seriousness of OPRAS exercise.  
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6.5. Policy implications 

The researcher already suggested that the good way of ensuring that OPRAS is to 

become individual accountability improvement tool include ensuring fully 

participations of supervisors and employees in all levels as well as periodic ensuring 

compliance with OPRAS rules, regulation and guidelines among employers and 

supervisors. In pursuit of this recommendation however, the Government would be 

requires periodic supervision of employers and supervisors to see and advise 

implementations of OPRAS.  

 

6.6. Recommendations for further reproaches  

According to the research finding results, employees of the Council perceived 

OPRAS as usefulness tool in improving individual accountability. Also, employees 

were aware with OPRAS and they were involved in its implementations. However, 

none of the accountability actions expected of being imposed against poor 

performing employees were being imposed by supervisors or employer in the 

Council. Also, the study found that major challenges which have been contributing 

into resistance, reluctance and lack of priority of OPRAS among employees were 

contributed by inadequate participation among supervisors in OPRAS exercise and 

feeling of unfairness on the consequences of poor performance results among 

employees.  

 

In a light of the above results, the researcher would recommend further researcher 

on the following areas.  

 

One is further investigation on the perceptions of employees on the usefulness of 

OPRAS in improving individual accountability focusing on other Local 

Governments not covered by this study.  

 

Also, the researches may be conducted at Kinondoni Municipal Council to seen 

whether or not the results will be consistent overtime or not. 



61 
 

Further studies are required to explore qualitatively the reasons behind the failure of 

supervisors and employers to take appropriately accountability actions against poor 

performing employees despite that OPRAS.  

 

Again, the extensive researches are required to see whether or not persistence of 

resistance, reluctance and lack of priority among employees on OPRAS has been 

caused by inadequate participations among supervisors and feeling of unfairness on 

the consequences of poor performance results.  
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APPENDIX 1 

QUESTIONNAIRES TO COUNCIL’S STAFF 
Dear, my name is Eneja Mwakanyamale,a student at Mzumbe University in Dar es 

Salaam Campus College pursuing a Master of Science (MSc) in Human Resource 

Management. I am conducting research titled ‘Open Performance Review and 

Appraisal System as a Tool for Improving Individual Accountability in Local 

Governments in Tanzania” particularly at Kinondoni Municipal Council (KMC). 

In order to achieve my research objectives, I am requesting your voluntary support 

by providing information needed in the questionnaires for this research. The 

information you give will be treated with high confidentiality and used for purposes 

of this research. There are no personal risks on participating in this exercise. I kindly 

request your valuable time to answer these questions. 

 

SECTION I: 

Background Information  

Instruction: Tick (✓) in the appropriate box. 

            

1. Sex: Male […] Female […] 

2.  Education level: Technician Certificate […], Ordinary Diploma […], Bachelor 

Degree […], Master Degree and above […] 

3. Responsibility in the Council: Teacher […], Heath workers […], Trade union 

representative […], Head of department/unit […], Council staff […] 

4. Work experience: 1-5 years [...], 6-10 years […], 11-15 years […], above 15 years 

[…] 

 

SECTION II: 

OPRAS as a Tool of Improving Individual Accountability at KMC 

Tick (✓) in the appropriate boxes whereby SA= Strongly Agree, A= Agree, N= 

Neutral, D= Disagree, SD= Strongly Disagree. 
 Rating 

No Statements SA A N D SD 

1 Does individual employee sign performance contracts with their 

immediate supervisors?  
     

2 Do supervisors call their employees to review and explain their 

performance periodically?  
     

3 Do supervisor impose accountability actions against poor 

performing employees? 
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SECTION III: 

Usefulness of OPRAS as a tool of improving individual accountability in the 

Council 

Tick (✓) in the appropriate boxes whereby SA= Strongly Agree, A= Agree, N= 

Neutral, D= Disagree, SD= Strongly Disagree. 
 Rating 

No Statements SA A N D SD 

1 I perceive that OPRAS is individual accountability 

enhancement tool in the Council 

     

2 I perceive that using OPRAS facilitates getting timely 

feedback on individual performance  

     

3 I perceive that OPRAS is improving transparency of 

performance  appraisal system in the Council 

     

4 I perceive that using OPRAS provides tangible benefits like 

bonus and salary increment to employees in the Council 

     

 

 

SECTION IV: 

Ease of use of OPRAS in improving individual accountability in the Council  

Tick (✓) in the appropriate boxes whereby SA= Strongly Agree, A= Agree, N= 

Neutral, D= Disagree, SD= Strongly Disagree. 

 Rating 
No Statements SA A N D SD 

1 I believe that staff access OPRAS training easily      

2 I believe that there is as easy access to OPRAS forms      

3 I believe that staff are highly supported by supervisors in 

implementation of OPRAS 

     

4 I think there is adequate participation of council’s staff in all 

levels  in the implementation of OPRRAS 

     

 

 

SECTION V 

Trustworthiness in OPRAS as a Tool of Improving Individual Accountability at 

KMC 

Tick (✓) in the appropriate boxes whereby SA= Strongly Agree, A= Agree, N= 

Neutral, D= Disagree, SD= Strongly Disagree 
 Rating 

No Statements SA A N D SD 

1 I belief that employee can express their opinions and comments 

freely 
     

2 I belief that there is high trust in the recommendations on employees 

performance 
     

3 I belief that performance consequences against employees are fair      
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4 I believe that the intentions of OPRAS are not obstructed       

5 I think that employees are confident with OPRAS      

 

 

 

 

 

 

 


