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ABSTRACT 

Tanza nia is go ing through profound restructuring that force the Public Sector to become 

more efficient and effective. In this respect, one of the most popular tools used in the 

contemporary reform programme is the application of Open Performance Review and 

Appraisal System. However. the successful implementation of Open Performance Review 

and Appraisal System faces numerous challenges and obstacles. The study aimed in 

assess ing the contribution of Performance Appraisa l in the Perfo rmance of different 

min istri es in the Govern ment. The general objective of the study is to identi fying factors 

affecti ng the smooth implementation of OPRAS in the Ministry of Foreign Affairs and 

Internat ional Cooperat ion". Specifically the study was to examine the factors affecting the 

implementation of Performance Appraisal System in Ministry of Foreign AITai rs ancl 

International Cooperation"; how Performance Appraisal System affect employees 

performance in the Mi ni stry and suggesting the strategies for effect ive implementat ion or 

Performance Appraisal in the Ministry. The study employed a case study design with 

questionnai res. interv iews, and documentation as the mai n data collection methods. This 

study used both Qua litati ve and Quantitati ve approaches. The study fi ndings revealed that 

the contribution of Performance Appraisa l in Tanzania faced different challenges including 

financial resou rce constra ints, poor participation of employees in preparation process. 

practicabil ity as well as leadership style. The findings also, revealed that, about 18 percent 

of the respondents strongly agreed that Performance Appraisal change the performa nce or 

the employees in the min istry while 40.7 percent strongly disagree to the notion that 

performance app raisal change the performance of the employees. On the other hand. 28.J 

percent disagree while 13 percent were uncerta in . Thus, the identi fied challenges affect the 

contribution of Performance Appraisa l System in the Ministry. 

However, the stud y suggested the strategies for better implementation of OPRAS which 

include clear goa ls and expectat ions, politica l will , monitor perfo rmance and rewarding the 

right behavior. 
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1.0 Introduction 

CHAPTER ONE 

INTRODUCTION 

Most of Afri can countr ies have gone through a series of reforms aimed at improv ing 

performance of their public servi ce . The United Republ ic of Tanzania is the one of the 

African country that has implemented pub! ic service reforms. The current Pub I ic Service 

Reform Programme (PSRP) has resulted to the adoption and installment of Open 

Performance Review and Appraisa l System (OPRAS). 

According to Bailey ( 1994), defines Performance Apprai sal as a method by which the job 

performance of an emp loyee is evaluated. Performance appraisals are part of career 

development and consist of regular reviews of employee performance w ithin organizations. 

Performance appraisals are employed to determine who needs what training, and who will 

be promoted, demoted, retained or fi red. 

Johnson (2000), the Open Performance Review and Appraisa l System (OPRAS) is an open. 

lonna!, and systematic procedure designed to assist both employers and employees in 

planning. managing, evaluat ing and rea lizing performance improvement in the organization 

with the aim of achieving organ izationa l goals. 

Performance appraisal is the process of obtaining, analyzing and record ing information 

about the relative worth of an employee. The focus of Performance appra isal is measur ing 

and improving the actual performance of the employee and also the future potential of the 

employee. The purpose of the performance management system is to ensure that the work 

performed by employees is in accordance w ith the established objecti ves of the organization 

(Kumbahar. 20 I I ) . 

The concept of performance Appraisa l in the context of Per fo rmance Management has been 

one or the most important and positive development in the sphere of Human Resource 

Management (HRM) in recent years. The performance management became popular and 

recogn ized as a distinct ive approach in the mid 1980s in both publ ic and private sector 
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organizations, due to growing out of the real ization that a more continuous and integrated 

approach was needed to manage and reward performance. 

1.1 Ove1· view OPRAS 

OPRA S has been made mandatory and embodied in Public Service Management and 

Employment Pol icy of 1999, together w ith the Public Service Act no. 8 of 2002 and its 

regulation. and the Public Service (amendment) Act No. 18 of 2007. These mandatory 

instruments facilitated the inst itutional ization of performance management system in the 

public serv ice as we ll as its implementation. {Bana and Erick, 2008) 

Practically. OPRAS was institutionalize in all Ministries, Departments and Agcnci~s 

(MDAs) and Regional and Loca l Government Au thorities (LGAs) in July 2004 through 

Establishment Circular No. 2 of 2004, It becomes the first distinctive performance 

management tool in the history of Human Resource Management in the Tanzania Public 

Serv ice that requires all public servants and their managers to develop their personal 

objectives based on strategic plann ing process and the organization 's perspective service 

del ivery targets. 

The un ique featu re of OPRAS is openness that it allows both an employee and employer to 

discuss and agree on the objectives to be achieved dur ing the year; Participatory; that it 

involves an employee in the process of sett ing obj ectives, performance targets, performance 

criteria, assessment and recording performance; Accountab il ity that is required an individual 

employee to sign an annual performance agreement and account for performance against the 

set targets; and ownership that it shows the linkage between an ind ividua l objectives and the 

overall institutional obj ecti ves in a given period (PO PSM , 2000). 

The aims of OPRAS are to improve serv ice provis ion to the public and ul t imately achieve 

high economic growth and eradication of poverty . OPRAS ensures that, public servic~ 

become resu lt ori ented and per formance created cu lture, to carry out a fair and transparent 

assessment of the work done by all members of staff in the publ ic service. Identi fy ing starr 

training needs and rooms for improvements vvhere shortfalls are observed, to identify high 
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performing staff fo r promotion and salary adjustment, to improve the quality of products in 

this competit ive worl d. A lso, this brings about accountabi l ity and w ill ingness of employee to 

put more efforts in achiev ing the set objecti ves (PO PSM, 2008). 

OPRAS have proved to have a lot of advantages, among of them are to provide an 

opportunity for competence development of employee, to improve working relationship and 

communication between the supervisor and employee, enable the institution to carry out 

succession and human resource planning. OPRA S enables employee to develop l'ull 

potentia l and attain maximum job satisfact ion and identifying indiv idual strengths and 

weaknesses fo r improvement. Aga in, OPRAS prov ide basis for meri t based sa lary increase. 

provide basis for disciplinary actions, increasing moti vation of members of stal'l~ 

empowering staff through resources prov ided to implement planned and agreed acti vities 

(PO PSM, 2008). 

Despite of having advantages, OPRAS have also proved some shortfa lls including poor 

support from public staff regarding its implementation, lack of resources to faci litate its 

implementation, resistance for change especially the management team, as well as OPRAS 

forms has seen to be very compl icated and burden to the users. 

'vVith all those qual ities of OPRAS, i f we ll implemented, it can prov ide an opportunity to 

measure the aggregate of ach ievement by individua l employee in a given year. Emphasis is 

on quantity, qual ity, effic iencies and effect iveness in ut il ization of resources. However, the 

continuous efforts are required to handle the situation. 

The purpose of th is study, therefore, was to find out the factors affect ing the implementation 

of'OPRA S in the M inistry of Foreign Affa irs and International Cooperat ion. 

1.2 Statement o f the Pro blem 

The government of Tanzania introduced Open Performance Review and Appraisal System 

(OPRAS) in 2004 in all MDAs and LGAs w ith a v iew to ensuring proper utilization or 

human resource and improving performance. 
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Ministry o f Min istry of Foreign Affairs and International Cooperation conducted OPRAS 

since 2004 which are ordered by the government to be implemented by all Ministries. Since 

the introduction of OPRAS in 2004 the outcome in the ministry has not seen. Employees· 

promotion depends on the traditional sen iorities form; there is no feedback of OPRAS in the 

ministry . Demotion, salary increase or terminations of job in the ministry were not the 

ou tcome of OPRAS. Therefore, the study aims at find ing out the factors affecting 

implementation of Performance Appraisal System in Ministry of Foreign Affairs and 

International Cooperation". 

1.3 Study Objectives 

This study guided by general objective and specific objectives. 

1.3.1 General Objective 

The general obj ective is to identify ing factors affecting the smooth implementation or 

OPRAS in the M inistry of Foreign Affairs and International Cooperation". 

1.3.2 Specific Objective 

1. To examine the factors affecting the implementation of Performance Appraisal System 

in Ministry of Foreign Affairs and International Cooperation"; 

11. To find out how Performance Appraisa l System affect employees performance in the 

Ministry and 

111. To suggest the strategies for effective implementation of Performance Appraisa l in the 

M inistry. 

I A Research Questions 

1. What are factors affecting the implementat ion of Performance Appraisal 111 the 

Ministry? 

11. What are the contributions of Performance Appraisal System in the Ministry? 

11 1. What strategies to be adopted to improve the implementations of Performance 

Apprai sa l System in the Ministry? 
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1.5 Significance of the Study 

The outcome of this study helps the government to know the challenges fac ing the 

implementation of Performance Appraisal System. The study provides a new knowledge or 

improv ing OPRAS implementation in the Ministry of Foreign Affairs and Internat ional 

Cooperati on" and other MDAs. It also be a challenge to the government whether to contin ue 

applying Performance A ppraisa l System in measuring performance of the employees and 

service delivery to the citizens. The study is usefu l to me for the award of the Degree in 

Human Resources Management. 

1.6 Scope of the Study 

This study was conducted in D ar es Salaam Region in the M in istry of Foreign Affairs and 

International Cooperati on. The public civil servants was interviewed and observed. 

Specifically, the study concentrated on finding out the " factors affecting the implementation 

oi'OPRAS since it star 
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2.0. Lite•·atu •·e Review 

CHAPTER TWO 

LITERATURE REVIEW 

T his section covers the theoretical parts of the study and difference concepts related to this 

top ic was discussed in relation to other previous studies. 

2.1 T heoretical Literature Review 

This chapter covered the theoretical and empirical related literature review on how the 

problem under investi gat ion is related to prev ious research work. 

2.1.1. Concept of Performance Appraisal 

Performance appraisal has been defined as the process of identifying, evaluating and 

developing the work performance of employees in the organizati on. Therefore, the 

organizational goals and obj ectives are more effectively achieved, while at the same time 

benefiting employees in terms of recognit ion, receiving feedback, catering for work needs 

and offering career guidance (Lansbury, 1988). 

Thcre!orc, OPRAS is a process by which a superior eva luates and judges the work 

per!ormance of a subordinate. Performance Appraisal Systems include the processes and 

procedures involved in implementing, managing, and communicating the events involved in 

performance appraisal. In many cases it is a formal process and is a part of the personnel 

management pol icy. 

2.1 .2. Performance Appraisa l Methods 

There are three broad areas related to performance appraisa l ; the development of appraisal 

instruments to accurately and objectively measure human performance; a focus on 

supervisor and employee characteristics and thei r potential bias on performance appraisa l 

ratings and lastly the uses and types of performance apprai sa l systems within organizations 

(Scott & Einstein. 200 I ). 
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Approaches to OPRAS range from relatively simple techniques, such as ranking and traits 

rating, to the more difficult method of behaviorally anchored sca les (Tyson & York, 2000). 

Techniques also vary w ith regard to temporal emphasis, either focusing on the past through 

rating and ranking, or using management by objectives to provide a future focus. 

The techniques to conduct a performance appraisal may be categori zed to the type of criteri a 

used. T rait-oriented methods including trait sca les, behavior-oriented methods such a Based 

Anchored Rating Scales (BARS) or critica l incidents and results ori ented methods including 

the Management by Objectives (MBO) method can be used. The techniques can second!) be 

class i !led according to the main objective that the appra isal serves such as comparati ve 

objectives includ ing relati ve standards or developmental objective including absolute 

standards (Erasmus et al., 2003). 

2.1.2.1 Based Anchored Rating Scales (BARS) 

Based Anchored Rating Scale is one of the most systematic and elaborates rating techniques. 

The system is usua lly costl y as it involves in depth analysis of each job to which the system 

will be appl ied. The BARS sca le used for a certain job is reached through a five step process 

as follo,, s Criti cal incidents refers to experts in the job listing specific examples of effect i \"e 

and ineffecti ve behavior; Performance dimensions are developed from the incidents arri vecl 

at in the critical incidents phase; Retranslation occurs when a second group or 
knowledgeable indiv iduals on the specific job validate and refine the performance 

dimensions: Sealing inc idents relates to the rating of the dimensions by the second group of 

individuals and the fi nal instrument is the behavioral anchor in the BARS instrument (Swan. 

199 1 ). 

2.1.2.2 Management by Objectives (MBO) 

This system concentrates on setting and aligning individual and organizationa l goals, but it 

can also be used fo r eva luat ing performance. Participation in the setting of obj ecti ves allows 

managers to control and monitor performance by measuring outcomes against the goals that 

the employees helped to set (Erasmus et al. , 2003). Bernadian et al. , (2003) state thai. the 
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MBO system should keep employees focused on the deliverab les of their job and in thi s 

way, the organizati on would have delivered on a strategic promise. 

2.1.2.3 Essay Method 

Erasmus et al.. (2003) imply that, the manager is required to w ri te a report on each 

employee, describing the person's strengths and weaknesses. The format is not fixed and the 

resu lts depend on the writing skills of the manager and relative rating techniques where 

managers compare an employee's performance to that of another person doing the same 

work. Moreover, it invo lves an evaluator's written report appraising an employee's 

performance. usually in terms of job behaviors and/or results. The subject of an essay 

appraisal is often just ification of pay, promotion, or term ination decisions, bu t essays can be 

used for developmental purposes as well. 

Since essay appraisals are to a large extent unstructured and open-ended, lack or· 

standardization is a major problem. The open-ended, unstructured nature or the cssa: 

appraisal makes it highly susceptible to eva luator bias, which may in some cases be 

discriminatory. By not having to report on all j ob-related behaviors or resu lts, an eva luator 

may simply comment on those that reflect favorably or unfavorably on an employee. This 

does not usua lly represent a true picture of the employee or the job, and content va lidity or 

the method suffers. 

2.1.2.-t Ran ki ng 

Rank ing methods compare one employee to another, result ing in an ordering of employees 

in relation to one another. Rankings often resul t in overall assessments of employees, rather 

than in spec i fie judgments about a number of job components. Straight ranking requ ires an 

evaluator to order a group of employees from best to worst overall or f rom most effective to 

least effective in terms of a certa in criteri on. A lte rn at ive ranking makes the same demand. 

but the ranking process must be done in a speci fied manner (for example, by first se lecting 

the best employee in a group, then the worst, then the second-best, then the second-worst. 

etc.).The system rank indiv iduals from the best to the poorest per former according to 

performance factors. The technique can only be used w ith a limi ted number of employees in 
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the exercise, no compari son between teams and the feedback is not aimed at the employees, 

Erasmus et al., (2003). 

2.1.2.5 Pait·ed Comparisons 

The system allows the manager to compare each employee separately with each other 

employee (Erasmus et al., 2003). The ranking of the employee is determined by the number 

of times he/ she was rated better than the other workers. Lim itations to the number or 

employees that can be rated in thi s techn ique are a drawback. 

2.1.2.6 360-Degree Appraisal Method 

Essent ially performance assessment on indiv idual employees invo lv ing a wide spectrum or 

people including internal and external customers, suppliers, peers, team members, superiors 

and subordinates are assessed, (Erasmus et al., 2003). The information can be gathered by 

us ing formal and structured interviews, informal discuss ions, surveys and observations. The 

appraisal information is used in feedback to the employee and it serves as important inputs 

ror career development and training. The broad spectrum ensures a good eval uation of the 

workers strengths and weaknesses and it enhances self-insight to develop to one's full 

potential. According to Erasmus et al (2003) this approach fits w ith current trends in 

leadership thi nk ing. 

2.1.2. 7 The Open Performance Review and Appraisal System (OPRAS) 

OPRAS is a system which requires every publ ic servant to sign an indiv idual performance 

agreement with his/her immediate supervi sor which sets performance targets for the year. 

The performance agreement con tains objectives, targets, performance cri teri a and resources 

required fo r implementing the performance agreement. The agreement is the basis for stafr 

performance apprai sa l (l ssa, 20 I 0). 

The performance agreement derives its annual targets from the annual plan and budget. This 

link cascades down the implementation of plan to indiv idual staf f and thus enhances 

individual accountability. On the other hand, each MDAs is required to prepare a Client 

Services Charter (CSC) that informs clients and stakeholders the type of serv ices offered. 
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serv1ce standards and serv1ce comm itments, service delivery approach, the ri ghts and 

obl igations of the c l ients and complaints channel/mechanism in case the services offered are 

below the set standard. 

The Open Per formance Review and Appraisa l System (OPRAS) is an open, formal, and 

systematized machine fashioned to hold both employers and employees in planni ng. 

managing, and evaluating w ith the in tend of achiev ing organizational goals (Johnsen, 2000). 

2 .1.3 Ad vantages of Perfo rmance A ppraisa l 

Accordi ng to Don and Slocum (20 I 0), performance appraisal is an in vestment for the 

company which can be justi fi ed by fol lowing advantages: 

Promotio n: Per formance Appraisal helps the superv1sors to chalk out the promotion 

programmes for effi c ient employees. In this regards, ineffi cient workers can be dismissed or 

demoted in case. 

CompensMion: Per formance Appraisal helps in check ing out compensation packages l'or 

employees. Meri t rating is poss ible through performance appraisa l. Performance A ppraisa l 

tri es to give worth to a per formance. Compensation packages which incl ude bonus. hi gh 

sa lary rates, extra benefits, allowances and pre-requisites are dependent on performance 

appraisa l. The criteri a shou ld be merit rather than seniority. 

Employees Development: The systemat ic procedure o f performance appraisa l helps the 

supervisors to f rame training po l ic ies and programmes. It helps to analyze strengths and 

weaknesses of employees so that new j obs can be des igned for effic ient employees. It abo 

helps in framing fu ture development programmes. 

Sclcclion Va lidation: Performance Appraisal helps the superv1sors to understand the 

val idi ty and importance of the selection procedure. The supervi sors come to know the 

va lidity and thereby the strengths and weakn esses o f se lecti on procedure. Future changes in 

selection methods can be made in thi s regard. 
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1 7 T 

Motiva tion: Performance appraisa l serves as a moti vati on too l. Through evaluating 

per fo rmance or employees, a person's efficiency can be determined if the targets are 

achieved. T his very we ll moti vates a person for better j ob and helps him to improve his 

performance in the future. 

Com mu nica tion: For an organization, effecti ve communicati on between employees and 

employers is very important. Through performance appraisa l, communication can be sought 

for in the following ways; the employers can understand and accept sk ills of subord inates; 

subordinates can also understand and create a trust and confidence in superi ors; helps in 

maintaining cordia l and congenial labor management relat ionship and it develops the spi r it 

ot' work and boosts the morale of employees. 

2.1.4 T he Stages of Performa nce Appraisal 

The process of Performance Appraisal is the process of identifying, evaluating and 

developing the work performance of employees in the organization (Dessler, 2005). Thus 

the organizational goals and objectives are more effectively achieved, while at the same time 

beneCiting emp loyees in terms of recogni t ion, receiving feedback, catering for work and 

ofter ing career guidance. 
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Figure 1: Stages of Pet·formance Appraisal 
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T he Fit·s t Stage: at this stage, the supervisor and the supervisee j ointly define and agree 

targets and standard s (goal setting). This is where performance planning starts. It is a very 

important stage as it c larifi es the di rections of employee's effort. 

Second Stage: this stage spells out the means of achieving the agreed per fo rmance such as 

personal development actions to enhance know ledge and skill s in order to increase leve ls or 

competence. Under thi s stage, the agreed performance is implemented through clay to day 

work. 

Stage Three: can be concurrent ly ca rri ed out w ith stage two as it is cont inuous process or 

providing feedback on performance, conducting informal progress rev iews. ident i!") 

prob lems, updating object ives and devising correcti ve measures. 

Stage Four: i t is the formal performance appraisal where by employees; per formance over a 

given peri od of t ime is assessed. This assessment checks out the achievements and problems 
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in relation to per formance standard agreed upon stage one. This cycle repeats by setting 

performance standard and objectives for the next appraisal period. 

2.1.5 Theoretical Frame Work 

2.1.5.1 Implicit Theo1-y 

Implicit theori es lay beliefs about the flexibility of personal attributes (e.g. ability and 

personality) that affect behavior. A prototypical entity implicit theory assumes that personal 

attributes are largely a fixed ent ity, whereas an incremental implicit theory assumes that 

personal attributes are relat ively malleable. Implicit theory research, conducted w ith children 

and students by educational and social psychologists (Dweck, 1986). 

Leggett and D weck, ( 1999), has focused largely on the mot ivational implications of holding 

a primari ly entity or incremental implicit theory. W ithin an organizational contex t, several 

studies have examined how implicit theories of ability influence aspects of self-regulati011 

including the goals that people set their leve l of self-efficacy the res ilience of their se lf

enicacy following setbacks and their performance on complex decision-making tasks. 

However, no published studies, to our knowledge, have examined the effect o f managers' 

implicit theories on their judgments of others. Implicit theories can be domain specific. 

perta ining parti cularl y to areas such as ability, morality, or personality (Wood and Banclura. 

1989). 

Chiu, Hong, and Dweck ( 1997) argued, however, that judgments about others are more 

likely to be infl uenced by a person's implicit person theory (IPT), that is, his or her domain

general imp licit be l iefs about the malleability of the personal attributes (e.g., ab ility and 

personality) that defi ne the type of person that someone is, as well as how he or she 

behaves. 

2.1 .5.2 Contingency Theory 

Daft (200 I ), Cont ingency Theory means that, one thing depends on other things, and for 

organizati ons to be effective; there must be a "goodness of fit" between their structure and 
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the conditions in their external environment. As such the correct management approach 1s 

contingent on the organization's situation. 

Con tingency Theory represents a rich blend of organizational theory such as organizational 

decision making perspectives and organizat ional structure (Lawrence, 1969). T he essence of 

the Contingency Theory paradigm is that, organizational effectiveness results from fitting 

characteristics of the organization, (such as its cultures) to contingencies that retlect the 

si tuation of the organizat ion (Dona ldson, 200 1) . 

Donaldson (200 I) argued that, organizations seek to attain the fit of organizational 

characteri stics to contingencies which leads to high performance. Therefore, the 

organization becomes shaped by the contingencies (fit) to avoid loss of performance. Thus, 

there is an alignment between organization and its contingencies, creating an association 

between contingencies and organizational contextua l characteristics. Contingency Theory is 

based on the prem ise that there is no universally appropriate or perfect measurement system 

"hich appl ies equally to all organizations in all circumstances. In fact, it is suggested that 

particular features of an appropriate measurement system wi II depend upon the speci lie 

circumstances in which an organization finds itself (Donaldson, 200 I). 

2.1.5.3 Expectancy Theory 

Expectancy Theory states that "people will work towards established goals for which the) 

expect fair reward when achieved them". (Locke 1968). The success outcome of goal setting 

to some degree may depend on how individual perceive the extent to which they have the 

ability to achieve these goals. Individual expect certain outcomes to results !'rom their 

efforts. Perception can be linked to motivation and satisfaction of needs. Also this theory is 

very useful in implementation of OPRAS where by employees receive feedback for what 

they have done. at the end there is both positive and negative outcome regarding their 

performance. 

Wanderage (2009), contends that expectancy theory explain the behavior of supervi sor and 

supervisee wh ile goal setting theory states that moti vation and performance are higher 
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when Individual set specific sometimes difficult but acceptable goals with feedback 

mechanism, and these goals inform indiv iduals to achieve particular performance leve ls. 

2.2 E mpirical Liter·atur·e 

In determine the financial and human resource used in faci litating the OPRAS 

implementation in M inistry of Foreign Affairs and International Cooperation, the focus was 

put on awareness, training and adaptation as recognition of continuous improvement. 

Performance management concerned w ith continuous deve lopment of knowledge, ski lls and 

competencies of public servant. (PO PSM, 2000) 

Att ri butes o f good performance aim to motivating and instilling posit ive \VOrk behaviors. 

OPRAS aim at discouraging act ions that come into confl ict w ith established rules of good 

conduct and va lues o f the public servi ce. A mong the notable va lues are in tegri ty. 

commitment, discipline, ability, teamwork and effectiveness in establi shing good 

relationship with fellow employees w ithin public service and outside organizations (Mgoma. 

20 10). 

National Audit Presentation (2009) "in order for staff appraisal system to be successful there 

must be we ll known and applicable procedures to ensure that members of staff adequate!) 

sensiti zed on how to use the appraisal system". In terms of transparent and fair procedures 

the appraisa l system wi ll ensure that the appraisee wil l always be shown the written 

appraisa ls and that there is a poss ibility of making a formal appeal of one feel the apprai s<tl 

has been unfair or based on the wrong criteria. 

Powell. (2004) comment that, " from the experience of years, those who have been tra ined 

have been not able to deliver the good as the result acted as the obstacles to institutionaliLe 

the OPRAS in the who le of public service". In other words, the institutional ization process 

or the appraisal system was facing poor knowledge particu larly from publ ic sector and 

bearcats on how to conduct effecti ve evaluation through OPRAS .Th is meant that the 

ongoing efforts to improve the services provided to the public and making the public service 
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'mission-oriented' vvere not being properly evaluated in the form of individual performance 

appraisal. 

Gibson, (2004) argued that, appraisa ls are conducted for two major reasons: evaluation and 

feedback. When used for eval uat ion, the appraisal provides input for decisions on 

promotions, transfers, demotions, terminations, and compensation (salary increases). When 

used for feedback purposes, the appraisal focuses on the development of the individual. 

including the identification of coaching and train ing needs. The job analysis process 

determines standards of performance, which are clearl y communicated to the employees and 

used as the basis of evaluation in the performance appraisal process. 

Gupta (2006) discussed different limitations of performance appraisal. Among them are: 

errors in rating. The author added that performance appraisa l may not be valid indicator or 

performance and potentia l of employees due to the tendency to rate an employee 

consistently high or low on the basis of overall impress ion and stereotyping on the basis or 

his age, sex, or rel igion. 

Tziner et al. , (2007) reported that, attitudes and beliefs toward the organization and about the 

appraisal system affect how ratings are done and how feedback is handled. These auitudcs 

and beliefs have an influence on the accuracy and usefulness of ratings. Their finding 

showed that bel iefs about the performance appraisal system and rater orientation toward the 

system explained tendencies to give higher versus lower ratings and to discriminate bet,,een 

rates and rating d imensions. 

Mitchel (2006) conducted a study on Achievements and Cha llenges in the Imp lementation 

of Result-Oriented Performance Management System in the Ethiopian Federal Civil Service. 

The study aimed at assess ing the implementation process of Resu lt Oriented Performance 

Management System (ROPMS) in the civil service organizations focusing on identify ing 

major ach ievements gained and cha llenges faced . 
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The main areas of focus in the study was to understand and analyze the major organizatiomll 

factors wh ich contr ibuted for proper implementat ion of ROPMS, the appropriateness of the 

implementation process and the leve l of commi tment of management and employee to 

facilitate implementation of ROPMS for the intended resu lts. T he study employed 

qualitative research methodology. 

The findings revealed that, creation of awareness about strategic planning, and ROPM S. 

developed a positive attitude towards vision, miss ion and objectives of organizations. 

recognized as a better system to minimize subjectiv ity and helped organization to strengthen 

employee -supervisor relationship were some of the ach ievements of the system. 

Based on the study, the absence of proper monitoring and evaluation system and organ. 

inadequacy of measurement standards, lack of proper culture to implement the system were 

iclentitied as major challenges faced during the implementation of ROPMS. To overcome 

the cha llenges the importance of developing and implementing an integrated performance 

management system, monitoring and evaluation system, empowering c ivi l service 

organizations, the think-tank groups, continuous train ing and coaching, considering the 

name ROPMS. 

The above study seems to be comprehensive and relevant to the present study as it lays a 

good foundat ion for studying the roles of perfo rmance appraisa l in Civi l Service. However. 

the findings of the study conducted in Ethiopia cannot be applied in Tanzanian because the 

two coun tri es have di fferent socia l, econom ic and politica l situation. Therefore. further 

studies are needed. 

Rotich (200 I ) conducted a study to investigate the ' factors hindering the effect iveness ol' 

performance appraisa l in Kenyata National Hospita l ' . In his fi ndings he discovered that, the 

practices of performance appraisal were neither transparent nor parti cipatory. That is. 

performance apprai sa l was secreti ve and no feedback was given on the appraisee's and in 

some cases personal biases was reflected in executing the function. Furthermore, the study 
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revealed that on ly 20 percent participated in the setting and discussing the targets and 

criteria of evaluation concerned. 

The study conducted shows some gaps which allow the researcher to conduct other 

researches. Since the findings shows the ineffectiveness of Performance Appraisal then what 

the role of Performance Appraisa l in the organization is. 

Songstad at el.. (2004) conducted a study about the effectiveness of Open Performance 

Review and Appraisal System (OPRAS) and expectations towards payment for performance 

(P4 P) in the public hea lth sector in Tanzania. A qualitative study design was used to elicit 

data on health worker motivation at a general level and in relation to OPRAS and P4P in 

particular. Focus group d iscussions and in-depth interviews have been conducted \\ ith 

nursing staff, clinicians and adm inistrators in the public health sector in a rural district in 

Tanzania. 

The study has an ethnographic backdrop based on earlier long-term fieldwork in Tanzania. 

Health \\Orkers evaluated OPRAS and P4P in terms of the benefits experi enced or expected 

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

health workers did not see O PRAS as leading to financ ial gains nor did it prov ide feedback 

on performance. Great expectations were expressed towards P4P due to its prospects or 

topping up sa laries, but the links between the two performance enhancing too ls were 

unclea r. 

lti ka (2007) exp lored the ' mismatch between the expectations of employee recruitment and 

perfo rmance appraisal in Tanzania ' . This analysis was in formed by three theoretical 

frameworks wh ich are: behavior. institutional and capital theories. It has provided an 

overview of various experiences of Afri can countries on managing employees' expectations 

for improved performance v ia recrui tment and Performance Appraisal System. It is agai nst 

the background that he poses a critic to OPRAS as a tool of apprais ing performance tor 

failing to match employee' s expectation and therefore proposes an alternative model to serve 

the purpose. 
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The stud y round that, 70 percent of employees feel that they are ignored, and more than 50 

percent do not think appraisa ls are useful to them. These findings are useful and relate to the 

stud y as they reveal the mismatch factors that pose challenge on the application of OPRAS. 

Th us it gives the researcher more questions to th ink why Tanzania adopted and apply 

Performance Appraisal System and investigate the role of it. 
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3. I Introduction 

CHAPTER THREE 

RESEARCH METHODOLOGY 

In this chapter attempt was made to presents the research methodology employed in 

gathering information for the study. This section describe type of the study, the study area. 

its study population, units of analysis, sample size and sampling techniques, types and 

sources of data, data co llection methods and data analysis methods. 

3.2 Research design 

This study intended to examine the implementation of open performance rev1ew and 

appra isal system. The research is a descriptive research because it potiray on accurate profile 

or person, events or situation. The nature of this research necessitates the use of participant 

observat ion and surveys approaches. 

Data ''ere co llected by using interv iew, questionnaire and documentary revtew. For this 

stud) , the adoption of thi s method is most applicable, because of their capacity in co llecting 

large and standardi zed data. Field research conducted in the various departments and 

agencies in the Ministry of Foreign Affairs and International Cooperation and the researcher 

uses a case study strategy. 

3.3 Study Ar·ca 

The study conducted in Dares Salaam region spec ifically in the Ministry of Foreign Affairs 

and lnternationa I Cooperation. 

3.-t Study Population 

A study population refers to entire set of individual on wh ich the research findings are made 

(Mugenda, 2003) In thi s study the respondent drawn from the categories and levels namely 

Senior leve ls (Directors and heads of departments) Middle levels (Head of sections and 

units) and lower leve l Uunior staff). The respondent was estimate to be 85 staff however the 

researcher managed to mate about 80 respondents from the department's offices, sections 

and units in the headquarters as well as other stakeholders. 
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3.5 Sampli ng a nd Unit of E nq uiry 

A sample is subset of larger population (Richard, 1995) A sample size depends on degree to 

which a sample approx imates qualit ies and characteri stics of the overall populations. On 

account of the nature of this study the sample arri ved from a purposive sampling method 

which took into consideration ideas which emphasizing choosing respondent who gives an 

invest igator the necessary information (Selltiz, 1959). 

T heretore the respondent in th is study were chosen due to the likely hood that offers the 

informati on needed to identify. In conducting th is study 80 staff was chosen interviewed out 

or 400 staff, this sample size is seen to be appropriate representative from the total sample 

chosen. Therefore, based on thi s sample size the member included in the sample selected 

randomly so as to avoid bias ofthe represented sample. 

Tablc3. 1; Sam plin g and U nitof E nquiry 
-

SIN STRATUM TARGET SAMPLE SIZE SAMPLE SELECTED 

POPULATION TECHNIQUE 

I SENIOR LEVEL 35 13 Purposive sampli ng 

CEO, Directors and Head of 

Departments 
-

::! \ IlDDLE LEVEL 50 29 Stratified sampl ing 

I leads of Units, Sections and 

Supervisors 

~ 
. ) JUN IOR LEVEL 315 38 Simple random sampling 

Subordinate staff 
- TOTAL 400 80 

Sou rce: Field N otes 20 14 

3.6 Types a nd Sources of Da ta 

T his study based on both primary and secondary data. In co llecting pr imary data t\\O 

principa l instruments were used, these are "structured questionnaire" and .. lntervie" 

schedule" thi s administered by questionnai re and face to face interview using unstructured 

questionnaire. 
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In collecting secondary data documentary reviews carried out by a researcher through 

reviewi ng d ifferent available material informat ion f rom library research, arch iva l research, 

reports and government documents, internet and other sources of information 

correspondence on the subj ect researched. Other source of information to ti ll the gap was 

contemporary and histor ic l iterature deal ing with general issues involved. 

3.7 Dnta Collection, Methods a nd P rocedures 

Data collected were both primary and secondary data; Primary data collected from the 

respondents through self -adm inistered, semi -structured interviews, questi onnaires and 

participatory approach, in which a seri es of in-depth discussions conducted. Therefore data 

collected were qualitative and quantitati ve. The secondary data co llected through documents 

that have already been collected for some other purposes. 

3.8 Data Ana lys is 

This study uses a different method to analyze the data collected from the field. Both 

qual itative and quantitative methods of analysis used to interpret statist ica l fi gures through 

tables, graphs and Charts. The data collected presented in tabular form wh i le in data 

analysis, frequencies and percentages used . Last ly, the data computed by the Statistical 

Package for Scientific Studies (SPSS) to measure the accuracy of the information. 
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CHAPTER FOUR 

PRESENTATION OF FINDINGS 

4.1 Introduction 

Th is sect ion represents findings and analysis of research based on the responded 

questionnai res, interview and documentary review. The presentations were made in order or 

the specific research objectives which were derived from the literature review. 

4.2 C ha n1cteristics of Respondents 

Characteristics of the respondents included age, gender, level of education and work ing 

experience. Table 4. 1 the interviewed respondents were done to three categori es or 

employees. These were management (CEO, Directors and Head of Departments), Heads of' 

Units, Sect ions and Supervisors and Subordinate staffs. About 35 questionnaires distri buted 

to Management Staffs, 35 returned the quest ioners, which account about 16.3 percent ol' the 

sample size; where by 29 (36.3%) respondents retuned the questioners out of total 

respondents of 50 from Heads of Units, Sections and Supervisors. However, 47.4 percent or 

Subordinate staffs were retu rned the questioners distributed. 

Table 4.1 Sample Size a nd Actual Number of Respondents 

Employees ' Category Sa mple S ize Respondents Percentage 

CEO. Directors and Head of 
35 13 16.3 

Departments 

Heads of Units, Sectio ns and 
50 29 36.3 

Supervisors 

Subordinate staff 3 15 38 47.4 

Tota l 400 80 100 

Source: Researcher's field data 20 I 5 

4.2.1 Age of the Respondents 

Age refers to the time that a person has li ved from birth to date. This is very important 

var iable in analysis as it reflected human resources composition of an organization. This also 

describes the contribution of Performance Appraisa l System of the Organization as shown 

on table 4.2. Accord ing to the findin gs, the age group constitute the age above 56 had a great 
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number of respondents (24) compares to other groups, following with the age group between 

36 - 45 years old (20). However, below the age 3 5 years old were about 20 respondents and 

the age of 46- 55 containing about 15 ofthe total respondents. 

Table 4.2: Age of the Respondents (N=80) 

Ages Group Frequency 

Less than 35 years 20 

36-45 years 21 

46-55 years 15 

Above 56 years 24 

Total 80 

Source: F1eld Data 2013 

Figure 4.1: Respondents Age by Percentage 

Source: Research Analysis, 2015 

• less than 35 years 

• 36- 45 years 

m 46- ss years 

• Above 56 years 

Figure 4.1 shows that, 30 percent of the respondents were above 56 years old, 26.2 percent 

of the respondents their ages were between 36 - 45 years old while 25 percent of the 

respondents were about less than 35 years old. On the other hand the age group of 46 - 55 

was about 18.8 percent of the total respondents. 

4.2.2 Gender 

Gender established a division of responsibilities within an organization for the purpose of 

achieving organizational objectives. Present social relations which ensure their participation 

in organization performance implementation. In Table 4 .3 shows that, men were 49 of the 
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total respondents while women were about 31 . As the sample, was purposive were selected. 

For this data it was concluded the researcher employ relatively equal number of males and 

females. However, the overalL the majority of respondents were males. 

Table 4.3: Gender of the Respondents (N=80) 

Gender Group Frequency Percentage 

Men 49 61.3 

Women 31 38.7 

Total 80 100 

Som·ce: Field Data 2015 

Figure 4.2: Respondents by Gender in Percentage 
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Source: Researcher's Analysis, 2015 

Figure 4.2 shows that, out of 80 of the total respondents, 61.3 percent were male and the 

remaining 38.7 percent of respondents were female. 

4.2.3 Respondents by Education Level 

The performance of workers in any organization depends on the level of education, 

experience and nature of the activities of a given institution. The contribution of 

Performance Appraisal System in an organization depends also on someone knowledge and 

skills of the respondent. Respondents were classified based on education level such as 

university level, college, diploma level and secondary education. 
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Table 4.4: Respondents' Education Level 

Education Level Frequency Percentage 

Secondary Education 20 25 

Diploma Level 25 31.2 

Degree Level 21 26 .3 

Masters Level 14 17.5 

Total 80 100 

Source: Field Data 2015 

The findings shows that, there were 20 employees who having secondary educations, 25 

diploma level, 21 had degree level and masters' level were about 14 employees ofthe total 

respondents. The Table 4.4 shows the findings in details. 

Figure 43: Respondents by Education Level 
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The findings in Figure 4.3 indicated that, the respondent with diploma level of education 

were about 31 .2 percent as scored the higher percent followed by the respondents with , 

degree level about 26.3 percent while the masters level were about 17.5 percent of the total 

respondent. Most of the respondents in this group are in managerial level position in the 

ministry. However, those respondents with secondary education were about 25 percent. 
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4.3 To examine the factors affecting the implementation of Performance Appt·a isal 

System in Ministry of Foreign Affairs and International Cooperation" 

The pa rticipants were requ ired to state the factors affecting the implementation or 

conducting perfo rmance Appraisal system in the Ministry of Foreign Affairs and 

Internat ional Cooperation. Table 4.5 revealed the following results. 

Table 4.5; Factors Affectin g Implementation of Performance Appraisal System 

P ERCENT AGE O F RESPONDENTS (N=80) 

Statemcut Strong Agreed % Agree % St rong Disagree % Disag ree% Unce rta in 'Y., 

Financial resource 42 23 II 14 10 

canst rai nts 

Poor part icipation 26 14 25 20 15 

P racticabi I ity 44 3 1 15 6 4 

Leadership style 30 20 16 14 20 

Lack of education 45 10 II 2 1 13 

Source: Field Data, 20 13 

4.3.1 Fina ncial Resources Constraints 

lnsunicient govern ment suppo rt has its impact into different sector as some of the acti vities 

have to be cut or le rt away. The respondents were asked to state whether the budget 

constraints is a cha ll enge in conducting the Performance Appraisa l system. It \vas revea led 

that, about 42 percent strong agreed that financi al constraints are chall enge and 23 percent ol· 

the respondent agreed . Another II percent of the respondents strongly disagree while 14 

percent disagreed and only 10 of respondents were uncertain. 

4.3.2 Poor Pa rti cipation 

Participatory in vo lve employees in the process of setting perfo rmance obj ectives, targets and 

criteria fo r evaluation and take part in the process by determining, assessing and recording 

performance. Respondents were required to state whether they participated in Performance 

Appraisa l system process. The fi ndings revealed that, 26 percent of the respondents strong 

agreed and 25 percent strongly di sagreed. 20 percent di sagreed, that the process did not 

in volve employees in setti ng objectives, performance targets and criteria as well as 
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determining; assess ing and recording performance therefore they do not participate. On the 

other hand, on ly 15 percent of respondents were uncertain. 

4.3.3 P1·acticality 

An individual employees are required to develop and sign annual performance agreements 

and account for performance agai nst agreed targets and resources al located for each activ ity. 

There is a close link between indi vidual objectives and the overall organizational objectives 

which helps the employee to understand own role and contribution thus creati ng 

commitment in achievi ng organizational goals. The implementation of Performance 

Appraisa l system is a challenge in most of the governmental inst itutions since there is no 

pract icality among the role of the two sides; organization and employees. 

The employees in M inistry o f Foreign Affairs and International Cooperati on"; were asked to 

state whether Performance A ppraisa l system practicability is also a challenge to them. The 

fin dings revea led that, 44 percent of the respondents strong agreed that there is no rea l 

practicality of the process and 3 1 percent were agreed whi le 15 percent strong disagreed and 

6 percent disagreed. However there are only 4 percent of respondents were uncertain . 

4.3.4 Leadership Style 

T he respondents in the M inistry of Foreign Affa irs and International Cooperation" were 

required to state weather support of their leader is a challenge in conducting per formance 

appraisa l system. T he findi ngs show that, 30 percent of the respondents strong agreed that. it 

is a problem; again 20 percent of the respondent agreed. 16 percent were strong disagree ing 

while 20 percent or the respondents were uncertain. Table 4.5 also shows the influence ol· 

leaders i n Performance A ppraisa l system. 

-L3.5 Lack of Knowledge 

The implementation process Performance Appra isa l System was facing Poor knowledge 

particularl y from public servants on how to conduct effective assessment of performance 

appraisal. This revealed from the findin gs which shows that, 45 percent of the respondents 

strong agreed and 2 1 percent disagreed that lack of knowledge is a challenge to the process 
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of performance appraisal process in the Ministry of Foreign Affairs and International 

Cooperation. 13 percent were uncertain wh ile II percent were strongly disagreed. 

4.4 To find out how Performance Appraisal System affect employees' 

perfor·mance in the Ministry of Foreign Affair·s and International Cooperation 

In this section, respondents were asked some questions as far as the impacts of Performance 

Appraisal System to the employees in the Ministry. The focus was to know how the 

respondents rank the effectiveness of Appra isal System with the Ministry. 

The lindings was revealed that, about 18 percent of the respondents strongly agreed that 

Performance Appraisal change the performance of the employees in the ministry while 40.7 

percent strongly disagree to the statement that per formance appraisa l change the 

performance of the employees. On the other hand, 28.3 percent disagree while 13 percent 

were uncertain. Table 4.6 shows the result of the findings in details. 

Table -L6: Ran king of Responses of the Impact of Performance Appraisal System 

STATEI\lE T PERCENTAGE OF RESPONDENTS (N=80) 

St rong agreed % Strong Disagree 'Yo Disagree% Unce•·tain % 

Performance Appraisal 18 40.7 28.3 13 

System 

Source: Field Data, 2015. 

4.5 To suggest the str·ategies for effective implementation of Performance 

Appraisal in the Ministry. 

Performance Appra isa l System IS a critical business ori ented process, yet in many 

organizations, it is an ineffective management tool. Despite its bad reputation , performance 

management can be one of the most power fu l interventions an organization can implemen t. 

When designed and implemented correctly, the potential for a return on an organization 

ex ists. 

The respondents were required to state the strategies for effective implementation or 

Per formance Appraisal System 1n the Ministry of Foreign Affairs and International 

Cooperation. The findings revealed in the Table 4.7; 
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Table 4.7: Ranking of Responses to the Strategies of Effective Implementation of 

Performance Appraisal System 

PERCENTAGE OF RESPONDENTS (N=80) 

S tlltem ent St1·ong agreed % Agree% Strong disagree % Disagree% UnceJ"I lli n %, 

Clear goals and 40.6 20 22 10.1 7.3 

expectations 

Pol itical wi ll 40.4 16.5 20.6 14.3 8.2 

Monitor performance. 45.6 21.4 14 5 14 

Rewarding the right 55 25 9.3 3 .7 7 

behavior 

Source: Field Data, 20 13 

-t.-U Clea r Goals a nd Expectations 

I r employees do not under-stand what they are supposed to do, as wel l as the qual ity or 

quantity they are expected to produce, the results are left to chance. I f you give instructions 

that are open to interpretation, you may not get the results you want. Respondents were 

required to state \Vhether clear goals and expectations is a good strategy in in1proving 

Performance Appraisa l System w ithin the ministry . The result was revealed that, 40.6 

percen t of the respondents strong agreed, 20 percent agreed while 22 percent strong 

disagreed w ith the statement that clear goals and expectations are good strategy in 

implementing Performance Appraisal System. On the other hand, about I 0. 1 of respondents 

were disagreeing and 7.3 were uncertain. Table 4.7 shows the trend. 

-t.4.2 Political Will 

Respondents ''ere asked to state if po litical w ill is a good strategy for the implementation ot' 

Performance Appraisal in the Ministry. The question was intended to know if there is any 

relationships ex ist between Performance Appraisa l System and poli tical w i ll. As per Figure 

4.4 the trend shows that, 40.4 percen t of the respondents strong agreed that, po li tica l wi ll is a 

good strategy lor implementing Performance System, 16.5 percent agreed while 20.6 percent 

strongl y disagree and see that there is no any relationships ex ist between pol itical will and 

Performance Appraisal System. However, I 4.3 percent of the respondents were disagreeing 
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with the statement while 8.2 percent of the respondents were uncertain. This is also shown in 

Table 4.6 above. 

Figure 4.4; Relationship between Performance Appraisal System and Political Will 
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Source: Researcher's Analysis, 2015 

4.4.3 Monitor Pe•·fot·mance 

--Political will 

The respondents were required to state weather monitoring performance is among the 

important strategy in implementing Performance Appraisal System with the Ministry of 

Foreign Affairs and International Cooperation. Table 4.6 shows that, 45.6 percent of the 

respondents strong agreed that, it is a good strategy for improving performance appraisal 

system in the ministry, also, 21.4 percent of the respondent agreed. Again 14 percent were 

strong disagree and uncertain respectively while 5 percent of respondents disagree. 

4.4.4 Rewarding the Right Behavior 

Employees always focus on what you measure or reward. The management to be sure that, 

rewarding the behaviors which help your organization meets its objectives in the long term 

and the short term. The respondent were required to comment if the rewarding the right 

behavior is a strategy for the better implementation ofPerformance Appraisal System in the 

ministry. 
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Based on the Figure 4.5, the response of the respondent in the question was as follows; 55 

percent of the respondents strong agreed that rewarding the right behavior has positive 

impact on implementation of Performance Appraisal System and 25 percent of the 

respondent agreed with the view. However, 9.3 percent of the respondents were strongly 

disagree, 3. 7 disagree while 7 percent were uncertain whether the rewarding the right 

behavior is a good strategy or not. 

Figure 4.5; Rewarding the Right Behavior and Performance Appraisal System 
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CHAPTER FIVE 

DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Jntmduction 

Th is chapter presents the discussion of the findings, conclusions and recommendations. The 

chapter is arranged into three main sections. The first section presents the discussion or 

lindingslresults were by demographic of the respondents, the factors affecting the 

implementation of Performance Appraisa l in the Ministry, the contribu tions of Performance 

Appraisal System in the M inistry and strategies to be adopted to improve the 

implementations of Performance Appraisal System in the Ministry of Foreign Affairs and 

International Cooperation. The second section provides conclusions of the study . The third 

secti on highlights the recommendations. The discussions of the findings are guided b) 

research questions. 

5.1 Discussion of the Findings 

5.1.1 Dcrnogn1 ph ic of the Respondents 

Basically. the demograph ic data from our respondents summari ze some cogent stati stics on 

gender (sex), age as wel l as employment categories of the respondents. 

The demographi c characteristics of the respondents are presented in Table 4 .3 . Resu lts 

indicate that about 6 1.3 percent of the respondents were male and 38.7 percent \Vere female. 

Overall . the majority of respondents were males (n=49) whi le females were (n= 3 1 ). The 

results indicate that most of our respondents are predominantly by male. 

Al so, indication from the Tab le 4.2 shows that there is a good mix of age group rangi ng 

from (35 - 56) years o ld, although a bulk of the respondents belong to the age of above 56 

years as they constitute 30 percent of the tota l respondents. Those of the age o f36 - 45 years 

old were about 26.2 percent while less than 35 constitute 25 percent of the total respondents. 

Furthermore, information obtained from Tab le 4. 1 shows that most of our respondents 

be long to the category of subordinate staff as constitute about 47.4 percent and 36.3 percent 

of the total respondents were representing Heads of Un its, Secti ons and Supervisors. CEO. 

Directors and Head of Departments constitute about 16.3 percent of the respondents. 

33 



Accord ing to Duncan (20 I 0), education is important in categorizing the employees and in 

the development process. It helps soc iety look at the social and ethical questions rai sed by 

new development policies and projects, which ensuring the organization development are 

given priority over short and long term plans. 

5.1.2 Question One: What are factors affecting the implementation of Pet·formancc 

Appraisal in the Ministry? 

The researcher revealed that the most factors affecting in implementing performance 

appra isa l are financial resources constraints, poor participation, practicality, leadership sty le 

and lack of knowledge of the employees. The respondents agreed that the contributi on or 

Performance Appraisa l System in Ministry of Foreign Affairs and International cooperation 

w ill not be achieved if the existing challenges continue. To overcome the challenges wi ll be 

the beginning of contribution of Performance Appraisa l in the achievement of the Ministry 

goals and its objectives. 

The lindings support the research of Mallingo (2007), about " Practice of Performance 

Evaluation of the Employee; Success and Fai lure", he revealed that, lack of knowledge is a 

challenge to the practice of performance evaluation of employees that managers do not 

kno"' what to evaluate, the criteria and objectivity of the process or system. He further 

argued that. determination of objectives, target, criteria and indicators also is a challenge and 

came up with the suggestion both evaluator and employees have to be trained. 

Mitchel (2006) conducted a study on " Achievements and Challenges in the Implementation 

or Resul t Orien ted Performance Management System in Ethiop ia". In hi s study found thnt. 

leve l or commitment of managers and employees, leadership support and poor participation 

are the twin brothers in destroying the effectiveness of implementation of Performance 

Appraisa l System in Ethiop ia. Also his research adds lack of proper knowledge in 

implementntion as a factor. 

The result from the findings in Chapter Four above indicates that, 26 percent or the 

respondents strong agreed, 25 percent strongl y disagreed. While 20 percent disagreed, that 

the process did not invo lve employees in setting objectives, performance targets and critcrin 
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as well as determining; assessing and recording performance therefore they do not 

participate. On the other hand, only 15 percent of respondents were uncertain. 

Financial resources constraints as a challenge in Chapter Four above also shows that, 42 

percent strong agreed that financial constraints are challenge and 23 percent of the 

respondent agreed. Another I I percent of the respondents strongly disagree whi le 14 percent 

disagreed and only I 0 of respondents were uncertain. 

Other cha llenge wh ich were revealed from the study including were practicality of the 

Performance Appraisal System. The fi nd ings from Chapter Four above reveal ed that, 44 

percent of the respondents strong agreed that there is no real practicality of the process and 

31 percent were agreed whi le 15 percent strong disagreed and 6 percent disagreed. However 

there are only 4 percen t of responden ts were uncerta in. 

Therefore. the findings support the study of Gupta (2006), comment that, an organization 

that conducts PA system can be ineffective if it is hindered by challenges. Severa l att itudes 

or managers may be the cha llenge such as; lack of w i llingness to accept ownership or 

responsibility to appraise people, lack of acceptance of the fact that appraisal should be a 

biannual. or annual stock taking activity and lack of skill w ith regards to sett ing performance 

standards against which to appraise. 

Again the issue of knowledge of the employees seems as challenges in implement ing 

Performance Appraisa l System in the min istry. The resul ts from the study as presented in 

Chapter Four above ind icated the fo llowing outcomes; 45 percent of the respondents strong 

agreed and 21 percent disagreed that lack of know ledge is a challenge to the process. 13 

percent were uncertain wh ile I I percent were strongly disagreed. 

A I so the data were supported by the study of Johnson ( 1989), he argued that, performance 

appraisal in Tanzania does not increase much productivity and efficient due to a lot or 

challenges surrounding the system. Johnson mentioned some of the cha llenges as lack or 

knowledge, respect for one another self-esteem and perception of contro l. 
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5.1.3 Question Two: What are the contr·ibutions of Performance Appraisa l System 

in the Minis tJ·y? 

The research fin dings 111 Chapter Four show that, the large number of respondents 

representing the employees in the ministry does not recognize the contri but ion ol' 

Performance Appraisa l System in their organization. The research revealed that the impact 

of perfo rmance appra isal system has not yet seen with the stuffs of the Ministry of Foreign 

Affairs and International Cooperation. The percentage drawn from the questioners' shows 

that Performance Appraisal System has failed to achieve its objectives in a large extent. 

As per find ings represented in Chapter Four above it revealed that, about 18 percent of the 

respondents strongly agreed Performance Appraisa l change the performance of the 

employees however, 40.7 percent strongly disagree that the performance appraisa l add 

anything to the perfo rmance of the employees. On the other hand, 28.3 percent disagree 

while 13 percent were uncertain. Therefore, more than 50 percent were disagree about the 

effectiveness of the Performance appraisa l System within the ministry. This finding 

represents what happens in most of the min istries in Tanzania. 

The fi nd ings of the researcher are resembling the research find ings of Ma ll ingo (2007) 

who conducted a study about ' Practice of Performance Evaluation of the Employee: 

Success and Fa il ure ' whereby he reveals that most of performance appraisa ls fa il because 

of poor eva luation, the cri teri a and the objectivity of the process or system. 

Mot ich (200 I), in his resea rch of "Factors that Hinder the Effectiveness of Performance 

Appraisa l System in Kenyatta National Hospital" revealed that, lack of feedback in appraisal 

system is a chall enge to the contri but ion of performance appraisa l in Kenyatta Hospita l. 

5. 1.3 Q uestion Three Three: W hat strategies to be adopted to improve the 

implementations of Performa nce Appraisa l System in the M inistry? 

In this sect ion, respondents were asked some questions as far as the strategies should be 

adopted to improve implantation of Performance Appraisal System in an organi zation. The 

focu s was to know how the respondents rank the effectiveness of a certa in suggested 

strategies. Thus a lot of suggestion has been derived from the respondents that can be 

36 



cons idered in the better implementat ion of the system and gives the way for min isteria I 

development. 

5.1.3.1 C lea r Goals and Expectations 

According to findings in Chapter Four above (Table 4.7) 40.6 percent of the respondents 

strong agreed, 20 percent agreed whi le 22 percent strong disagreed Again, about I 0.1 or 

respondents were disagreeing and 7.3 were uncertain that the c lear goals and expectations 

are the good strategies for better implementation of Performance Appraisal System. 

The study resembled with the one done by Bratton (2005), who found that, the most 

important element in managing performance is the qual ity and clear objectives, plans and 

frequency of the discussion about performance between a l ine manager and an employee. 

Spotting an individual doing it ri ght, or providing constructive, immediate feedback when an 

individual is off-track is of greater va lue than any dutifully completed feedback form that is 

not discussed. 

5.1.3.2 Political Will 

The general observat ion from the find ings in Chapter Four above show that most ol· 

respondents need the politica l interventions on pushing the implementation of Performance 

Appraisal System. The result indicated that, 40.4 percent of the respondents strong agreed. 

16.5 percent agreed wh ile 20.6 percent strongly disagree. On the other hands, 14.3 percent 

of' the respondents were disagreeing with the statement w hile 8.2 percent of the respondenb 

\\ere uncerta in. 

This finding resembled w ith the one done by Caro line (20 II) explains that, political will can 

take many forms: training classes, mentoring, extra resources (money, staffing, equipment). 

or recognition as milestones are reached. The key is to let the employees know that you are 

willing to help them succeed. Therefore, by striking a ba lance between committed 

leadersh ip, effective program design and planned execut ion, organization can leverage 

performance management to achieve ministry goals. The experi ence indicates that , top 
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perform ing of ministry execute performance management effectively and use it to achieve 

their strategic objectives and improve operational resu lts. 

5.1.3.3 Monitot· Performance 

Field data indicate that about 45.6 percent of the respondents strong agreed that, it is a good 

strategy for improving performance and 2 1.4 percent of the respondent agreed. However, 14 

percent were strong di sagree and uncertain respectively while 5 percent of respondents 

di sagree. The reasons for most respondents strong agreed in this notion based on the 

poss ibili ty of hav ing the good implementation of performance appraisal system within the 

ministry. 

5.1.3.4 Rewarding the Right Behavior 

Focusing in better implementation of performance appraisal system, the rewarding the ri gh t 

behavior is so vita l. The response of the respondent in the question was as follows; 55 

percent of the respondents strong agreed and 25 percent of the respondent agreed with the 

view. However, 9.3 percent of the respondents were strongly di sagree, 3.7 disagree while 7 

percent were uncertain. 

The find ing supported by Francis (2005) who argued that, in general, there appears to be an 

absence of transparency in rewarding the right persons based on the criteria agreed upon can 

hinder the proper implementation of performance appraisal system. Therefore, it's rare for 

the process of performance management, or its outcomes, to stand alone from other people 

management processes in place within the organization. 

5.2 Conclusion 

Th is research has establi shed a substantial amount of facts on the aspects of the Performance 

Appraisa l System to enhance employees' performance. Basically, the study identifying 

factors affect ing the smooth implementat ion of OPRAS in the Ministry of Foreign Affairs 

and International Cooperation". As noted from the findings, the most factors affecting the 

implementation of OPRAS are financial resources constraints, poor participation. 

practicality. leadership style as well as lack of knowledge of the employees. In addition. the 
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study shovls that, all those factors have affected the performance of employees' as well as 

development of the organizations. 

Furthermore, in the evaluation of the contributions of Performance Apprai sal System in the 

Ministry the resu lts show that; more than 50 percent were disagree about the effectiveness ol" 

the Performance Appraisa l System w ithin the ministry. 

However several strateg ies proposed to help smooth implementation of Performance 

Appraisal System have been suggested. These strategies include clear goals and 

expectations. politica l w ill , monitor performance as well as rewarding the right behavior. 

Therefore, it is the duty of the government, policy makers, researchers and other government 

organs and private sectors to make more researches on the suitable measures to be taken in 

Tanzania atmosphere which w ill helps to better implementation of Performance Appraisal 

System in order to improve employees' performance. 

5.3 Recommendations 

5.3. 1 Communication and Coordination 

For the proper implementation ofOPRAS, communication and effective coordination should 

begin at the launch of the design process. Des ign team members should inform their 

constituents that rev isions to the performance management system are planned, and gather 

input and feedback on desired system features. If implementati on of a new system involves 

maj or changes that are potentiall y threatening to employees, a change-management strategy 

'' i II be req u i red 

Therefore, there is need for the Government ofTanzania through the coordinating Min istry. 

to prepare experts in the field of Performance Evaluation/ Performance Management to 

enable it to pro-act and respond positively in to the needs of organizations. 

5.3.2 Leadership Commitment and Support 

Sustaining top leadership comm itment to the system w ill help the system to work and in 

supporting this changes, leaders should perceive the importance of the system so that the 

system itself produce clear and identifiable results that public can determine it whether 

through thei r representatives or personally. Moreover, customer driven approach should be 
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used in order to gain comm itment, supp01t and accountability. Public servant shou ld be 

reminded that their responsibil ity is to serve the public. 

5.3.3 Training 

The government should rearrange itself in prov iding train ing to employees all over the 

country about the system of appraisa l. Until now there are other employees who do not 

knO\\ what OPRAS is and it's important. The contribution of PA system seems as nothing 

due to lack of knowledge. Persistence of Appraisa l system in the government of Tanzan ia 

wi ll relay on the knowledge which will be provided to the stakeholders. In th is research it 

discovered that neither team of management nor other employees have enough knowledge 

about what Appra isal system is or is working. It is the duty of the government to make sure 

that any new system introduced to civ il servant has to be well understood before its 

applicability. 
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Appendix I 

QUESTIONNAIRE 

My name Fatuma a student from Kampala International Universi ty, pursuing Bachelors 

Degree or human Resource Managment, I am currentl y conducting a research on 'The 

contribution of Appraisal System in the per·formance of Government Employees in 

Tanzania a case study of the Ministry of Foreign Affai rs and International Cooperation. 

The quest ionnaire is administered to seek out your views, opinion, interaction patterns. 

thoughts and feeling concerning to the Performance Appraisa l system in your office. You 

are requested to participate in thi s study free ly. Information obtained wi ll be confidential 

and no vvay will be communicated to any other person(s). 

PHrt A: Personal Information 

Please circle the correct answer 

Age (in Years) 

Below 25 

Betvveen 26 and 35 

Between 36 and 45 

Between 46 and 55 

Above 55 

Sex 

Male 

Female 

Level of education 

Primary education 

Secondary ed ucation 

College 

Univers ity 
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4. How long have you been working at the M inistry of Foreign Affai rs and International 

Cooperation? 

a) 0-5 Years 

b) 6-1 0 Years 

c) I I - I 5 Years 

d) More than 15 years 

5. Your position in Ministry 

a) Director 

b) Ass istance Director 

c) Princip le Officer 

d) Senior Officers 

c) Junior Officers 

I) Supporting Staffs 

6. How long have you been work ing in th is position? 

a) 0-5 Years 

b) 6-1 0 Years 

c) I I - I 5 years 

7. Do you participate in perform ance appraisa l? 

(a) 

(b) 

(a) 

(b) 

(c) 

(d) 

Yes 

No 

8. I ryes how frequently? 

week ly 

monthly 

an nually 

other 

9. I f other. exp lain ...... .... ....... ...... .. ......................... ... .... ...... ......... . . . . 
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I 0. Have you had any recent access to upgrad ing and retraining as a result of appraisal system? 

Explain 

I I. In what ways are the process of evaluat ing employees are done tn your organization? 

12. Is there any importance of conducting Performance Apprai sal as a measure of employee 

performance? 

Please. expla in .. ..... ............. ... .............................. .... ........... ... ... ........ ............. . 

Pnrt B: 13 Please give your response on the following aspects regarding; The Role of 

Performance Appra isal System in the Ministry by putting a tick (-1) on an appropriate 

space 

Exce ll ent 

Very good= 2 

Good = 3 

Fa il = 4 

Uncertain = 5 

Excellent Very good Good F~ il Uncerta in 
Statement 

How do you rank the effectiveness of 

OPRAS 

Strongly Neither agree 
Agree Strongly ~gt·ee Ois~ gree 

disagree no r d isagree Facto rs 

Financial resource constraints 

Poor parti cipation 

Practicability 

I Leadership style 

Lack or education 
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Pa1·t C: 

14. Please give your response on the fol lowing aspects regarding the chal lenges of 

Performance Appra isal System in Tanzania Information Services 

15. What do you th ink should be done to Improve the way(s) Performance Appraisal 

conducted in your organization? 

16. What are your general comments about the role of Performance Appraisal 111 your 

organization? 

THANK YOU FOR TAKING TIME TO ANSWER THE QUESTIONS 
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APPENDIX II 

TIME SCHEDULE OF ACTIVITIES 

ACTIVITY PERIOD OUTPUT 

Proposal Writing 18/ 11 /20 14 Proposal submission for 

approval 

Field custom ization January 2015 Initial information 

co llection 

Developing instruments February 2015 Developing of instruments 

Data Co ll ection February-March 20 15 Coding and entering data 

Data Analysis March-Apri l 2015 Analyzing and 

interpretation of data 

Preparation of report April-20 15 Submission of dissertation 
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NUMBER 

I 

2 

'") 

.) 

4 

5 

6 

7 

TOTAL 

ACTIVITY 

Stationary 

APPENDIX III 

BUDGET ESTIMATIONS 

Typing and Printing 

Transport 

Meals 

Photocopying 

Internet and Airtime 

Miscellaneous 
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COSTS (UGSHs) 

60,000= 

35,000= 

50,000= 

50,000= 

15,000= 

45,000= 

I 00,000= 

355,000=UGSHs only 


