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ABSTRACT 

Staff performance evaluation system is not only very essential in developed countries but 

equally important to developing countries like Tanzania, as it enhances staff to focus on 

their tasks within their companies. Traditionally, it was believed that, money or extrinsic 

reward can increase staff performance. However, currently, money cannot be necessarily 

influencing factor on staff performance as they are more aware of their career 

development, work enhanced together with supervision and authorization. Thus, OPRAS 

was implemented to identify capable staff together with personal goals. For that reason, 

the organization failed to recognize if the company goals and personal goal get together. 

Precisely, the research intended to recognize the worker’s incentives at required time after 

OPRAS being used at TANESCO; determine the worker’s awareness on the broad 

objective of OPRAS implementation at TANESCO and determining the gaps in 

implementation of OPRAS by TANESCO as a tool for performance assessment. 

The research was a case study exploratory where by both quantifiable and non-

quantifiable approach was employed. The research used a purposive sampling method 

whereby 75 respondents were selected. The research field data was gathered by means of 

feedback form and discussion guide. The quantifiable facts were evaluated by using both 

descriptive and inferential statistics. The non-quantifiable facts were evaluated by using 

content analysis. The result revealed that, workers were working hard but they were 

getting less in return as they were fearful to be terminated and they were not motivated at 

required time. The workers did not have enough information on the broad objective of 

OPRAS in the organization. The setting of unrealistic budget has created a failure to 

encounter an essential resource for the entire improvement of OPRAS. The study 

concluded that, the staff performance evaluation system in TANESCO was disappointing 

the staff in day to day operation. The study recommended that, the management should 

assist the OPRAS execution development as well as establishing the rule for performance 

linkage.
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CHAPTER ONE 

PROBLEM SETTING 

1.0 Introduction 

1.1 Background information 

Over the past several decades, many organizations in developing countries of Africa and Asia have 

adopted different staff performance evaluation systems as an important tool for employee 

promotion and award criteria (Armstrong, 2009). A staff performance evaluation system is an 

instrument applied by work staff supervisor as well as Human resource department to evaluate 

staff performance in a given specific period of time mainly at end of each year (Wright, 2018). 

The system contains information about production, personal behavior and altitudes, punctuality 

and the staff capacity which are critical towards the achievement of the organization goals. Also 

they can have an optimistic impact on all phases of the production when they are appropriately 

used to guide staff training, promotion and reward (Mone and London, 2018).Moreover, it is a 

method of assessment of the member of staff performance and efficiency in relation to pattern with 

respect to directorial goals.  

 

Traditionally, employee evaluation has been performed once a year and was known as long cycle 

assessment, however, these days a lot of corporations are evaluating an employee every six months 

and every quarter as it assists in development and provides career fulfillment to the staff. Also, the 

companies yearly increase to the staff assessment (Ferrín et al., 2018). Likewise, the staff 

performance evaluation system can be defined as the system of assessment and review of workers 

job performance (Cleveland, Grosse and Shyu, 2017). The staff that has better performance than 

expected was acknowledged for their efforts. Besides, the main essential cause of establishing the 

system was to continue with  high performance and to confirm the worker’s activities to meet 

organizational objectives as well as professional tasks needed (Walk and  Kennedy, 2017). It was 

implemented so as to identify capable staff together with personal goals. Firstly, was to recognize 

if the company goals and personal goal get together. That’s why Staff Performance Evaluation 

System started and conducted through the Human Resource Managing (HRM) in the institution. 

The final objective of Staff Performance Evaluation System was to line up individual and company 

concert (Walker and Andrews, 2013). The Staff Performance Evaluation System could be done 
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through different techniques such as Strengths, Weaknesses, Opportunities and Threats (SWOT) 

investigation and performance interview. A SWOT analysis is a method in which strengths, 

weakness, opportunities and threats of employee is on paper and then assessments are conducted. 

The staff performance assessment practice in an organization was continuing (every day) as the 

supervisor examines and educates them. So far, the staff performance evaluation system was in 

the extent of past events and it has been known as world second oldest career. The system was 

started as an endeavor to logically link between treasure and product (Walker et al., 2013). Also, 

the assessment was employed in order to create resolution whether or not the earnings or 

remuneration of an individual staff was defensible. Although, there was various explore conducted 

to approve these, the investigations were established in experimental studies. Pay charges were 

significant, agreed, however they were not the only factor that had a crash on staff performance. It 

was observed that, other concerns such as confidence and self-worth could also have most 

important power. Additionally, it was found that, the long established performance assessment was 

created for incentives and slowly excluded. In United States of America (USA) the prospective 

assessment value was progressively acknowledged as device for incentives and growth.  

 

Presently in global, Performance of individuals together with the business performance is 

measured and assessed to achieve competitive advantage. A standard process has been created for 

quantifying the performance of the global business. The real performance was measured by 

gathering the information. In order to make easy with precise data collection, some of the 

computerized data collection systems were offered. The international performance could be 

quantified in terms of staff working hours, machine hours, and material usage. For this reason, 

staff performance evaluation systems have potential to positive influence toward international 

business success. However, it was very difficult for the host county by transferring their home 

individual performance assessment practice to their subsidiaries. This was because of insufficient   

tools of performance standards and measures were still accessible within local country (Kuvaas, 

2006). In Africa, the application of the staff performance evaluation system has made great 

development in public organizations. Since time was of no outcome and money was unlimited 

without this system there was no reward or no reason for the public organization to act upon. The 

inflexibility of the national system of Human resource rule has resulted in a major weakening in 
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confidence and ability to the staff. In Tanzania, the staff performance evaluation system has 

replaced the traditional style of evaluating the employee. However, there was no main change 

related to individual resource function comprising performance evaluation were concerned. Thus 

the procedures of evaluating employee inherent was that of secretive in nature to the level that 

even assessed staff has no right to use the information concerning  his or her performance 

evaluation report (Mbarook, 2018). Moreover, the Open Performance Review and Appraisal 

system (OPRAS) was a policy which has taken on the panel in 2004 and had come out with the 

following performance evaluation aspects that all workers shall be given career detail including 

exact assessable goals for the outcomes, they are to attain in the coming twelve months. The 

workers should get performance report in a standard time after each performance assessment. The 

performance evaluation report should be given to the staff every year with particulars 

communicated among workers together with assessor managers. The workers will have a chance 

that remark in writing on the descriptions and will be given a duplicate of the description on 

finishing point. All performance evaluation report shall be evaluated by Human resource and heads 

of the self-governing sector to enable justice as well as familiar evaluating rank (Ndomba, 2018). 

The OPRAS involves public servants contribution in the procedures of selection and setting 

objectives together with principles, planning assessment tools, receiving feedback on their 

performance assessment and to be given a chance to manipulate their evaluation status. Currently, 

the recognized approach to staff performance evaluation system is broadly applied to the greater 

part of the exertion company in community and secluded sector. The facts of these recognized 

systems differ significantly, liable in functions and desired person work organization. The 

alterations are returned in form of approved description, high-level discretion, sincerity, who 

performs evaluation, the degrees of involvement by those being assessed nature of evaluation, 

thought among those assessing and those being assessed and how the information is used for 

instance in earnings and educating (Kearney, 2018).On the other hand, a lot of individual 

performance evaluation systems were not doing well to meet the targeted goals and some were 

deserted. Many of the problems of staff performance evaluating emerge to be associated with 

functions as well as plans. Additionally, the staff performance evaluation system was conducted 

through objectives as it is an active system that intends to strengthen the performance of employees 

and the company as well (Van Wart & Denhardt, 2019). 
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1.2 Problem statement  

Staff performance is very important for the developed and developing countries like Tanzania as 

it enhances staff to focus on their tasks within their companies. The staff performance was 

implemented to interchange the longstanding performance structure. It was involving the use of 

personal form and there was no chance to discuss with the supervisor about their performance. The 

main objective of any organization is to achieve its goals (Sparrow & Hiltrop, 1994). The 

organization objectives and its approaches indicate the reasons of its survival. The superior 

manager creates roles to workers which enticement the exact anticipations from their performance 

and sustained confirmation all the way through performance assessment function. Plans for 

handling performance existence to improve a high performance values and attains enlarged 

organization efficiency, enhanced outcomes for individuals and team, higher level of talents, 

competencies, commitment and motivation. 

Handling performance is ongoing duties for supervisors and team leaders. It is not successful to 

be conducted once a year as it needs support and guidance in performing it. The innovative Open 

Performance Review Appraisal System (OPRAS) presented in an organization and it has been 

functioned in public and private company continually in the meantime. This involves the organized 

formal communication between a supervisors and a subordinate that takes a form of an episodic 

interview in which the work performance of subordinates was observed and discussed with a view 

of strength, weakness and opportunity for development and skilled improvement. 

In Tanzania, few related investigations have been conducted but were not specific in staff 

assessment as well as in the energy sector.  Results of the assessment system tools used were not 

real towards staff performance. Yet, none of the studies conducted in Tanzania have investigated 

the applicability of staff performance evaluation system in the energy sector as a result of this 

topic. For that reason, it brought the research gap and this study has explored the applicability of 

staff performance evaluation system particularly in Open Performance and Review Appraisal 

system (OPRAS) at Tanzanian electricity supply company (TANESCO) located in Dar es Salaam 

city. 
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1.3 Objectives of the study 

1.3.1 Overall objective 

The main objective of this study was to explore the applicability of the staff performance 

evaluation system by public organizations in Tanzania mainly in TANESCO, Dar es Salaam. 

1.3.2 Specific objectives 

The key specific objectives are: - 

1. To identify the worker’s motivation for those whose performance is high and low after 

OPRAS being applied at TANESCO. 

2. To determine the worker’s awareness on the broad objectives of OPRAS implementation 

at TANESCO. 

3. To determine the gaps in application of OPRAS by TANESCO as a tool for the workers’ 

performance assessment for those with high performance as well as low performance. 

 

1.4 Research questions 

The research intended to reply the following queries: - 

1. What is the workers’ motivation for those whose performance is high or low after OPRAS 

being applied at TANESCO? 

2. What are the workers aware of the broad objectives of OPRAS implementation at 

TANESCO? 

3. What are the gaps in the implementation of OPRAS by TANESCO as a tool for the 

workers’ performance assessment? 

 

1.5 Importance of the study 

The result of the research was very useful for public sector as it was created awareness on the 

importance of staff performance evaluation as an essential part of the organization’s life and 

culture. Furthermore, findings of this study were one of the main practices necessary for 

encouraging productivity and committed staff as well as gratifying work surroundings. The topic 

was lead to efficient exploitation of OPRAS that was allowed TANESCO to improve staff 

responsibilities.  
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Through the study, the other investigator can use the study result as a source of information upon 

which forthcoming educations would be completed by creating a facts gap on the idea. The existing 

and upcoming scholars can use the study result and assumption to improve their information on 

the issue, establishing of collected works together with new study area. Moreover, the study can 

be helpful to the Organization as well as to employees. The Human resource department can be 

able to take a stock of staff overall performance which would be helpful in setting goals for future 

superior performance. Once again, it can provide an opportunity to motivate workers and 

encourage superior performance as well as workers to pinpoint strengths and spot weakness. 

 

1.6 Scope of the study 

The study conducted in Ilala district and Coastal zone, both, in Dar es Salaam region. The study 

done at two TANESCO offices because they were dealing with distributing electricity to a large 

number of customers, therefore the researcher wanted to determine the issues that hinder the 

application of staff performance evaluation system in the organization. On the other hand, the 

study was integrated with other aspects related to this idea such as perception of staff as well as an 

organization towards the practice. Thus, the alert issues were covered in this research. 

1.7 Constraint of the study 

The study was limited by the time. The researcher used one month for conducting an interview 

and distributing questionnaires over the issue of applicability of staff performance evaluation 

system in TANESCO offices. 

Privacy of an organization: It was very hard and in some cases finally impossible to have access 

to some information such as the use of staff performance appraisal which was very usefully for 

researcher while categorized as secret by the organization but the researcher did not lose hope and 

managed to get the correct data. 

Coverage area: Meanwhile, the large part of TANESCO officers in Dar es Salaam was shifting 

to Dodoma and it was very difficult to reach all areas and getting the views of the staffs regarding 

the applicability of staff performance evaluation system in their working place, thus, the selection 

of Ilala and Coastal zones as a case study. Also, the organizations were very busy and tight work 

schedules and some workers afraid to respond to the questionnaire and interview. Likewise, it was 

very difficult to get the required data but the researcher achieved to get all the required facts for 

the research through socializing with the TANESCO employees. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This section discourses the opinions, findings from different studies, reports, journals, 

publications, websites and all other possible sources which underlay foundation for this research 

study. It interprets of what has been advertised on a specific topic by other researchers and 

examiners. Also, it helped the researcher to identify the weakness and strengths of the previous 

study. Besides that, the investigator was capable to recognize the similarities of the existing study 

together with the research gap. Thus, the researcher was able to add some information to an 

existing theory as well as the creation of theory. 

 

2.1 A theoretical and conceptual review 

2.1.1 Definition of the key term 

Gupta & Abed ( 2002) has defined staff performance evaluation system as everything dealing with 

delightful store of the current circumstances, revising for recital and preparation for the upcoming. 

However, formulating of recital objectives for the upcoming historical, in the shape of an 

achievement strategy, disinterested a case of impressive goals. For that reason, assessment should 

perceive the application that pinpoints the individual personal purposes in the setting institution’s 

together with institutions provisions.  

 

Therefore, it will involve a contract relating with general objective for each section and workers 

in that perspective, perfectly in the place of personified precise, existing as well as progressive 

work report. Also, they should establish the staff main significances above expected performance 

together with high decision making provisions required for achievement. In addition, the 

organization should identify staff importance responsibilities in individual main concern with 

suitable values of recital in terms of capacity, superiority, period and expenses as well as contract 

and the level of support and guidance which should be offered by the supervisors to help the staff 

to perform those standards. Armstrong (2009) argued that the staff performance evaluation is the 

assessment of workers progress and assistance with career planning decisions. It focuses the 

attention on the individual’s performance in the job and key task performed. Discussing improving 
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performance in the job for the future, the process provides a natural opportunity for considering 

where they may be going in the future, from both the organization’s perception and in the context 

of the employee’s aims and objective. Though, this idea of assessment can be used to meet 

compatible purposes within a single framework. Robert (2015) has explained that the staff 

performance evaluation is how well the task concerning the recognized indicator of performance 

value and their expectations established by their organization. But then, some of the public 

organizations do not have time in giving feedback to the workers hence they failed to obtained 

their expectations. Vance (2006) explained that the staff performance evaluation is an assessment 

that involves the enhancement of motivation and communication. Rather than being a specified 

purpose of employee’s appraisal, this is a by -product of an effective system.  

 

It can generate a large amount of goodwill and respect for the organization and provide significant 

gains in the development of internal information and staff motivation. For that case, the assessment 

process should be encouraged a great sense of belonging and feeling of co-ownership together with 

a better message between colleagues, managers and staff. Similarly, it should stimulate dialogue 

about successes and failures, hopes and aspirations, fearful and enjoyments. Robert (2003) 

discussed that staff performance evaluation system has been criticized by many supporters. Others 

refer to the system as incorrect point of dimension accuracy, numerous of activities with little value 

and create dysfunctional employee conflict and competition. For these reasons, the effects of many 

of the negative factors can be reduced by certain guidelines. 

 

2.1.2 Staff performance evaluation guidelines 

The staff performance evaluations in different organizations fall under common guidelines for 

successful implementation of the assessment system as required in the Corporate Strategic Plan or 

any other policy document. This includes: - 

 

Staff involvement: It is very important to involve staff in the assessment system as it will create 

an atmosphere of cooperation and support (Jordan, 1992). Also, having interaction between the 

worker and supervisor will lead a meaningful and relevant process in which both parties can put 
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their trust (Somerick, 1993). The worker’s involvement assists in creating  reliable,valid,fair and 

useful performance principles. 

 

Developing performance Value: It is essential to create a policy that can worth staff performance. 

The workers need to be treated as a human being in the workplace, with dignity and politeness. 

The staff value praise when they feel that they have earned it. Bonus payment and incentive 

schemes give good workers a sense of making progress, even if it is not possible to promote them 

(Mayne, 2017). For that case, the workers should be provided with additional pay as a result of 

staff performance assessment. 

 

Goal setting: Individual objectives are integrated with the intentions of the organization. Everyone 

concerned feels that they are pulling in the same direction, so it encourages team building and team 

spirit. Also, it ensures that all concerned know how well or badly they are doing in achieving their 

objectives from those close to the problems that arise, rather than from more remote management 

(Schroder-Adams et al., 1990) 

 

Performance assessment: Linn and Burton (1994) clarified that asking open- end questions to 

the staff during  the interview, the question that requires more thought and informative answer will 

lead to the identification of the realistic together with the necessary action  plans and support 

required to achieve them. During assessment interview, the message should be clear that everyone 

has weaknesses which must be acknowledged, but playing primarily to strengths to attain effective 

performance. The performance assessment interview should highlight future expectations of the 

person in their work over the next period and also training and development requirements. It can 

also, give clues on wider training implications as what affects these workers and what might also 

affect others. 

 

Creation of user friendly procedures: The performance assessment practice should be accessible 

to the worker and be well understood by the staff and supervisor. For that reason, it will assist both 

works and supervisors to discuss and settle upon solution, agreed objectives and provide resources 

needed as well as monitoring progress and giving feedback and a reward (Gray, 2002). The 
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performance of staff against organization targets identifies whether the institution achieves its 

objectives. To implement the system in an organization is essential to follow a set of steps in a 

logical order to track well the employee input to their output at the agreed time. This includes: - 

i. Define expectation: This is the first step for performance measure in which an 

employer’s set the expectation to be achieved by the individual within a set of time. 

Also, it can be considered as a standard tool for behavior as the employer expects 

good manners, discipline, ability to work as a team, ability to work under pressure, 

flexible and punctuality. Thus, the workers need to be familiar with organization’s 

target. 

ii. Measured and evaluate: This is a second step whereby the managers use it to 

understand what influences the staff performance level and recognize the factors 

that contribute to motivate them. 

iii. Provide feedback: This is the third step for staff performance measures in which 

the workers need to know how they are performing. As they want to do a good job. 

For this reason, a manager should regularly discuss improving areas in which they 

are less effective and to recognize the relevance of the part they play in the overall 

pattern of the organization. 

iv. Record performance: This is the fourth step for staff performance measures in 

which supervisor keep on storing the post staff performance as it helps in evaluating 

feedback. It is conducted for action plans to be formally recorded so that they can 

be reviewed and referred to in gaining support for development resources, such as 

training programs. Besides, the documentation needs to be agreed upon by the staff 

and signed to that effect. 

 

2.1.3 Modern staff performance evaluation process 

 The staff performance evaluation includes creating performance standards, communicating 

standards and expectation, arguing the standards, quantifying the tangible performance, equating 

the real with expected performance and discussing the performance as follows: - 

Creating performance standards: The measurement is created in this stage on how performance 

will be measured and the performance tools that will be used to establish the level of competency. 
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It is essential that these procedures and confirmation desires should be recognized and full 

contacted because they will be used by the staff as well as supervisors to monitor and show the 

attainments (Armstrong, 2009). In this stage all of the requirements for effective staff performance 

assessment are clearly identified to avoid systematic judgment. The performance standards should 

be Specific, Measurable, Actual result, Reasonable and Timely (SMART) to ensure all relevant 

factors are included in the discussion. 

 

Communicating standards and expectation: The created standard should be well communicated 

to ensure that all the workers know them all (Armstrong, 2009). In this stage the purpose and 

expectation towards organization operation should be well published as a basis for effective 

performance assessment between supervisors and workers. 

 

Quantifying the tangible performance:  This approach shows where things are not doing better 

and corrective action to be taken. Measuring real or tangible performance allows supervisors and 

staff to take a positive look together on how performance can become better in the future. Likewise, 

Managers and staff will be able to resolve the problem in meeting performance values together 

with achieving goals. 

 

Equating performance with standards: In this stage, the supervisors should use the results as a 

baseline (benchmark) from where they want to improve, for example, aiming to raise this year’s 

customer’s satisfaction index of 3.5 to 4.0 next year. An assessment interview can take place, after 

the manager and individual member of staff separately work through these headings to answer the 

main questions, using any notes that they have made throughout the period under review. 

 

Discussing result: Armstrong (2009) explained that, supervisors and workers should monitor 

performance and ensure feedback is obtained and analyzed as well as agree on any further action 

that may be required. The management should make sure the targets are known, understood, and 

accepted. After that, the result should be placed somewhere where everyone can see them. 

Decision making and taking corrective action: The supervisors conduct the discussion and after 

that, he is responsible for seeing that it is systematically followed the issues to achieve its purpose 



 
 
 
 

12 
 

as well as expected goals. Besides that, it is very crucial that it should be conducted in an 

atmosphere as it is informal and relaxed as possible. The good approach in which the interview 

and discussion are conducted is very important. For that reason, it will create good communication 

between supervisors and employee which can result in the successful performance assessment 

process. Additionally, the interview assessment needs to be an open two-way exchange of 

perceptions and not too much administrative.  

 

Furthermore, the organization needs to have a workforce that evaluates the process. Any effective 

corporate planning depends on an efficient information system and staff planning is no exception. 

An accurate picture of the composition of workers and analyses of important features of its 

deployment is essential. This includes the profile of the existing workers which are divided into 

different categories, such as age as it will help the HR department to spot any imbalances. As 

people stay at work longer this profile becomes increasingly important. Also, the information 

regarding gender for the whole organization and department is very significant. Additionally, 

education level, working experiences and professions of workers need to be obtained by the HR 

department conducting a skills audit to give an indication of the existing skills within the 

organization and highlight any areas of skills shortage. It may lead to external recruitment to meet 

any shortages or implementation of training and development initiatives to bridge the gap 

(Aggarwal & Thakur, 2013) 

 

2.1.4 Modern approach of staff performance evaluation 

Gibb (2001) documented that the performance techniques can be changed according to the needs 

and capability of organization it has as follows:- 

 

Self-assessment method: It is the modern technique that involves staff to evaluate their 

performance themselves. So far, most of the organization tended to talk about assessment as if it 

is a management task. The alternative approach is to recognize the workers as the most important 

people in the process and to empower them to carry out the assessment. In other words, the 

supervisor becomes facilitator, asking questions rather than providing all the answers. The 

advantages of this method is to breaks down the worker’s embarrassment, it promotes positive 



 
 
 
 

13 
 

discussion, and it makes the workers active rather than passive, it reduces defensive behavior by 

the staff and promotes openness , ideas will come from the bottom up rather than just top-down 

(Aggarwal & Thakur, 2013) 

 

360-Degree assessment: It is the modern method that attempts to provide additional feedback 

from both colleagues at the same level as the manager and from subordinates. The advantage of 

this method is to provide new and different perspectives (Mone and London, 2018). 

 

2.1.4 Staff performance evaluation theories 

The study specific objective one is supported by the expectance theory, the specific objective two 

is guided by the Goal setting theory and the specific objective three is directed by the   

implementation theory as follows: - 

 

2.1.4.1Expectancy theory 

It is a cognitively based motivational theory, initially put forward by Victor Vroom in 

1964.According to this theory the strength of a tendency to act in a certain way depends on the 

strength of staff expectation that the act will be followed by a given outcome and on the 

attractiveness of that outcome to them. This concept has come out with three aspects which 

includes: - 

 

Attractiveness: This is the essentials workers place on the potential outcome or reward that can  

be achieved from the task. It will take into consideration the unsatisfied needs of the individual.  

 

Performance linkage: It is the possibility workers perceive that employing a given amount of 

effort will lead to a particular level of performance. 

 

Expectancy theory may sound complex but it is useful as a framework for diagnosis and 

identification of changes needed to increase motivation. The concept will be useful in this study 

guiding rule for a public organization engaged with OPRAS to ensure workers are obtaining their 

expectations and understand their broad objective as in objective one and two. The strengths of 
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workers motivation to perform (effort) determine on how strongly they believe that they can 

achieve what is attempted (Storey, Salaman, & Platman, 2005). When they achieve the goal 

(performance), there is the question of whether they will be adequately rewarded. Likewise, when 

rewarded by organization, will the reward satisfy their needs? The idea can be expressed by the 

formula as follows: - 

 

Motivation force (F) = Valency (V) X Expectancy (E)…………… (1) 

 

Where, 

Motivation force (F) is the action to achieve some desired end or goal. 

Valency (V) is the value of the outcome to the person. 

Expectancy (E) is the perceived likelihood of the outcome. 

 

 To understand this best, think what happens if their valency or expectancy is equal to zero. The 

importance of this approach is the emphasis that it places on the individuality and variability of 

motivation forces. In addition to that, Porter and Lawler further developed expectancy theory in 

the 1970s.They suggested that the amount of effort (motivation and energy used) put into action 

depends on, final reward, the amount of effort necessary to achieve that reward and how the reward  

be in the forthcoming. In turn, the perceived effort and possibility of getting a reward are 

influenced by experience of whether such rewards have materialized. For that case, the researcher 

was interesting to identify the worker’s motivation at a consistent time as it is in objective one. 

 

 

2.1.4.2 Goal setting theory 

The theory was developed by Locke in his article towards a theory of task motivation and 

incentives established in 1968.He explained that clear, concise and understandable of goals are the 

great establishment of performance management which can assist the workers to know what is 

expected from them as well as from the organization. Likewise, the workers are motivated by clear 

objective and suitable feedback. Once again, the managers and the workers of an organization need 

to have common goals. The management has to define each’s major areas of responsibility in terms 
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of their result expected and use the measures as guide for operating the unit and assessing the 

contribution of each member. Armstrong (2009) explained that main purpose of performance 

assessment is to obtain better performance from the organization, teams and individuals by 

recognizing and maintaining performance within an approved framework of planned goals, 

principles and capabilities needed. It is a process for creating shared knowledge about what is to 

be obtained and technique to maintain and organize individuals in a way that rises of achieved goal 

in the short and long term. 

 

The researcher recommended that, better performance assessment needs good interaction between 

superiors and subordinates that sets objectives and assesses how well a given manager is achieving 

them. This interaction calls for leadership and direction skills on the part of the superior. Besides 

that, the setting of clear objective is essential for communication between managers and 

subordinates. If the process is to be successful, communication skills have to be developed and 

used by both parties. Once more, the proper setting of goals will allow staff performance 

assessment as part of an integrated process as well as creating a linkage between managers at 

various levels in the organization to increase vertical integration. Gee (2018) looked at motivation 

as though when a person takes a decision, they give attention to the individual’s personal needs, 

the desired outcome or result and the E factors (Effort, Energy, Enjoyment in attaining the desired 

outcome, Eagerness, Emotion and Expenditure).The motivation decision will depend on the 

strength of the person’s needs, the expectation that by contributing one of the Es, the individual 

will achieve one of the desired results and the extent to which  the result will contribute to 

satisfying  the person’s needs. For that case, the idea needs to be completed all the way through, 

ensuring that workers are aware of the intended result and know what has to be done together with 

commensurate rewards as well as how much E factor is needed. Similarly, if actual results are not 

known, staff will not know whether the E output was justified, so feedback on performance is 

energetic. The theory also suggested that rewards can be tied to standards. The standards can be 

variable, so a lesser expenditure of E will lead to lesser standards and hence rewards.  
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2.1.4.3 Implementation theory 

This theory was created by Meter and Horn in 1975 explaining on implementation model on 

performance assessment. Its policy originated top leaders that give the directives to the subordinate 

(implementers) to meet the goals and standard of the principles. They explained, that the 

achievement of any applied strategy depends on the level of change involved and the extent to 

which there is an objective agreement among participants in the implementation process. They 

indicated six variables in the model that are essential to the implementation process. That includes; 

rules measure and goals, resources, enforcement activity, the characteristics of implementing 

agencies, economic, social and political condition and lastly the disposition of implementers. 

 

 The achievement of the strategy depends on proper coordination of policy objectives and goals, 

the need for enforcement mechanism by superior to make subordinates comply. The features for 

implementing agency in terms of capability and size are the necessary condition for successful 

implementation. As the implementation theory proposed the accessibility of enough resources and 

specific measures and objectives are essential as creating criteria for assessing the achievement of 

policy. Meanwhile, there are certainly positively benefit occurring from the uses of management 

practice but it does not deliver as expected. Various factor always makes the process sound in the 

theory, through which solutions have to be offered for the existing problems. Thus, the effective 

implementation of staff performance evaluation system has approved problematic for many 

organizations. Consideration is required as time and resources are to be free to allow smooth and 

effective development and implementation. For that case, the achievement of implementation 

process should be performed in a way of obtaining organization set objectives with the availability 

of workers’ feedback mechanism of the process. Thus, the sufficient specific challenging and 

organizing workers will result in motivating goals. For that case, workers will do better when they 

get feedback on how well they are performing towards their goals, as it assists to identify the 

difference between what they have done and what they want to do (Allen & Robbins, 2010). It 

believed that workers participating in goal setting are more likely to accept even a difficult goal 

when they assigned by their boss. The individuals are more committed to choice in which they 

have a portion. 

 



 
 
 
 

17 
 

Additionally, the researcher has used an expectance theory after creating the topic and establishing 

the problem of the statement. The action force lead to the study performance which resulted in the 

value of the study and its perceived likelihood of the end result. The researcher has used the goal 

setting theory in setting action schedule for the whole study to be conducted and completed at the 

required time. Also, the researched has used implementation theory by using the available 

resources effectively. 

 

2.2 Empirical Literature Review 

In 2003 the UK Charted Institute of Personnel and Development (CIPD) published a study into 

the Human Resource (HR) performs, workers review and recital in 11 large UK organizations, 

including Jaguar Cars, the National wide Building Society, Selfridges (a larger and successful 

London store) and Tesco (the UK’s largest supermarket chain). The University of Bath in the UK 

had conducted the research. The study revealed that the best carefully thought through HR strategy 

was useless unless it was embraced by line managers with the skills and understanding necessary 

to engage and motivate staff. Additionally, the result of the research conducted in Jaguar Cars was 

confirmed that there was no universal best HR practice. It is all about having a broad and 

integrated, bundle, personalized to the needs of the organization. Besides that, the (Wong & 

Burgin, 1997) conducted the research on effects of staff performance in the USA. The purpose of 

the study was to identify the factors affecting staff performance assessment. He pointed the three 

most common reasons for the failure of assessing system were unclear performance criteria (83%), 

poor working condition with manages (79%), lack of assessing information on managers’ actual 

performance (75%). Other problems were a lack of ongoing performance feedback (67%) and a 

lack of focus on management improvement (50%).  

 

(Rao & Hati, 1979) researched a staff performance assessment in the public sector and the main 

objective of his study was to identify if the performance assessment was assisting the workers to 

recognize their strengths and weakness. The result of his study indicated that 98% of the 

respondents were familiar with their assessment result, which helped them to know where they 

have done better and where they need to improve. For that case, workers need to be treated well 

in working place because they are a human being and human factor need to be considered. This 
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study emphasis much on an Open Performance review and Appraisal system as it is based on direct 

commitment between supervisor and employee. Chembo ( n.d.) Conducted a study on management 

of staff performance assessment programs in Tanzania. The main objective of the study was to 

identify how well the staff performance assessment was achieved in Kwimba district. The result 

of his study revealed that OPRAS was poorly executed, some of the workers were not aware of 

the program, no feedback was given to the workers regarding their performance. 

 

 For that reason, it was hard for the staff to know the essence of performance assessment. 

Additionally, he suggested that the Government is supposed to implement enough Human 

Resource management professional in the public sector. The study indicated the importance of 

staff performance assessment as well as performance assessment feedback. Furthermore, most 

workers are pleased to have their work performance evaluated to recognize the relevance of the 

part they play in the overall pattern of the organization. Workers were also encouraged and 

motivated by positive feedback but performance management work against its rules and 

procedures (Zvavahera, 2013) conducted a study on an evaluation of the effectiveness of 

performance management system on service delivery in civil service.  

 

The result of the study indicated that the staff assessment system is not understood even by some 

of the superior managers. Thus, staff performance assessment is weak in its operations. Wayne 

(2017) explained that in the research conducted on the staffs off East Carolina University has 

shown that, workers aware of the fairness of the assessment system is connected to faith and 

fulfilment with their managers but not with the compliance with the program’s practice. Wright et 

al., (2017) argued that the staff assessment is not a result of more competent, royal workers as it is 

a naturally flew. Others refer to the system as many tasks lacking any significance. It is because 

of the level that individual views the staff performance evaluation system is inherently sailed. 

 

Laursen and Foss (2003) confirmed that, the powerful relationship between HR practices, worker 

commitment and operating performance. The study was conducted tracking organizational 

performance over three years and found that where effective HR practices were not in place, level 

of worker commitment was up to 90% lower. Wright (2018) explained that building management 
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capacity is a core component toward worker performance as well organization. For example, the 

research conducted in the UK at supermarket retailer Tesco, where 88% of staff feel loyal and 

share the company’s values, a typical section manager described their role as, mobilizing the team 

with the goal and motivating people. Borden and Yunis, (2018)clarified that, if the workers are 

confident with the fairness of the assessment practice, they likely to admit, and if they get the 

procedure as unfair and not organized and through it is unlike, that they will accept the outcome 

of the assessment practice (Cerinus & Shannon, 2014) on his study result identified that staff 

performance assessment in its operation does not improve staff performance as well as 

organization. It created a declining in performance mainly when the staff reply negative to the 

feedback received from performance assessment review. 

 

2.3 Research gap  

 The researcher has developed a case study on the application of staff performance evaluation 

system. Though a lot of researches from outside and few from inside Tanzania looked on how 

performance assessment is conducted and its outcome till now there has not been any real 

application of the system. Therefore, there is a knowledge gap on this matter and the study covered 

the gap by exploring the applicability of staff performance evaluation system in Tanzania 

electricity supply companies in Dar es Salaam Tanzania. 

 

2.4 Conceptual framework 

The conceptual framework is a research device planned to help the researcher to create the 

responsiveness and understanding of the situation under the topic and communicate. The variables 

under the study have been signified diagrammatically in Figure 2.1 to show the relationship 

between them by indicating the attractiveness of the independent variables on the dependent 

variable to rationality to the study. Independent variables are used as effective staff performance 

evaluation tools such as staff motivation, workers’ awareness on a broad objective of OPRAS and 

implementation of OPRAS. In this study the dependent variable was staff performance evaluation. 

Once again, it was the source of reducing strain, enhancing work, respectable institution 

environment, more consideration to the organization work, and organizational expansion. The 

achievement and failure of the organization procedures depend on the performance of the staff. 
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For that reason, the organization should keep on assessing the staff and provide support to them to 

get the best experience for both. 

 

 

                                             Independent Variables                Dependent Variable 

  

 

  

 

 

 

 

 

  

 

 

  

 

 

                                          Figure 2.1: Conceptual framework: (Source: Researcher, (2019)) 
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CHAPTER THREE 

3.0 Methodology 

3.1 Description of the Study Area  

The study was conducted at TANESCO offices in Ilala and Coastal zones in Dar es Salaam. This 

area was selected due to its trade and industry status within the city. The company tried to achieve 

its goals on increasing the pace of electrification for economic growth, improve people’s standards 

of life, reduction of migration to urban centers and protecting the environment by reducing tree 

felling for charcoal and firewood. In the present day, all regional headquarters and 95% of district 

headquarters in Tanzania have electricity. Additionally, existing literature shows that no study of 

this kind has ever been conducted in TANESCO Ilala and Coastal zones Dar es Salaam since 

introducing of the applicability of staff performance evaluation system through a total of 75 

respondents. For that reason, the researcher intended to identify how staff performance evaluation 

system applied to their workplace in to come out with an overall image of how staff perceives 

OPRAS. Besides, the researcher was able to recognize how the system affects the current service 

delivered to customers all over the areas. 

 

3.2 Research design 

The study used both qualitative and quantitative research approaches. The nature of the scope of 

the study was a case study-exploratory. It was based on discovering an area where little is known 

to get the proofs to be used in analyzing the situation. The researcher used a cross-sectional time 

dimension of the study, whereby data was collected just once at a period of one month. This design 

was preferred as an addition to its simplicity and it allows determination of the relationship 

between variables (Kothari, 2004). The design is further considered favorable in the situation of 

limited resources and time as was the case for the present study. 

 

 

3.3 Target Population of the study 

The population can be defined as a collection of individual or items possessing a common 

characteristic (Kothari, 2004). The study targeted all TANESCO staff who have been in the work 

for more than two years and assessed at least twice. The population for the study was 300 workers. 
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The population in this study involved six departments which are Human resource and 

Administration, sale and marketing, accountant, Engineering, and customer care. 

 

3.4 Sampling frame 

It is a list of all the items in the population. The sample frame was obtained from six departments 

which are Human resource and Administration, sale and marketing, accountant, Engineering, and 

customer care. There were total of 300 workers and sampled number of 75 respondents in this 

study as follows. 

Table 3.1: Units of inquiry 

Category of staff 

/respondents 
Sampling frame Sampled number % of  sample per frame 

Heads of department 18 5 7 

Human resource  19 15 20 

Engineering department 137 28 37 

Customer care & 

Administration 
46 15 20 

Accountant 20 8 11 

Marketing and Sales 60 4 5 

Total 300 75 100 

 

Source: Research data, (2019). 

 

 

 

 

 



 
 
 
 

23 
 

3.5 Sample size 

 A sample size of the study should neither be large nor small so that the representative of the 

population can be attained. In this study, a sample size of 75 staff at TANESCO was used. This 

sample was selected due to time and cost factors.  Therefore, Yamane’s formula was used to 

calculate optimum sample size of the study. This formula was developed by Yamane (1967). The 

Yamane formula is given by: 

                           n =  
𝑁

1+𝑁 𝑒2
 

Where n = sample size 

N = Population size = 300 

e = Precision level = 0.1 

Therefore, the sample size of this study is calculated as follows; 

            n =    
300

1+300× 0.12  = 75 

The choice of this sample size aimed at ensuring that the sufficient numbers of respondents were 

included for meaningful analysis as shown in Table 3.2. 

Table 3.2: Distribution of sample 

Type of Department Total number 
Sampled 

number 
Percent % 

Sampling 

method 

Heads of department 18 5 7 Purposive 

Human resource  19 15 20 Purposive 

Engineering department 137 28 37 Purposive 

Customer care& 

Administration 
46 15 20 Purposive 

Accountant 20 8 11 Purposive 

Marketing and Sales 60 4 5 Purposive 

Total 300 75 100  

Source: Researcher (2019) 
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3.4.2 Sampling procedure 

Sampling technique refers to the method of selecting a sample from a population (Kothari, 2004). 

It is believed that if a sample is chosen carefully using the correct procedure, it is then possible to 

generalize the result to the whole of the research population. The researcher has used a non-

sampling technique known as a Judgmental or purposive sampling technique to attain the 

appropriate respondent. The selection was purposive because only those staff who involved in the 

office for more than two years and assessed at least twice was been considered for sampling. By 

using identified criteria leaders from each department respondents were selected. This was done 

with the help of a department head within the study area. Therefore, the study involved a total of 

75 respondents. The choice of this sample size aimed at ensuring that the sufficient number of 

respondents were included for meaningful analysis. Five managers were purposively interviewed 

based on the position they held with the proposed study, these were senior zone human resource 

specialist, zone manage, Regional manager, District manager and Plant manager dealing with 

TANESCO operations. 

 

3.4.3 Convenience sampling 

The researcher selected the respondents based on their availability and willingness to respond. The 

nature of the study allows using the workers that it happens being able to assess them. Basing to 

the different work schedules the application of this method was necessary for those employees 

who research met them. 

3.5 Data collection Techniques 

To enable attainment of the study’s general and specific objectives primary data was collected. 

Primary data, in short, refers to raw actual data that is collected by the researcher from subjects, 

objects or other units of measurement. Primary data for the study was collected using a structured 

questionnaire with open and closed-ended questions (Appendix2 and 3). The questionnaire was 

closed –ended whereby responses were provided for the respondent to tick the answer and open-

ended whereby respondent provided his or her views. This type of questionnaire was used to 

standardize the type of data collected and the procedure used in collecting the data. 
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3.5.1Questionnaire 

It can be defined as an instrument consisting of a series of questions prompts to gather information 

from respondent (Locke & Latham, 2013). The study used questionnaire as the main instrument 

of data collection, it was collected from larger number of people within a short period and it was 

designed to ensure the study’s specific objectives were achieved. The questionnaires were 

designed to capture workers’ demographic characteristics, all OPRAS objective performed by the 

staff member and their contribution to the use of staff performance assessment. The study 

interviewed other authorities for background information. The managers were interviewed to 

obtain more information on the benefit and potential of staff performance assessment. 

 

3.5.2 In-depth interview 

An interview guide is a set of questions that  the interviewer asks when interviewing (Dworkin, 

2012). In this study in-depth interview was used where the questions were asked in a consistent 

order. It was used to extract views of staff on the applicability of staff performance evaluation 

system in its day to day operation. A total of nine respondents were involved in Focused group 

discussions (FGDs) to supplement the information obtained through the use of the questionnaire 

and there were two groups involved in the discussion from department leaders and non- department 

leaders. The FGDs aimed at collecting information concerning staff performance assessment and 

the use of assessment results. The FGDs involves four to twelve participants depending on the 

interviewer’s skills and subject matter (Grim, Harmon, & Gromis, 2006). Therefore, five heads of 

departments and four workers were interviewed to obtain views on the application of staff 

performance evaluation system. 

 

3.6 Data Analysis  

The descriptive statistics were used to analyze the data collected from the questionnaire for all 

specific objectives, where frequencies and percentages were determined. Further analysis was 

done for all specific objective, through inferential statistics where significant of variables were 

obtained. Likert scale was used to measure altitudes of the respondents for objective number three. 

Also the direct quotation of the respondent’s opinion was cited to support key point. 

Regression model: Y = β₀ + β₁×₁ + β₂×₂+ β₃×₃ +βn×n…………+ ei 



 
 
 
 

26 
 

Where Y = Staff performance evaluation 

×₁=Workers motivation 

×₂=Workers awareness of broad objective of OPRAS 

×₃= Implementation of OPRAS 

β₀= Constant 

β₁=Coefficients 

Ei=Estimated error 

 

3.7 Validity 

The validity is the level to which the equipment used during the study, measures the topic planned 

(Golafshani, 2003). The study was conducted both external and internal validity. External validity: 

It addresses whether research explains or measure what the researcher said to be measuring or 

explaining (Noble & Smith, 2015). The study was well conducted and all of the respondents were 

able to answer all questions and bring back the filled questionnaire. The researcher was much 

supported by department head to ensure the required data was obtained. From the study, the 

improvements were made and the tools were used for data collection. Internal validity: It refers to 

the reliability of the dimension of some event over relatively short period (Heale & Twycross, 

2015). In this study, internal validity was done through identifying the unit of analysis and creating 

the conceptual framework as shown in Fig 2.1. This happened when the event was measured over 

related short period.  

 

3.8 Ethical issues  

A researcher who is conducting human subject research should be aware of the ethical issues. 

Research needs to submit a research ethics application for approval before the research. The 

researcher was ethically bound to respect the participant’s human dignity, free and informed 

consent, privacy and confidentiality, justice and inclusiveness. Before the study the respondents 

were informed about the nature, purpose and procedure of the study. The respondents were free to 

answer   specific questions and withdraw from the study at any time for any reason. For that reason, 

the researcher did not press for answers to questions that may discomfit the respondents. 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.0 Descriptive analysis 

4.1 Reliability of the study 

The study used cronbach’s Alpha to test the reliability of data. According to Gliem & Gliem, 

(2003) recommended that for a scale to be reliable the cronbach’s alpha should be above 0.6. 

Table 4.1: Reliability statistics 

Cronbach’s Alpha Cronbach’s Alpha Based on 

Standardized Items 

No of Items 

.785 .791 4 

 

The finding of the study indicates the cronbach’s Alpha of 0.785 which is acceptable for further 

data analysis. 

4.2 Respondent’s summary 

Table 4.2 represents the respondent’s summary such as age, gender, education level, working 

experiences, departments and professions for the staff working at different sections in Ilala and 

Coastal zones of TANESCO in Tanzania mainland. 

Table 4.2: Respondent’s summary (n=75) 

Demographic Category Frequency Percentage (%) 

 

Age 

 

 

 

 

21-35 years 

36-55 years 

56 years + 

 

 

 

20 

42 

15 

 

 

 

26.7 

56.0 

17.3 

 

 

Gender 

 

  

Male 

Female 

 

 

45 

30 

 

 

   60.0 

                             

40.0 
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Demographic Category Frequency Percentage (%) 

Education Level 

 

 

 

Certificate 

Diploma 

Advanced Diploma 

Degree 

Masters 

PHD 

 

 

7 

18 

24 

18 

5 

3 

 

 

9.3 

24.0 

32.0 

24.0 

6.7 

4.0 

 

 

Working experience 

 

 

 

 

Less than 3 years 

4-5 years 

6-10 years 

11 years + 

 

 

4 

27 

37 

7 

 

 

5.3 

   36.0 

   49.3 

 9.3 

 

 

Departments 

 

 

 

 

 

Human Resources 

Administration 

Engineering 

Customer Care 

Sales and Marketing 

Accountants 

 

 

15 

2 

31 

15 

4 

8 

 

 

  20.0 

  2.7 

   41.3 

  20.0 

5.3 

10.7 

 

 

Professions 

 

 

 

 

 

Engineer 

Human Resource 

Accountants 

Administrator 

Business Developers 

 

33 

11 

13 

14 

4 

 

44.0 

14.7 

17.3 

18.7 

5.3 

 

Source: Research field data, (2019) 

 The results from the study (Table 4.2) shows that 42(56%) of the respondents were between 36 

and 55 years, the mean age was 46 years, while only 13 (17.3%) of the respondents were above 56 

years. This show that all respondents were above the age of 18 years and they were capable of 

responding to questions accurately. This is because older workers are less active in production and 

other activities such as coping with new technology and they work much more slowly as compared 

to a more active young employee. Thus, most of the organization’s by-laws require the employee 

to be 18 years and above. The findings indicate that 45 (60%) of the respondents were men and 30 

(40%) were women. For that reason, both men and women in the organization were not benefited 
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from their performance results. Additionally, gender equity was considered to both men and female 

and was given equal chance during the study. 

The findings indicates that about 24 (32%) of the respondents had Advanced Diploma education 

and about 18 (24%) of the respondents had a Diploma and first-degree education whereas 7 (9.3%) 

had a certificate education and 5 (6.7%) had a master degree education while 3 (4%) of the 

respondents had a Ph.D. education. The result suggests that the majority of the respondents in the 

study area had modern education level which are advanced diploma, first degree, masters and 

Ph.D.  

This can enable them to increase organization productivity and it’s the time for the organization to 

introduce the application of staff performance assessment related pay. Andrews, Boyne, & Walker, 

(2006) explained that, being knowledgeable of something increases the ability to control one’s 

source of revenue. Therefore, high education level in an organization emphasizes the use of staff 

performance evaluation system. The study decided that the level of academic literacy could imply 

the implementation of the introduced system on the use staff performance assessment. The findings 

indicates that, the respondent differed with regards to their working experience, whereby just over 

37 (49.3%) of the respondents had working experience between 6 and 10 years, while 27 (36%) of 

the respondents had working experience between 4 and 5 years and 7 (9.3%) of the respondents 

had been in work for more than 11 years, whereas 4 (5.3%) of the respondents had been in work 

for more than 2 years but less than 3 years. Linton & Bryngelsson, (2000) stated that, working 

experience is the factor that is closely related to performance assessment. Armstrong, (2009) 

explained that the more working experience of workers will lead to innovation and high-

performance results. The workers will expect to uphold company reputation, work hard, to loyal 

and honest. Therefore, the government needs to provide pay according to performance, provide an 

attractive benefits package, training and development and promotion opportunity. The 

organization should establish the use of a staff performance evaluation system in day to day 

operations. 

The respondents were required to identify their working departments. The result collected shows 

that 31 (41.3%) of respondents were working in the engineering department while15 (20%) of the 

respondents were working under Human resource and Customer care departments, whereas 8 
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(10.7%) of respondents were working in accounts department and 4 (5.3%) of the respondents 

were working under Sales and Marketing departments, 2 (2.7%) of the respondents were working 

under Administration department. This indicates that the majority of the respondents were from 

engineering department and it is an active department for the organization performance. Therefore, 

it is the time for the introduced topic to be practiced in the organization. 

The findings shows that, 33 (44%) of the respondents were Engineer by profession whereas, 14 

(18.7%) of the respondents were Administrator by profession and 13 (17.3%) of the respondents 

were an accountants while 11(14.7%) of the respondents were Human resource by profession and 

4 (5.3%) of the respondents were Business Developers profession. This indicates that, there is a 

relationship between the staff performance evaluation and respondent professions. The worker’s 

profession leads to individual capability in work and it is easy for them to cope with the new 

technology as well as increasing career development.  

4.3 Workers motivation for those whose performance is high or low after OPRAS being 

applied at TANESCO 

 The study findings have identified the motivation concerning the OPRAS activities into four 

groups. First, those items that motivate staff in the organization, second, those item that considers 

being the success of the OPRAS towards workers’ motivation, third, the weakness of the OPRAS 

towards workers’ motivation and fourth, workers’ motivation through OPRAS as narrated in the 

following sub-sections. 

Table 4.3: Respondents Motivation items (n=75) 

Category Frequency Percentage (%) 

 

A better environment 

Recognition from others 

Security of various sorts 

Learning and growth 

 

22 

30 

11 

12 

 

 

 

29.3 

40.0 

14.7      

16.0 
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Category Frequency Percentage (%) 

Self-involvement 

Goal setting 

Performance assessment interview 

Creation of user friendly procedure 

32 

17 

23 

3 

 

42.7 

22.7  

30.7 

4.0 

 

 

Failure to develop value 

Failure to provide material rewards 

 

 

29 

46 

 

 

38.7 

61.3 

 

NO 

Yes 

 

 

57 

18 

 

76 

24 

 

Source: Research field data, (2019) 

The findings from the study (Table 4.3) shows that, 30 (40%) of the respondents were motivated 

by recognition from others while 22 (29.3%) of the respondent were motivated by better 

environment, 12 (16%) of the respondent were motivated by learning and growth as well 11 

(14.7%) of the respondents were motivated by security of various sort. The study, observed that, 

workers are working hard to meet their goals as well as the organization goals, because they are 

fearful to be terminated, but they are not motivated in the organization. One of the staff from the 

engineering department during the interview gave opinion that; 

“The motivation is strongly linked to pay because, in many cases, the harder we work (such as 

overtime), the more reward we get in term of money but it is not applied in our organization 

rather than to be recognized by supervisors for the achievement and quality of work as well as 

provided with an increased responsibility as a reward for successful work effort.” 

Furthermore, the result from the informant respondents indicated that most motivation item applied 

in the organization was recognition for achievement followed by the advancement and opportunity 

for psychological development. With respect to this study, the application of staff performance 

evaluation system has shown that many workers were not motivated at a reliable time, but were 

given increased responsibility as a reward for successful work effort and being recognized by 

supervisors for achievement and quality of work as well as opportunity for emotional development 

in the work role and growth. The findings presented seemed to be true to the observation, although 
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there was unlike view between the workers and supervisors on the sensitivity of motivation in the 

application of staff performance evaluation system at TANESCO.  

The interviewed employees have come out with the evidence that they were working hard to meet 

their goals as well as the organization objectives but they gained less in return for work and reward. 

Hereafter, they felt the application of staff performance evaluation system was incorrect and unfair. 

On the contrary to that, the interviewed supervisors explained that, workers are the most valuable 

and expensive resource in the organization but it is very difficult to manage them as they possess 

different talents and each reacts differently in different circumstances. For that case, it creates 

problems for the organization, for instance, the staff may work well one day but not the next or 

may cope with pressure one day but fail to cope the next day. 

This study had come up with the suggestion that, the government sector value another factor more 

valuable highly at the irregular time than financial reward and accept low pay in exchange for 

more valuable work. Similarly, Herzberg, (1971) explained that it is important to understand the 

motivational factor-related pay and material reward. He acknowledged the short term motivational 

impact of a pay rise or improvement in working conditions. However, these are short existed, once 

the motivational factor-related pays are enhanced, the workers would return to their original level 

of output. 

 In Herzberg’s, word; 

” a reward once given becomes right”. 

Therefore, to achieve genuine long term motivation, it is necessary for the organization to focus 

on the motivation related material at a consisted time. On the other hand, Gaebelein & Taylor, 

(1971) argued that the workers should have the same goals as the organization and to achieve this, 

the scientific management approach such as planning, carry out time and motion study, incentives 

schemes and bonus payments, providing good working condition and training to organization and 

management should be accepted by all as the best way to operate and it would result in everyone 

getting what they wanted, high pay, and high profit. For that reason, the government sector should 

first appreciate the need of the staff and their motivation to work.  
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It is a mistake to think that everyone felts the same about the work or organization. In that case, 

the government should introduce both financial and non-financial rewards, although the financial 

reward is the most significant element and it represents a major cost to an organization, for most 

organizations, it is their largest cost. Conversely, the reward is about more than simply pay. The 

researcher examined that workers look to work for more than money, they want other element as 

well, such as social, security, developmental, a structure to daily life, health insurance and 

economic. Also, the high-performance working approach is specifically designed to enhance the 

discretionary effort employees put into their work and fully utilize the skills that they possess. It 

needs to be underpinned by ideas of people management that emphasize autonomy, participation 

and learning (Wright, 2018). 

This approach would help the organization to increase staff motivation, job satisfaction and 

commitment including increased earnings potential for employees and making workers more likely 

to say a’ great place to work’. The findings of the study (Table 4.3) indicated that,32 (42.7%) of 

the respondents were involving in decision making while 23 (30.7%) of the respondents had been 

encouraged by use of performance assessment interview, and 17 (22.7%) of the  respondents were 

pointed out that, through OPRAS, they were able to participate in goal setting as well as giving 

out their view and 3 (4%) of the respondents showed that the system has tried to establish the user-

friendly procedure in the organization. The study result indicates that, OPRAS has achieved to 

involve staff in decision making and increasing participation. Although one of the respondents 

argued that, management tell us of their decisions on a need to know basis, so there is limited 

participation, with the flow of information being mostly one way. The finding was confirmed by 

one of the staff from administration department during the study who said that; 

“We always get information from team briefings, some nice to know information is provided 

and there is some tightly controlled upward communication”. 

 Other successes as explained by one of the manager include; some of the human resource manager 

use the performance assessment result in promotion, termination, training, in decision making and 

purpose for the reward. 
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 The finding showed that 46 (61.3%) of the respondents were pointed out the failure to provide 

material rewards and 29 (38.7%) of the respondents indicated the failure to develop performance 

value. The findings from the study indicates that OPRAS has failed to provide material rewards 

such as high wages as well as developed performance value. The result implies that workers are 

selling their knowledge skills and expertise for the greatest reward. However, some value another 

factor more highly than financial reward and accept lower pay in exchange for perhaps or a more 

valuable job. One staff from engineering department during interview stated that; 

“To satisfy basic human wants, we must earn money as a result, we offer our skills in return 

for work and reward”. 

The findings from the study (Table 4.3) shows that the majority of 57 (76%) of the respondents 

were not motivated by OPRAS whereas 18 (24%) of the respondents were motivated by OPRAS. 

This study suggests that providing incentives for achieving desired levels of performance is very 

significant in an organization. The findings from the study indicate that not all high producing 

workers are happy and that not all low producing workers are unhappy. One staff from Sales and 

Marketing department during the interview gave an opinion that; 

“To become a successful motivator of others, you must learn to concentrate on the certain factor 

that makes workers feel good about themselves, their role and the organization”. 

The findings from the study (Table 4.3) pointed out that, the worker’s performance were assessed 

but there were no basic pay as well as performance pay. However, the organization created a way 

of saying well done to the high worker’s performance through increasing activities and recognition 

for best work performance. In a discussion with some of the supervisors about motivation items, 

they explained that the government has tried to make their working environment better, for 

example previous, they were not using computers but currently, they are using computer and other 

modern tools. Additionally, they argued that giving workers a reason to decide to do something 

and there is a better way than bribes and punishments. One of the manager from human resource 

department through focused group discussion stated that; 
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“Created an environment where staff will become self-motivated, help them to find the 

incentives from within themselves to work towards their own goals and rewards”. (Manager 

from human resource department interviewed on 18, April, (2019)). 

 

4.4 Workers awareness on the broad objective of OPRAS implementation at TANESCO 

Previous, the study studied by Wart, (2019); Gupta, (2001); Armstrong, (2009) and Jordan, (1992), 

documented that, the information on which objectives are set comes from subordinates, who place 

very firm constraints on action. The study focused on how workers rate awareness of the OPRAS 

objectives in the organization, challenges of implementing OPRAS in TANESCO, OPRAS 

achievement towards its planned objective of workers’ development and whether the staff 

performance evaluation system improved the staffing relationship with supervisors. 

Table 4.4: Workers awareness on the broad objectives of OPRAS (n= 75) 

Category Frequency Percentage (%) 

 

Good 

Average 

Poor 

Very poor 

 

12 

53 

6 

4 

 

16.0 

70.0 

8.0 

5.3 

 

 

Not linked reward 

Not focused on 

 

Appraiser inexperience 

 

 

28 

39 

 

8 

 

 

37.3 

52.0 

 

10.7 

 

 

NO 

Not achieved 

 

 

 

19 

56 

 

 

 

 

25.3 

74.7 

 

 

Somehow 

No, does not 

 

26 

49 

 

34.7 

65.3 

 

Source: Research field data, (2019) 

The study results (Table 4.4) indicates that, about53 (70.7%) of the respondents were rated 

workers’ awareness of the OPRAS objective in organization as Average while 12 (16%) of the 
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respondents were showed Good while 6 (8%) of the respondents were identified Poor and 4 (6%) 

of the respondent were indicated Very poor. The study detected that some of workers are not clear 

on OPRAS objectives. The finding from the study indicates that OPRAS objectives are not clear 

and understandable to the workers due to the environmental changes as indicated in the quotation 

obtained from one staff from sales and marketing department during interview as narrated that; 

 ‘…The organization work in a dynamic environment over which they have only limited 

control. Environmental changes can have sudden and significant effects on OPRAS objectives 

prepared under different circumstances’. (One of staff from Sales and Marketing department 

interviewed on 17th April, (2019)). 

The findings show that OPRAS introduced objectives which are not fully understood and it 

generated into just another means of checking up on people. It is objective settings are not realistic 

and precise. Similarly, to that, the objectives are not constantly reviewed and updated to cope with 

changing situation and environment. Contrary to the finding of the study, Jordan, (1992) explained 

that, it is very essential for the workers to be involved in setting goals in to get the commitment. 

Thus, the workers need to be informed on rules and procedures to be involved in work as well as 

action to be taken on misuse of it.  

 

 The findings from the study show that there are challenges in implementing OPRAS in 

Organizations. All workers responded to this question (Table 4.4). Out of 75 respondents 39 (52%) 

they said not focused on development whereas 28 (37.3%) of the respondents said not linked to 

reward and 8 (10.7%) of the respondents said appraiser inexperience. In the discussion, the 

respondent argued that it is not easy to avoid some of these problems but we can and should be 

aware of them and use it for the effectiveness of staff assessment. Likewise, one of the staff from 

human resource department during the interview said that; 

“Every effort should be made to make clear, rational assessments of the employee as 

complete individual”. 
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The finding of the study indicates that still there is a problem in realizing OPRAS in TANESCO. 

The participants in the study complained about challenges that arose at the time they were assessed. 

One of the worker from accounts department during the interview said that; 

“My supervisor knows nothing about how to conduct staff assessment”. 

The management obtains higher output and profit from staff performance but they did not consider 

higher pay to the staff. One of the staff from engineering department during focused group 

discussing has said that; 

’… I have no alternative and I do not know when this problem will end. There is no connection 

between work performance and desired outcome ‘. 

 

The result collected pointed out that, 56 (74.7%) of the respondents, they said OPRAS did not 

achieve its planned objective of workers’ development and 18 (25.5%) of the respondents said No. 

The findings show that OPRAS objectives have to be constantly reviewed as it is on-going 

technique but it is not performed as it is supposed to be. One of the staff from the administration 

department during interview said that; 

.” I am sure my director is not performing it”.  

One of the staff from engineering department during focused group discussion said that;  

“Time spend setting objectives, filling in records and consulting with supervisors, would be 

better spent getting on with the job itself”. 

The findings indicate that the OPRAS has its objectives towards workers development but it did 

not manage to implement, monitoring and controlling. On the staff from accountants’ department 

during interview gave an opinion that; 

“Appraised staff must be given the training and development identified (compatible with 

opportunity and funding)”. (One of the staff from accountants department interviewed on 10th 

April, 2019). 
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One of the staff from administration department during interview said that; 

“OPRAS has introduced staff performance evaluation system and its working in some areas as 

its financial plan is not real”. (One of the staff from administration department interviewed on 

16th April, 2019). 

 The finding from the study shows that 49 (65.3%) of the respondents said, No, does not and 26 

(34.7%) of the respondents said, somehow. The study perceived that the staff performance 

evaluation system did not improve the relationship with supervisor instead it brought fearful to 

staff. Similarly, in discussion with one of informant argued that some of the supervisors use 

assessment skills and techniques all the time, otherwise they are unlikely to be good line managers. 

One of the staff from engineering department during interview stated that; 

“My supervisor is just keeping on eyes on what the top leader asks him to perform”. (One of the 

staff from engineering department interviewed on 18th April, 2019). 

The study indicates that almost all of the respondents were aware of the assessment practice with 

little knowledge about the broad objectives of OPRAS implementation at TANESCO. Workers 

were not familiar with the assessment objectives of OPRAS as well as real benefit of it. The 

researcher found out that workers were not bound to the organization by a belief that personal 

objectives can be worse attained by enabling the organization to fulfil its objectives. For this 

reason, the organization is more likely to upshot in having a less motivated workforce. Thus the 

staff desire to achieve cannot facilitate the company’s performance objectives. Wright et al., 

(2017), believed that workers respond more positively when they feel more in control of their 

destiny. It is the fact that workers felt in control made them work more effectively as well as 

increased productivity and reduced defect rates. Additionally, the interviewed staff explained that 

their supervisors were not well conducting the assessment as they were doing what they have been 

directed by their boss.  

Thus, most of the time, it created the conflict among them and there was no good relationship with 

their manager. The study findings indicated that the OPRAS planned implementation budget was 

not real. That’s why is very difficult to ensure that, all concerned know how well or badly they are 

doing in achieving their objectives. Likewise, OPRAS fails to focus on planning for the assessment 
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result rather than merely planning how work is to be done. Laursen and Foss (2003), argued that 

there are certain key areas in which objectives should be set in productivity, physical and financial 

resources, profitability, manager performance and development, workers performance and 

development together with public responsibility. 

Therefore, OPRAS objectives should be practical use to the organization to be allotted to an 

individual, with each employee having a set of objectives and each objective the responsibility of 

an individual. In doing this, the exact purpose of the work is identified and the way each work fits 

into the overall structure of the organization is recognized. Also, it is process pinpoints the key 

areas essential to the organization achieving its objectives. Besides that, the respondent confirmed 

that objectives and goals are not passed down as orders from the top, but are negotiated between 

subordinates and their manager. Thus, it is important that all concerned accept that the objectives 

set are realistic. OPRAS objectives and targets should be accurate and whatever possible, 

measurable. To sum up, despite certain dangers and problem of OPRAS objectives, when properly 

deployed, can be a useful management technique for managing staff and organization 

performance. However, it cannot be introduced” on the cheap”, and needs adequate resources and 

the full commitment of all concerned. 

4.5. Gaps in implementation of OPRAS by TANESCO as a tool for the workers’ 

performance assessment 

The gaps in implementation of OPRAS by TANESCO were measured using a Likert scale which 

had 6statements during collection of data. The data collection process was carried out in the 

following departments with their respective number of people participated in each department; 

Human resource (15), Engineering (28), Accountants (8), Sales and marketing (4) Administration 

and Customer care (15). Every respondent was asked to indicate if he or she strongly disagree (1), 

somewhat disagree (2), Neutral (3), somewhat agree (4), Strong agree (5) with each item of the 

scale. The responses were grouped into three categories, strong agree and somewhat agree were 

regrouped into agree; strongly disagree and somewhat disagree were regrouped into disagree 

whereas neutral was left to stand alone. A total of six (6) statements were constructed to show the 

frequency of gaps in implantation of OPRAS by TANESCO as a tool for the worker’s performance 

assessments. 
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Table 4.5: Gaps in implementation of OPRAS by TANESCO (n = 75) 

Statement Agree Neutral Disagree 

 

 

OPRAS is good, but its implementation need 

some improvement to meet the expected goals. 

 

Lack of support from supervisors has minimized 

the efficiency of the OPRAS process. 

 

Lack of training has minimized the efficiency of 

OPRAS process 

 

Setting of unrealistic budget has created failure 

to meet the required resources for the whole 

process of OPRAS 

 

The information generated through staff  

performance evaluation system was used for 

decision making e.g. Promotion, confirmation, 

termination, training among others 

 

Staff performance evaluation system was 

conducted timely as required by law 

 

 

 

75 (100) 

 

 

74 (98.7) 

 

 

70 (93.1) 

 

 

75 (100) 

 

 

 

 

69 (92.1) 

 

 

 

1 (1.3) 

 

 

 

 

 

0 (0) 

 

 

1 (1.3) 

 

 

5 (6.9) 

 

 

0 (0) 

 

 

 

 

1 (1.3) 

 

 

 

0 (0) 

 

 

 

 

 

0 (0) 

 

 

0 (0) 

 

 

0 (0) 

 

 

0 (0) 

 

 

 

 

5 (6.6) 

 

 

 

74 (98.7) 

 

 

 

Note: Number in brackets refers to percentage of respondents responding to the particular 

question. 

Source: Research field data, (2019) 

The findings (Table 4.5) shows that all the respondents, 75(100%) had the perception that OPRAS 

is good but it is implementation needs some improvement to meet the expected goal. Mayne (2017) 

identified the important of having a real budget toward staff assessment practice to meet workers 

requirement and other needed resources. One of the manager from human resource department 

during focused group discussion said that; 
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“OPRAS is the one of the practical system which after it is consideration and implementation 

contributes to staff performance as well as staff developments in respective government 

organization” 

The findings show that, 75 (100%) of the respondent were agreed with the statement that, setting 

of unrealistic budget has created failure to meet the required resources for the whole process of 

OPRAS. The study indicates that, forcing workers to work hard without getting a reasonable 

reward could increase dictatorship. One of the staff from engineering department during interview 

said that; 

“Imposing the system to workers who are not well informed is going against the individual rights 

to make developing decision”. 

Besides, the system should consider obtainable objective but challenging enough to provide 

motivation. The OPRA has to be quantified as much as possible so that they may be used for 

control purposes. Once again, manages, said, they were conducting the staff performance 

evaluation once in a year due to time factor and others, said they were assessing staff once in a 

year due to financial factor. OPRAS needs to be realistic about what it has planned to do in the 

organization. Monitoring of the progress is required for the good performance of the system as 

well as coping with an environmental change. Wright (2018), explained that environment and time 

had changed, therefore staff assessment process has to change to an annually assessment process. 

The finding indicates that, staff was assessed traditional assessment in which employees were 

evaluated once in a year while they need regular feedback, example daily or week. The study had 

come up with, the sense that continuous assessing workers performance is operational whereas 

annual assessment is strategic. One of the manager from human resource department during 

interview stated that; 

“The value of the annual, bi- annual or quarterly appraisal is to step back from the day to day 

decision making and take a wider look at what is happening and what needs to happen in the 

future if things are to be done better”. (Manager from human resource department, interviewed 

on 18th April, (2019)). 
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The findings show that, 74 (98.7%) of the respondents agreed that the lack of support from 

supervisors has minimized the efficiency of the OPRAS process. OPRAS is the system that is fully 

owned by the targeted manager. It needs to be done with sensitivity as well as having a clear focus 

and openness if it is to bring positive effect on the organization result. In addition to that, 70 (93.1% 

of the respondents were agreed that the lack of training has minimized the efficiency of the OPRAS 

process. This indicate that as the learner gains experience, the range and complexity of the tasks 

they can undertake without detailed guidance increases. One of the staff from engineering 

department during interview said that; 

“Learning on the job provides learners with experience that is a combination of work-based 

knowledge and the development of skills”. 

Study findings indicates that 69 (92.1%) of the accessed TANESCO workers agreed with the 

statement that the information generate through staff performance evaluation system was used for 

decision making e.g. promotion, confirmation, termination, training among other. This study 

pointed that the applicability of staff performance evaluation system is very essential for managing 

workers in an organization. Similarly, one of the respondents proposed that the application of 

OPRAS should be well implemented in organization. One of the staff from human resource 

department during focused group discussion said that; 

“Application of OPRAS in government organization will encourage workers performance, 

motivation and another goal that can be imposed on the system”. 

Generally, the study perceived that the government should facilitate OPRAS to access better 

working tools and reach targeted goals. One of the staff from administration department during 

interview said that; 

“Principles that govern OPRAS operation does not encourage staffs from government sector, 

since the two systems have different operational guidelines”. 

The respondents were required to specify other gaps and 60 (80 %) of the respondents were agreed 

that, there were gaps in discussion and settle upon solution, giving feedback and rewards as well 

as providing resource needed and monitoring process. The respondents from the study identified 
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that OPRAS is good need some improvement to meet expected goals. They argued that the system 

in the public organization failed to conduct discussion and settle upon solution, provide feedback 

and rewards as well as resources needed and monitoring progress. For that reason, OPRAS 

involves action on the part of both workers and the supervisors. Since the absence of action by 

management can render the whole process ineffective. Workers often need support, advice and 

guidance to achieve new targets, particularly where they are especially challenging and it is 

management’s role to ensure that support is available. In addition to that, workers explained that 

OPRAS is reactive and not proactive to problems.  

This implies that once the assessment is done, the management is leaving everything until the next 

appraisal in perhaps a year’s rather than monitoring progress on a formal and informal basis. The 

action plan may also require management to take action themselves, for instance, to provide 

training, to make adjustments to job descriptions and to obtain new equipment. Basis on the study, 

the researcher found that, the success staff performance assessment system needs mutually 

trusting, respectful and developmental between the workers and supervisor. Unfortunately, the two 

parties are human beings, with all the faults, notions and characteristics of individual personality 

and subject to the normal problems of being able to communicate effectively. 

 Thus, the problem raised from the system is not recognized and addressed within appraisal 

schemes. Also, the interviewed respondents clarified that, the act of completing a careful and 

thorough appraisal is a source of motivation, with a consequent enhanced interest and commitment 

to the job and the organization. 

 However, this is not happening to their day to day operation and it’s a reason why staff assessment 

is often criticized as providing no added value and is merely a bureaucratic imposition from the 

personnel department. Staff assessment needs to be horizontally integrated into management 

development, reward and linked with processes for personal as well as vertical integrated with the 

organization’s mission, vision and plans. Therefore, the organization should focus on the 

individual’s performance in the work as well as discussing improving performance in the work in 

the future, the process provides a natural forum for considering where they may be going in the 

future, from both the organization’s perception and in the context of the workers own aims and 
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objectives. Once again, the workers needs to be given every opportunity to develop their skills and 

knowledge, ready for eventual promotion and increases in responsibility. 

General information obtained from manager 

 The findings of the study from interviewed five managers indicate that, the managers could 

provide information to the individual staff and team to make them aware of the broad objectives 

of OPRAS in the staff assessment of the work. This indicate that at lower levels, workers can have 

more control through autonomous team working. One of the managers from human resource 

department during interview said that; 

“…We as a management team, we always come up with ideas and take them to employees or 

their representative for their views. In the end, the decision making power remains with 

management as well as consultation may exist if the management have already made up their 

minds”. 

The result from five interviewed manager show that mangers are aware of the area to improve 

toward staff performance evaluation system and they mentioned, developing performance value 

and goal settings. Also, it indicate that workers had been assessed on their performance but the 

management did not value their performance. In that case, measurement of the value of the work 

in terms of economic contribution to the organization should be implemented. Likewise, one of 

the leader from engineering department interviewed during the study said that; 

 “…The worker is a set targets of achievement which results in points being awarded on an 

incremental basis. These can be tied in to annual performance review and appraisal systems”. 

The finding of the study show that the staff performance evaluation result can be used for 

promotion, termination, training, decision making and purpose for reward. One of the five 

managers from human resource department during interview said that; 

“Staff performance evaluation result can be used for provision of package of benefits beyond 

pay to attract and retain staff, including both monetary and non- monetary reward such car 

allowance, medical insurance, sickness pay, flexible working hours, educational facilities and 

study leave “. (one of the manager from human resource department interviewed on 17th, April, 

(2019)) 
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 The findings of the study from five interviewed manager indicates that the staff whose 

performance was above expectation were recognized by supervisors and were given an increased 

responsibility as rewards. This indicates that, employee was evaluated and their performance tends 

to be above company expectation but was given an increased responsibility as a reward. It is the 

time now for the government to rethink on their reward strategies. One of the five manager from 

administration department during interview said that; 

“It is recognized that people are a key source of sustainable competitive advantage and focuses 

on what employee’s value in the total work environment”. 

The findings from five interviewed manager indicate that the staff whose performance was found 

to be below the expectation, the management had to look for causes, provision of the warning letter 

and it was a case for training preparation. The findings show that the application of staff 

performance evaluation system is very important to the organization as it help the HR department 

to identify the staff whose performance is below expectations as well as the action to be taken. 

One of the five manager from engineering department during interview said that; 

“The staff performance evaluation system helps us to identify workers individual learning 

requirement and to be discussed at the annual assessment interview”. (One of the manager 

interviewed on 19th April, (2019)). 

Also, through the interview one of the leader proposed that the staff performance evaluation system 

should continue in day to day operation even if it will not be formal. One of the five manager from 

human resource department during interview said that; 

“ In the absence of a formal assessment process, by examining an employee’s individual output 

and quality records can help to identify the need of individual training  and other 

requirements“. 
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4.6 Inferential statistics 

Table 4.6 represents the correlation results of the workers’ awareness, OPRAS implementation 

and workers motivation. The results are as follows: 

Table 4.6: Correlation analysis result 

Workers                Pearson Correlation 

Awareness            Sig. (2 tailed) 

                              N 

                           1 

 

                          75 

OPRAS                Pearson Correlation    

Implementation    Sig. (2 tailed) 

                             N 

 

.136 

.243 

75 

 

                       1 

 

                      75  

Workers              Pearson Correlation 

Motivation          Sig. (2 tailed) 

                            N 

.323** 

.005 

75 

.851** 

.000 

75 

                    1 

 

                   75 

Staff                    Pearson Correlation 

Performance       Sig. (2 tailed) 

                            N 

.449** 

.000 

75 

.456** 

.000 

75 

.703** 

.000 

75 

1 

 

75 

**. Correlation is significant at the 0.01 level (2tailed). 

The correlation results (Table4.6) indicates that Pearson correlation coefficient (r) for workers 

motivation is 0.703 and statistically significant at P value = 0.000; workers awareness of OPRAS 

objectives r= 0. 449 and P value = 0.000; implementation of OPRAS r = 0.456 and P value = 

0.000 respectively. The findings of the study revealed that workers motivation, workers awareness 

on broad objective of OPRAS and implementation of OPRAS have strong positive correlation to 

staff performance evaluation. 

 

4.7 Multiple Regression analysis 

Table 4.7 represents the regression results for the multiple linear regression performed with staff 

performance evaluation as dependent variable and workers awareness, workers motivation and 

OPRAS implementation as independent variables. The results are as follows:  
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Table 4.7: Multiple linear regression 

 

a. Predictors: (constant), OPRAS implementation, workers awareness of OPRAS objectives, 

Workers motivation. 

Table 4.8: ANOVAb 

 

Model 

Sum of 

Squares 

 

DF 

 

 

Mean 

Square 

 

F 

 

Sig 

1 Regression 

Residual 

Total 

 15.019 

 10.242 

 25.262 

3 

71 

74 

5.006 

.144 

34.705 .000 ͣ 

 

a. Predictors: (constant), OPRAS implementation, workers awareness of OPRAS objectives, 

Workers motivation. 

b. Dependent variable: Staff performance evaluation. 

The result show that the analysis of variance (ANOVA) which implies that the model goodness of 

fit is significant at p-value =0.000 which is less than significance level of 0.05, F = 34.705 with 71 

degrees of freedom. There is a goodness of fit of dependent variable against the various 

independent variables at alpha = 0.05. Thus, the model is statistically significant to predict how 

independent variables affects dependent variable in this study. 

 

Table 4.9: Coefficients Matrix 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

 

Sig. 

B                        STD. Error Beta 

1 (Constant) 

 

   Workers motivation 

 

   Workers awareness  

.567 

 

.866 

 

 

.217 

 

.135 

 

 

 

 

1.006 

 

 

2.616 

 

6.406 

 

 

.011 

 

.000 

 

 

Model R R square Adjusted  R square Std.error of the estimate 

(RMSE) 

1 .771ͣ .595 .577 .37981 
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Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

 

Sig. 

B                        STD. Error Beta 

    of  OPRAS                           

    objectives 

 

  OPRAS                

Implementation 

.152 

 

 

-.381 

.070 

 

 

.134 

.182 

 

 

-.425 

2.184 

 

 

-2.836 

.032 

 

 

.006 

 

The finding from the study show that two variables included in the model was significantly 

affected to staff performance assessment while one variable was not affected by staff performance 

evaluation. The findings indicates that the staff motivation was statistically significant (p≤ 0.000) 

with a β value of 0.866 with t-value 6.406, workers awareness of OPRAS objective was 

statistically significant with a β value of 0.152and t-value of2.184 and implementation of OPRAS 

was significant with β – 0.381 and t-value -2.836 respectively. The fitted model is represented by 

question 1: 

Staff performance evaluation = 0.567 + 866 workers motivation +0.152 workers awareness of 

OPRAS objectives - 0.381 implementation of OPRAS………………………………… (1) 

Note: Adjusted 𝑅2 = 0.577, F-value = 34.705, p≤ 0.000 significance 

From the regression a negative sign associated with β coefficient indicate that the concerned 

variable had a negative sign associated with the dependent variable. The findings of the study show 

that OPRAS implementation (×₃) cause decreases in staff performance evaluation process in day 

to day operation since their β value is associated with negative sign. While other variable increases 

in staff performance assessment process in day to day operation as they have positive sign. The 

findings show the coefficient of determination (Adjusted𝑅2) which was 0.577. This implies that 

57.7% of the variables used to influence in the staff performance assessment process, 𝑅2 was 

significant at p= 0.000 (𝑝 < 0.001). Result, suggest that when we are not aware of the variable 

that contribute to staff performance evaluation, we need to correct by 57.7% of the time. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND POLICY IMPLICATION 

5.0 Introduction 

This chapter presents summary, conclusions and policy implications derived from the findings of 

the study basing on the study objectives and research questions. The chapter drawn from the study 

after having presented analyzed and discussed the findings in previous chapters. The attention was 

on the applicability of staff performance evaluation system at TANESCO as the general objective 

as well as providing further input on policy implication for addressing the problem recognized. 

5.1 Summary of the study 

The study’s prime objective was to explore the applicability of staff performance evaluation 

system in TANESCO Ilala and Coastal zones. Specifically, the study aimed at identify the 

worker’s motivation at a reliable time after OPRAS being applied at TANESCO, determine the 

worker’s awareness on the broad objectives of OPRAS implementation at TANESCO and 

determining the gaps in implementation of OPRAS by TANESCO as a tool for the workers’ 

performance assessment. The study focused on 70 workers and 5 head of department (Leaders) 

who have been in work for more than two years and assessed at least twice. The questionnaire and 

the interview methods of data collection were used to gather information for this study. 

 The analysis means the computation of certain measures along with research relationship, that 

exist among the data groups, the SPSS software was used to analyze the data that lead to the answer 

of research questions. The results from the analysis and discussion show that workers were hardly 

working but they were getting less in return, as they were fear to be terminated, staff performance 

result did not link with rewards as it is resulted to loss of workers morale and productivity, and 

leaders do not know how to conduct staff performance assessment rather than keeping an eye on 

what the top leader asks them to do. More result revealed that, OPRAS has introduced staff 

performance evaluation system and its working in some areas as its financial plan is unrealistic, 

appraised staffs were not given a training and development identified such as opportunity and 

funding. Besides, OPRAS has introduced the system to workers who are not well informed and is 

going against the individual rights to make developing decision and time spend setting objectives, 

filling in records and consulting with supervisors would be better spent getting on with the job 
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itself. Addition to that, the principles that govern OPRAS operation does not encourage staff from 

government sector since two system have different operation guidelines.  The study result 

indicated that the effective application of OPRAS in the government organization should 

encourage workers performance motivation and other goals that can be imposed to the system. 

Furthermore, it shown that OPRAS is the one of the practical system which after it is consideration 

and implementation contributes to staff performance as well as staff development in respective 

government organization. 

5.2 Conclusions for each specific objective I.E 1, 2 & 3 

The findings as per the first objective concluded that, workers were not motivated at a reliable time 

after OPRAS being applied at TANESCO. However, the staff motivation was the most factor that 

influences the staff performance evaluation system. The staff was working hard to meet their goals 

as well as organization goals, but they were getting less than their expectations. OPRAS has 

succeeded to implement staff performance evaluation system but failed to develop staff 

performance value and material rewards. For that case, the workers were not motivated with 

OPRAS but forced to work hard. 

 The finding concludes the second objective that, workers had little information about OPRAS 

objective to its implementation. The OPRAS destroyed the relationship between workers and 

supervisors. Its objectives were not realistic that’s why it was not easy to attain and taking an 

account on resources available. Similarly, OPRAS objectives were not constantly reviewed and 

updated to cope with changing situations and environments. The top management introduced 

OPRAS objectives without proper understanding and it generated into just another means of 

checking up on workers and human factor involved were ignored. The study concluded the third 

objective that, OPRAS implementation as a tool for staff performance assessment has not 

contributed significantly to staff performance evaluation system. The increase in OPRAS 

implementations problems leads to a decrease in staff performance evaluation system. The study 

result indicated that, OPRAS application towards workers assessment has failed to provide 

feedback and material rewards. It was unsuccessful on providing resources needed and monitoring 

progress as well as in making discussion and settle upon solution. The study result based on 

regression analysis indicates that workers motivation has a more positive influence on staff 

performance evaluation than workers awareness of OPRAS objective and implementation of 
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OPRAS. The result show that the implementation of OPRAS has a negative influence on staff 

performance evaluation. Thus, the government should improve the implementation of OPRAS by 

TANESCO as a tool for staff performance assessment. 

5.3 Recommendations 

The current study has identified the application of staff performance evaluation system in 

TANESCO Ilala and Coastal zones is not as expected, the workers are not getting enough support 

from their supervisors and motivation is little bit impressive and still a lot have to be done to 

address problems and constraints such as lack of friendly-procedure, Lack of training, lack of 

performance value, lack of support and lack of realistic objectives. This study is therefore 

recommending that; - 

 There should be a close relationship between supervisors and workers to find out the best 

way to work together for mutual performance. This will eventually provide room for 

discussion of current problem and come up with better solutions. On the same thinking the 

study recommends that there should be more forums whereby managers and workers meet 

and discuss issues related performance assessment and performance value. 

 

 The organization needs to understand the OPRAS objectives, therefore to be assured of 

their assessment process, they should have proper and adequate staff assessment 

knowledge and skills informed to their staff. Taking into account the fact that most of the 

managers and appraiser are inexperienced, they need to be able to cope with changing 

situations and environments. Therefore, care should be taken to ensure OPRAS objectives 

does not get too administrative. 

 The management must appreciate that, organizational goals can be in conflict with those 

of the staff and should seek ways to achieve compatibility. This will encourage the full 

commitment required from the staff. The manager should appreciate that individuals have 

their aspirations and would not ignore the human factor involved. 

 

 The TANESCO management should have the same goal with the workers, this approach 

should be accepted by all as the best way to operate and it would result in every one getting 
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what they want, high output, higher pay and higher profit. The management should use 

time and motion study to establish best practices. Besides to that, the government should 

implement both tangible and intangible incentives to increase workers morale and 

productivity. 

 

 Good performance should be rewarded. Organization can achieve this by linking reward 

and performance which can be done through effective application of staff performance 

evaluation system function. The workers who will be found performing higher than it is 

expected should be promoted, get salary increment, and other material rewards. 

 

 Poor performance should be given a chance to improve before further action to be taken. 

The TANESCO can decide to demote, terminate, transfer and conduct training to poor 

performance employees. This will assist the workers develop a positive attitude towards 

the staff performance evaluation system and achieving it goals. 

 

 The TANESCO should provide good training that will improve production performance 

and builds up the confidence of workers. The positive interaction between the appraiser 

and employee is the heart of all the assessment system. For that case, the interaction needs 

to be supported by a commitment from the organization to make it meaningful and relevant 

process in which both parties can put their trust. 

5.4 Policy Implication 

Based on research findings and conclusions drawn in the previous section, the researcher provides 

the following issues that can be applied in policymaking and the following can be considered as 

appropriate. 

By improving the chance to provide a reward that links to individual performance as well as team 

performance, the sense of work morale and productivity will be created. Influencing worker’s pay 

that is competitive with other employers as they will be encouraged to become increasingly better 

workers. The organization should decide to use both material rewards such as higher earning and 

recognition rewards such as personal reputation. 
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5.5 Areas for further researches 

Further research can be done on other concepts related to the applicability of the staff performance 

evaluation system, coverage to other geographical areas are encouraged. Studying facets of staff 

performance evaluation system where OPRAS is doing better and another study can be done by 

examining the factor affecting the effectiveness of application of staff performance evaluation 

system in public organization. 
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  APPENDICES 

Appendix 1: Research tools 

I. Research introduction: 

Dear respondent, 

My name is Angelina Ringo a student at the Mzumbe University of Dar es Salaam doing Master’s 

Degree in Business Administration in Corporate Management(MBA-CM).I am currently doing 

my research on applicability of staff performance evaluation system in Tanzanian Energy sector. 

A case study of TANESCO officer’s in Dar es Salaam which is for academic purpose only. 

 

Your help in providing the required information is kindly requested by completing the 

questionnaire here below. There is no right or wrong answers’ only need your views on each 

question in the questionnaire. Please be assured that the information you provide will be treated as 

confidential.  

Thanks in advance! 

 

Appendix 2: Questionnaire 

Section A: General information 

Please tick only one appropriate answer  

1. What is your age? 

   a) Between 21-35 years 

    b) Between 36-55 years 

     c) Above 56 year 

2. What is your gender? 

     a) Male 

      b) Female 

3. Level of education reached 

     a) Certificate 

      b) Diploma 

      c) Advanced Diploma 

     d)  1stDegree 
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       e) Master degree 

       f) PhD 

4. How long have you been working with TANESCO? 

Please tick the appropriate one. 

a) Less than three years 

b) Between 4 to 5 year 

c) Between 6 to 10 years 

d) 11 years and above 

 

Please fill in the blanks with the relevant information about you 

5. In which department are you? …………………………………………………………… 

6. What is your profession? (E.g., Engineer? accountant? Doctor? Etc………………………. 

 

Section B: Research questions 

To identify the workers motivation for those whose performance is high or low after OPRAS 

being applied at TANESCO 

Motivation is concerned with why people do things. 

1. What motivate you in your organization? 

…………………………………………………………………………………………………

………………………………………………………………………………………………… 

2. What do you consider being the success or strength of the OPRAS toward workers motivation? 

…………………………………………………………………………………………………. 

…………………………………………………………………………………………………. 

3. What do you consider being the weaknesses of OPRAS towards workers motivation? 

…………………………………………………………………………………………………

…………………………………………………………………………………………………. 

 

4. Do you think workers (including yourself) are motivated with OPRAS? 

…………………………………………………………………………………………………

……………………………………………………………………………………………… 
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 To determine the workers awareness on the broad objectives of OPRAS implementation at 

TANESCO 

 

1. How do you rate workers awareness of the OPRAS objective in your organization? 

………………………………………………………………………………………………

……………………………………………………………………………………… 

2. In your opinion, what have been the challenges in implementing OPRAS in TANESCO? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 

3. Do you think OPRAS has achieved its planned objective of workers development? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 

 

4. Does the staff performance evaluation system improve your relationship with supervisors? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 
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To determine the gaps in implementation of OPRAS by TANESCO as a tool for the workers 

performance assessment 

 

S/N The gaps in application of OPRAS in workers 

performance assessment 

Likert scale 

1 2 3 4 5 

1 OPRAS is good but its implementation need some 

improvement to meet the expected goals 

     

2 Lack of support from supervisors has minimized the 

efficiency of the OPRAS process 

     

3 Lack of training has minimized the efficiency of the 

OPRAS process 

     

4 Setting of unrealistic budget has created failure to meet 

the required resources for the whole process of OPRAS  

     

5 The information generate through staff performance 

evaluation system was used for decision making e. g 

promotion ,confirmation ,termination ,training among 

others 

     

6 Staff performance evaluation system was conducted 

timely as required by law 

     

7 Others please specify      

                                     Five point Likert scale: 

1=strongly disagree, 2= Somewhat disagree, 3= Neutral, 4=Somewhat agree, 5=Strong agree 

 

Thank you for your time and cooperation 

 

 

Appendix 3: Interview guide Question for Manager/Supervisor 



 
 
 
 

62 
 

Dear respondent, 

My name is Angelina Ringo a student at the Mzumbe University of Dar es Salaam doing Master’s 

Degree in Business Administration in Corporate Management(MBA-CM).I am currently doing 

my research on applicability of staff performance evaluation system in Tanzanian Energy sector. 

A case study of TANESCO officer’s in Dar es Salaam which is for academic purpose only. 

 

Your help in providing the required information is kindly requested by completing the 

questionnaire here below. There is no right or wrong answers’ only need your views on each 

question in the questionnaire. Please be assured that the information you provide will be treated as 

confidential.  

 

Please provide answers to the following Question  

 

1. What are the workers motivation at TANESCO? 

 

 

2. How often in a year are you conducting staff performance evaluation? And why?  

 

 

3. What effort do you use to ensure the workers are aware on broad objectives of OPRAS in 

the staff assessment? 

 

 

4. State area to improve regarding staff performance evaluation system in the organization 

 

 

5. What could be the use of staff performance evaluation result? 

 

6. How does your organization do to staff whose performance are above expectation? 
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7. How does your organization do to staff whose performance are below expectation? 

 

Thank you for your time and cooperation 

 

 

 


