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ABSTRACT

The focus of this study was to identify the chadjes encountered by public secondary
school teachers in performance management parigu@PRAS in Arusha City
Council. The specific objectives of the study wete; find out how OPRAS is
implemented by the public secondary school teadheksusha City Council; to identify
some challenges faced by public secondary schaoh&s in OPRAS implementation,
to identify the strategies used by Arusha City Goluto address the challenges of
implementing OPRAS in Arusha City Council. The séempze was 90 respondents.

Methods used to collect data were questionnaireschwhvere provided to the

respondents to be filled and then analysed.

Data were analysed by applying quantitative anditgtime methods. Quantitative data
were analysed by using statistical package foras@giences (SPSS) programme and
presented by using tables and graphs.

The research results have shown that inadequaieroes, absence of feedback, absence
of training and seminars on how to fill the OPRASnfs impeded the implementation
of OPRAS

Several recommendations and measures are suggdetedmprove OPRAS
implementation. These recommendations includeddhewing: adequate training and
seminars, management support, OPRAS forms to beewed, revised to fit the
demands of teacher’s cadre, provision of motivaao rewards and monitoring and
reviewing to be given priority. When all these g in place there will be effective
implementation of OPRAS.
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CHAPTER ONE
PROBLEM SETTING
1.0 Introduction

This chapter is an introduction of this researchikwit has ten sections which are; the
background of the study, statement of the problebjectives of the study, research
questions, significance of the study, delimitatiointhe study, definition of the key
terms/ glossary, the organisation of the studylcsire of the proposal and the

conceptualization.

1.1 Background of the study

Performance Management System in Tanzania wastudts of different reforms that
were introduced and implemented by the governmé&he first reform was Civil
Services Reforms Programme (CSRP) which took pam f1991-1999 (Lukumai,2006)
followed by the Public Services Reforms Program®8RP) which was launched by
the Government of United Republic of Tanzania i0@@nplemented in three phases. It
is the first phase that is relevant to this stuslyt anade the inauguration of Performance
Management Systems (PSM)in all Ministries, Depani®ie@nd Agencies; Regions and
Local Government Authorities with the objective a@hproving accountability,
transparency and resource management for effieciadt effective delivery of quality
services to the public (POPSM,2011). In the cows®MS, The Open Performance
Review and Appraisal System (OPRAS) was introdugedall MDAs, Regional
Secretariats and LGAs to enable proper and moeetefé use of human resource. This
led to the abolition of the confidential appraisgistem which was characterised by
absence of feedback and poor identification ohtrgj needs and made it impossible to
promote performance and accountability to the putdirvants (Nigera, 2004). With this
confidential and closely system there was no traresgy which gave a room for
nepotism, poor accountability of public servaneydritism and corruption hence the

public sector was characterised with rid bureaygrpoor management of resources and



political patronage (Turner and Hulme,1997). Duallathese, Performance Appraisal
system was introduced in Tanzania on July 2004 ifmular NO.2 of 2004 and was
referred to as the Open Performance Review andalggirSystem (OPRAS). Unlike
the traditional confidential system of appraisingipdoyees, OPRAS emphasise the
value of including employees in objective settingiplementing, monitoring and
reviewing processes which promotes individual aotalility, improve transparency
and communication between management and emplofegas thus made mandatory
for all MDAs, LGAs and Regions to introduce OPRA8damake it operational
(POPSM, 2011). To make this operational, policied Eaws were put in place to make
it mandatory to every public employee. Such polanyd laws included The Public
Service Employment Policy (1999), the Public SeevAct (no 8 of 2002) and the Public

Service Regulations (2003) with their amendments.

1.2 Statement of the problem

Performance management appraisal has been talacg pl Tanzania public sector to
evaluate how employees perform their activitiesth@ purpose of finding the areas of
strength and weakness. At the beginning there wam#fdential system of appraising
employee. The confidential system was found to éxy weak and encountered many
challenges during the implementation process;an®le to some working places there
were conflicts between the employees and the eraayhich were caused by arbitrary
grading due to biases, favoritism and nepotism. ffaditional confidential appraisal
system was carried by the supervisor without thetigyation of the employee
concerned. It was an approach that lacked cleactgs and expectation between the
employer and the employee, there was no clear measat standards and the appraisal
depended on the discretion of the supervisor oafipgaiser (Tesha, 2006).

OPRAS was introduced in 2004 and has been implesdentmany public institutions
including public schools. Since it was introducédhas been in operation for about
more than ten years. Within those years of opearati@rious studies have been
conducted on public organisations such as Dar daat®aWater and Sewerage



Corporation (DAWASCO), Tanzania Police Force, Difet LGAs such as Igunga
District Council, Nzega District Council, Kigoma ifyMunicipal Council and PO-PSM,
However, there has been no any study conductedhhicpsecondary school in Tanzania

and to come out with the challenges that are erteoethwhen implementing OPRAS.

Since the laws and the Public Service regulatiaquires every employee to fill the
OPRAS, therefore this study is focusing on idemiy the challenges that are
encountered by public secondary school teachersimplementing performance
management in the public secondary schools. DebBpibdic Service Management and
Employment Policy 1999 which started OPRAS, Pubdicvice Regulation 2003 which
explained more about OPRAS and Public Service Ammemd Act No.18 of 2007 which
legalized OPRAS to be mandatory to all Public tosthns in Tanzania, its
understanding both in theory and practice has keegoroblem. There is different
understanding of OPRAS from one public instituttoranother. The way employees of
Mzumbe understand OPRAS is not in the same wayaraps of Arusha City Council
understand it. Such different perception has bectira problem in the implementation
process. Many Public Employees do not understand toofill it. OPRAS focus on
results and neglect the issues of means and tlvegsolt does not state how the results
will be realised. This is a problem in implemerdati

OPRAS as a tool of Performance Management is goodthier employees and not good
for the Public secondary school teachers due todatime and resources to realise the

goals.



1.3 Objectives of the study

1.3.1 The general objective of the study

The general objective of this study was to identifie challenges encountered by
Secondary School teachers in performance managgmaeitularly OPRAS in Arusha

City Council.

1.3.2 Specific objectives of the study

i. To find out how OPRAS is implemented by the Pulfiecondary School
teachers in Arusha City Council;
ii. To identify the challenges faced by Public Secomd8chool Teachers in
OPRAS implementation;
iii. To identify the strategies used by Arusha City Goluto address the challenges
of implementing OPRAS in Arusha City Council.

14 Research Questions

i. How OPRAS is implemented by Public Secondary schieathers in Arusha
City Council?
ii.  What are the challenges do public secondary sctemahers face during the
implementation OPRAS in Arusha City Council?
ii. What are the strategies used by Arusha City Coummciaddressing the
challenges of implementing OPRASS in Arusha CityQol?



15 Significance of the study

Since the Government of Tanzania introduced (OPRAS)July 2004, through
Establishment of Circular No.2 of 2004, there isamy public institution which has
conducted a review to show how the process is adedu Therefore the study was

significant through the following reasons.

a) The study has generated knowledge that is valusbleexplored the challenges
that public secondary school teacher encounter whplementing OPRAS.

b) The study has shown the magnitude of the probleth leence calls for the

attention to be taken by the required sector.
c) The findings from the study may be used as a guaielébr policy formulation.
d) It has added research skills and promoted resaéiith to the researcher.

e) For the fulfilment of Master degree programme o5® HRM of Mzumbe
University in Tanzania
f) The study may be used as a reference to academieciad other students

undertaking the same field on matters pertainingetdormance management.

1.6 Limitations of the study

Some snags were encountered from the respondemi®byhsome of the respondents
decided not to cooperate in the study. Many of rdspondents especially at Arusha
Secondary school were not willing to accept thestjaenaires due to shortage of time.

Due to this shortfall I decided to pick other peofudr replacement.

1.7 Delimitation of the study

The study was limited to Arusha Secondary schoalsivdno Secondary school and
Suye secondary school where by respondents weeetsél to represent public

secondary school teachers.



1.8 Organisation of Thesis

This Thesis consists of six chapters namely; chagpte up to six.

Chapter one: This chapter is about Introduction which includzsckground, Statement
of the problem, Objectives of the study, Reseaubstions, Significance of the study,

Scope and Delimitation of the study, LimitationddDefinitions of the key terms.

Chapter two: This chapter is about Literature review which utdds Theoretical

literature review, Conceptual framework, Empirikdrature review and Synthesis.

Chapter three: This chapter is about Research methodology. ltudes research
Design, Research area, Population of the studyp®aand sampling Procedures and

the Sample size, Data collection methods and Datdy&is methods.

Chapter four: This chapter presented the findings and integpiais of the findings
according to the research objectives and questigesgral characteristics of the
respondents in terms of gender, age, level of daucand working experience.

Chapter five: This chapter was about the discussion of the figglpresented in chapter
four. In so doing it explained why the findings apped the way they are, the specific

objective and results were discussed in this clnapte

Chapter six: This chapter comprised of the summary of the stuwiyclusion, and

recommendations, and lastly Bibliography and Ap peewl



CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction

This chapter represents a review of literatureteeldo the study. It has the following
sections: the theoretical literature review, itere review from earlier review and the

synthesis.
2.1 Theoretical literature review

OPRAS is a tool for measuring performance in an openmédy and systematic way
designed to assist both employers and employeplsmming, managing, evaluating and
realising performance improvement in the orgamsatwith the aim of achieving

organisational goals.

System System refers to something that has componers plaat interact and work

together in an interdependent way to accomplishetloimg. Or is a set of components
that work together in an interdependent way to aqgdish something. Systems take
inputs and, through a series of processes, transfloose inputs into outputs-products,

services or information.

Performance management is described as an organmgd of increasing an
organisational performance by developing the peréorce of individuals and teams. It
is a way of getting better results by understandind managing performance within an
agreed framework of planned goals, standards anchpetncies requirements
(Armstrong, 2009). Performance management is e¢ardewith three things which; a)
associating individual objectives to organisatiooigjectives, b) encouraging individuals
to advocate corporate core values, enabling exji@esato be defined and agreed in
terms of role responsibilities and accountabilitiegpected to do), skills (expected to
have), and behaviors (expected to be) and providmgortunities for individuals to
identify their own goals and develop their skilldacompetencies (Armstrong, 2009).



According to Armstrong (2006) PM is defined as anpled process of which the
primary elements are agreement, measurement, feledpasitive reinforcement and

dialogue. He argues that PM is concerned with nreagslwoutputs in the shape of
delivered performance compared with expectationgressed as objectives. In this
respect, it focuses on targets, standards andrpefce measures or indicators. It is
based on the agreement of role requirement, obgsctnd performance improvement
and personal development plans. It provides thiéngstfor ongoing dialogues about
performance that involves the join and continuimyiew of achievements against
objectives, requirements and plans. PM is concewitddinputs and values. The inputs
are the knowledge, skills and behaviours requi@drtoduce the expected results.
According to Armstrong (2006) Performance Managdnmia continuous and flexible

process, which involves managers and those whom ni@nage acting as partners
within a framework that sets out how they can lbewk together to achieve the required
results. It is based on the principles of managerbgncontract and agreement rather
than management by command. It relies on the censeand cooperation rather than

control or coercion.

According to Simons 2000 effective PMS can be péahand implemented by taking
into considerations social behavioral elements @uiede social behavioural elements
include; perception, motivation, attitude and eliéhe aspiration of a PMS is to direct
social behaviour of people in the organisation t@saachieving the results desired by

the organisation by fostering performance driveinaveurs.

PMS in Tanzania is built within the framework of\WPthat stipulates the need for a
performance and result oriented management philpsopthe public service. PIM has
four stages which are linked and these includenteyy implementation, monitoring and
performance reviews.



2.2 Theory underpinning the study

There are several theories of Performance Managemen as goal setting theory,
expectancy theory, control theory, social cognitiieory, systems theory and many
others. For the purpose of this research work.egysttheory is taken to underpin the

study.

2.2.1 System approach to performance management

Blanchard and Fabrycky (2006) define a system asetaof interconnected parts
operating jointly towards some corporate objectivegpurpose. The set of parts has the
following properties; a) the properties and behawgiceach components of the set has an
effect on the properties and behavior of the set abole b) the properties and behavior
of each component of the set depends on the giepand behavior of at least one
other component in the set. ¢) Each possible suthseimponents has the two properties

listed previously; the components cannot be dividéol independent subset.

According to Miller and Rice (1967) organisatiort®sld be treated as open systems
which convert inputs into output within their eraiiments upon which they are
dependent. System theory is the basis of the inputgess- output (outcome) model of
managing performance which assesses the entirelmdmin that an individual makes
within the system in carrying out his or her agrdedks. Inputs (the skills and
knowledge) that an individual brings to a job tdgetwith process which is how people
actually perform their jobs are measured to acdesslopment and learning needs.
Outcomes measure the scale of individual’'s contiobuto overall teams, department
and corporate performance, and a central to pedioce management. This method of
managing performance is important because all dbtofs that influence performance,

including the system and the context can be takiEnaccount when assessing it.

Individual performance is influenced by system dastas well as person factors (Cardy
and Dobbins, 1994). These will include the supploety get from the organisation and

other factors outside the control of individualends (1995) proposes that the aim



should be to manage context not performance andngto explain that the role of
management focus on clear, coherent support folagmegs by providing information

about organisation goals, resources, technologyctste and policy, thus creating a
context that has multiplicative impact on the engpks, their individuals attributes
(competency to perform), and their work effort (imdgness to perform). In short
managing context is entirely about helping peopldeustand,; it is about turning on the
lights.

System concept evaluate employee functioning imgeof a process that involves
inputs, process, output and outcomes (Bacal 199&cihd&nd and Raymond 2007;
Armstrong 2008).

Inputs include the skills, knowledge and experims#ividuals bring to their jobs (their
attributes)

Process: How individuals carryout their work, theents and behavioural competencies
they use in order to fulfill their responsibilities

Outputs: the measurable results achieved by indaled according to the level of

performance they demonstrate in carrying out taesiks.

Outcome: the impact of what has been achieved &éypérformance of individuals on
the results of their teams, departments, unitsiections and ultimately the organisation.
This is their contribution which is the ultimate aseire of their effectiveness in their
jobs (Itika, 2011).

2.2.2 Applicability of the theory to the study

Systems approach to performance management isantélég Tanzania Performance
management because performance management in Tanianresults oriented
Management. According to Public Service (AmendmeAtt, No 18 of 2007
performance management in Tanzania is result edetiterefore the approach is valid
to this environment and to the study. Accordingsystem Approach inputs must be

transformed into output within their environmenhi§'is because system theory is based
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on inputs, process and then output. Therefore dmphtation of OPRAS which is
depending variable will depend on Independent &g which are inputs;(facilities,
funds, knowledge, policy, willingness and commitinand employee attitude) and the
process (leadership, motivation, training and ciatibn) and the impact of

implementing OPRAS is result based managementqpeance improvement).

Therefore system approach to Performance Manageimadmpatible with Tanzania
reality system of implementing OPRAS as it focustloa holistic view of the problem

by taking into accounts the whole process of OPRAS.

Effective implementation of OPRAS will depend od@pendent variables which are the
inputs (facilities, funds, knowledge, policy, wiliness and employee attitude and the

process (leadership, motivation, training and co@tibn)

Feed forward

Inputs
o Process Output
s Facilities e
» Funds »| * Leadership p| = Performance
. Knc_awledge * Motivation Improvement
. Po_hc;y * Tramning
» Willingness + Coordination
s Employee
Attitude

Feedback

Figure 2.1:  System approach O Performance Manageme

Source; Researcher, (2016)
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Black box

Figure 2.2:  Black Box of Input and Process

Source:Researcher, (2016).

From figure 2.2. Above Input and Process are in li@ck box to imply that
implementation of OPRAS becomes the problem becaysgs and process are not
stipulated in the policy and the law. The policydathe law only stipulate that
Performance management of public service is restiginted and it does not put it
straight forward where inputs and process will behieved for the effective

implementation of OPRAS.

Therefore Y=f(X1 +X2+K)
Where’s Y= OPRAS implementation (dependent varjable
X1= Inputs (independent Variable)
X2 =Process (independent variable)
K = Policy Public Service Management and Employniriicy1999 and Public Service
Amendment Act, No.18, 2007 (constant)
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2.2.3 Challenges of implementing performance managent
2.2.3.1 Lack of commitment from top management

According to Pace (2011), absence of commitmentoavitership from the executives is
a big challenge in performance management implestient Established PMS require
ownership from the management team. Managementstea® required to show
ownership to the implemented PMS and this will m#ie employee to take it serious.
Many organizations have failed to institute and mulster PMS due to absence of

commitment and ownership from the executives.

Nel et al. (2000) and Armstrong and Bacon (2008)arthe opinion that PMS should
be owned by the top management rather than beibhgdeHR department for the

effective implementation.

2.2.3.2 Poor designing and inadequate knowledge as#ills

Watkins and Leigh (2012) argue that poor desigrang inadequate knowledge and
skills results to weakness in performance managersgstem. They suggest that
communication is essential for the effective impéetation of PMS. Therefore there is a
need of designing effective communication structutteat will support the

implementation of PMS.
2.2.3.3 Resistance to change

According to Lussier 2008 people resist changevéorety of reasons some of which
include; maintaining status quo, view the changmesnvenience, uncertainty, learning
anxiety and fear. To overcome this problem, marsagbould develop positive climate
for change. Developing mutual trust, cooperationd anterdependence in the
organization is essential. In designing and impletng PMS there is a need to involve
employees, clearly state the importance of perfomeamanagement and how to go
through it and avoid direct confrontation which ragdeople emotional.
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Kotter (2007) as cited in Miruka (2014) asserts thaeffective implementation of PMS
there is a need for effectively continuous commatiin is vita in order to develop

understanding and mutual trust.
2.2.3.4  Difficulty of evaluating performance

Judging performance competencies is the most diffigart of performance
management. This is because supervisors are undaii® discussing and giving
feedback on behaviours of employees. This is becalibiasness, lack of competencies

and training on how to administer performance meanat.

Sunlin (2008) as cited in Miruka (2014) argues thssessing performance requires
collection of accurate performance data. In orddre able to make fair judgments there
should be accurate data and the supervisors skoaid how to make the ratings.

2.2.3.5 Sustainability of the PMS

The greatest challenge for many organisations isaanto make PMS sustainable after t
implementation. To keep the PMS there is a needake monitoring, revise portion of
it when necessary and refresh people’s interetarsystem. Too often, organisations
ignore the system and then are faced with complelismantling it after the system has
become woefully out of steps with the times, or Ey@es mistrust its use (Miruka,
2014).

2.2.3.6 Affiliating job description to performancemanagement

Cooper (2008) as cited in Miruka (2014) argues thaditvidual responsibilities and key
result indicators (KRI) should be affiliated withganization strategic plan.

The managers need to ensure that the job deseriptid objectives are matched with
the organisation’s strategic objectives. Objectighsuld be based on the individual’s
job description and should be achievable, with etg@ outcomes, performance
standards and time scales linked to each objedtiveetting objectives, it is important

for the supervisor and the employee to understayckaracteristics of objectives.
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Schraeder and Jordan (2011) argue that the ovefdttiveness of performance
management programmes system can be improved hyimmngshat key performance
expectations are delineated in employee job ddsmmgp and are reflected in methods

used to measure performance.

2.2.3.7 Sufficient time and commitment

The implementation process of PMS requires sufiictene and commitment. Many
organizations lack time and commitment for PMS. @otment and support from
management is vital for in order to high enoughetifar the reviews, monitoring and
evaluations. (Miruka, 2014).

2.2.3.8 Employees’ perceptions regarding performare management system

Employees have different perceptions regarding R¥® its administration. According
to Nyambezi (2009), variation may exist in empla/egerception of PMS practices
even when, in objective terms, what is offered iffecent employees is very similar.
Individual differences in perception and reactiomsvhat the organization has to offer
might for instance follow from an employee’s prawsoexperience as well as his or her
beliefs. Krell (2011) as cited in Miruka 2014 sugigethat the way PMS is perceived by
the employees, especially if there is an elemertiia$ness during the implementation
process, can degrade the effectiveness of a crimgsahess process- one directly related

to employee performance management.

Latham and Mann (2006) state that effective PMStnne perceived as fair, and that
the factors contributing to fairness included dttive fairness, procedural fairness and
voice. Distributive and procedural fairness arenesded with both task and contextual
performance (Cropanzano, Bowen and Gilliland). fihal factor, involves employees’

belief that their views are taken into account flaah & Mann, (2006) and can involve

participation in the performance management impfeaten process.
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Latham &Mann (2006) suggest that employees oftdieve that PMS is implemented
for all the wrong reasons, by the management,ithahe management is trying to use
this process as a way to hold them account andequbstly much easier to discipline
them, hence the perception that it is not fair.sTperceived lack of procedural fairness
can have ranging negative implications for orgaiosa. According to Cawley, Keeping
and Levy (1998) cited in Aguinis (2005) they didsabver that participation by
employees in the performance management processixiated with higher perceived

fairness, satisfaction and motivation to perforrttdye
2.3 Literature review from earlier studies

Gasembe (2009) and Michael, (2009) in their studieSOPRAS conducted in Nzega
District Council and DAWASCO found that inadequaésources in terms of funds,
working tools, training Opportunities, lack of awaess and lack of commitment were
the problems that hindered the effective implementeof OPRAS. Similarly Michael,
(2009) in the related study conducted in DAWASC@nid that OPRAS in public
institutions was impeded by shortage of time, diffiies in setting performance
objectives and lack of collaboration. Furthermdfisemo (2011) in her study conducted
in PO-PSM found that OPRAS was impeded by uncleageaiives and poorly
interpreted goals, interruption from politiciansudgetary constraints and poor
prioritization. In the same study it was found theward management was not linked to
OPRAS feedback as stipulated in the OPRAS operatisgual.

Issa (2010) in his study on OPRAS found that OPRABns were difficulty to
complete. Complications of OPRAS forms have madificulties for the employees to
fill them and hence its implementation to be véifficult.

Waal (2007) in his study conducted in CBE found tperformance management was
impeded by lack of performance driven behavior ar@hagers were not role model by
regularly addressing performance management. Merebe found that performance

culture was lacking in many African institutionsul@re was a problem in addressing
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performance management in most African Institutié?eople are not ready to change in

most developing countries.

According to URT (2013) performance agreement ghexl at the beginning of the
calendar year for teachers; by both the individaladl supervisor after agreeing on

performance targets, criteria, and resources.

Implementation takes place after signing of thégsmance agreement. In the course of
implementation, there is continuous monitoring obgress of work by both the
individual and the supervisor during which time daoag, mentoring as well as

counseling takes place as appropriate.

Monitoring helps in taking corrective measures aspects of the performance
agreement during the year. This is done througm#brand informal consultations

between the individual and the supervisor. Theseswltations can take the form of

weekly/monthly meetings or through personal costédetween the two parties as need
arise (URT, 2013).

Performance Reviews; In the course of the yearetigll be two formal reviews to
evaluate progress made by the individual as pepdiniormance agreement. This has to

be done during midyear (i.e. December) and yearmétite reviewing year (June)

Maongezi (2008) in his study on the related subjeahd that the whole concept of
OPRAS was misinterpreted by the implementers aedwthole organisation was not
conducting OPRAS.

Benjamin Mkapa HIV/AIDS Foundation and Intra Hedltbernational (2011) are of the
opinion that if the following practices are done thrganization can benefit a lot from
OPRAS. These practices included; improving superyisskills, coaching and
mentoring, improving planning and directing, monig and evaluating performance,
develop and implement orientation strategy, imprgutommunications and encourage
learning and training. And adopt different approaxl®PRAS training. These will make

an organization improve its performance and bemdft from OPRAS.
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2.3.1 Experience from South Africa

Miruka (2014) in his study conducted in the Soutfrican Mining Industry, South
Africa found that Implementation of Performance Mgement was impeded by the

following challenges;

Resistance to change that means people resistddnmaptation of PMS because there
was no continuous communication about the perfoomamanagement systems. Kotter
(2007) argues that it is important to communicat@nges so that can be clear to
stakeholders. Communicating the change enableté@tkel®lders to have a thoroughly

understanding of what the change is all aboutltkesl role players.

Furthermore, findings from the South African Minihglustry indicated that supervisors
lacked training on how to administer performanceaggement. There is a need to train

the stake holders so that they can be familiar thighchange process.

2.4 Synthesis and research gap

Empirical literature review indicates that diffeteasearchers have conducted studies on
the area of OPRAS and came out with different figdi However, the studies still
create a chance for further studies in the are& iBhdue to the fact that there is no
study that has been conducted on challenges oemmatting OPRAS among the public
secondary school teachers. The philosophical reaed the findings from the earlier
studies show that there is a gap. There is a reaset a system approach to performance
management in order to study the real problems dhatencountered by Secondary
school teachers in OPRAS implementation and heoceavith the knowledge that will
be used to generate knowledge that will be usedlifterent purpose such as policy

development.
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2.5  Conceptual framework

i
Performance Reviews % Planning ]
|

N

Implementation

Monitoring Evaluating and
Reporting

Figure 2.3:  Performance Improvement Model
Source: Researcher, (2016)

Performance management in Tanzania is built withim Performance Improvement
Model which is comprised of four stages which ardanping, Implementation,
Monitoring, Evaluation and Reporting and Performe@aReview (Issa, 2010).

Planning is the first stage in PMS implementatiancpss whereby the MDAs are
required to use a number of tools for the implemeon. Tools used include Service
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delivery Surveys, Self-Assessment, Strategic Pla&ngiears Operational plans and
Annual Action Plans (Issa, 2010).

Implementation is the second stage where by tooth s OPRAS, Client Service
Charters (CSCs) for operationalizing strategic pla@perational plans and Annual
Action Plans are used. OPRAS as a tool requiresyepablic servant to sign an
individual performance agreement with his or hemiediate supervisor which sets
performance targets for the year. The performamgeement contains objectives,
targets, performance criteria and resource requmedmplementing the performance

agreement (Issa, 2010).

Monitoring, Evaluating and Reporting. This is thard stage in PMS installation

process. MDAs and other public institutions areumesfl to use a monitoring and

Evaluation system for tracking, gathering, analgsinnterpreting and generating
performance information on progress of implemeatabf its strategic and evaluating
whether the interventions are achieving the intdn@sults, that is output and outcome
(Issa, 2010).

Performance Reviews

This involves undertaking performance reviews,m& and annual reviews using PMS
tools such as OPRAS. The results of performanceewesvinform the next planning
stage. This process is continuous and ongoing, (28=:0).

The frame work model has assisted in analysingtidges of Performance Improvement
Model. It is within these stages that the challengE OPRAS implementation will be
identified and come with strategies to solve th&ime process of analysing starts from
the second stage of PIM. Therefore the objectiverewperationalize by going through
the second stage of PIM that is implementation, Ntemitoring and Evaluation stage
and Performance Reviews to analyse the problemgtidic secondary school teachers

face in OPRAS implementation.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

This chapter provides detailed explanation on mesemethodologies that the researcher
has used in the process of carrying out the releditese methodologies have been
used in the process of collecting data, analysatg,dand presenting data. The important
aspects in this chapter involved research desig@a af study, population sample size,

sampling procedures, data collection and data aizaly
3.1 Research design

This was a case study design in which Arusha Cayril was chosen; the case design
focus on the particular cases and be able to peostine generalisation or conclusions.
Appendix | shows the map of Arusha City Council.p&pdix 1l shows an organogram

of Arusha City Council and appendix Il shows theisture of the school.
3.2  Area of the study

The study was conducted in Arusha City Council. shiau City Council was chosen
because it is among one of the Councils that had performing poorly in Performance
Management. This was evidenced by the report framti®@ller and Auditor General;
The draft Management Letter on the Audit of Acceuot Arusha City Council for the
financial year ended 80June 2014 and 3QJune 2015 to Arusha City Council reported
the following; Non completion of OPRAS where it wiasind during the audit that, most
of the council employees did not complete theiruabmperformance appraisal form. A
further scrutiny showed that OPRAS forms attaclmethé personal files were either not
completed or partly completed. The detailed infararashowed that several employees
were promoted without being evaluated. Furthermahe, Controller and Auditor
General report ended 80June, 2015 showed that eight employees were pesmot

without being evaluated, an audit test check of legges’ personal files revealed that,
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there was no Open Performance Review and Appr&gatem were made to three
employees during the year under review contrangdotion D. (62-63) of Standing
Orders which is contrary to section D.(62) of theblR Service Standing Orders, 2009
which stipulates that “All organisations shall UBpen Performance Appraisal System
as stipulated in the Public Service Act, Cap.298 Hre Public Service Regulations,
2003.” Likewise, the Public service Circular No. B5R/01/46/352/01/16 of 23/08/2004
requires employers in the public services to cohdDBRAS to their employees to
facilitate existence of effective monitoring andigwvement of which will form the basis
for their annual performance appraisal. All thesely that performance management in
Arusha City council has not been performing wehleflefore, | will conduct the research
work in Arusha City Council in order to investigatee challenges that are encountered
by the Public secondary School teachers in impleéimgmperformance management in

Arusha City Council.

3.3 Sampling

3.3.1 The population of the study

The populations of the study were the Public seapndchool teachers in Arusha City
Council. Other targeted people were the city Doecthe Head of Human Resource
Department, five heads of city secondary educatiepartment and One Human
Resource Officer, One Teachers Service Departmestetary and five Heads of
Secondary Schools which amounted to 930 targetpdiaiions.

3.3.2 Sample size

Sample size was obtained by applying the followorghula
Sample size = n = N/ (1+N (®)whereby,

n =Sample size

N= Population of the study
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e = Error of prediction
N= 930
e=0.1
n="2?
930/ (1+930(0.1)
930/1 + 930 (0.01)
930/ 1 +9.3
930/10.3=90.2
n =90

Table 3.1: Sample size categorization

S/N  Education level Numbers % Sample size
1 Master Degree 27 5 3
2 Bachelor's Degree 541 58 52
3 Diploma 366 39 35
4 Total 930 100 90

Source: A.C.C Seniority listing Book, (2015)
3.3.3 Sampling procedure

Two sampling procedures were employed in this mebeavork that was Purposive

Sampling and Simple Random Sampling

a) Purposive sampling
Purposive sampling was done by selecting the Citgdbor, head of Human Resource
and Administration department, head of secondanycatibn, one human Resource
Officer, Five heads of secondary schools and ore $8cretary. The purpose of using
these respondents was to know to which extent theye aware of the challenges
encountered in OPRAS implementation and the stegethey can to deal with the

problem.
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Table 3.2: Purposive sampling

NO  Sampled respondents selected NO Percentage total
Purposively

1 City Director 1 10%

2 Head HR Department 1 10%

3 Head of City Secondary Education 1 10%
Department

10%
50%
10%
100%

4 HRO
5 Head of Secondary School
6 TSD. Secretary
Total 1

Source: Researcher source, (2016)

olkr ok

b) Simple random sampling

The study used simple random sampling techniq@et®0 respondents to participate in
the study from the population of 930 teachers ofo8dary school in Arusha City
Council. The following classification of respondemnwas considered as shown in the
table below. A list of all 930 teachers was prepaand used. The list was assigned with
numbers which were placed at the left side staftiogn number one to the last one. A
table of random number was used to pick the respasdvhere by two digit numbers
were placed starting from top left side going doward till the number of 90

respondents.

Table 3.3: Simple random sampling categorization

S/N  Education level Numbers % Sample size
1 Master Degree 27 5 3
2 Bachelor's Degree 541 58 52
3 Diploma 366 39 35
4 Total 930 100 90

Source: Researcher Source (2016)
3.4  Sources of gathering information
Both Primary and Secondary sources of gatherirgynmdtion were used.

3.4.1 Primary data

These are original information gathered in thet firie. These types of data may be

gathered through interview, observation, and qaestires methods (Kothari, 2004).
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In this study, questionnaire method of data calectwas employed in which
guestionnaire papers were distributed to 90 respasdfrom Arusha, Suye and
Moshono Secondary Schools. Secondary data were amlatysed as perused from

various documented data.

3.4.2 Secondary data

These are available information either publishedipublished gathered and analysed
by someone else. The researcher used the follogongces of information; books and
references in English about Performance Managemsysiems, periodicals, published

papers and articles, websites and electronic vessibesis and dissertations.
3.5 Methods of data collection

Information used in this research was gatheredutiiroquestionnaires which were
distributed to 90 respondents to fill and then exxtitd for the analysis. Questionnaires
were preferred as the best tool for data colledtiecause it saved time, costs and easier

to use software package for analysis.
3.6 Data processing

The data were processed by editing questionnair@ing, cleaning and verifying the

data by using the computer software Programme 8SSP
3.7 Data analysis
Data were analysed by applying the qualitative guhtitative methods.

3.7.1 Quantitative analysis

Quantitative data was analysed using descriptiagssits, which involved a process of
transforming a mass of raw data into tables, chavith frequency distribution and

percentages which formed a vital part of makingssesf the data (Mugenda, 2003). The
guantitative data was analysed using Statisticak®ge for Social Sciences (SPSS)

programme and presented using tables and graphs.
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3.7.2 Qualitative analysis

The qualitative data were subjected to analysissimthesising the responses and

thematically arranging them in conformity with thieidy objectives.
3.8 Data presentation

After the collection of data, the researcher orgadiithe collected data in a systematic
way so as to draw a logical conclusion. The dateewgesented in quantitatively by
using statistical graphs and tables and qualitigtibg using explanation of the detailed

finding.
3.9 Ethical considerations

The ethical consideration is the way a researdheuld describe how she/he will ensure
that ethical issues or requirement are uphelderstbdy (Knight, 2003). Confidentiality,
informed consent and privacy were highly observedhis study. There was a good
relationship between the researcher and the resptsthat was maintained through the
use of proper language, professionalism and ppaticin.
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CHAPTER FOUR
PRESENTATION OF RESEARCH FINDINGS
4.0 Introduction

This chapter presents the findings of this study iagives interpretation of the findings
according to the objectives of the research, rebeguestions and theoretical framework

of the study.

Table 4.1: Individual Performance

Name of the schools Total
Arushal Moshono| Suye
Secondary Secondary Secondary
Individual Count 3 8 5 16
Performance
Agreementcan . .
be derived from ’® W'thk']” ame of 10.3% 22.2% 16.7%| 16.9%
Annual e schools
Business plans
Individual Count 20 27 17 64
Performance
Deriving of Agreementcan . .
Individual be derived from ® fin flame of 69.0% 75.0%|  70.8%| 71.9%
Performance schemes
Services
Individual Count 5 0 2 7
Agreement can -
be derived from W'thr']” ame of 17.2% 0.0% 8.3%| 7.9%
Job Descriptiont € schools
From Medium Count 1 1 1 3
Term
. % withi
Expenditure t{:’ W'thr']” ’\l‘ame of 3.4% 2.8% 4.2%)| 3.4%
Framework € schools
Count 29 36 25 90
Total % withi
0% within Name of 100.0% 100.0% 100.0% 100.0
the schools %
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Results from the Table indicates that at Arushams@ary school 3 teachers which is
10.3% responded that Individual Performance Agregman be derived from Annual
Business plans, at Moshono secondary school 8 mdspts which is 22.2% responded
that Individual Performance Agreement can be ddrifrem Annual Business plans
while at Suye secondary school 5 respondents wkel 16.7% responded that

Individual Performance Agreement can be derivethfAmnual Business plans.

However, 20 teachers which is 60.0% responded thdividual Performance

Agreement can be derived from schemes of Servategloshono secondary school 27
respondents which is 75% reported that Individuatfémance Agreement can be
derived from schemes Services while at Suye secgrsd¢hool 17 respondents which is
71.9% reported that Individual Performance Agreeincan be derived from schemes of

Services.

Furthermore, results from the finding revealed thatArusha secondary school 5
respondents which is 17.2% reported that Individhgieement can be derived from Job
Description. At Moshono secondary school resultewsd that there was no any
respondent who responded on the Individual Agreéntenbe derived from Job

Description, while at Suye secondary school onlgeéthers which is 8.3% reported that

Individual Agreement can be derived from Job Deximm.

Therefore, from the interpretation above it seerhst tindividual Performance
Agreement can be derived from schemes of Servisdbeafactor that can be used to

measure the individual performance.
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Figure 4.1: Signing performance agreement
Source: Fieldwork, (2016)

Individual Performance Agreement can be derivedhfnnual Business plans 16.9%,
Individual Performance Agreement can be derivednfschemes of Services 71.9%,
and Individual Agreement can be derived from Jolsddiption 7.9%, From Medium

Term Expenditure Framework 3.4%. Therefore from ititerpretation above it seems

that Individual Performance Agreement can be ddrfvem schemes of Services.
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Table 4.2: Signing of Performance Agreement

Name of the schools Total

Arushal Moshong Suye

Secondary Secondary Secondary

Any time during the  Count 9 6 51 20

financial year July- % within Name of 21.3
31.0% 16.7% 16.7%

June) the schools %

Signing of Count 19 29 20| 68

At the beginning of the

|Performance % within Name of 76.4
calendar year (Jan-De 65.5% 80.6% 83.3%

Agreement the schools %

Count 1 1 0 2

Any time you see is
% within Name of

appropriate 3.4% 2.8% 0.0%]2.2%
the schools
Count 29 36 251 90
Total % within Name of 100.0]
100.0% 100.0%| 100.0%
the schools %

Results from the findings indicate that teachessnfthree schools had diversity on their
term of signing the performance agreement in Arushty Council. At Arusha

Secondary school 9 teachers which are 31.0%, ahdtasSecondary school 6 teachers
which is 16.7%, at Suye 5 which is 16.7% reportealt they sign the performance

agreement any time during the financial year (Juige).

Moreover at Arusha Secondary school 19 teacherschwis 65.5% at Mashono
Secondary school 29 teachers which is 80.6%, aé& 20ywhich is 83.3%, sign at the

beginning of the calendar year (Jan-Dec).

However, at Arusha Secondary school 1 teacher wikih4% at Mashono Secondary
school 1 teacher which is 2.8%, at Suye 0 whiclD.B3%, reported that they sign

performance agreement any time they see is apptepri
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Therefore, due to the above interpretation thelt®seveal that teachers in Arusha City
Council sign their Agreements at the beginninghef ¢alendar year (Jan-Dec)

80.0%

60.0%

40.0%

Percent

20.0%—

0% ' T |

T T
Any time during the financial year At the bigining of the calendar  Any time you see is appropriate
July-June) year (Jan-Dec)

Figure 4.2: Challenges encountered during the prass of OPRAS

implementation

Source: Fieldwork (2016)

Any time during the financial year July-June) 21,386 the beginning of the calendar
year (Jan-Dec) 76.4%any time you see is approp2i@¥. Therefore, due to the above
interpretation the results reveal that teachersAmsha City Council sign their
Agreements at the beginning of the calendar year-[Jec)
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Table 4.3: Challenges encountered during the pross of OPRAS implementation

Name of the schools Total
Arushal Moshong Suye
Secondary Secondary Secondary
Absence of Count 1 2 4 7
Seminars on how t(0 ithi ;
fil the OPRAS 26 Within Mame o 3.4% 56%|  12.5%| 6.7%
form
Inadequate Count 15 17 8 40
Resources %within Name of | 51 790l 47206  33.30% 44.9%
Challenges the schools
encountered Count 5 7 10 22
in OPRASAbsence O-cy ithin N ¢
implementatifeedback o within ame o 17.2% 19.4% 41.7%| 24.7%
on the schools
. Count 5 2 1 8
Unfair agreement 0 Ouh _
with the supervisor 70 Within Name of 17.2% 5.6% 4.2%| 9.0%
the schools
Count 3 8 2 13
Absence of Suppor‘0 our] ,
from the supervisor’® Within Name of | 1) 5001 55 595 8.3%| 14.6%
the schools
Count 29 36 25 90
Total % withi
o within Name of | 155 0ol 100.00  100.0%| 100.0%
the schools

Results from the findings revealed that there wahallenges encountered during the
process of OPRAS implementation which were as Wdloat Arusha Secondary school
1 teacher which is 3.4%, at Moshono secondary $chdeachers which is 5.6%, at
Suye secondary school 4 teachers which is 12.5%rtexpthat Absence of Seminars on
how to fill the OPRAS form was a challenge. HowearArusha Secondary school 15
teachers which is 51.7%, at Moshono secondary $dhbteachers which is 47.2% and
at Suye secondary school 8 teachers which is 38egfdrted that Inadequate resources

was a challenge.

Moreover, at Arusha Secondary school 5 teachershwhre 17.2%, at Moshono
secondary school 7 teachers which is 19.4 % ari8ug¢ Secondary school 10 teacher
which is 41.7% reported that Absence of feedbacls \wmachallenge of OPRAS

implementation.
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Furthermore, at Arusha Secondary school 5 respasdemch are 17.2%, at Moshono
secondary school 2 respondents which is 5.6 % an8uge secondary school 1
respondent which is 4.2% reported that unfair agesd with the supervisor was a

challenge to OPRAS implementation.

Apart form that at Arusha Secondary school 3 redpots which is 10.3% at Moshono
secondary school, 8 respondents which is 22.2 %uge secondary school and 2
respondents which is 8.3% reported that Absencgupport from the supervisor was a
challenge that impeded OPARAS implementation.

Therefore, due to the above interpretation inadeguasources was the biggest
challenge that was encountered during the prodasgptementing OPRAS form.

60 .0%

50 .0%

40.0%

30.0%

Percent

20.0%

10.0%

0%

T T T T
Lack of Seminers on Lack of Resources Lack of feedback Linfair agreement with
Fow to f¥| the OPRAS the supervisor
arm

Challenges encounter during the process of OPRAS implementation

Figure 4.3:  Challenges encountered during OPRASmplementation in Arusha
City Councill

Source: Fieldwork (2016)
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Results from the figure above indicates that absesfcSeminars on how to fill the
OPRAS form 6.7%, inadequate Resources 44.9%, absehcfeedback, Unfair
agreement with the supervisor 24.7%, absence op@&ufrom the supervisor 14.6%

are the Challenges encountered during the pradesgplementing OPRAS form.

Therefore due to the above interpretation inadeguasources was the biggest

challenge that was encountered during the prodasgptementing OPRAS.

Table 4.4: Strategies to address the Challenged onplementing OPRAS in

Arusha City Council
Name of school Total
Arushal Moshong Suye
Secondary Secondary Secondary
Provision of TrainingCount 5 4 4 13
on how to fill the % within Name of
0, 0, 0, 0,
OPRAS form school 17.2% 11.1% 12.5% 13.5%
Referring OPRAS Count 9 13 8 30
Results for % within N f
Promo oWIENInNamMe Ot 39 006  36.1%|  33.3%| 33.7%
romotion school
Strategies toProvision of Count 10 11 7 28
feedback % withi
address the owithinName of | o) o/l 30606 20200  31.5%
IChallenges school

of
[implementin Employee should beCount
g OPRAS in given enough time 9% within Name of

Arusha for evaluation schools
ICITY

3.4% 13.9% 25.0% 13.5%

To Review the Count 5 > 0 4

OPRAS Form to suit .
% within Name of

the teachers’ cadre 6.9% 5.6% 0.0% 4.5%
school
Abolish the OPRAS<Count 2 1 0 3
form % withi
/o within Name of = o 5, 2.8% 00%|  3.4%
the schools
Count 29 36 25 90
Total % within N 1
o WIhIn Name o1 - 100.09d 100.0%  100.0% 100.0%
the schools
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Results from the findings revealed that there vetra&tegies to address the challenges of
implementing OPRAS in Arusha City Council which weas follows; at Arusha
Secondary school 5 respondents which is 17.2%, ashikho secondary school 4
respondents which is 11.1%, and at Suye seconddryok 4 respondents which is
12.5% reported that Provision of Training on howfitbthe OPRAS form was the

strategy to address the problem.

However, at Arusha Secondary school 9 responddras is 31.0%, at Moshono
secondary school 13 respondents which is 36.1% an8uye secondary school 8
respondents which is 33.3% reported that OPRAS IRestould be used for Promotion

purposes.

Moreover, at Arusha Secondary school 10 respondehish are 34.5%, at Moshono
secondary school 11 respondents which is 30.6 % an8uye secondary school 7
respondents which is 29.2% reported that there medsProvision of feedback to the

teachers.

Furthermore, at Arusha Secondary school 1 respéndbith is 3.4%, at Moshono
secondary school 5 respondents which is 13.9 % an8uye secondary school 6
respondents which is 25.0% reported that Employeeild be given enough time for

evaluation.

Nevertheless, at Arusha Secondary school 2 resptsdanich is 6.9% and at Moshono

secondary school 2 respondents which is 5.6% regdhat there was a need to make
amendment on the OPRAS to suit the teachers’ c#drd.at Suye secondary school

there was no respondent who reported that makirepndment on the OPRAS form was

a strategy to address the challenges of implemg@PRAS in Arusha City Council.

Apart form that at Arusha Secondary school 2 redpots which is 6.9%, at Moshono
secondary school 1 respondent which is 2.8%, regdhat abolishing OPRAS form are
strategies to address the challenges of impleng@RRAS in Arusha City Council
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while at Suye secondary school there was no angoneent who reported that
abolishing OPRAS form is a strategy to address<halienges of implementing OPRAS
in Arusha City Council.

Therefore, from the above interpretation it showeadreferring OPRAS Results for Promotion

was a strategy to address the challenges of impitnge OPRAS in Arusha City
Council

40.0%
30.0%
=]
=
L 1}
2 20.0%
] .
o
10.0%—
0% T T T T T T
Provision of Refering OPRAS  Provision of Employes should To make Abolish it
Training on how  Results for OPRAS results be given enoughammendiment on
to fillthe OPRAS Promation feedback time for the OPRAS Form
form evaluation

before filing the
form

Strategies to address the Challengf_lgvofimlpementing OPRAS in Arusha

Figure  4.4: Strategies to address the challenged implementing OPRAS in
Arusha City Council

Results from the figure above indicate that Prawisof Training on how to fill the
OPRAS form was a solution to the challenge of OPRA®lementation. 13.5%,
Referring OPRAS results for promotion 33.7%, prmnsof feedback 31.5%, Employee

should be given enough time for evaluation 13.5%k lof Support from the supervisor
4.5% abolish it 3.4%.

36



Therefore, from the above interpretation it showat treferring OPRAS results for
promotion is a strategy to address the challengesmglementing OPRAS in Arusha

City Council.
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CHAPTER FIVE

DISCUSSION OF FINDINGS

50 Introduction

This part is mainly concerned with the discussibthe findings of the analysed data in
chapter four. The discussion of the findings isaniged and guided by three specific
objectives which were to find out how OPRAS is iepkented by the public Secondary
School Teachers in Arusha City council, to identdhallenges faced by Public

Secondary School Teachers in OPRAS implementatiohta identify strategies to be

used by the Arusha City Council to address thelehgés of implementing OPRAS in

Arusha City Council.

5.1 Implementation of OPRAS by Secondary school tehers in Arusha City

Council
5.1.1 Planning

Results of this study have discovered that 71.9%®teachers reported that Individual
Performance Agreement can be derived from scherheseroice. This finding has
shown that there is a challenge in the planninggs®s as many of the respondents were
not aware of how to derive their IPAs. It is onl§.9% of the respondents that were
aware that IPAs can be derived from Annual Busineks (Strategic plan of the
Institution). Findings have shown that most resmursl had no skills on how to derive
their IPAs. Report submitted to Public Service Cassion in period from July 2012 to
September 2013 indicated that 826 secondary scheadtiers signed the OPRAS form
that is 100%. Practically teachers in Arusha CityuQcil derive their performance
Agreement from the Business plan of the Institutignich cascades to the head of
Secondary Education and from there cascades tél¢laels of secondary Schools and
finally to the heads of departments of the schobls from the department level that

individuals derive their Individual performance agments.

38



Teachers use the school strategic plan, work phantlae school calendar to make their
individual performance agreement. Most of the resleots reported that they were
given a sample of already filled OPRAS form so wihaty did was to copy and paste
and they have been doing so for several years. Theythis because they were
unfamiliar with how to fill and had no skills on Wwao fill the OPRAS form. Some of
the respondents said

Some teachers just fill OPRAS forms because they have to, if it would have been
an option, they might not fill them. Therefore they do not do exactly what they
have written in these forms

No education given on how to fill it most of the teachers lacked knowledge about
the OPRAS.

The OPRAS forms are just filled without knowing its meaning hence poor

implementation of it.
Lack of enough guideline on how to implement OPRAS

It is complicated filling the forms and the language used was not familiar to most

of the teachers.

5.1.2 Implementation

Guidelines for OPRAS 2011 requires individuals angervisors to sign an agreement
for the OPRAS implementation and this happen dftertwo have agreed on annual
objectives as well as performance targets, critand resources to be used. After
agreeing on objectives, performance targets, @itend resources to be used then the
agreement is signed. The findings from this studyehrevealed that 76.4% of 68
respondents reported that IPAs can be signed abelgening of the calendar year
(January to December). Teachers in Arusha City Cibusign their performance

agreement with their supervisors at the beginnintg® Calendar year that is January.
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This study has revealed that neither did teacherssapervisor reach into agreements
with their supervisors on performance targetsedatand resources to be used. Teachers

fill OPRAS form as a routine. One of the respondeptied.

| wonder how a supervisor can be able to discuss this. We are so many to
supervisor to be able to discuss with one another and this technique is so biased

depending on how you appear to supervisor.
5.1.3 Monitoring and Evaluation

Guideline on OPRAS 2011 requires continuous moinigoiof progress by both the
individual and the supervisor after the implemeaontabf OPRAS where by coaching,
mentoring as well as counseling will take placeisTgrocess assists in taking corrective

measures in the aspect of performance agreemeatidane year.

The study has revealed that formal and informalsatiations between the individual
and the supervisor were not conducted as direciedhb guideline for OPRAS
implementation. Some respondents reported thatrgigpes were not confident enough

and they do not talk to individuals to give thera gtirength and weakness

5.1.4 Performance Reviews

According to guideline of OPRAS 2011 there will e reviews in the whole year that
is mid-review and annual reviews whereby individuaill be assessed in order know

what was achieved against his or her objectivesbished in the whole year.

The study has revealed that both Mid-reviews andual reviews were not conducted
in Arusha City Council. The council quarterly repadhat was submitted to Public
Service commission from July 2012 to September 268h@wed that 826 public
secondary school teachers filled the OPRAS forntsntud and annual review report
was missing. The same is with the report from Aau€lity Council submitted to Public
Service commission in Dar es Salaam showed thap8Bbc secondary school teachers

filled the OPRAS forms but mid and annual reviewars were missing. Similarly
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report submitted to Public Service Commission shibwieat 930 public secondary

school teachers missed mid and annual review report

5.1.5 Rewards, Incentives and Sanctions

In order to encourage performance guideline for @8R011 provides a room for
salary increment, bonus and non-financial rewandsié outstanding and above average

performers.

The study has revealed that there were no rewardsntives and sanctions that were
provided during the process of OPRAS implementatanthe outstanding and above

average performers. Some of the respondents said;
Thereis no reward given to the best performer of OPRAS,

| have never seen or heard someone who is rewarded because of being the best

performer in the implementation of OPRAS.

The council management always complains that there was no budget to reward

employee.
A.C.C management does not regard that rewards are good motivations.
Reward is not a priority as benefit to the performers according to A.C.C.

There is a need to teach A.C.C about the importance of rewards to teachers.

Rewar ds increase positive reinforcement and increase the morale of work.

The above view shows that rewards and incentivesnat provided by Arusha City
Council as it is stipulated by the OPRAS guidelim@lementation manual. Rewards are

vital to the employees as they motivate the mavalgork
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5.2 Challenges facing public secondary school teaais in OPRAS implementation

The processes of implementing any project in aggoization challenges are inevitable.
However from this study conducted in three schawoldrusha City Council the results
reveal that challenges facing Public Secondary @&chbeachers in OPRAS

implementation were as follows;
5.2.1 Inadequate resources

Inadequate resources were found as one of theclfiabbenges that were encountered in
the process of implementing OPRAS in Arusha Cityu@dl. The finding from this
study has revealed that 40 respondents which i8%l4eported that inadequate of
resources impeded the implementation of OPRAS iasAa City Council Secondary
schools. This was evidenced by the data obtainedn fiSecondary Education
Development Program (SEDP) report of Arusha Cityi@a. The report revealed that
both tangible and intangible resources were a Ibajplpm in the course of OPRAS
implementation. Report revealed that in year 20E2d was a deficit of 149 classrooms
which was 27% where by the required classrooms WwBfleand available classrooms
were 402 equal to 73%. In year 2013 there werecidefi 147 classroom equal to 27%
required classrooms were 554 and available classawere 407 equal to 73%, in 2014
deficit of classrooms was 98 equal to 19%, requaledsrooms were 505 and available
classrooms were 407 equal 81%, in year 2015 dedicitlassrooms was 135 25%,
required classrooms were 549 and available classowere 410 equal to 75%.
Shortage of classrooms has made teaching loadliedsy for teachers as a result of big
number of students in the classroom has causeddepr of supervision to the students
hence difficulty to attain the required results.

Administrative block; in year 2012 there was defafi19 administrative blocks equal to
83%, required administrative blocks were 23 andlabie were 4 equal to 17%, in year
2013 deficit of administrative blocks was 19 eqtml73%, required administrative
blocks were 26 and available administrative bloalkese 24%, in year 2014 deficit of
administrative blocks was 1 equal to 4%, requirdthiaistrative blocks were 25 and
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available administrative blocks were 24 equal td096And in 2015 deficit of
administrative block were 18 equal to 72%, requiaddinistrative blocks were 25 and
available administrative blocks were 7 equal to 28hortage of administrative blocks
has created poor conditions for teachers to wodabse they lack the place to seat and

prepare different teaching programs.

Physic laboratories; in year 2012 there was defitil9 physics laboratories equal to
83%,required physics laboratories were 23 and aviail physics laboratories were 4
equal to 17%, in year 2013 deficit of physics latories were 20 equal to 87%,
required physics laboratory 23 and available plsyiboratories were 3 equal to 13 % ,
in year 2014 deficit of physics laboratories wasdual to 4% , required laboratories
were 25 and available physics laboratories weredi#al to 96% and year 2015 deficit
of physics laboratories was 1 equal to 4%, requpkgsics laboratories were 25 and
available physics laboratories were 24 equal to .9&Mortage of laboratories has
become the problem as it has made it difficulttBacher to meet their targets and this

has made the students to perform poorly.

Chemistry laboratories; in year 2012 there wascdedt 17 chemistry laboratories equal
to 74% ,required chemistry laboratories were 23 awalable chemistry laboratories
were 6 equal to 26 %, in year 2013 deficit of cletrgi laboratories were 18 equal
to78%, required chemistry laboratories were 23 awdilable chemistry laboratories
were 5 equal to 22%, in year 2014 there was aitlefid chemistry laboratory equal to
4%, required chemistry laboratories were 25 andlaya chemistry laboratories were
24 equal to 96 % and in year 2014 there was nigidefjual 0%, required chemistry

laboratories were 24 and available chemistry |aiooies were 24 equal to 100%.

Biology laboratories; in year 2012 there was aditetf 20 laboratories equal to 87%,
required laboratories were 23 and available lalboed were 3 equal to 13%. In year
2013 there was a deficit of 21 laboratories eqoa@3%, required laboratories were 23
and available laboratories were 2 equal to 7%.dary2014 there was a deficit of 1

laboratory equal to 4%, required laboratories wvArend available laboratories were 24
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equal to 96% and in year 2015 there was no ddficihiology laboratories, required

laboratories were 24 and available laboratoriee\wdrequal to 100%.

Teachers’ houses; in year 2012 there was a defi@b4 equal to 96%, required houses
were 369 and available houses were 13 equal toift%ear 2013 there was deficit of

429 houses equal to 97%, required houses werertd\ailable houses were 15 equal
to 3%, in 2014 there was a deficit 497 houses efqul’%, required houses were 513
and available houses were 16 equal to 3% and in3@kb there was a deficit of 647

houses equal to 97%, required houses were 666 \aildlde houses were 19 equal to
3%. Shortage of laboratories for the science stdbjbas been a challenge for the

teachers in implementing OPRAS.

Pit latrines; in year 2012 there was a deficit 87 ®qual to 62%, required pity latrines
were 953 and available latrines were 356 equal7ad%, in year 2013 there was a
deficit of 723 latrines equal to 67% required las were 1077 and available latrines
were 354 equal to 33%, in year 2014 there was igidef 724 latrines equal to 60%,

required latrines were 1200 and available latriwese 476 equal to 40% and in year
2015 there was a deficit of 608 equal to 59%,regllatrines were 1039 and available
latrines were 431 equal to 41%. This has made sofmehe students to lack

concentrations of their subject.

Library facilities; in year there was a deficit RBRraries equal to 96%, required libraries
were 23 and only one library was available equdl%g in 2013 there was a deficit of 24
libraries equal to 96%, required libraries werea2dl only 1 library was available equal
to 4%, in year 2014 there was a deficit of 24 lilms equal to 96%, required libraries
were 25 and only one library was available equal%oand in 2015 there was a deficit
of 24 libraries equal to 86%, required librariesrev@8 and available libraries were 4
equal to 14%. This has made teachers to get difssun getting material for teaching,

preparing lessons and reading.
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School furniture; Tables students; in year 2012etheas a deficit of 3966 equal to 17%
tables for students, required number was 2332%usaitiable tables were 19363 equal to
83%, in 2013 there was a deficit of 1261 tablestaflents equal to 5%, required tables
were 23390 and available tables were 22129 equ@b%, in year 2014 there was
surplus of 12 tables, required tables for studevdse 22247 and the available tables
were 22299 equal to 100% and in year 2015 thereneateficit of tables. Has a created
a poor working conditions for teachers and studastsiany students seat in the ground

and as the result they lack concentrations.

Chars for students; in year 2012 there was a deficB808 equal to 16%, required
chairs were 23329 and available chairs were 19%5@mleo 84% , in year 2014 there
was no deficit and in year 2015 there was no defi@ck of tables and chairs for the
students has made it difficult for the studentpdg attention to their teachers and as the

result the performance become poor.

Tables and chairs for teachers; in year 2012 the® a deficit of 402 equal to 49%
tables and chairs, required tables and chairs 828eand available tables and chairs and
teachers were 426 equal to 51%, in year 2013 thasea deficit of 312 tables and chairs
equal to 37%, required tables and chairs were 8diBaaailable tables and chairs were
536 equal to 63%, in year 2014 there was a deff@{78 tables and chairs equal to 32%,
required tables 863, available tables and chaire W85 equal to 68% and in year 2015
there was a deficit of 362 tables and chairs etquab%, required tables and chairs were
937 and available tables and chairs were 575 ¢quél%.

Intangible resources; this study revealed thatetieas also that there was a shortage of
science teachers a challenge that has caused phementation of OPRAS among the
teachers to be difficulty. It has been reportedt ttiere is a shortage of science,
commerce and mathematics teachers in most secosdaoyls of Arusha City Council.
According to Personnel Emoluments-Annual Estim&@55/2016 it has been reported
that Arusha City Council required 556 science teeshn its establishment and the
available teachers for science subjects were 2aldéq 40% and there was a shortage

of 336 equal to 60 % science teachers.
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Shortage of teachers was due to increased demasdcohdary schools which were
built like Arusha Girls Secondary School and Mkordecondary Schools. Losirway
Secondary school has a shortage of 3 mathematchdes, 3 physics teachers, 3
chemistry teachers, 2 biology teachers, in Murtioselary school there was a shortage
of 2 mathematics teachers, 2 physics teachers amdoBeeping teachers. Others
secondary with shortage of teachers included @lojrKorona, Themi, Olasiti, Naura,
Sombetini, Elerai, Suye, Moshono, Nijiro,Sinon, Kgeki, Kinana and Ngarenaro
secondary school. Shortage of teachers has beehalderge in the process of
implementing OPRAS because most teachers repoht&dthere was a problem of
shortage of time in filling the OPRAS form becaugetoo much work to do. This
finding concur with Gasembe (2009) and Michael,0@0in their studies on OPRAS
conducted in Nzega District Council and DAWASCO egvhifound that inadequate

resources in terms of funds and working tools inggkithe implementation of OPRAS.

5.2.2 Lack of feedback

Lack of feedback was found to be the challengemgflémenting OPRAS among the

public secondary school teachers. Findings froms shiidy revealed that there was lack
of feedback in OPRAS implementation. 22 respondentsal to 24.7% reported that

supervisors did not provide feedback. The coungdrterly report that was submitted to
Public Service commission from July 2012 to Septen#912 showed that 826 public

secondary school teachers filled the OPRAS fornighmre was no report of grades that
was filled and hence there was no feedback giveteachers. The same is with the
report from Arusha City Council submitted to Pub8ervice commission in Dar es

Salaam showed that 826 public secondary schooh¢esdilled the OPRAS forms but

the ratings were not conducted. This is a probleémcivrequires a solution. Similarly

report submitted to Public Service Commission shibwieat 930 public secondary

school teachers lacked ratings and hence therenavésedback given to teachers. Thus,
lack of feedback demoralised the respondents fitimgfin the OPRAS forms as they

saw no significance in doing so. One of the respatwisaid;
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In fact to me filling in of the OPRAS form is like time wastage because |
have never got any feedback regarding the general status of my
performance. | need to be made aware of positionality in my job place;
that is whether 1 am making any contribution or not and whether the
management recognises my contribution or not. So, having no any
feedback makes me devel op apathy to filling in the OPRAS forms, after all

they are time consuming and then there is no feedback!

The above respondent’s concern is valid since systapproach to performance
management requires effective feedback (Checkla®89).Lack of feedback was also
reported by other previous researchers such asadiq2009) in his study on OPRAS
implementation at DAWASCO and Gasembo (2008) ingdzBistrict Council.

5.2.3 Lack of seminars on how to fill the OPRAS fon

Findings from this study have revealed that lacktmaining was a challenge in
implementing OPRAS in Arusha City Council. 7 respents which is 6.7% reported
that there was lack of training or in adequatentrgj in the way of filling OPRAS
forms. This study has revealed that lack of semsimar how to fill the OPRAS form to
both the teachers and supervisors was a problemh hivaered the effective
implementation of OPRAS. The research findings atae that most teachers were not
capable of filling the OPRAS form. This was revealey the fact that when teachers
were asked how they derived Individual Performadgreement, 71.9% of the
respondents reported that Individual Performanceed&ment can be derived from
schemes of Services. This answer implies that mbstspondents were not aware of
how to derive the Individual Performance Agreemenice difficulty to fill the OPRAS
form. Lack of training was caused by inadequategetidhat was allocated for the

training in Arusha City Council.
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The report from Arusha City council has shown thalty 80 million Tanzania shillings
were allocated for the whole employees who accaurite be 38000. The record
revealed that only 25 heads of secondary schoote wained on how to feel the
OPRAS in the financial year ending June 2015. Is waly 3% of all teachers who
received training. This finding shows that trainimas not been given priority. Therefore
there is a need to give priority by allocating egltoloudgets for training. This is similar
to Mirunda (2014) in his study findings from theu#io African Mining Industry which
indicated that there was in-adequate training lier line manager and lower categories

of employees.
5.2.4 Absence of support from the supervisors

Absence of support from the supervisor impeded itglementation of OPRAS in

Arusha city Council. The study findings have reeeathat 13 respondents equal to
14.6% reported that there was no support from thepervisors. This demoralised
teachers ‘morale. This research revealed that dhcupport from the supervisor was a
challenge to OPRAS implementation. Some of theardents said that lack of support
was caused by supervisor's biasness, bureaucratgane of the supervisors did not
know what OPRAS was and this caused a big challeBgee of respondents went
further by saying that some of the supervisors vmertewell informed of their staff. As

one of the respondents added:

I am wondering here! You know, | tend to ask myself, how can a
supervisor who is not having any ABC.s about you grade your
performance? It is true that we tend to sign agreements together but
during my execution of duties sometimes we do not even meet until the
time of review. This makes me become worried about the validity of the
grade | get. Though there are some evidence that we present, that is not
enough. One needs to go an extra mile and observe how the staff

performtheir duties!
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The above view shows that the staff or employeesl e be visited by their supervisors
when they are performing their jobs so that theesuipors also can be able to witness
how their staffs are carrying out various actiwti€ailure to visit them make them fail
to understand their challenges and hence end uprawiding the requisite support. This
concurs with Waal (2007) in his study conducted GBE where he found that
performance management was impeded by lack of meafoce driven behaviour and
managers were not role models by regularly addrgsperformance management.
Moreover, he found that performance culture wakitgcin many African institutions.
Culture was a problem in addressing performance agement in most African
Institutions. Similarly Michael, (2009) in the rétd study conducted in DAWASCO
found that OPRAS in public institutions was impedsgd lack of collaboration and
support from the supervisors. Therefore there wasead to give support and

collaboration.
5.2.5 Unfair agreement with supervisors

The findings from this study has revealed thatspoadents equal to 9% reported that
unfair agreement was a challenge that impededipémentation of OPRAS in Arusha
City Council. According to Tanzania guideline manea OPRAS implementation
supervisors and supervisee need to reach into ragreein terms of objectives to be
implemented, the resources required to be usedthanctiteria to be used for measuring

performance.

5.3 The Strategies used by Arusha City Council to dalress the challenges of
implementing OPRAS

In order to accomplish any objective in a particutaganisation or system some
strategies have to be formulated and used as tiuelme. Teachers in Arusha City
council from three schools suggested that, in orderaddress the challenges of
implementing OPRAS in Arusha City Council referri@RAS Results should be used
as the basic guideline for Promotion as the styatieg address the challenges of
implementing OPRAS in Arusha city Council.
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The study finding has revealed that there wardegjiras used by Arusha Council to
address the challenges of implementing OPRAS aslelgin the subsequent sections:

5.3.1 Provision of training on how to fill the OPRAS form

The findings from this study have revealed thatsha City Council has a strategy to
overcome the challenges of implementing OPRAS hin financial year starting July
2016 the council has allocated 120 million shilsrfgr the purpose of training teachers
on the issue related to OPRAS. As Mjaya (2010) ssgthat in order for the system to
be effectively implemented there should be intem&mployee’s education programme
about the awareness of OPRAS, both employer antbgegs should be trained on how
the process or the new system introduced has toab@eed out. He suggested that
seminars for new employees should be provided oheroto improve employees’
awareness about the whole process of open perfaemanmiew and appraisal system for
effective implementation. Arusha City Council hdaared conducting training for the
teachers on the importance of OPRAS and how toitfilStarting January this year
training of OPRAS was given to heads of schoolsAinsha City Council 48 head
teachers of Primary secondary school were givenréieing and 25 Head of Secondary
of schools were given the training on right uséO#fRAS and how to fill it. Moreover
the Arusha City allocated a budget of 89 milliomZanian shillings for the purpose of
OPRAS training. The training will enable the emmey fill in the OPRAS form well

and enhance proper record of what one has doreafy appraisal and grading.
5.3.2 Provision of feedback

Training has been given to the head of seconddngpads on importance of giving
feedback of OPRAS. 25 heads of secondary schodgusha City council have been
trained on how to review the OPRAS forms and gieedback. During training
emphasis is given to supervisors that they showkensure that they provide effective
feedback to employees under them. This will elirrerthe problem of lack of feedback

that respondents complained of during the study.
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Feedback does not only help the employee to knawstagus in the organization but
also acts as an incentive as employees feel tlegt #ine being recognized in the
workplaces. Feedback helps also in self-evaluatibere an employee after knowing his
or her weaknesses can find ways of how to addieds weaknesses and improve job

performance.
5.3.3 Using OPRAS results for promotion purposes

The circular letter has been issued to the accogr@ifficers that no promotions will be
given to the employees unless they have filled OBRAhis has been used as a
mechanism to enforce every employer to make satethieir employees sign their IPAs.
Arusha City Council has started to train the he&dsecondary schools and other
employees on importance of filling OPRAS. Teachbese been trained on the
usefulness of using OPRAS and the impact that aneget if did not fill OPRAS such
as not getting promotion as required or not beawgarded even if someone might have
worked hard. This concurs with Benjamin Mkapa HI\ID& Foundation and Intra
Health International (2011) suggestions of imprgvieommunication, empower
employees, introduce and uphold performance cyltadept a different approach to
OPRAS training ,Simplify the OPRAS form, link OPRAS individual employee
productivity, by among other things, forming comedts to drive the performance

planning, managing, monitoring and evaluating psses.
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CHAPTER SIX

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

6.0 Introduction

This chapter presents summary, conclusion and ne@mdations for an action and

further studies and is based from the findings fabrapter four and five.
6.1 Summary

This research aimed to identify the challenges entmved by the Secondary school
teachers in performance management particularly £8°R Arusha City Council. The
study provided an overview on how OPRAS is impleteerby the public Secondary
School Teachers in Arusha City Council, identifietallenges faced by public
Secondary School Teachers in OPRAS implementatnchi@entified strategies to be
used by the Arusha City Council in addressing thedlenges of implementing OPRAS.

The methods used to collect data on this study geestionnaires which were provided

to 90 respondents from three secondary schoolsush@a City Council.

The sampling method involved probability samplimgl aon-probability sampling. The
probability involved random sampling that was aggliinto three public secondary
schools. Non probability sampling involved the mspe sampling for City Director,
one Human resource, Teachers Service Departmenet&gc and three Heads of

Schools.

Data was processed by editing questionnaire, codilegning and verifying them by
using the computer software Programme of SPSS eldlats were analysed by applying
the qualitative and quantitative methods. In tleigard SPSS Programme was used for
data analysis and interpretation whereby the detbeei statistic was applied by

involving percentage and frequencies.
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Data Presentation was done by using statisticglhgrand tables. Fifty eight percent
(58%) reported that the individual performance banderived from business scheme
services, during this study the respondents attemnfite questionnaire and hence the
results showed that majority of respondents (53%he) said that lack of resources is
the biggest challenge on OPRAS implementation, 80%espondents argued that lack
of feedback is the challenge that encounter thelementation of OPRAS,10% of
respondents reported that lack of seminar’'s on twfill the OPRAS form is also the
challenge that encounter the OPRAS implementatigpart from that majority of
respondents 21% of them said that the OPRAS foouldhave to be amended, 20% of
respondents reported that the OPRAS form shouldbodished ,18% of respondents
said that the employee should be trained on hovilltahe OPRAS form, 15% of
respondents said that employee should be givengbntime for evaluation before
filling in the form, 14% of respondents reportécttemployee promotion should base
on the OPRAS results and only 12% of responddated that they have to be given
feedback for OPRAS results which means that they ha know what they have done

S0 as to evaluate themselves on their efforts henreprove the job performance.

6.2 Conclusions

6.2.1 Implementation of OPRAS by Secondary schoatachers in Arusha City
Council

As it has been reported by respondents from theeeats which were Arusha secondary
school, Moshono and Suye Secondary schools thanfndeveals that Individual
Performance Agreement can be derived from schem8srwices is the factor that can
be used to measure the individual performance. Rherabove findings the Individual
Performance Agreement should be derived from Medi@nm Expenditure Framework
as well as from the annual business plans, schefre=vice and job description as it is
stipulated clearly by Tanzania Guideline for OPRA®BIementation. Once agreement is
reached on the individual annual objectives as aglperformance targets, criteria, and

resources, both the individual and the supervigpr the performance agreement.
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The performance agreement is signed at the begnuiirthe financial/calendar year.
Implementation and Monitoring upon signing of therfprmance agreement, an
individual proceeds with implementation. In the ks®i of implementation, there is
continuous monitoring of progress of work by batie individual and the supervisor
during which coaching, mentoring as well as coungetake place as appropriate.
Monitoring helps in taking timely corrective meassiron aspects of the performance
agreement during the year. This is done througm#brand informal consultations
between the individual and the supervisor. Thesesuwtations can take the form of
weekly/monthly meetings or through personal costaetween the two parties as a need

arise.

6.2.3 Challenges facing Public secondary school teers in OPRAS

implementation

In the process of implementing any project in argaaisation challenges are inevitable.
However, from this study conducted in three schaol&rusha City Council the results
reveal that lack of resources was the biggest ehgdl that was encountered during the
process of OPRAS implementation. As it has beeraled from the findings resources
are inevitable for implementation of any progranpasject. Therefore, the government
has to prepare good environment for working to coere the challenges that identified
above. Things like adequate teaching classroonasrs;shieaching and learning materials
for both teachers and students are to be provitleel.government has to make a policy

that will ensure that adequate teaching materradisather resources are available.

6.2.4 The Strategies used by Arusha City Councilbbtaddress the challenges of
implementing OPRAS

In order to accomplish any objective in a particutaganisation or system some
strategies have to be formulated and used as tiuelme. Teachers in Arusha City
council from three schools suggested that, in oraeraddress the challenges of
implementing OPRAS in Arusha City Council OPRAS &esfor promotion should be

used as the basic guideline for Promotion as tfaegly to address the challenges of
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implementing OPRAS in Arusha city Council. The mgeraent should be committed to
OPRAS management in terms of administering the nengew and annual reviews and
as well provide feedback which will enable the emgpks to know their status of
performance. Arusha City Council should formulatetination and training policy that

will motivate the employees to fill in the OPRAS1ts and have ownership of it.
6.3 Recommendations

In view of the research findings, data analysiselation to the reviewed literature the

researcher recommends the following:

Firstly, researcher recommends Training and Semit@arbe given priority. The Top
management must initiate adequate training regargerformance management and
ensure that it is provided to all teachers atealkls. Study has revealed that only 3% of
25 teachers received training. 97% of teachersaorsdary schools have not received
training. Training will definitely improve the cwant level of understanding OPRAS
amongst teachers. Employees must be trained ontbhoset the objectives, how to
prepare the mid-year review and the annual reviewhe one hand. On the other hand,
the supervisor should be trained on how to admanisihnd manage OPRAS with

emphasis on effective assessment and feedbackiqaelsn

Secondly, Researcher recommends Arusha City Cotmgilmanagement to allocate
enough budgets for the supply of teaching and legrmaterials. Building enough
classrooms, availability of chairs and tables amgyiry enough books for science

subjects.

Thirdly, Reviewing and monitoring of OPRAS forms shibe given priority because
through that the subordinates may know their stteh@nd weaknesses in achieving
their organisational objectives. The review proces®uld be clearly defined for
everyone involved and the employees should padteigully in the review process.

The reviewers should be capable of making fair @msistent assessments.
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Fourthly, Researcher recommends that implementattmd monitoring stage,
performance review stage to be conducted by thersigors as per the guideline of
OPRAS 2011.

Fifthly, Arusha City Council should set budgets fewards and motivation. This was
seen as a challenge as respondents reported #vat wWere no rewards that were

provided.

Lastly, the researcher recommends that the OPRAS las to be Revised or Amended
to fit different cadres’ requirements. There ise@d to review the OPRAS form in order
to fit the requirement of every profession. Thenewdd OPRAS forms for the teachers
or any other technique of measuring performancehvts different from those used by
officials in the headquarters of local governméurrently, all employees in the public
sector fill the same OPRAS form. This is a big peot because every cadre requires
different ways of measuring performance hence tiei@ need to review the form in
order to simplify it in terms of using a simple ¢tarage that is friendly to each

stakeholder.
6.4 Recommendation for Policy

The study has come up with the challenge of paficyanzania which requires OPRAS
form to be revised in order to suit different regunents of profession.

6.5 Recommendations for future research

The researcher would like to call for future studfich could provide a greater
contribution in identifying challenges of OPRAS aa@me with better solutions on how
to eradicate them.
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Appendix |
A QUESTIONNAIRE FOR THE RESPONDENTS IN ARUSHA CITY COUNCIL

| am Emanuel J Mhando a student at Mzumbe Uniwepsitsuing Master of Science in
Human Resource Management (MSCHRM) in the 2014/28d&demic year. | am
conducting a research on the Challenges of ImplaénggerfOPRAS among Public
Secondary School Teachers in Arusha City Coundie $tudy will focus on Public
secondary school teachers and data collectiorntakié a period not less than four weeks.
The aim of the study is to identify the challenggsountered by secondary school
teachers in implementing Performance Managemerdreftre this study is purely for
academic purposes only and not otherwise. Yourorespis vital for the completion of
the study. Please be assured that all the infoomatill be kept confidential. Thus your

name is not needed only your knowledge about tinadyst
Please answer these questions through the followstguctions

A) Please put a tick

B) Please fill the areas which are blank

Demographic characteristics of respondent
1. Gender

1. Male 2. Female

2. Age group (In Years)
1. 18-29 2. 30-49 3. 50-59 4. 60 and above
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3. Level of Education (tick one)

Bachelor Degree
Post graduate diploma

1. | Primary education

2. | Secondary education
3. | Certificate

4. | Diploma

5.

6.

4. What is your current position (designation) ................ oo ene

5. Length of service (Number of years worked)

0-5 2. 6-10 3. 11-20 4. 21 and above

OBJECTIVE ONE

6. OPRAS is a system which requires every public segrt@ sign an individual
performance agreement with his or her immediateestigor which sets
performance targets for the year.
Do you participate with your supervisor in settpgrformance agreement?
Please tick one
a) YES[]
d)NO []

7. In the process of implementation of Performanceeament, there is a
continuous monitoring of progress of work by botte tindividual and the
supervisor during which time coaching, mentoringwadl as counseling take
place as appropriate.

Does the supervisor conduct monitoring of progeesstake corrective measures
on the aspect of the performance agreement duregedar?

Please tick one

a)Yes|[ ]

b) No [ ]
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8. In order to know the results of Performance, Pearforice Review is very
important in order to evaluate the progress madethay individual as per
performance agreement which is done twice during year i.e June and
December of each financial year.

Have you ever received the mid- review from youpesuisor?
Please tick one

a) Yes|[ ]

b) No [ ]

9. Have you ever received an Annual Review feedbamk fyour supervisor
Please tick one
a) Yes| ]
b) No [ ]

OBJECTIVE TWO

10. Are there challenges encountered in the processmémenting OPRAS in your
work place?
a) Yes
b) No []

11.Which are the most challenges encountered durimg pitocess of OPRAS
implementation?

Please fill the blanks
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OBJECTIVE 3

12.What do you think are the strategies when used tshfa City Council may
address the challenges of implementing OPRAS irskaCity Council?

| appreciate the time spent to fill in this questionnaire.

Thank you for your cooperation.
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Appendix 1I:
Questionnaire for Supervisors

Dear Supervisors

This questionnaire is meant to seek informatiornt twuld be used to identify the
challenges encountered by Public secondary scheathers in implementing
Performance management. Therefore this study islydor academic purposes only
and not otherwise. Your response is vital for thenpletion of the study. Please be
assured that all the information will be kept cdefitial. Thus your name is not needed

only your knowledge about the study.

In this section please circle, in the space pravide

1. Sex: male () female ( )

2. Age (i) below 20 i) 20 -30 i) 30—-40 iv)40-65 (v) 50 — 55

vi) 55 and above

3.  How many years have you served as a supervisor?
(@1-5 (b) 6-10 (c) 15-20 (d) 21-25 (e) 26-30

4.  Highest education level
(a) Masters level (b) Bachelors Level (c) Diplohevel (d) Certificate Level
(e) Others (SPeCify) ....vvvveiieii i,

OBJECTIVE ONE

5. OPRAS is a system which requires every publicvasg to sign an individual
performance agreement with his or her immediatesigor which sets performance
targets for the year.

Do you participate with your subordinates in setirerformance agreement?
Please tick one

a) YES[]

d)NO []
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8.

. In the process of implementation of Performaageeement, there is a continuous

monitoring of progress of work by both the indiveduand the supervisor during

which time coaching, mentoring as well as coungetiatke place as appropriate.

. Do you conduct monitoring of progress and taieective measure on the aspect of

the performance agreement during the year?
Please tick one

a) Yes[]

b) No []

In order to know the results of Performancefd?Pmance Review is very important

in order to evaluate the progress made by the iehg@V as per performance agreement

9.

which is done twice during the year i.e June andeD#er of each financial year.
Have you ever provided the mi- review to your sulitates?

Please tick one

a) Yes|[ ]

b) No [ ]

Have you ever provided an Annual Review feekbacyour subordinates as per
guideline on OPRAS?

Please tick one
a) Yes[ ]
b) No []
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OBJECTIVE TWO

10. Are there challenges encountered in the prooksmplementing OPRAS in your
work place?

a) Yes

byNo[ ]

11. Which are the most challenges are encountewenhgdthe process of OPRAS

implementation?

Please fill the blanks below

12. What ere the strategies does Arusha City Cowse to address the problems of

OPRAS implementation in Arusha City Council?

| appreciate the time spent to fill in this questionnaire.

Thank you for your cooperation
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Appendix Il

MAP OF ARUSHA ADMINISTRATIVE WARDS SHOWING AREAS OF INTEREST
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ARUSHA SECONDARY SCHOOL Appendix V

SCHOOL ADMINISTRATION STRUCTURE
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(Teachers)

JAMHURI YA MUUNGAND WA TANZANIA
FOMU YA WAZI YA MAPITIO NA UPIMAJI UTENDAJN KAZI KWA WALIMU
Kuroka faman ..o Had DesembBa .ooeiiiiiiiniiiin

Formu hi imechukua nafasi ya FomuEFT17 B & C ziizokuwa zingpima wendai kezi kwa walime Aidha inekusudwa katka ok dezaji wa
shabahs na maengo yameneimant kafifka viumishi wa umma me kwenge uiusiano mar wa wendag kao kab y2 wongos ne weongoswa.

MAELETO YA NAMNA YA KUKAMIISHA FOMU:
{. Fomu hii jjazwe nakala nne na WalmuWakefurzi wate walioko katika Shule na Viywo vya Uaimu vwa Serikali Baoda ya kukamilisha fomu
hil makala zitumwe kwa:
i. Naibu Katibu Tume ya Utamishi wa Umma, ldara ya Huduma kwa Walimu [T30)
i. Mkuu wa Shule/Chuo
B Katibu Miwu, Wizara ya Eimu na Mahmzo ya Ufundi kbwa Wakufunzi wa Vywo vya Ualimu na shule za Mazoezi na
Viaburuganzi wa Halmashauri za Miji, Maiiji na Manspaa kwa Walmu wa Shule za Sskondari na Shule za Msngi
. MkufunziMwalimu anayehusika.
2 Pale panapohusika kila kisanduky kikamilishwe kwa hesfli kubwa au farakima moja
1. Malergo yanayombusu Mwalimu yatokane na Mpango Miakati wa Masndeles va ShuleiChuo. Mpango wa Hazi na Kalenda ya Shule/Chuo
vikiainisha Mpango wa Utekelezap Kazi wa mwaka na Ratla ya Kazi ambayo inatarajiwa kutekelezwa katika mwaka hua.
4 Sehemuya 2, ya 3 ma yad ya Fomu ki ikamishwe na Myalimy anayepimwa kwa kushirikiana na Msimamizi wake wa kazi. Sehemu ya 5na
& zkamiliskwe na Mwalimu akiwepa M=lkiizaji kama ni mahimw
5. Zingatia kwamba zama 1 ya wierdaj wa kazi ni ya watendaji waliciekeleza malengo yobe na ya ziada kwa ufansi na alama Sniya
walendajl wasiorighisha na wasiotmiza matengo. Taarifa za hawa wote zfikishwe kwa mwajir na Tume ya Utumisk wa Umma, iara ya
Huduma kwa Walimu [T50]}

TFM B32

SEHEMU YA 1: TAARIFA BINAFSI

e || | [ | ownese | [ [ [ [ ] | | |]

Ima 1a Funga
some | | | | | ez | [ [ [ | | |
Tma la Eifinga
Tna kammli Jins I Moo Jnala kwanm Tma ladari Al Ke
Imu
Napha vz Falada TeD Mamba
Eivange cha jws cha Fliom
Chao cha Cheo cia
Madarakn Mmoo
D M M T Y ¥ X b D M M ¥ ¥ b SIS §
Tarehe va
Terche ya kugiiraa cheo cha saza
D O M M YT Y ¥ X
Turche . K unbiisties las | | | | | | | | |
Mir: 12 Muoda elintredity dhini v
mahahar Msimamiri vy wsa Tarsha 12 knmlima
Bligaz D DMMY TI¥I
Masharti va kaei

[fimge: O = Tavehe, MU = Mdwert, FITT = Mhicka, K = bile, Mo = Mume
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SEHEMU YA I MAKUBALTANO YA UTENDAJ KATI
Jeve ma Adf wa ChuoHae Dbwa! fry A Afwal tin aruqpepimie bl muiubaiiono na Jisimamizl wa Joei

21 2 1 halemeo 1 3 Shabaha za 2 4 Vigezo vya 2.5 Mahitaji ya
MNamba valivolmbalilsa utelelezaji Utemdaji Fuasilimali
zlizolmbalila Vilivyolmbalila Zilizolmbalila.
S Mlrmrsiakid vlw sl s piess 27 Mlulnmomin ws Kad
Tira v, bt bruboss | Tami Tarsba Jma (Ewn barufl cabrea Farn. Tarabs
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SEHEMU YA 3: MAPITIO YA NUSU MWARKA (Juni .veviviaseimas )

Jinaw na M we Chus Shale Nl L heaiimy anarepimnen hue mafubalione ag Mmoozl we Kl

il 3.2 Malenzo va Utendaji 3.3 Masndeleo va 3.4 Sababu venye Eunathin
Mamba | valivelkubalilz (lcama 5elemn Utelelezaji lufilia lemeo Utelzelezaji
va X

1.5 Mmamizhi / Mealimo spssepimes

Jorma {lowm herel kubwa i Turche Jrm (Kown berufi kb
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SEHERU YA 4. MARFEFEISHO YA MALENGO NA SHABAHA (EAMA YAPD)
Tnapve ma Miarm wa ChieoShnde Misa i Moo ddwaimu anayepirneg bva mofmbefane ma Mymamizi wa Kog

11 1.1 Marekebiho | 4.3 Shabaha za Utendaji | 4.4 Vizezo vya 1.5 Malitaji va
MNamba ¥a Malenzo dlizolmbalika Utend aji Rasilimeali
valivolmbaliwa Vilivrolmbalilea Zilizolmbalils
4.6 Mmmishi /Mol s seplees 4.7 Mlurmamwre wa o
Jorms | lewn bl kubaa :r.: m: Jma (Kown berudi behws Sami Turche
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Ty

SEHEMU YA & TPIMAN WA UTENDATT EAZT WA MWARA (Desemba ... B

Ly var Ol Shele Mo M dheniimn angyapamnen e mafubalione ma Moy wir o

Jigzew na

Namba

5.1 Malenza
Talivolmbalika

5.3 Maendeleo ya
Uheleelezaji wa
shabaha zlizofiltwa

5.d Alama ilivotolewa

ATtmimis hi

Alsimamizi

Alama
Filizoafiki

Fomestchey 13 Eiwamen cha Abyes wo Uliondag: Fooencho bl
liomygshe pafanikie ya ralangn v ohakeleoi yainpoknbaliks

paboxm 5

Al e

| = Uickdcasyi wa malengn poio . pu risde ke ubein

1= Uickelersgi wa malengs poic kwa ubanmi

1= Mok ersgi wa waxiare kwn mabengn yolc

4 = ickdcrsgi weornd hesbs ardso mi chini ye sasiss bl mishe cs bsicals
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= Mgk d i woorid ks ws coocngeis mel o

SEHEMIT YA 6: SIFA ZA UTENDATL BORA
Dazie ma M wa Shule'Chus Mwalims J8na Mol i aageenimres ag WsimamEd wer i

§.1 £.2 Vigeeo Michizm 6.3 Ubora ma Sifa &4 Alana Tiyotolena
Namiba hinomish | Mopapx Alarm
milizoedh ki
1 MAHUSIANG Liwezo wa kafamya kam na werm
FAZINI Lrwrezo wa koshimknany oo waturmishl wasio walsm
Liwezo wa kostaln hwa ma wenm
Limrezo wa kuminsata jirsa
2 MAWASILIAND | Livwezo wa kupeleza lamaandizh
WA USIEIVI Tharezo wa bajislem ko mema
Uhwezo wa nsikivg na ufabarmy
Liwrezg wa kofunea ra Kuensel ez
3 LR G0ET WA Urwezo wa kaparea m knrsimamia
VEIMAMTA Liwezo wa koonsoa, kohamasisha @ brahia masons o
Liwezo wa niumfu o manrisha)l
LUrwrezo wa kokasiom hamukunea'Bazn {Delemainon of
DPowers)
LUhwezo wa koatenda kwa owazi na wwajibikai.
3 UBUEA WA Liwezo wa kunmdn somo
UTENDAL Liwreno wa katoa navoaken salih ko wakat
Liwezo wa kohmeh wiekeleran ma kuendelea ko omda
mrefi
LUiwrezo wa kohomeas marmsra kanka kuhmdizha
3 UTENDAIL Urwrezo wa kufikia malensn
&?&I{f"l TIA Trwezo wa Eanmdn mayukimm ¥a aada
MATOEED LUrwrezo wa kofamya kam bala usimamiz wa kanibu
3 LW ATIETEATL Liwrezo wa maajioakan kanka kotekelera mapatnmmy
?;i_iﬁ% WA Uwrero wa koofamys maxmverr sabibi ko wakati numfka
= LUwezo wa korineatin mmada
RUTHAMINI Liwrezo wa koahummua wate)a
WATEIA Urwezo wa kozinsatia haiba va galim
Liwrezo wa logjall mathitan ya wanahm=a
Liwezo wa kaheshinm mawaze va wamIoes
d LAMINIEL Liwezo wa kopmvesha stad za nonsom
Liwrezo wa kamsaicha Eoongen kostekelera mapsdoonm yake
Liwezo wa kbupokea @ bxekelemn paslakero,
Liwezo wa kofekelera mapukumm bkarm 5o Ewa noda
uliparEwa
Liwrezo wa kohata ma kuminsata maach va kaz va nalemy
g UADTIFY
Eafoa iadimas bora bala veshawis
Limrezo wa kohomea faainms Ena mamas v i
Tunmsisho b Fiwarzo cha Alams za wendaii Sehenm va 6 E
Al wrrm
| = Uickdcrmg we malengn poic ey cisde kwe ubemin
1= Mickcersgi wa malengn poie kwa ubnmi

1= Tickelermgi wa wariare bwe malengn yolc

4 = Uik crspt weomdbesbe s s i chni ya sasise bils sabeho ca kuleaks

= Tckd i uoornd ks ws oo ngeis. el e
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SEHEMU YA 7. UTENDAJI WA JUMLA (WASTANI WA SEHEMU YA SNA 6)

ALAONI YA AMWALTMU ANAYFPIMWA (lkama yapo) :

[ 1

e
MAONI YA MSIKILIZATI (kama yapo)

RIACKNI A MSIMAMIA (kama yapo)

SEHFAMU YA §: TUZOHATUA ZA KUBORESHA TTENDAJI'HATUA ZA KINIDHAMT
hlsimann= wa kam atapendekera aima va tuzo au hatua za kuberesha whenda)l wa nreahinm ama hatiua ==
kmidhanm kulmgana na kiwango cha utekelezay wa malengo valivokubahka.

El |
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