
The University of Dodoma

University of Dodoma Institutional Repository http://repository.udom.ac.tz

Business Master Dissertations

2014

Perceptions of stakeholders on the use

of OPRAS in higher learning institutions:

the case of UDOM

Samwel, Daniel

The University of Dodoma

Samwel, D. (2014). Perceptions of stakeholders on the use of OPRAS in higher learning

institutions: the case of UDOM. Dodoma: The University of Dodoma.

http://hdl.handle.net/20.500.12661/716

Downloaded from UDOM Institutional Repository at The University of Dodoma, an open access institutional repository.



PERCEPTIONS OF STAKEHOLDERS ON THE USE OF OPRAS 

IN HIGHER LEARNING INSTITUTIONS-THE CASE OF UDOM 

 

 

 

 

 

 

 

 

By 

Daniel, Samwel 

 

 

 

 

A Dissertation Submitted in Partial Fulfillment of the Requirements for the 

 Degree of Master of Business Administration (MBA) of the 

 University of Dodoma 

October, 2014



i 

CERTIFICATION 

The undersigned certifies that he has read and hereby recommends for an acceptance 

by the University of Dodoma a dissertation entitled: “Perceptions of Stakeholders 

on the use of OPRAS in Higher Learning Institutions: The case study of UDOM” 

in partial fulfillment of the requirements for the degree of Master of Business 

Administration (MBA) of the University of Dodoma. 

 

 

 

 

 

…………………………………………… 

Prof. Ahmed M. Ame. 

(SUPERVISOR) 

 

 

 

 

Date………………………. 

 



ii 

DECLARATION 

AND 

COPYRIGHT 

I, Daniel Samwel, declare that, this dissertation is my own original work and that it 

has not been presented and will not be presented at UDOM and at any other 

university for a similar or any other degree award. 

 

 

 

 

 

Signature………………………………. 

 

 

 

 

 

No part of this dissertation may be reproduced, stored in any retrieval system, or 

transmitted in any form or by any means without prior permission of the author or 

the University of Dodoma. 



iii 

ACKNOWLEDGEMENT 

I thank the almighty God for his inexpressible blessings and love, without Him 

whatever assistance I could obtain from other people, would not have enabled me to 

accomplish this task. 

However, I wish to express my sincere thanks to those who in one way or another, 

had been of prime help towards my achievement. I owe special thanks to my research 

supervisor Professor Ahmed M. Ame, for his tireless and fatherly effort, for, he spent 

his precious time to revise my work and make me achieve this achievement. He 

provided valuable and precious suggestions and advice throughout my coursework 

and in the entire process, of research and dissertation. Without his support, this work 

could have been a nightmare. I would also like to thank my Lecturers Mr. Richard 

Jaff and Mr. Onesmo for their academic support. 

Furthermore, I wish to thank respondents who participated in this study by spending 

their precious time either by filling in the Questionnaire or by participating in 

interviews. In fact, without them, this work would not be a dissertation. Likewise, I 

would like to pass my gratitude to my fellow MBA-Full time students of the 

2012/2013 academic year, for their spirit of togetherness and cooperation they had 

shown. Last but most important, I would like to register special thanks to my dearest 

wife Catherine Richard, my father Daniel Obogo, my mother Esther Daudi and my 

brothers and sisters for their support both morally and financially, in fact, they have 

been an abundant blessing in my life and the accomplishment of this course 

inclusively. May God the Almighty, bless each of you. However, it should be noted 

that, any shortcomings on this research are entirely belonging to me. 



iv 

DEDICATION 

This study is dedicated to Daniel Obogo, Esther Daudi, Mamon Obogo and Lydia 

Obogo. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



v 

ABSTRACT 

The government of the United Republic of Tanzania has been struggling to deliver 

services of high quantity and quality to her citizens, and to ensure effective 

mobilization of resources. Basing on this core objective, the government mandated a 

tool, called Open Performance and Review Appraisal (OPRAS), for appraising 

purposes in its institutions. The major purpose of introducing OPRAS was to enable 

proper and more effective use of human resources among others. Despite of 

government ordinances that enforced institutionalization and implementation of 

OPRAS in all public organizations, the use of OPRAS is still a puzzle in many 

Higher Learning Institutions. This study was therefore conducted to find out what 

stakeholders hold on the use of this modern and formal appraisal system in Higher 

Learning Institutions (HLI).  

The study was done using a holistic descriptive case study design and deployed 

mixed method approach for triangulation purposes. A target population was 

academic staff members of the University of Dodoma (UDOM) and the 

management. A sample size of 55 people was selected from whom data were 

gathered. 

The study generally revealed that, more than half of respondents perceive positively 

the use of OPRAS in HLI. It was also observed that, there were many challenges that 

might face OPRAS in HLI. Challenges that were given high concern to encounter the 

system are; ignorance of both supervisors and subordinates, African culture of 

confidentiality, inefficient physical and financial resources, reluctance of both 

supervisors and subordinates, low human resources capacity, heavy workload to 

academic staffs and poor relationship between subordinates and supervisors. The 
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study further disclosed that, many respondents acknowledged that OPRAS is much 

linked with prospects in HLI. In this regard, it was revealed that, OPRAS will 

prosper in HLI and when institutionalized performance will be increased and quality 

of services will increase among others.  

The study recommended that, establishment of independent unit by the government 

to execute OPRAS is a well directed move.  It was also recommended that, the 

government needs to increase subventions to the public academic institutions to 

empower them implement, the system effectively. On the side of the university 

management, the study recommended that, it is high time for them to start 

implementing OPRAS. Finally, employees were advised to observe professional 

code of conducts in discharging their duties.    
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CHAPTER ONE 

OVERVIEW OF THE STUDY 

 

1.0       Introduction 

This chapter begins with background information of the study, including historical 

perspectives of Performance Management Systems and extends to show statement of 

the research problem, research objectives and questions which describes the focus of 

the study. Ultimately, it shows significance of the study, that is, how individuals and 

management benefit from the findings of this study.   

1.1       Background Information 

Maximizing performance is a priority for most organizations today. Employees‟ job 

performance is an important issue for employers, however satisfactory performance 

does not happen automatically, it is more likely to happen with a good Performance 

Management System (Cardy, 1997). Background of performance Management 

Systems is traced back from its revolution, western countries, African countries and 

Tanzania.  

1.1.1     Evolution of the Performance Management Movement 

Marphosa (2010) writes that, there is a tendency by both scholars and practitioners 

on the subject of performance management to suggest that, the phenomena started 

with the advent of the New Public Management (NPM) movement, that was at its 

height in the early 1990s.This seems to be erroneous because concern for improving 

performance of public sector organizations, has been in vogue for more than one 

hundred years and current focus in terms of its elements and application, have to 

some extent been influenced by its revolution over those years. Williams (2003) 
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reveals that, many features that are claimed to be contemporary performance 

management innovations were already in use many years ago. He suggests that, what 

seems to be new is that, the features are now being used to deal with a greater variety 

of purposes and that, they are also used more extensively. 

Mutahaba (2011) holds a view that, adoption of performance management practices 

arose between the end of ninetieth century and early twentieth century. This 

emanated from different milieus, including social reformers, engineers and specialist 

administrators as well as large corporations. Most of these movements were a 

response to and sought answers for the problems arising from industrialization, 

poverty and social unrest, and inefficiency and corruption in government. 

Mutahaba (2011) writes that about seven movements on performance management 

can be traced. The first was called Social Survey Movement whose main target was 

on socio-economic inequalities that were accompanied by industrialization process. 

The second movement was called Scientific Management and Science of 

Administration, this focused on developing organizational solutions to the 

problems/challenges arising, from industrialization process. Skilled professionals 

were called upon to deal with such problems. The third movement concerned with 

controlling wastage in production and delivery of goods and services in the public 

sector. It focused on adoption of tools that could allow public sector agency system 

to deliver, efficient and effective services. Cost accounting system was also 

introduced (Pollit and Boourkarert, 2004). 

Another movement was called Performance Budgeting; its main focus was on 

improving the budgeting process of the government to be able to express the 
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objectives of the government, in terms of the work to be done rather than through 

mere classification of expenditures items (Hoover Commission Report in Shafritz 

and Hyde, 2004). Another movement emphasized the need to ensure quality at all 

stages of management, inputs, process and outputs and aimed at measuring quality in 

all relevant aspects of organizational management. The last and contemporary 

performance movement has been labeled Performance Management System/Results 

Based Management. It has been embedded as a management tool in public 

organizations. 

1.1.2    Performance Management Systems in Western Countries 

Mutahaba (2011) writes that Performance Management System tools became 

extensively adopted in 1990s with the rise of New Public Management (NPM).The 

NPM movement was triggered by several factors. The first genuine factor was global 

economic crises that were generated by two oil crises, the oil crisis of 1973 and that 

of 1980s.The two oil crises generated volatile terms of trade and serious balance of 

payment problems for many countries. This necessitated countries to undergo 

financial borrowing which increased internal and external indebtedness. Most 

crucial, the burgeoning state sector was underperforming. This situation was eroding 

confidence in the ability of the government and the state sector, to provide goods and 

services to its citizens and within a few decades, government/public services had 

acquired a worldwide reputation for poor products and services, except in a few 

countries (Mutahaba 2011). In democratic countries, citizens were expressing their 

dissatisfaction through tax revolts and service delivery issues were increasingly 

shaping the electoral agenda. Nature and quality of services had become a reform 

issue.  
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 Global economic crises was not only the factor for this movement but also, the 

collapse of the central planned economic systems of the eastern bloc, was also 

another notable genuine reason, for adoption of NPM in some western countries 

(Mutahaba,2011). This mainly, dictated a reassessment of the role of government in 

economic policy and the provision of public goods of services. The main thrust of the 

reform movement that was spearheaded by Britain, New Zealand and the United 

States, revolved around the need to think differently about the role of governments in 

societal governance. They took measures that aimed at having governments away 

from being the principal vehicles, for achieving socio-economic development, to that 

of guiding and facilitating development process. In recognition of the fact, that the 

redefinition of the role of government in itself would not generate improvements in 

service delivery, governments also adopted parallel and corresponding reform 

measures within the central governments. The most common themes in this reform 

were for instance, enhancement of government capacity to effectively play its new 

major role of policy development and thinking differently about staff. Another theme 

was the revision of traditional public service human resources management policies, 

tight monitoring of total staff members and cost, accompanied by conscious process 

of committing staff to the change policy. These reforms gave high rank in public 

service delivery after some years, health and public education services were 

improved in the United Kingdom and New Zealand (Kaul, 1995). 

1.1.3    Performance Management Systems (PMS) in Africa 

Mutahaba (2011) reveals that, over the last decade, almost all African countries have 

adopted some forms of public service reforms and a common reform measure, within 

those reforms is PMS. It aims at improving service delivery through results rather 
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than process. The key is in measurable outputs and it provides a framework for using 

a strategic approach to planning and resource allocation, measurable outputs, 

accountability, monitoring and evaluation of performance. Most of African countries 

however, seem to have picked bits and pieces of the PMS framework, and have not 

integrated this approach to its implementation, which reduces the realization of the 

full benefits of Result Oriented Management (ROM) and PMS framework. This is 

clearly supported by Byarugaba (2005), who doubts the claims by the government of 

Uganda that, most public institutions were developing well articulated term 

institutional strategic plans as part of ROM, because there were no demonstrable 

understanding and commitment on the part of the top Ugandan leadership, regarding 

the ROM framework, and at no time did the government allocate tangible resources 

to support its implementation. 

Mutahaba (2011) writes that, one of the PMS components that almost all countries 

are focusing on is managing individual performance in public organizations. Many 

countries have moved from Traditional Subjective Confidential Reporting System to 

Open Performance Review and Appraisal System (OPRAS). A review of 

documentation suggests that, when countries claim they are implementing PMS most 

of them are referring to a variant of OPRAS. Despite having such high potential, its 

use in public sector settings in Africa has been problematic.   

The general observation among African countries is that, MPS and ROM are not yet 

clearly institutionalized by the government and its agencies. As a result, MPS has not 

yielded what was really expected from it. Delivery of public services is still very 

weak because enough funds are not allocated for the purpose, and evaluation of civil 

servants is still done on subjectivity basis. 
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1.1.4    Performance Management Systems in Tanzania 

The Guideline on OPRAS (2013) shows that, it was introduced for implementation 

of PMS which was to be installed in Ministries, Departments and Agencies (MDAs), 

Regions and Local Government Authorities (LGAs) as the first phase of the Public 

Service Reform Programme (PSRP).The objective of this phase was to improve 

accountability, transparency and resource management for efficient and effective 

delivery of quality services to the public. OPRAS was introduced in all MDAs, 

Regional Secretariats and LGAs to enable proper and more effective use of human 

resources. This led to abolition of the Closed Annual Confidential Report System 

(CACRS).It emphasizes the importance of involving employees in objective setting, 

implementing, monitoring and reviewing process, which promotes individual 

accountability, improves transparency and communication between management and 

employee. It is a key part of the government‟s commitment to improve performance 

and service delivery to the public. 

1.2       Statement of the Research Problem 

The government of the United Republic of Tanzania has been promptly looking on 

the means through which efficiency and accountability of public service delivery, 

could be attained on minimum costs basis. In July, 2004 the new appraising system 

was adopted whose significant role was to enhance optimal public service provisions. 

The assumption was that, public servants would be accountable, efficient and 

effective when carrying out objectives which they were typically involved in setting, 

and through which an individual employee‟s training needs would be assessed and 

promoted (URT, 2003).  
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Some researchers however, show that OPRAS has not yet been at its height of 

success. Mathias (2010) for instance, reveals that OPRAS is deemed unrealistic and 

had no incentives to motivate employees in their performance and that efficiency of 

their employees, is due to self-effort and commitment of employees to their 

respective duties and responsibilities. Mutahaba (2011) also reveals that, a review of 

recommendations shows that, the use of OPRAS in many African countries has been 

problematic despite its high potential. Further, Winami (2010) reveals that, OPRAS 

is not working the way it was expected during its introduction. Authorities 

concerned, for instance, do not allocate sufficient funds for its smooth running and 

that many stakeholders including employees, have never been trained on OPRAS. 

Stakeholders therefore, are not satisfied with the whole system of performance 

management through OPRAS.  

Several laws and policies have been enacted to enforce, among other things OPRAS 

implementation in the public service. These policies and laws are like Public Service 

Employment Policy (1999), Public Service Act (2002) and Public Service 

Regulations (2003) with their amendments. They emphasize institutionalization of 

OPRAS in all public organizations and that performance appraisal is required to be 

prepared, in respect of public servants serving on pensionable, contract, agreement 

and operational service in the public service. They also emphasize the use of form 

TFN 832 for appraising. 

Despite of these government ordinances that enforce institutionalization and 

implementation of OPRAS in all public organizations, the use of OPRAS is still a 

conundrum especially in many higher learning institutions. Given the reviews, 

grievances and recommendations made by several writers, there are views that, 



8 

investigating on the appropriateness of OPRAS is well directed (Mutahaba, 2011; 

Mathias, 2010; Winami, 2010). This study therefore, was put in place to find out 

what stakeholders hold on the use of this modern and formal appraisal system in 

Higher Learning Institutions. These institutions were believed to have a large number 

of reputable and high educated personnel, whose perspectives can be used to 

reconstruct appraisal systems which are more efficient and effective.          

1.3       Research Objectives  

The general objective of the study was to find out the perceptions of stakeholders on 

the use of OPRAS in Higher Learning Institutions in Tanzania. In order to meet this 

grand objective, the following specific objectives were formulated.  

1) To understand the perceptions of stakeholders on the use of OPRAS in 

Higher Learning Institutions.  

2) To investigate on the challenges that would face OPRAS in higher Learning 

Institutions. 

3) To assess the prospects of OPRAS in Higher Learning Institutions.  

1.4       Research Questions 

In order to meet the above stated objectives, answers to the following research 

questions were sought. 

a) What are the discernments of employees and management of the Higher 

Learning Institutions on the application of OPRAS? 

b) What setbacks would OPRAS encounter in Higher Learning Institutions? 

c) What are the prospects of OPRAS in Higher Learning Institutions? 
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1.5      Significance of the Research 

The study has significance to knowledge, managerial application and policy 

contribution. On the side of knowledge contribution, the findings of the study 

disclose what stakeholders hold about OPRAS and could also be used by other 

researchers whose studies will be centered on this discipline. With respect to 

managerial contribution, the findings could help the management to see the need of 

emulating the best practices in implementing OPRAS because the system is 

mandatory anyway. Likewise, findings of this study may also act as a yardstick for 

the Higher Learning Institutions‟ management, to assess whether the current 

appraising system used in their institution is the most desirable and accepted by 

stakeholders, including employees. Finally, the study will also help the government 

through her policy making bodies to come up with appropriate policies that would 

clear out challenges that hamper implementation of OPRAS. Moreover, the findings 

will provide views on a desirable evaluating and appraising system and techniques, 

through which OPRAS may be improved. 

1.6 Dissertation Report Disposition 

In this chapter, background information to the problem is provided. Statement of the 

problem to the study, research objectives, research questions and significance of the 

study have all been stated here. Chapter two provides the theoretical foundation of 

the study. Definitions of key concepts related to the study are given. Relevant 

theories on the study have been modestly surveyed and presented here. Support from 

research of others conducted elsewhere has been provided. Thereafter, conceptual 

framework that guided the study has been provided. Chapter three gives a detailed 

discussion on the way the research was conducted. It shows the design employed, 

explains matters pertaining to data collection, analysis techniques and data 
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credibility. Chapter four lays down the findings of the study that is followed by rich 

discussion. Chapter five and the last one summarizes the findings of the study, 

provides both conclusion and recommendations and winds up by showing the 

limitations of the study and finally, suggests new areas for research. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0      Introduction 

This chapter deals with literature from studies done by other researchers on the use 

of OPRAS as a tool in performance management. Different books, journals, 

dissertations and thesis, newspapers and periodicals have been used for the purpose 

of enriching this part. Sub-sections included in this chapter are conceptualization of 

the key terms, theoretical review, and empirical support. Finally, the chapter winds 

up by showing conceptual framework of the study and research gaps. 

2.1       Conceptualization of the Key Terms 

This sub-section entails to provide understanding and definitions of the key terms 

found in this work. Important terms in this study are performance, performance 

appraisal, purpose of performance appraisal, OPRAS and its distinctive features are 

clearly described below. 

2.1.1    Performance 

Performance is defined as undertaking a particular action successfully to complete 

set goal, taking into consideration the given time frame and constraints of the 

performer and the situation (Lebar, 1995). Armstrong, (2000) views performance as 

a term that involves both behavior and results, where behavior emanates from the 

performer and transforms the performance from abstraction to action. The definition 

considers performance to be involving both the action taken during the process in 

attempting to achieve goals and output obtained as a result of effort put. 
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The term performance is also defined as the act or process of performing a task or an 

action or how well or badly someone does something or how well or badly 

something works (Oxford Dictionary, 2006). 

2.1.2   Performance Appraisal  

The history of performance appraisal has its root in the early 20
th

 century and can be 

traced to Taylor‟s pioneering time and motion studies. The system began as simple 

as a method of income justification, that is, appraisal was used to decide whether or 

not the salary or wage of an individual employee was justified. Later, the 

performance appraisal was called a tool of management, a control process, an 

activity and a critical element in human resources allocation, which included equal 

employment opportunity considerations, promotions, transfers and salary increase 

(Sparrow and Hiltrop, 1994).  

Performance appraisal as a critical and important tool in contemporary management, 

can be defined as the formal assessment and rating of individuals by their managers, 

at usually, annual review meetings (Armstrong, 2006). It is also defined by Snell and 

Bohlander (2007) as a process typically performed annually by a supervisor to a 

subordinate, designed to help employees understand their roles, objectives, 

expectations and performance success. It is also described as a process of assigning 

judgmental value to performance of an employee, during a given period of time 

(Ngirwa, 2000).  

From the definitions above, it is clearly observed that performance appraisal firstly is 

a typically top- down bureaucratic tool of management, that is, it is only the 

management that is involved to appraise its subordinates. Secondly, performance 

appraisal is periodic and it is aimed at evaluating an individual employee not a group 
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of employees. Thirdly, performance appraisal is done purposely to improve the 

performance of an employee which is clearly supported by scholars like Ngirwa 

(2007) who writes that, the main objective of performance appraisal is to improve 

employee performance and through it, organizational performance is also improved. 

2.1.3   Purpose of Performance Appraisal 

It might seem at the narrow perspective that performance appraisals are used only to 

evaluate who is doing a job, but in reality, when viewed in broad perspective, 

performance appraisals serve many purposes that benefit both the organization and 

the employee whose performance is being evaluated (Ngirwa, 2000). For instance, 

Gibson (2004) explains that appraisals are conducted for two major reasons, 

evaluation and feedback. When used for evaluation, the appraisal provides input for 

decisions on promotions, transfers, demotions, terminations and compensations. 

Moreover, when used for feedback purposes, the appraisal focuses on the 

development of an individual employee, including the identification of coaching and 

training needs. Further, Condrey, (2005) holds the same view like that of Gibson 

(2004) illustrated above though in different nomenclature. He portrays that, purposes 

for which performance appraisal can be employed are grouped into two broad 

categories, namely judgmental and developmental. Where judgmental purposes serve 

the management in its decisions such as promotion, demotion and compensation 

among others, on the other hand, developmental purposes serve decisions on 

identification of coaching and training needs. 

 Performance appraisal generally is done to improve employee‟s performance which 

in turn enhances productivity in an organization. It provides managers with the 

means of making appropriate decisions that rationally contribute to the organization 

and individual‟s effectiveness and well being. However, the issue of performance has 
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been very crucial in some decades ago, which in turn necessitated the paradigm shift 

from traditional appraising system to modern one, the system that has evolved into a 

more planned and formal process. The modern system is used as a means to identify 

and compare employees‟ performance. The appraisals data are used to review several 

HR decisions. The modern appraising system is referred to as the Open Performance 

Review and Appraisal System – OPRAS (Ngirwa, 2007).  

2.1.4    Open Performance Review and Appraisal System (OPRAS) 

OPRAS is an open formal and systematic procedure designed to assist both 

employees and employers in planning, managing, evaluating and realizing 

performance improvement in the organization, with the aim of achieving 

organizational goals (Johnsen, 2000). The system creates the sense of belongingness 

to employees, that is, employees feel that they are real part and parcel of the 

particular organization, as they are involved in setting goals of their organizations. 

Likewise, the issues of providing the feedback to an individual employee provide an 

opportunity for an employee to improve his/her weaknesses. Further, Itika (2011) 

argued that, OPRAS is the system which requires every public servant to sign an 

individual performance agreement, with his/her immediate supervisor which sets 

performance targets for the year. The performance agreement consists of objectives, 

targets, performance criteria and resources required for implementing the 

performance agreement. The performance agreement derives its annual targets from 

the annual plan and budget. Thus, this agreement is the basis for staff performance 

appraisal. 
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2.1.5   Distinctive features of OPRAS 

Guideline on OPRAS (2013) shows that, the system is a vital modern tool of 

performance management which is mainly distinguished by features namely, 

openness, participation, accountability and ownership. Openness allows both 

employee and employer to discuss transparently and agree, on the organizational and 

individual objectives that are to be achieved during the year. This provides an 

opportunity for a supervisor and employee to come up with agreed measures to 

improve weaknesses, so as to prepare the employee for future organizational 

responsibilities. On the side of participation, employees are involved in the process 

of setting objectives, performance targets and criteria as well as determining, 

assessing and recording performance. Roberts (2002) reveals that, user participation 

increases acceptance of, commitment to, perceived fairness of, and satisfaction with 

an employee performance appraisal system. Likewise on accountability, individual 

employees are required to sign annual performance agreements and account for their 

performance, against an agreed targets and resources allocated for each activity. 

Finally, ownership shows linkage between individual objectives and the overall 

organizational objectives, in a given period of time. This helps an employee to 

understand own role and contribution, thus creating commitment in achieving 

organizational goals (Ngirwa, 2007). 

2.2      Theoretical Review 

This study is based on Goal Setting Theory which was invented by Locke in 1960s. 

He defines a goal as what an individual is trying to accomplish. It is the object or aim 

of an action (Robert and Angelo, 2006). On his side, Locke (1968) states that 

employees are motivated by clear goals and appropriate feedback. He holds a view 

that, working towards a goal provides the major source of motivation to actually 
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reach the goal which in turn, improves performance. Locke‟s research shows that, 

there is a relationship between how difficult and specific a goal is and peoples‟ 

performance of a task. It is reported that, specific and difficult goals lead to better 

task performance than vague or easy goals (Armstrong, 2000). Further, Locke and 

Latham (2002) provide five principles for motivating goals. These principles are; 

clarity, challenge, commitment, feedback and task complexity. The authors suggest 

that clear goals are measurable and unambiguous and that, goal‟s clarity is achieved 

through an acronym SMART, which means, clear goals should be Specific, 

Measurable, Attainable, Realistic and Time-bound. They also hold a view that, 

employees are more likely to buy into a goal if they were part of creating the it. 

Moreover, the issue of feedback is also important pillar of the theory, they argue that, 

feedback provides opportunity to clarify expectations, adjust goal difficult and gain 

recognition. Hence it is important to provide benchmark opportunities or targets on 

which employees are evaluated (Armstrong, 2000). 

Robert and Angelo (2006) reveal that, goal setting has motivational mechanisms 

namely persistence increase, regulation of efforts and direction of one‟s attention. 

Persistence represents the efforts expended on a task over an extended period of 

time. Persistent people tend to see obstacles as challenges to be overcome rather than 

as reasons to fail. On the side of regulation of efforts, goals regulates one‟s efforts to 

accomplish task, for instance, the instructor‟s deadline for turning in ones term 

project would prompt him or her to complete it, as opposed to going out with friends, 

watching televisions or studying for another course. Likewise, on the side of 

directing attention, goal setting directs one‟s attention and effort toward goal relevant 

activities and away from irrelevant activities. 
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The Goal Setting theory has been in fact a motive to excel both individual and 

organization development. Latham (2004) argues that, goal setting inspires 

individuals and is a critical key to self management. In many cases, goal setting 

creates an alternative purpose for work and provides the challenge, that enable 

individuals to overcome even the most physically exhausting tasks. In addition, Goal 

Setting Theory is the most popular theory among psychologists due to wide support 

provided, by extensive empirical research and its relative simplicity as compared to 

other theories. The theory has had therefore tremendous research and practitioner 

support (Latham, 2004). Interestingly, researchers have found out that, employees 

who set goals that were based on their personal strengths were seven times more 

likely to be engaged in their work assigned and much more, likely to be higher 

performers than those who did not set personal goals (Asplund and Blacksmith, 

2013). 

Despite of its wide acceptance, Goal Setting theory has some weaknesses and 

limitations. For instance, the theory has been criticized because it focuses on how 

goals are related to job performance, but does not take into account the „why‟ setting 

is linked to performance (Latham, 2004). The theory also, does not account for an 

individual subconscious actions, that is, it does not account for actions motivated by 

subconscious, for instance, it does not account for an occasion where individuals do 

something without being aware of, what is motivating them .The theory likewise is 

disapproved because it may lead into tunnel vision, that is, employees focus so 

intently on their goals ignoring other aspects of their job on the other hand (Latham 

2004). 
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The Goal Setting Theory has great contribution to this study because OPRAS entails 

the major elements found in this theory in that, both, Goal Setting Theory and 

OPRAS emphasize the issue of feedback to employees immediately, after the 

accomplishment of appraising/evaluating process. Government Guideline on OPRAS 

(2013) shows that, OPRAS provides an opportunity for an employee to give a 

feedback to the employer on issues that are encountered during the period of 

assessment, and call for improvement.  Gibson and Birkinshaw (2004) reveal that, a 

feedback enhances the effect of specific, difficult goals. Feedback lets people know 

if they are headed toward their goals or if they are off the course and need to redirect 

their efforts. They also emphasize that an individual employee should be involved in 

the entire process, of setting up organizational goal which is part and parcel of 

OPRAS. 

 

 2.4      Empirical Support 

This section entails to show how literature and different research answer research 

questions of this study. Findings on discernments of stakeholders on the use of 

OPRAS, challenges facing OPRAS and benefits of OPRAS are shown here:  

2.3.1    Perceptions of Stakeholders on the Use of OPRAS 

OPRAS is viewed broadly in two perspectives; one point of view is the one which 

looks at it as important and a way forward, towards triumph of both individual and 

organization development. Another view perceives OPRAS as a system which is not 

really implementable. The later view seems to outweigh the first perspective in many 

research situations. These perspectives are discussed hereunder.  

A research by Torrington et al., (2005) reveals that university staff members feel that 

appraisal has little impact on their motivation, efficiency and performance. Another 
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study by Therkilsden (2006) shows that, there is a growing critique of performance 

management systems (PMS) implemented using traditional approach. First, PMS are 

seen as systems that add more pressure to a short term view among departments and 

authorities‟ managers who may well hamper performance in the public service over a 

long term. Secondly, they are often preferred in a very prescriptive fashion with 

many writers advocating a single best way for performance management, to the 

neglect of important variables such as degree of centralization, unionization etc. 

(Mutahaba,2011). 

Armstrong and Baron (1998) depict that 69 percent of the organizations they 

surveyed in London, operate a traditional process to measure performance. Such 

systems offer the advantage of being tied closely into the objectives of the 

organization and therefore, the resulting performance was more likely to meet 

organizational needs. 

Ugbebor (2005) in his study done in Nigeria revealed that there has been complaints 

by civil servants, that promotion was not a legitimate reward for performance 

appraised using PMS in Nigerian Civil Service. Thus, civil servants who were known 

to be very good and hard working were not promoted, while those who were known 

to be poor performer were promoted under Federal Civil Service 

Commission(FCSC).Thus, performance appraisal are faced by dishonest among 

supervisors and that results are not fully used. Another study by African Training and 

Research Centre in Administration for Development, CAFRAD (2003) shows that, 

Gambia Telecommunication Company in principle has an appraisal system in place 

gearing towards measuring the performance of employees, but in practice the 

appraisal is hardly conducted. The Human Resources Development unit that was 
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given this responsibility does not have the expertise to conduct appraisals. Even 

where appraisals were conducted the results did not reflect the real situation, with 

regards to employees‟ performance. It was also found out that; no linkages were 

there in terms of recommendations contained in appraisal forms and decisions, 

reached regarding staff development. Moreover, the cases of subjectivity were also 

reported. 

On the other hand, a study by Mathias (2010) in Tanzania showed that, most leaders 

argue that, OPRAS is good because of high involvement and transparency. However, 

80% of respondents who were involved in that study argued that, the current 

performance appraisal system does not provide concrete information that would 

assist Human Resources functions (training, development, promotions, merit, 

rewards), while only 20% affirmed to that. 66.7% of the leaders and 90% of workers 

portray that, good service delivery by the organization is not facilitated by OPRAS. It 

was moreover reported that, objectives of OPRAS are not well stipulated and 

followed. Another study by Winami (2010) also conducted in Tanzania revealed that, 

OPRAS has no any contribution to employees‟ work performance. Its results are not 

used to improve individual employee job performance. The study also revealed that, 

employees are not satisfied with the whole system of performance management 

through OPRAS. Moreover a study by Songstad et al., (2012) in Tanzania, revealed 

the overall picture that, health workers had high degree of skepticism towards 

OPRAS. It was argued that, measurement of performance through OPRAS was of a 

little relevance and help in health sector. Finally, the study found a general reluctance 

toward OPRAS as health workers did not see the system as leading to financial gain, 

nor did it provide feedback to performance. 
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2.3.2    Challenges facing OPRAS and Traditional Appraisal Systems  

 A research by Winami (2010) conducted in Tanzania on the use of OPRAS 

uncovered that, employees do not understand how to prepare their own targets and 

objective, hence unrealistic objectives and targets. The study also showed that, both 

employees and employers are not really committed to the system of OPRAS. For 

instance, responsible authorities do not allocate funds for facilitating OPRAS. 

OPRAS forms (TFN 832) to be filled are not available and whenever wanted 

employees normally reproduce them at their own cost. Moreover, it was revealed 

that, employees were not significantly made to participate or involved in goal setting 

which, in turn ruined participation among other core values of OPRAS. According to 

Nghihangwa (2007), if employees are not made part of the team in goal setting or 

planning process, implementation becomes ineffective because of lack of ownership 

and communication problems, and consequently results in errors and distortions in 

following instructions. 

Another study by Songstad et al., (2012) in Tanzania, revealed also that, shortage of 

funds, reluctance of both employees and employers, lack of instant feedback after 

measurement and ignorance of employees, on the system were major impediments of 

OPRAS in Tanzania‟s health sector. Astonishingly, Mgoma (2010) argue that, 

OPRAS has been a catalyst to damage self-esteem, of both the appraisee and 

appraiser and that a large amount of time may be wasted and good relationship 

among the individuals involved, is distorted.    

2.3.3    Advantages of OPRAS 

A Guideline on OPRAS, (2013) reveals that the system has vital advantage to both 

employees and employers. On one side, an individual employee is motivated to 
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perform effectively and continuously to improve performance, due to recognition. 

S/he is empowered through resources provided to implement planned and agreed 

activities. Employee is also informed of skill gaps and measures for improvement, 

and that transparency is improved which in turn enables employees to know what is 

expected of them. On the other side, an employer is provided with opportunities to 

re-enforce the organizational objectives and becomes informed, on how to make 

merit based decisions on rewards and sanctions. The employer likewise is informed 

on staff developmental need and human resources planning. S/he is also given a 

feedback on the effectiveness or weaknesses of workplace systems, procedures and 

processes. Mgoma (2010) also identified that, OPRAS enhances valuable 

communication, develops self esteem of the person being appraised, enhances fair 

and credible distribution of rewards such as pay and promotion, allows the 

organization to do better manpower planning and development of training 

programmes, making bureaucrats more accountable for their actions and  OPRAS 

enhances working conditions. Finally, a study by Songstad, et al.,(2012) also 

uncovered that, the system is better because it is open, it gives a work guide which 

helps an employee to adjust himself/herself at work and that, it provides an 

opportunity to evaluate the performance. 

2.4       Conceptual Framework 

The conceptual framework that guided this study is illustrated in the model below. 
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Figure 2. 1: Conceptual Framework for the Study 

 

Source: Researcher‟s Own Reflection of the Literature 

Description of the model 

Figure 2.1 above illustrates OPRAS process and expectations. On the side of its 

process, setting department/division objectives, setting of sector targets, setting of 

individual targets, implementation and monitoring and performance review steps 

must be followed for effective OPRAS. In so doing, the process instills openness, 

ownership, participation and accountability which altogether help in providing a 

feedback. On the other hand, if these processes are well adhered to, OPRAS is 

expected to elicit services which are of high quality, high quantity and effective use 

of resources.  

2.5  Knowledge Gap 

Literature provides positive and negative perceptions, regarding the use of OPRAS in 

evaluating employees‟ performance in work organizations. Apart from that, there 

have been advocated challenges and benefits of OPRAS which together, create a 

scenario of curiosity of wanting to understand the position of employees, in academic 

institutions with respect to their assessment of OPRAS, especially given the nature of 

activities they perform. It is on that basis that this study was conducted to assess the 

perceptions of stakeholders on the use of OPRAS, in higher learning institutions by 

taking UDOM as a case study. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0       Introduction 

Research methodology is the way to systematically solving the problem. Some 

researchers call this chapter, the “why and how” chapter. It simply shows how 

research is done scientifically and reasons to why a researcher adopts any method in 

the research. Kothari (2005) supports that, it is necessary for the researcher to know 

not only the research method but also the methodology. 

This chapter includes research approach, research design, study setting, target 

population, sample size and sampling techniques. Other issues outlined in this 

chapter are data collection methods, data analysis, credibility (reliability and validity) 

of the study findings and ethical considerations. 

3.1 Research Approach 

Despite the fact that this study adopted a case study design which is mainly 

qualitative, its approach was mixed. This was due to the fact that, triangulation of 

data and methods were carried out. According to Johnson and Onwuegbuzie (2004), 

mixed method approach is described as a class of research where the researcher 

combines both quantitative and qualitative approaches in a single study. The 

approach was suitable for this study on two grounds; it  helped the researcher to 

triangulate both methods of data collection, that is, qualitative and quantitative 

methods and on the other hand credibility of the findings was drastically improved 

hence the quality of the study was capitalized. 
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3.2       Research Design  

Malhotra (1999) defines research design as a framework or blue print for conducting 

the research project. It specifies the details of the procedures necessary for obtaining 

the information needed to structure and/or solve research problems. With respect to 

this study, non-experimental design specifically a holistic descriptive case study 

approach was employed. According to Yin (1994), a case study is defined as an 

empirical inquiry that investigates a contemporary phenomenon within its real-life 

context when the boundaries between phenomenon and context are not clearly 

evident, and in which multiple sources of evidence are used. This design was 

employed here because of the following reasons; the goal of the study was to provide 

an accurate and complete description of the case as shown by Geoffrey (2005) who 

writes that, the case study involves in-depth examination of a single person, a few 

people or an institution. The study also required considerable amount of information 

so that conclusions, could be drawn basing on a much more detailed and 

comprehensive set of information. Yin (1994) reveals that, the case study approach is 

found important for its ability to allow in-depth investigation and analysis. 

According to Kazdin (1982), case studies involve the intensive study of an individual 

or institutions, whose information are highly detailed, comprehensive and typically 

reported in a narrative form. Moreover, according to Kazdin (2003), case studies 

have substantial contributions to science. The identified contributions among others 

are to serve as a source of research ideas and hypothesis, and to describe and detail 

instances that contradict universally accepted beliefs, thereby serving to plant seeds 

of doubt and spur new experimental research to validate or invalidate the accepted 

beliefs.  
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It is important to note that, multiple case study design is stronger compared to a 

holistic case design, to its ability to allow comparison (Glaser and Strauss, 1967), 

however, conditions could not allow multiple cases for this study. 

3.3       Study settings 

The setting for this study was the University of Dodoma (UDOM) for genuine 

reasons. UDOM is the complex largest university in Tanzania with a large number of 

students. It attracts many employees who serve as teaching staff and others as non 

teaching staff. The researcher was likely to get enough and more detailed information 

due to this large number of the University employees. The researcher also was an 

MBA student at the university hence there was a big chance of accessing the required 

data. Moreover, UDOM is located in the capital city of Tanzania; hence it was easy 

for the researcher to access information from other stakeholders. Thus UDOM was 

selected mainly based on three reasons, namely; availability of adequate number and 

variety of possible participants that enhanced representation (Aczel, 1999), 

Opportunity to learn due to possibility of getting access of data and information 

(Stake, 1998) and Convenience due to proximity of Dodoma (Kothari, 2004). These 

were the grounds on which the study location had been chosen. 

 3.4     Target Population and Sample Size 

The study population is the total number of units under the research focus. It is a total 

collection of elements about which the researcher wishes to make some inference 

(Schindler and Copper, 2006). It is the group of individuals to which we can 

legitimately apply our conclusion (Kazeroon, 2001). On the other hand, sample size 

means the number of people or respondents to be involved. It is a portion of elements 

taken from a population which is considered to be representative of the population 
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Black and Champion, (1976). Also Keyton (2006) defines the term sample as a 

subset or portion of a population. Sampling is of most value because it enables a 

researcher to select a representation which is economical and easier to manage. Thus, 

sample must represent the exact picture of the population (Ame, 2013).  

For the purpose of this study, the target population was academic staff members and 

management of the University of Dodoma. However, given the structure and 

complexity of the University, the College of Humanities and Social Sciences was 

considered for the study. This college actually, forms about 40% of the University 

population in terms of total number of students and employees. Apart from that, the 

College houses about 50% of the degree programmes offered by the University. 

Furthermore, the College has been completed in terms of construction of 

infrastructure and other facilities than any other College.  

On the side of the sample, Rescoe, (1975) recommends that a sample size larger than 

30 and less than 500 is appropriate for most research. With respect to this research, 

therefore, 55 people were chosen to represent the whole population and this sample 

was taken from two important groups. The first group was the 10 respondents from 

within the College management, administrative officers and heads of department. In 

fact, this size was based on saturation as suggested by Gummesson, (2000), because 

the information that was sought from this group was mainly qualitative. The second 

group included a sum of 45 academic members of staff who were employees of the 

University. This size was based on the recommendations by Rescoe, (1975) and 

Hogg and Tanis (1977). These authors suggest that a sample size of at least 30 is 

adequate for analysis and reporting. 
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3.5       Sampling Techniques 

Kothari (2005) defines sampling technique as a technique or procedure the researcher 

would adopt in selecting items for a sample. It is simply a definite plan for obtaining 

a sample from a given population. For the purpose of this study, the researcher 

employed non probability sampling techniques. The researcher used purposive or 

judgmental sampling to select a sample from the College management cadre. This 

was based on the positions held by the respondents. According to Kothari (2004), 

participants who are selected purposively are done so because they are normally 

information rich. Therefore, the question here is not representation of the population 

but rather, possibility of obtaining the required information from the right people. 

On the other hand, the researcher used opportunity to learn approach to select 

academic staff members to be included in the study. With this approach, the 

researcher extensively exposed the study to a large number of academic staff and 

kindly, requested them to participate as volunteers. Thus, those academic staff 

members who agreed to participate voluntarily were given questionnaire to fill in. 

Those who declined mostly due to time constrain reason, were not forced. Since this 

method of sampling is non-probabilistic, representation was enhanced by considering 

various demographic variables like sex of respondents, age, seniority in the teaching 

cadre, specializations, etc as much as conditions allowed as recommended by 

Saunders et al., (2000).  

3.6       Data collection 

Best and Khan (1993) disclose that, it is important to use more than one data 

collection techniques because all data collection methods have their strengths and 

weaknesses. The authors suggest that, one way to emphasize the strengths of one 
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technique and minimize its weaknesses is to use more than one technique. In this 

study, data were collected by using three methods which were interview and 

questionnaire as described hereunder. 

3.6.1    Interview method 

McMillan and Schumacher (2001) reveal that interview is the best primary data 

collection strategy to provide information on how individuals conserve their world 

and make sense of important events in their life. The researcher used face to face 

interview method to collect data from the University management participants. The 

respondents were asked for an appointment when the researcher would meet each of 

them and learn from the interviewee‟s experience through face to face interview. The 

main aim of employing this method was just to secure accurate information as much 

as possible. Further, the method was employed because people at management level 

are normally pressed with time and attempt to collect data from them using any other 

method could not provide fruitful results. Furthermore, interview method when 

applied to collect data and information from management reduces the chance of good 

wording syndrome ostensibly because of the possibility to ask additional questions 

(Ame, 2005). On the accord of an individual interviewee, recording was applied in 

the whole interview process, the exercise which at the end helped the researcher to 

retrieve and reach an accurate interpretation of the data. The interview guide that was 

used to collect data from the management cadre may be depicted in the appendices as 

appendix 2. 

3.6.2    Questionnaire methods 

Questionnaire is the primary vehicle of data gathering in sampling human population 

(Saunders et al., 2000).The researcher designed a questionnaire which comprised 
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relevant questions with regards to the objective of the study, which were non-

ambiguous and short. The aim of using this method was to make respondents feel 

free, to give information that could not otherwise be obtained through interview 

method. In addition, the method was used because the data and information sought 

was both qualitative and quantitative. That is, the questionnaire had both open and 

closed ended questions. This method of data collection was administered to academic 

staff respondents. Example of the questionnaire that was employed to collect data 

and information from academic members of staff is shown as appendix 1 at the end 

of this report.  

  

3.6.3    Documentary Review 

Documentary review is the analysis of documents that contains information about the 

phenomenon we wish to study (Bailey, 1994). Document analysis involved the study 

of public and private documents such as the minutes of meetings, newspaper and 

personal journals, diaries and letters (Tharenou et al, 2007). According to Tharenou 

(2007), document construction and analysis includes archival searches of documents 

(official and unofficial company documents, journals or logs, personal letters and 

diaries.  

This study employed documentary review technique for data collection. The 

technique was used because of its paramount importance in a research as shown by 

Tharenou (2007), who delineates that documentary is used for triangulation of data, 

that is, it helps to counteract the biases of other methods and supplement other 

sources of information. It also allows the researcher to obtain the language and words 

of informants. Likewise, documentation represents data that are important and 

thoughtful because organizations allocate sufficient resources and time for 
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informants. Organizational documentations that were used in this study are human 

resources management policies, staff development policy performance appraisal 

policies and procedures and some other information from journal articles and internet 

sources. 

3.7      Data Collection Procedure  

In this study, pilot test was conducted prior to data collection process. According to 

Fink (1998), the minimum number of respondents for testing instruments is 10. In 

this study, therefore, the researcher requested the research supervisor to asses 

designed instruments prior to any other procedure. Moreover, seven academic staff 

members and three administrative officers were involved to find out if the designed 

instruments were free from ambiguity and personal biasness.  When the instruments 

were found valid, enough questionnaires were produced and distributed ready to 

begin data collection. After data collection, all the questionnaires were checked for 

completeness when received from the respondents. In case a received questionnaire 

was found with some gaps, the respective participant was requested to complete it. 

Thereafter, data were entered into the computer and cross-checked for errors before 

analysis. 

3.8     Data analysis 

Interviews often generate only verbal data which are basically qualitative data. 

Questionnaires may be designed to elicit both qualitative and quantitative data. Both 

quantitative and qualitative methods, therefore, were employed in this study for data 

analysis. Methods that were used to analyze the obtained qualitative data were 

pattern matching, comparisons and explanation building. Pattern matching is a 

technique of analysis often used in case study research (McCutchei and 
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Meredith,1993:Yin, 2004).With pattern matching, the theoretical configuration of 

independent and dependent variables were compared for each case against the pattern 

of observed characteristics to determine, if  they correspond for each new case. 

Comparison analysis likewise, was also employed in comparing data from academic 

and management personnel respondents. This method systematically describes the 

form and content of written or spoken material (Sommer and Sommer, 1991). On the 

other side, quantitative data that were analyzed through the use of descriptive 

statistics such as frequencies and percentages. Simple Tables, frequencies and 

percentages were used.  

3.9       Credibility of the study 

Two issues, reliability and validity, are the components of credibility of the research 

findings. The researcher ensured high credibility of the findings through observing 

the following. 

3.9.1    Reliability 

Reliability of a measure may be defined as the consistency with which repeated 

measures produce the same results across time and across observers (Walsh, 1990). 

Since reliability as well as validity are more qualitative in nature than they are 

quantitative (Appiah Adu, et al., 2000), the measures must be improved qualitatively 

during the research process to ensure their presence. Thus, reliability in this study 

was improved by pilot testing the data collection instruments as suggested by Yin 

(2004). This ensured that respondents understood the questions in the same way. In 

addition, triangulation of data collection methods was employed. This involved 

questionnaire, interview and documentary review. Moreover, the researcher avoided 

subject error by collecting data at reasonable time, creating a friendly environment of 
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collecting data (subject bias), avoiding poor structured instruments (observe error) 

and avoiding guiding respondents towards the answers. 

3.9.2    Validity 

Validity on the other hand, refers to the extent to which the concept one wishes to 

measure is actually being measured by a particular scale or index (Sirkin, 1995), i.e. 

the extent to which an account accurately represents the social phenomena to which 

it refers (Kirk and Miller, 1986). Silverman, (1993) suggests three methods for 

validation, i.e. triangulation of data, pilot testing and respondent validation. Due to 

the nature of this study, two methods were used for improving validity of measures. 

These were pilot testing the study protocol and triangulation of data.  

3.10    Ethical Considerations 

According to Mason and Bramble (1997) consideration of the ethics and values in 

research reminds the researcher of his/her responsibility for acknowledging literature 

sources, and for keeping the public informed and protecting privacy as well as 

maintaining the welfare of human subject. Punch (2000) argues that social research 

involves consent and ethical issues since it is based on data from the people about the 

people. This study ensured ethics through observing anonymity and privacy in data 

collection, analysis and report writing. Confidentiality was observed and 

unauthorized persons had no access to the data collected. Moreover, no data were 

collected without respondents‟ accord. The researcher also, sought approval from the 

relevant authorities prior to data collection and the researcher did not exploit research 

participants in terms of cost or power. Moreover, the researcher avoided conflict of 

interest and he mostly respected the personality, rights, wishes, beliefs, consent and 

freedom of respondents. 



34 

CHAPTER FOUR 

FINDINGS AND DISCUSSION 

4.0       Introduction 

This chapter represents findings of the study on perceptions of stakeholders on the 

use of OPRAS in Higher Learning Institutions (HLI). The chapter begins with 

presentation of demographic characteristics of respondents followed, by analysis of 

results and discussion. The latter is guided by the research objectives found in 

chapter one of this study, as proposed by Miles and Huberman (1994). 

4.1    Demographic Characteristics of Respondents 

The study involved participants of two categories. The first category was 45 

academic members of staff that filled in the questionnaires and the second group, 

was 10 management and administrative officers, who participated in interviews. The 

first section of this part presents a profile of questionnaire based respondents. The 

profile includes information on sex, age in years, academic ranks and finally the 

tenure of respondents as employees of the University. 

4.1.1   Composition of Respondents by Sex 

Table 4.1 below shows the distribution of respondents by sex. It reveals that 29 

respondents equivalent to 64% were male and female participants were only 16 

(36%). It is vivid that, there is gender inequality in composition of respondents by 

sex and it is mainly caused by two major reasons; unwillingness of female to 

participate in this study and the reality that female academic staff employees were 

fewer in comparison to male. 
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Table 4. 1: Sex of Respondents (N= 45) 

Category Frequency Percent 

Male 24 64.4 

Female 16 35.6 

Total 45 100 

Source: Field Data 2014 

4.1.2    Composition of Respondents by Age 

Table 4.2 below indicates composition of respondents by age. Accordingly, it was 

found out that, 15 (34%) of the participants had an age ranging between 21 – 30 

years, 24 (55%) had an age ranging between 31 – 40 years, 5 (11%) had an age 

ranging between 41 – 50 years. In fact, there was no respondent who had an age 

above 50 years. The study revealed further that, the 31 – 40 age group dominated this 

distribution since it is the age group in which many academic staff members of 

UDOM were found. 

Table 4. 2: Age of Respondents 

Age (Years) Frequency Percentage 

21 – 30  16 35.6 

31 – 40  24 53.3 

41 – 50  05 11.1 

Above 50 00 00 

Total 45 100 

Source: Field Data 2014 

4.1.3   Composition of Respondents by Their Ranks 

Table 4.3 below illustrates composition of respondents by their academic ranks 

where 13 (29%) of the respondents were tutorial assistants, 26 (58%) assistant 

lecturers, 6(13%) were lecturers and no any participant who was found in either 
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senior lecturer or professor ranks. The latter groups had no participants partially, 

because the university is in its premature age, thus, it has a very limited number of 

academic staff in the top ranks. Nonetheless, the rank of assistant lecturers dominates 

this population by constituting more than half of the whole sample; this is because of 

the underlying truth that, most of the academic staff members at UDOM were found 

in this rank. 

Table 4. 3: Rank of Respondents 

Academic rank Frequency Percentage 

Tutorial Assistant 45 28.9 

Assistant Lecturer 26 57.8 

Lecturer 06 13.3 

Senior Lecturer 00 00 

Professor 00 00 

Total 45 100 

Source: Field Data 2014 

4.1.4   Composition of Respondents by Tenure 

Table 4.4 below provides tenure of respondents in the university. It is depicted in the 

Table that, 24 (53.3%) have worked at the University level for 0 – 5 years, 15 

(33.3%)  

6 – 10 years and 6 (13.3%) have worked for 11 – 15 years. In fact, there were no 

respondents who have worked at the University level for duration above 15 years in 

the sample that participated in this study. 
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Table 4.4: Tenure of Respondents 

Tenure (Years) Frequency Percentage 

0 – 5  24 53.3 

6 – 10  15 33.3 

11 – 15  06 13.3 

16 – 20  00 00 

Above 20 00 00 

Total 45 100 

Source: Field Data 2014 

 

4.1.5   Summary of Profile of Respondents 

This study generally, involved 55 respondents of whom 10 were administrative 

officers and 45 academic staff members. For the case of 45 academic members of 

staff, 64% were male and female participants were only 16 (36%). Age wise, the 

most dominating age group in the study sample was that of 31 – 40 years, that 

constituted 55% of the respondents of this category. With regards to academic ranks, 

the dominating class was that of assistant lecturers which formed 58% of the 

participants. There was no participant at the rank of senior lecturer and above. 

Finally,    on tenure, the study mainly involved those who had worked at university 

level between 0 – 5 years. This formed 53.3% of the participants who took part in 

this study as academic members of staff. 

4.2       Perceptions of Stakeholders on the use of OPRAS in HLI 

The first objective of this study was to examine the perceptions of stakeholders on 

the use of OPRAS in HLI. This section therefore, presents what stakeholders hold on 

the use of the mentioned appraising system. To meet this objective, questions were 

set on stakeholders understanding, appropriateness and benefits of OPRAS. 

Respondents were also asked to provide reasons to support their responses.  
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4.2.1    Understanding of OPRAS  

In the first question, respondents were asked to show the extent of their knowledge 

on OPRAS. It was observed that 24 (53.3%) of respondents slightly understood the 

system, 16 (35.6%) completely understood the system. On the other hand, 5 (11.1%) 

respondents reported that, they had no any understanding on OPRAS. These findings 

underlie the truth that OPRAS was still a conundrum in HLI, that is, the system was 

not in practice that is why the majority of UDOM academic staff had a little 

knowledge of OPRAS. Perhaps, 16 (35.6%) respondents who completely knew the 

system had worked in other public institutions where the system was in practice 

before their placement to the University or they came to know it through their 

interactions, with other people or their exposure to some documents. Findings are 

summarized in Table 4.5 below; 

Table 4. 5: Understanding of stakeholders about OPRAS 

Extent of knowledge Frequency Percent 

Not known at all 05 11.1 

Slightly known 24 53.3 

Completely known 16 35.6 

Total 45 100 

Source: Field Data 2014 

4.2.2 Appropriateness of OPRAS in HLI 

In order to know further perceptions of stakeholders on the use of the system, 

appropriateness of this system was also inquired. In this question, two approaches 

were used. YES and NO response on one hand and reasons to support respondents‟ 

responses on the other hand. From the former approach, the findings revealed that, 

27 (60%) of respondents agreed that, OPRAS was appropriate HLI, while 18 
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respondents who are equivalent to 40% responded that, the system was inappropriate 

in HLI. These findings are summarized in Figure 4.1 below. 

 

Figure 4. 1: Appropriateness of OPRAS in HLI 

 

Source: Field data 2014 

In the latter approach, respondents were then asked to give reasons to support their 

responses on appropriateness of OPRAS. In this regard, respondents who agreed that 

OPRAS was an appropriate system for evaluation and appraising in HLI, had mainly 

five reasons, namely; objectivity of the system, involvement of employees, timely 

provision of working facility, good relationship between supervisors and 

subordinates and enhancement of working morale. For those who had opinion that, 

the system was not appropriate to use in HLI, their main grounds were, the diversity 

nature of academic staff tasks, unfavourable management systems in HLI, lack of 

awareness of the system and inability of the system to increase the level of 

production at HLI. 

60% 

40% 

Appropriate

Not Appropriate
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4.2.3  Benefits of OPRAS in HLI  

Matrix question was set to find out the opinions of stakeholders about the anticipated 

benefits of OPRAS in HLI. Table 4.8 provided below depicts the opinion of 

stakeholders on the benefits of OPRAS based on the indicators used to gauge 

benefits. 

 

Table 4. 6: Opinion of stakeholders on the benefits of OPRAS 

Item 1 2 3 4 5 

Could enhance valuable communication 

between subordinates and supervisors 

5 

11% 

3 

6.7% 

7 

15.6% 

4 

8.9% 

26 

57.8% 

Rewards such as pay and promotion would 

be distributed on fair and credible basis 

13 

28.9% 

5 

11.1% 

6 

13.3% 

0 

0% 

21 

46.7% 

Employers and employees could more 

easily understand objectives of the 

organization 

2 

4.4% 

0 

0% 

4 

8.9% 

30 

66.7% 

9 

20% 

Performance gaps would be more easily 

identified and solved 

12 

26.7% 

2 

4.4% 

4 

4.9% 

8 

17.8% 

19 

42.2% 

Better and timely services would be 

enhanced 

2 

4.4% 

5 

11.1% 

25 

55.6% 

7 

15.6% 

6 

13.5% 

Employers and employees would be more 

accountable 

7 

15.6% 

5 

11.1% 

8 

17.8% 

15 

33.3% 

10 

22.2% 

An individual employee would easily know 

what is expected of him/her 

1 

2.2% 

1 

2.2% 

1 

2.2% 

8 

17.8% 

34 

75.6% 

OPRAS would enhance excellence of your 

organization 

6 

13.3% 

5 

11.1% 

16 

35.6% 

12 

26.7% 

6 

13.3% 

Average  6 

13.3% 

3 

7.2% 

9 

19.7% 

11 

23.4% 

16 

36.4% 

Source: Field Data 2014 

4.2.4    Discussion on the Perceptions of Stakeholders on the Use of OPRAS 

This section provides discussion of the stakeholders‟ perception on the use OPRAS. 

The discussion is as presented hereunder. 
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Understanding of OPRAS  

Considering those who slightly understood about OPRAS and those who completely 

lack the knowledge on the system, one can say that 64.4% of the academic staff 

involved in this study, had no proper knowledge on the system. Since the big 

majority of the employees were not well conversant with the system, it implies that, 

perceptions of employees with regards to the understanding of the system were low. 

Most of the workers did not know the system; hence it was hard to really 

comprehend on its goodness. Perhaps, it was this agitation that has made HLIs not to 

embrace the system so far. This finding concurs well with the documentation of 

Winami (2010) who found out that, the majority of public servants had either little or 

no understanding on OPRAS. This was evidenced by the author as one of the 

challenges facing OPRAS. 

Appropriateness of OPRAS  

As mentioned above, those who pointed out that OPRAS was appropriate due to its 

nature of objectivity had opinion that the system would not leave employers and 

employees to be peripatetic or roving. Respondents had views that, everyone in the 

institution would understand what was expected out of him/her because they would 

be all involved in goal setting which in turn acts as a roadmap in their daily 

performance. Respondents likewise, reported that, the system was objective because 

promotional and rewarding criteria would be clearly made known to both employers 

and employees. Hence, there was no likelihood of haphazard promotions or rewards. 

These views were further supported by comments from one interviewee who said the 

following. 
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“An academic member of staff should have targets to meet, OPRAS is a 

cure for this, if an employee does not have targets, then, his/her work is 

worthless.’’ 

Another interviewee also noted the following on the same regard. 

 “Academic members of staff in universities have a lot of works to do in 

areas of academic, research and consultancy, OPRAS may put clearly 

which goals should an individual employee meet at a particular period of 

time.” 

With respect to appropriateness of OPRAS due to involvement of employees, 

respondents argued that, OPRAS was an appropriate appraising system, because it 

provided an employee with reasonable degree of involvement in two major areas; 

goal setting and assessment. The former lets an individual employee understands 

organizational targets from which s/he sets his/her goals geared towards achieving 

organizational targets. On the other side, the later provided an employee with a 

chance to openly discuss with his/her immediate supervisor during assessment phase. 

An individual employee was allowed to report whatever reason that thwart 

achievement of his/her goals, whether on his/her side or on managerial side. 

Respondents argued that, for this reason, OPRAS was the most appropriate in HLI 

compared to the current appraising and evaluating system which did not give a room 

for employees‟ involvement during assessment. This observation by employees was 

further supported by comment of one interviewee who had this to say. 

“It is only through this system an employee is given a chance to express 

himself/herself on the reasons for his/her failure. Other systems do not 

allow this; hence an employee is likely to be underrated for the failure of 

either supervisor or employer.”   

     

Apart from that, workers also expressed about appropriateness of OPRAS, due to its 

ability to have working morale significantly increase, because of two major reasons; 

1) with OPRAS promotional and rewarding criteria were clearly known to both 

employees and employers, and 2) an employee is kept focused towards 
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organizational goals. Academic staff members were therefore likely to subordinate 

individual goals to organizational goals. The following words provided by one of the 

interviewees are in line with this point. 

“OPRAS is likely to increase production because working motivation is 

much increased when an employee knows his/her targets.” 

 

Another reason that was put forward in explaining about the appropriateness of 

OPRAS was that of provision of working facilities. Respondents had views that 

timely provision of working facilities was another conspicuous factor that marks 

OPRAS, as an appropriate appraising system in HLI. Respondents argued that, the 

system would let supervisors and management in general, provide working facilities 

at the right time. This argument was further supported by one interviewee who said. 

“You cannot imagine an important office like this does not have facilities 

like printers and photocopy machine. I hope if OPRAS was in use, 

shortage of such important facilities would not be a critical problem.”  

 

Another interviewee said the following in supporting the same issue. 

“The system is appropriate because the management of the University 

will ensure timely provision of enough resources for implementation of 

the institutional goals. Currently, for instance the University does not 

sufficiently fund academic staffs for their research and publications.” 

Another reason put forward by respondents on the appropriateness of OPRAS was 

the creation of good relationship, between supervisors and subordinates. With this 

regard, respondents revealed that, the use of OPRAS was appropriate in HLI because 

it would create and maintain a good relationship between supervisors and 

subordinates. This was because the application of OPRAS, would evade biasness and 

that the system would simplify assessment role of supervisors, because ratings would 

be no longer subjective. Rating of an employee would be done on targets and goals, 

which would have been previously set, by both employee and employer. This 
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response was supported by comments of an interviewee who had the following to 

add. 

 “Openness of OPRAS reduces hatred between supervisors and 

subordinates, because everyone gets what s/he deserves. It is actually a 

good system because an employee judges himself/herself.”  

The last reason mentioned by respondents with respect to the appropriateness of 

OPRAS was that OPRAS would provide the basis for personal development. This 

was so because performance gaps would be easily identified through which 

employees should be mentored, to bring about success in organizational 

performance. One interviewee supported this by saying. 

 “OPRAS helps employers to know weakness and strengths of his/her 

employees and it is easy therefore, to arrange training programmes in 

order to cover the identified knowledge gap.” 

On the other hand, 18 respondents who constituted 40% of all respondents did not 

agree that OPRAS was an appropriate system in HLI. Reasons that were given by 

these respondents were namely; diversity nature of academic staff tasks, lack of 

awareness on the system, unfavourable management systems in HLI and that 

OPRAS was not a solution to increase production at its own. 

As shown above, diversity nature of academic staff tasks was mentioned by 

respondents as the first factor, which makes OPRAS inappropriate in HLI. On this 

issue, respondents argued that academic staff tasks were very wide ranging from 

training, consultancy, research and publications. It was therefore, difficult to set 

goals and make assessments of each category in a year through, filling in OPRAS 

forms. One of the interviewee supported this contention by putting the following.   
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 “It is not easy to evaluate trainings and consultancy that an 

academic staff offers”   

With respect to the lack of awareness on the system as a cause of OPRAS 

inappropriateness, respondents argued that, OPRAS was inappropriate in HLI 

because it was not known to many employees hence it was likely to fail because 

stakeholders in HLI were not well informed on the system. Respondents felt that, 

since employees did not understand about the system, it would be difficult to own 

and embrace it. In fact, one of the respondents had this to add on this regard. 

“What many people know about OPRAS is that, it is not an adequate 

system to evaluate employees especially at universities, so for the 

system to get acceptance, awareness complain is important to 

include seeing its outcomes after being exercised.” 

 

Studies conducted in Tanzania and elsewhere, have documented such findings on 

inadequacy of OPRAS due to lack of awareness. Such studies include Songstad et 

al., (2012) who reported that, medical personnel do not see OPRAS as an adequate 

system because people do not know about it and that the system is connected to 

financial gains. The findings are further supported by Sendaro (2011) who conducted 

a study by taking the case of Zanzibar Social Security Fund. The study reported that, 

there was lack of cooperation during the appraisal process and that, understanding of 

the process was a problem. 

Respondents also argued that, the management system in HLI was not favourable to 

accommodate OPRAS. Two reasons were given to support this argument; first, the 

study observed that no close monitoring of employees by immediate supervisors was 

practical at HLI, since they also kept running up and down fulfilling the obligations 

of teaching, researching and providing consultancy services. Hence supervisors were 

likely to fail during evaluation and appraising of employees. Secondly, respondents 
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revealed that, the university management did not give working facilities and other 

benefits to its employees; hence the management limited an application of OPRAS in 

HLI. This was supported by one interviewee who said the following. 

“The management of this university may not adequately 

accommodate OPRAS, because it does not immediately provide 

employees with working tools and benefits. It is common here at 

UDOM to see an academic staff to be paid in the 2
nd

 semester 

amount of money for services rendered in the 1
st
 semester. For 

instance, payment for marking of examination is much delayed.” 

 

Respondents additionally, argued that, OPRAS was not important in HLI because it 

was not a solution to increase production at its own. They hold a view that, 

commitment of an individual employee holds much to increase performance and 

ultimately excellence of an organization. Likewise, they hold a view that, OPRAS 

was totally inappropriate because it did not give a room for customers to judge 

performance of an employee. To such respondents, the most appropriate appraising 

and evaluating system was that one which involved customers in evaluating 

employees. 

Finally, respondents said that, the system was inappropriate because it might cause 

misunderstanding between employees and employers. It was argued that, some 

employees were notorious; they never agree the scores whenever they look bad. 

Thus, sometimes supervisors would face difficulties during rating such employees. 

Application of OPRAS would therefore, inculcate enmity elements between 

supervisors and employees. This was supported by one of the interviewees who said 

the following. 

                   “OPRAS cannot work here, because it will create enmity” 
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Benefits of OPRAS in HLI 

This study has documented numerous benefits which may be accrued from the use of 

OPRAS. However, the most notable benefits according to findings of the study as 

shown in Table 4.4 are five. These are (according to order of priority); An individual 

employee would easily know what was expected of him/her, employers and 

employees could more easily understand objectives of the organization and OPRAS 

could enhance valuable communication between subordinates and supervisors. 

Others are; performance gaps would be more easily identified and solved and 

employers and employees would be more accountable. 

As shown above, the first and foremost benefit of OPRAS according to respondents 

was that individual employee would easily know what was expected of him/her. 

With this benefit, if one considers respondents who strongly agreed and those who 

agreed with this statement to stand for agreed, it can be found out that 93.4% of 

respondents agreed that OPRAS has got this feature. In fact, this argument was 

supported by one interviewee who observed the following. 

“OPRAS would let everybody understands his/her working 

boundaries and goals in a particular year” 

Moreover, partiality is supported by many authors, for instance, Guideline on 

OPRAS (2013) indicates that one of the advantages of the system was to make an 

employee understand his/her targets from the beginning and that such employee 

would be evaluated on the accomplishments of the set targets. Further, the finding is 

in agreement with that of Songstad, et al.,(2012) also uncovered that, OPRAS was 

better because it was open and gave a work guide which helped an employee to 

adjust himself/herself at work and that it provided an opportunity to evaluate the 

performance. 
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The second benefit mentioned by respondents as the outcome of using OPRAS was 

that, employers and employees could more easily understand objectives of the 

organization. About 86.7% of the respondents either agreed or strongly agreed with 

this argument. According to the respondents, this was well directed because, when 

setting targets for individual employees to accomplish during a certain period, the 

guiding touch was the objectives of the organization. All the individuals involved 

must know where the organization wanted to go. It is from this understanding that, 

individual targets accomplishments would translate to meeting the main goal of the 

organization. The finding is in line with the words of one interviewee who said the 

following. 

“OPRAS is unique because it puts very clearly organizational 

objectives which are discussed in departmental meetings, this enables 

an employee and employer to set their annual objectives” 

The findings are further supported by the discovery of (Forman, 2005) who held a 

view that, with OPRAS the manager is able to identify and develop work 

performance of employees so as to achieve organizational goals and objectives.  

The third benefit described by respondents was that, OPRAS could enhance valuable 

communication between subordinates and supervisors. On this regard, 66.7% of the 

respondent were positive on the argument. Respondents justified this argument by 

their feelings that, during setting of targets and during appraisal, the supervisor and 

subodinate have to sit together and discuss. It is due to this openness which 

respondents connected it to valuable communication between subordinates and 

supervisors. These findings arguer well with the stand by Mgoma (2010) who reports 

that, OPRAS enhances valuable communication and develops self-esteem of the 

person appraised. The findings are further well supported by Pulakos, (2004) who 

also wrote that, OPRAS enhances individual and group productivity, develop 
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employee‟s capabilities, provide basis of management decision on human resource 

and improves communication between supervisors and supervisees. 

The forth imperative benefit of OPRAS was mentioned by employees as that, the 

system enabled performance gaps to be more easily identified and solved. 

Accordingly, 60% of the respondents either agreed or strongly agreed with this 

argument. The finding was actually, defended by respondents due to the fact that, 

since individuals were part and parcel in formulating their own targets, they would 

realize their shortcomings, even before being appraised. In addition to that, such gaps 

between performance and targets can be easily identified by the supervisor, during 

the appraisal process. After that, appropriate measures can be taken to appropriately 

correct the anomaly. The finding corresponds well with the words of one interviewee 

who said the following. 

 “Assessment through OPRAS helps the HR unit to make strategic 

planning on mentoring and training of employees, after identifying the 

performance gaps.” 

The fifth important benefit acknowledged by respondents as the outcome of using 

OPRAS was that, employers and employees would be more accountable. This 

conformity was positively supported by 55.5% of the academic staff respondents, 

who participated in this study. On the account, one of the respondents interviewed 

had the following to support. 

         “OPRAS increases sense of accountability not only to employees 

but also to employers.” 

 

Further, the finding is supported by the work of Mgoma (2010), who reported that, 

OPRAS makes bureaucrats more accountable and enhances working conditions, 

among others.  
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4.3:      Challenges that would face OPRAS in HLI 

Objective two of the study wished to find out challenges that would face OPRAS, if 

it was in use in HLI. To study this objective, respondents were asked to give their 

opinions on the challenges that would face the application of OPRAS in HLI. 

Additionally, respondents were also asked to give opinions on the ways to overcome 

the stated challenges. 

Respondents who responded to this question, provided challenges they thought to be 

impediments of OPRAS excellence in HLI. The challenges provided were namely; 

ignorance of supervisors and subordinates, African culture, inefficient physical and 

financial resources, reluctance of both supervisors and subordinates, low human 

resources capacity and heavy workload to the academic staff. Others were; human 

resources unit functions were not linked to OPRAS results, poor relationship 

between subordinates and supervisors, little autonomy vested to departments, 

bureaucracy and red tapes, lack of commitment and misperceptions of OPRAS by 

stakeholders. These challenges are further discussed hereunder as follows. 

Ignorance of Supervisors and Subordinates  

The study revealed that, supervisors and subordinates in the institution were very 

ignorant of the system because by then, the system was not employed; some of them 

perceived it negatively basing on rumors from other stakeholders of the system. The 

fact that, the system required knowledgeable and skillful people for its effective 

application was contrary to university circumstances because many of its employees 

were not aware of the system, the study revealed. It is from this fact; respondents 

said that, the system may be hindered. On this account, one of the respondents 

interviewed, supported this by accentuated the following. 
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“Many employees are ignorant of OPRAS because they had never 

exercised it.” 

Further, the findings are supported by Mgoma (2010) who reported that, the 

institutionalization process of OPRAS was facing poor knowledge, on how to 

conduct effective evaluation through OPRAS, particularly from public sector 

bureaucrats. The findings are further supported by Therkildsen et al., (2007) who 

delineated that, OPRAS was introduced a couple of years ago in Tanzania and 

Uganda but it is still new to many organizations and their staff.  

African Culture  

Culture is defined as the customs and beliefs, art, way of life and social organization 

of a particular country or group (Oxford Advanced Learners Dictionary). Some 

respondents said that, OPRAS and the culture of Africans were two poles apart 

issues. OPRAS encourages openness on one hand and African culture discourages 

openness on the other hand. It was urged by respondents that, provided the fact that 

the system would be implemented by university workers who were mostly Africans; 

the system would definitely lose some of its important and precious ingredients 

which are openness and transparency. The findings are supported by Mgoma (2010) 

who explained that, public service in Tanzania was based on the principles of 

conflict-avoidance among the subordinate and the superior, which in turn leads to 

difficulty in making objective assessments in the work places, and the reluctance of 

managers in taking disciplinary actions that may disappoint fellow employees. 

Hence, performance appraisal being open was considered to be a western product 

that would face difficulty in a more collectivist cultures like that of Tanzanians.  
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Inefficient Physical and Financial Resources Allocated to Departments  

The study observed that, both physical and financial resources were limited to 

accommodate the system of OPRAS. Physical resources are like photocopy 

machines, printers, projectors notebooks etc., and financial resources are monetary 

based resources. As a matter of fact, it was observed that, the system needed 

sufficient resources for its smooth implementation, nonetheless, the university did 

not have enough funds to hold the system, and it much depended on government 

subventions which were not even enough to run important university matters. The 

application of the system therefore, would face this enormous challenge. These 

findings are supported by one of the interview respondents who noted the following. 

 “I am worried out on sources of funds to run the system, I doubt if the 

university management will have enough funds to support the system.” 

In addition, the findings arguer well with those by Mgoma (2010) who reported that, 

budgetary constraints was also another factor that faced OPRAS in public service 

and that, most employers and employees failed to achieve their expected outcomes as 

agreed, due to the mentioned constraint.   

Reluctance of both Supervisors and Subordinates 

 Reluctance is defined as unwillingness to do something. It was observed by this 

study that, some supervisors and subordinates may be unwilling to accept the 

appraisal system changes. Two reasons were given in favour of this factor; 1) Some 

workers would be reluctant because through OPRAS, their weaknesses could be 

disclosed, this group of employees did not prefer disclosure of their weaknesses, 

according to respondents. 2) Another group was that of lazy employees who did not 

keep their responsibilities and duties alive. This group might not accept the system 
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because; the system wants to realize everyone‟s contribution to the excellence of the 

organization. On this account, one of the respondents interviewed had the following 

to say. 

“I think some people will not accept the system because they are very 

reluctant to adopt changes.” 

These findings were further supported by Therkildsen et al., (2007) who elucidated 

that, some supervisors in public service appeared rather uncomfortable with the 

introduction of OPRAS since it required them to change their management style in a 

more transparent and participatory direction. Finally, the findings are further 

supported with those documented by (Aslam, 2011) in Pakistan who noted that, some 

heads of departments in public universities did not like to make face-to face dialogue 

with their subordinates during assessments phase.   

Low Human Resources Capacity 

Many public HLI do not have qualified enough human resource personnel to 

undertake this system. It was revealed by the study that, this might be a challenge 

among others, since the system requires knowledgeable personnel to excel. 

Respondents said that, it was too difficult to implement the system; assistance from 

human resources experts therefore, was highly needed to help academic staff 

members from the initial stage of setting goals to the final stage of assessment. One 

interview respondent had the following to support these findings. 

“The university does not have adequate number of personnel who are 

equipped with OPRAS knowledge.” 
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These findings were further supported by Winami (2010) and Mathias (2010) who 

affirmed that, low human resources capacity was another gigantic challenge that 

faced implementation of OPRAS in Ileje district and PMO-RALG respectively. 

Heavy Workload to Academic Staff 

It was observed that, academic staff in HLI had heavy workload that was too difficult 

to measure. Their training sessions accommodate immeasurable overcrowded 

classes. This was further exacerbated by the obligation of marking many scripts 

which in turn reduced efficiency. On the other hand, an academic staff member coud 

not predict number of students to undertake a course at the beginning of the year, 

hence difficult for them to set individual goals. In fact, this argument was supported 

by one interviewee who observed the following. 

 “It is very difficult indeed to measure the work of an academic staff 

member through OPRAS. How do you measure, for instance, 

performance of an academic staff in relation to performance of 

students?” 

These findings do correspond with those by Aslum (2011) who noted that, university 

teachers in universities had a busy schedule in a semester system which was difficult 

to measure through open appraising system. This tight schedule consisted of regular 

classes, paper setting, paper marking, conducting presentation and checking 

assignments, etc. The findings were further supported by those revealed by Songstad 

(2012) who exposed that, evaluation and appraising of employees using OPRAS in 

health sector was inapplicable, because it was very difficult to set individual target 

on a number of patients to attend in a year and that, doing so would let community 

members misperceive the employees by thinking that, they were praying for them to 

get sick, so that employees could achieve their targets. Finally, the findings were 
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supported by the report of the President‟s Office-Public Service Management (2010) 

which explained that, OPRAS forms were not context–sensitive to different 

professional cadres and they were very complicated to fill.  

Human Resources Unit Functions are not Direct Linked to OPRAS Results in HLI  

Respondents observed that, HR functions such as pay, promotions, demotions and 

others were not directly linked to OPRAS in HLI. The study revealed further that, 

promotion in HLI for instance is much depending on seniority. This really 

discouraged academic staff members to accept OPRAS. To support this account one 

respondent of interview said the following. 

 “A power of lobbying and supporting university management is a 

matter in promotion” 

On the same account, another interviewee also commented the following. 

 “If you have good ratings in OPRAS and you are good at criticizing 

wrong deeds of the management, promotion to you is impossible.”  

These findings were also supported by Therkildsen et al., (2007) who observed that, 

one of the complaints about OPRAS in public service was that, the system was not 

yet linked to a system of individual rewards. Another study by Aslum (2011) also 

noted that, strong political environment in universities was also a factor for 

ineffective open performance appraisal in Pakistan public universities. Furthermore; 

the findings corresponded with the findings by Songstad, (2012) in public health 

sector in Tanzania which disclosed that, OPRAS remained vague in relation to 

promotion. 
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Poor Relationship between Subordinates and Supervisors 

This was also reported to be a big expected challenge to OPRAS. The study revealed 

that, lack of harmonious relationship between subordinates and supervisors would 

not give a room for OPRAS. It was observed that, sometimes, the two groups were in 

conflicts of interest from which one group devalues the other. This enmity raised 

doubts to academic staffs that, the system might be choked with undesirable results 

because of the prevailing situation. On the other hand, the introduction of this system 

might widen enmity between the said groups, for whatever outcome that would 

happen might not be accepted. The findings of this study align well with the ones in 

the work of Mgoma (2010) who found out that, conflicts within an organization was 

a big challenge which faced OPRAS in public organizations.  

Little Autonomy Vested to Departments  

The study disclosed that, departments in HLI were not provided with full autonomy 

to act within their area of jurisdiction. This dependency was expected to cause many 

difficulties in application of OPRAS, because immediate supervisors to asses an 

academic staff were head of responsible departments who were not fully mandated 

by the university management. Unless departments were given full mandate, the 

study disclosed, OPRAS might lose one of its major ingredients which is assessment 

by immediate supervisor. It was revealed that, academic members of staff were in 

doubt that, sometimes rankings by immediate supervisors would be disregarded and 

intervened by higher university authority. These findings were supported by one 

interview respondent who accentuated the following. 

“Things are not decentralized, departments do not have autonomy hence we 

supervisors, may face difficulties in implementation of this system.” 
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These findings were further supported with a report from President‟s office, public 

service management which revealed that, universities that were using OPRAS had 

been battling with unique challenges including of reporting to more than one 

supervisor on the part of academic staff members.  

Bureaucracy and Red Tapes  

Bureaucracy and red tapes was also mentioned by the study participants as another 

challenge that might face OPRAS in HLI. The study disclosed that, stakeholders hold 

opinions that OPRAS was too bureaucratic and highly featured with a lot of 

unnecessary rules that delay results. It was observed that, OPRAS was regarded as 

wastage of time due to its steps ranging from goal setting to annual assessment. This 

argument was supported by one interviewee respondent who said the following. 

 “OPRAS is too bureaucratic to be used for appraising academic staff 

members who are very busy and have no time to gather for such 

unnecessary matters.” 

These findings are further supported by Mgoma (2010) who uncovered that, OPRAS 

could be time consuming as it requires considerable time to plan, however, the author 

explained that, this happens when employees and employers see OPRAS as 

something that is separate from their daily routine.  

Lack of Commitment  

Another factor that was mentioned by respondents as a predicament in 

operationalizing OPRAS was lack of commitment on the side of both supervisors 

and subordinates. This was connected to be an accelerator of failure of OPRAS in 

HLI. Respondents revealed that, some supervisors and subordinates were not 

committed to their duties and responsibilities. They were not ready to exploit their 

intelligence and knowledge for the betterment of the university; hence it was too 
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difficult on this ground for the system to achieve its expectations. This argument was 

further supported by one interviewee respondent who said the following. 

“I think OPRAS will not work here because some supervisors and 

subordinates are not committed to their duties.” 

These findings are as well supported by Itika (2011) who disclosed that, OPRAS 

fails because of the lack of serious commitment for some key staff in the appraisal 

work. 

Misperception of OPRAS by Stakeholders   

According to the respondents, OPRAS might face a great challenge of being 

misperceived. In this connection, it was reported that, some university employees 

perceive the system negatively in two ways; they believed that the system was only 

linked with human resource negative functions and that, it was the management tool 

to suppress subordinates. This group therefore, saw OPRAS as a system that will be 

cultivating demotion, dismissal, and the like, if put in place. The second group 

glimpses OPRAS as the system which was too difficult to implement. Members 

found in the latter group believe that, OPRAS cannot work in universities and that, 

the system must when introduced because, it has failed in other public institutions as 

well. These findings are supported by Itika (2011) who asserted that negative attitude 

towards the utility of OPRAS was an impediment that faced the system.  

4.4       Anticipated Prospects of OPRAS in HLI 

The third and last objective of this study was to investigate on the anticipated 

prospects of OPRAS if the system was applied in HLI. Respondents thus, were asked 

to mention the anticipated prospects of OPRAS and then provide reasons to support 

their opinions. Respondents mentioned mainly six anticipated prospects of OPRAS, 
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namely; increase performance of the organization, enhancement of high quality 

services, increase of the level of transparency and openness, enhancement of minimal 

supervision with big results, OPRAS will encounter politics in HLI, and that the 

system will enhance easy understanding of employees‟ weaknesses. The prospects 

are further discussed hereunder. 

Increase in Performance  

The study revealed that, OPRAS will culminate understandings of one‟s tasks and 

goals which in turn will increase performance from individual level, to 

organizational/institutional level. Employers will immediately solve employees‟ 

problems and proper guidelines will be put clear to both supervisors and 

subordinates. This will sufficiently increase productivity and performance of the 

individual level and institutional level. These findings were supplemented by the 

words of one interviewee respondents who had the following to say. 

 “The output of the university will be much increased if we use OPRAS 

because every person in the university will understand his/her tasks and 

goals.”  

These findings were further supported by a manual of Medium Term Strategic 

Planning and Budgeting (2005) which indicated that, OPRAS will improve 

institutional performance by aligning the institutional plans to individual 

responsibilities.   

Delivery of high Quality Services 

 Deliverance of high quality services is a major goal of every institution, be it 

academic or not.  It was revealed by this study that, the use of OPRAS will enhance 

provision of quality services in two premises; first, the work of academic staff will be 

simplified because the number of students in a class session will be reasonable. This 
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will in turn enable provision of quality training and consultation. Second, there will 

be a reasonable ratio between facilities available and the number of clients in this 

case, enrolled students for a particular programme. Ultimately, services will be of 

high quality and more customers within and beyond country boundaries will be 

attracted. These findings were supported by one interviewee respondent who said the 

following. 

 “I support the use of OPRAS because things will not remain the same 

here, things are not good, services provided are not of a good quality, for 

instance no enough academic staff, no sufficient water, etc, but if OPRAS 

could be in use, I hope everything would be okay.” 

These findings are also supported by the Public Service Act (2002) which disclosed 

that, the major purpose of institutionalizing OPRAS was to ensure delivery of quality 

services in public sectors. The findings are further supported by Songstad, (2012) 

who uncovered that, OPRAS will ensure high quality services in public health sector. 

However, the system should be customized to suit different ministries and 

departments. In connection to this, Mgoma (2010) reported that, it was very difficult 

to set expected goal to be evaluated in certain Ministries and departments due to the 

nature of responsibilities. This is typically observed for instance, in the nature of 

responsibility in education and health sector.   

Increase in the Level of Openness and Transparency  

According to respondents, the use of OPRAS will develop the culture of openness 

and transparency in HLI. Respondents commented that, the level of openness and 

transparency will be increased on two grounds; first the gap between supervisors and 

subordinates, employers and employees would be abridged hence interpersonal 

relationship between the said groups will be much cemented and in the due course, 

level of openness will increase. Secondly, the ingredients of OPRAS will build an 
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environment of trust between the management and the employees, eventually, the 

level of transparency will satisfactorily be increased. These findings were supported 

by one interviewee respondent who had the following to say. 

 

“OPRAS will increase the level of openness among academic staff 

themselves and between employer and employees. I recommend the system 

because the majority of academic staff members are juniors, they need to 

learn from a few seniors who are here. It is only through OPRAS chances 

that would be made available for juniors to enjoy potentials of seniors.” 

These findings are further supported by Winami (2010) who explained that OPRAS 

would enhance the level of openness and transparency in public service sectors. 

Encountering Politics in HLI  

 It was early reported by this study respondents that, the higher degree of interference 

of politics to university matters might be a big hindrance factor of OPRAS 

application in HLI. When responding on anticipated prospects of the system, the 

study disclosed that, if the system is properly implemented and supervised in HLI, a 

gap between politics and academic institutions activities will be narrowed and 

universities will remain free to make rational decisions and tasks that are likely to 

positive impact to these institutions. OPRAS will therefore, cultivate proper 

decisions on rewards and punishment without any interference from politics, which 

in turn will increase organizational performance and effectiveness. These findings 

were supported by one interviewee respondent who had the following to say. 

 “OPRAS will increase autonomy of the university, thus, a free entity far 

away from political influences.” 
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Enhancement of easy understanding of employees’ weaknesses 

OPRAS was anticipated to encourage awareness of every employee‟s contribution 

towards realization of organizational goals. According to respondents, this will on 

the other hand, help supervisors and management to know weaknesses and strengths 

of each academic staff in fulfillment of his/her responsibilities which in turn, will 

trigger corrective measures. Through this, individual level performance will increase 

and will significantly affect performance at the institutional level. These findings 

were supported by one interviewee respondent who said the following.  

 “We shall easily understand areas to train and mentor our employees.” 

These findings are in fact, supported by the Medium Term Strategic Planning and 

Budgeting Manual (2005) which makes it clear that, OPRAS facilitated identification 

of subordinate‟s strengths and areas for development.  

Enhancement of Minimal Supervision with Big Results 

The study also revealed that, OPRAS will enhance minimum supervision with big 

results according to respondents. This is simply because in this system, academic 

staff members are monitored and evaluated by their goals hence supervision to such 

employees is much reduced. This reduction does not negatively affect results, 

because every employee knows what s/he is supposed to do in a particular financial 

year. OPRAS therefore, may reduce supervisory expenses in the organization; 

however, this is possible when OPRAS is highly and properly monitored. These 

findings were supported by one interviewee respondent who had the following to 

say. 

“OPRAS will reduce our supervisory burden because every employee is 

monitored by performance agreement.” 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.0    Introduction 

This study was undertaken to address the perceptions of stakeholders on the use of 

OPRAS in HLI. As it was observed in chapter one and shown in Literature review 

chapter, researchers view OPRAS in two different perspectives; on one hand, it has 

been viewed as an administrative tool to suppress employees and on the other hand, 

it is viewed as an important open tool for evaluating and appraising employees. 

OPRAS has faced many challenges since its institutionalization in Public institutions. 

The system is not yet institutionalized in many public HLI despite government 

ordinances that enforce its institutionalization. In this scenario, the researcher wanted 

to examine the perceptions of stakeholders on the use of OPRAS in HLI. 

Three research objectives for this study were sought to be met, namely; to examine 

the perceptions of stakeholders on the use of OPRAS in HLI, to identify challenges 

that would face OPRAS in HLI and to assess the prospects of OPRAS in HLI. 

The findings, analysis and discussions were presented in chapter four. This chapter 

presents summary of the findings, conclusion, recommendations, and limitation of 

the study and winds up with suggested areas for further studies. 

5.1      Summary of Findings 

This section presents a brief summary of answers to the three research questions as 

mentioned in chapter one. It presents main findings in brief as follows. 
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5.1.1   Perceptions of Stakeholders on OPRAS 

In examining what stakeholders hold on the use of OPRAS in HLI, four elements 

namely understanding, appropriateness, feelings and benefits were tested.  

In as far as understanding OPRAS is concerned, it has been found out that, generally, 

academic members of staff understand the system since large majority of them at 

least know about the system. With respect to appropriateness of the system, more 

than two thirds of the participants of the study acknowledged that, OPRAS is the 

most appropriate system to be used in HLI and they in fact called for the university 

management to introduce the use of system. Furthermore, with regards to 

respondents‟ feelings, there were more academic staff members who had positive 

feelings towards the use of the OPRAS, compared to those who had negative 

feelings. Nonetheless, both groups accounted for less than half the number of 

respondents who participated in this study. Finally, for the case of benefits of 

OPRAS, the study disclosed that, majority of academic staff members supported the 

use of the system in HLI as they found it to be more advantageous.  

5.1.2  Challenges that may face OPRAS in HLI 

The study observed that, there are numerous challenges that may face OPRAS in 

HLI. Challenges that were given high priority to encounter the system in such 

institutions were; ignorance of both supervisors and subordinates, African culture of 

confidentiality, inefficient physical and financial resources, reluctance of both 

supervisors and subordinates, low human resources capacity, heavy workload to 

academic staffs and poor relationship between subordinates and supervisors. Other 

challenges depicted by the study were lack of commitment among employees, lack of 
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departmental autonomy and misperceptions of OPRAS by both employees and 

employers. 

5.1.3    Anticipated Prospects of OPRAS  

This study revealed that, if OPRAS was implemented in the institutions of higher 

learning, six things would be reaped as the prospects of the system. These are 

performance will be increased, quality of services will high, level of openness and 

transparency will increase. Others prospects mentioned were; enhancement of easy 

understanding of employees‟ weaknesses and immediate corrective actions, 

enhancement of minimum supervision with big results and that application of 

OPRAS will encounter political interference at HLI.  However, the study found out 

that, OPRAS will only achieve excellence in HLI if proper supervision and 

monitoring is vested to it; otherwise, findings showed that, OPRAS will be claimed 

as sustaining the same casualty that faced it in Local Government Authorities 

(Winami, 2011). 

5.2       Conclusion 

The subject of the perception of stakeholders on the use of OPRAS in HLI, 

employees responded and complied basing on their interpretation of whether the 

system is found appropriate, the benefits it may yield and the possible challenges that 

would encounter the system. The findings of the study indicated that, OPRAS is 

viewed positively as a system through which an individual employee can be 

motivated both intrinsically and extrinsically. However, respondents warned that, 

this is only possible and attainable if the system is customerized to suit HLI‟s 

environment and if the system is well monitored and supervised. The lesson learned 

from the study is that, if the government and university management together 

surmount the stated challenges it is real that, OPRAS can improve approaches to 
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enhance deliverance of high quality services in HLI, in other public institutions and 

in different departments. The reverse is also true that, if the government together 

with the university management do not conquer the stated challenges, OPRAS will 

not yield any benefit and it will be worthless not only in HLI but also in other public 

institutions, agencies and  both Local Government Authorities and Regional 

Administration inclusively.  

 Apart from that, findings of this study informs back to the Goal Setting theory that 

was used to hook the study. In fact, the theory components act like a motive towards 

excelling in both individual and organizational development. Actually, goal setting 

inspires individuals and is a critical key to self management (Latham, 2004). Thus, 

the findings suit the theoretical base of the study. Moreover, based on the prospects 

of OPRAS as presented here, it would be interesting to conduct investigation on the 

factors some years after OPRAS is introduced in HLI. 

5.3       Recommendations 

In connection with the findings of the study, this section provides recommendations 

which are classified into three parts, namely; recommendations to policy makers, 

management and to employees. 

5.3.1    Recommendations to Policy Makers 

The recommendations that were found out by this study to policy makers were 

namely; establishment of independent unit to implement OPRAS, to increase 

subventions to the public academic institutions, provision of trainings on OPRAS to 

all stakeholders and drawing a line that separate  politics and university activities 
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1) Establishment of independent unit to implement OPRAS: The study 

recommends that the government should establish an independent unit with 

highly skilled experts with high level of integrity for smooth running of 

OPRAS in HLI and elsewhere. The main purpose of this unit is suggested to be 

customizing OPRAS so as it becomes context-sensitive to suit different 

ministries, departments and agencies. By so doing, OPRAS will be efficient. 

2) Increase subvention to the public academic institutions: The government is 

cordially advised to increase subventions to HLI. This will ensure availability 

of both physical and financial resources for implementation of this system. 

However, the study recommends further that, critical follow-ups should be 

made by the government on implementation and funds allocated for that 

purpose.  

3) Provision of trainings on OPRAS to all stakeholders: Provided the fact that, 

ignorance of the system is a major hindrance factor in making OPRAS a 

success as revealed in this study, the government is advised to provide special 

training that will impart knowledge to all stakeholders on the benefits of the 

system and how it is implemented. This will change the attitudes of employers 

and employees who are laggards, reluctant and agitated, so that, eventually the 

system is supported by many for it to work smoothly. 

4) Drawing a separating line between politics and university tasks: The study 

hereby recommends to the government to ensure that, university matters are 

not intervened by politics, that is, politics should not run universities. The 

study revealed out that, intervention of politics to academic matters can worsen 

excellence of public institutions.  
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5.3.2    Recommendations to Management 

The study has also some recommendations to the university management namely; 

implementation of OPRAS, provision of timely payments to employees and 

involvement of employees in decision making. 

1) Implementation of OPRAS: the study recommends that, the university 

management should introduce and implement OPRAS as the system for 

appraising and evaluating performance of an employee. The system is 

recommended institutionalization because the study revealed out that more 

than half of the respondents are ready for OPRAS. The university, however, is 

advised to embark on in- house training of her employees before introduction 

of this new system. If this was done, it would guarantee smooth running of the 

system. Likewise, the system must be customerized to suit university systems 

before its introduction. 

2) Provision of timely payments to employees: The study recommends that, the 

university should provide employees with their benefits and allowances 

immediately after accomplishment of their services. This will on the one hand, 

increase productivity cultivate proper running of OPRAS if introduced on the 

other hand.  

3) Employees’ involvement in decision making: The study further recommends 

involvement of employees in decision making especially decisions that directly 

affect them. It was noted that, if employees are involved from the beginning of 

each decision, they will feel sense of belongingness and will fully participate in 

any reached consensus. The management is therefore advised to avoid a top-

down decision making model for decisions which require implementation by 

employees and which have a significant impact on such employees.  
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5.3.3    Recommendations to Employees  

The study recommends that, employees in HLI should adhere to their professional 

code of conducts. Observation of these standards is very important on the following 

grounds; it enhances commitment of both employees and employers in realization of 

organizational goals, it evades biasness through discouragement of corruption and 

any other mistreatment of either group, it also creates a good relationship among 

employees and between subordinates and supervisors and lastly enhances 

accountability of the mentioned groups towards delivery of good services.  

5.4       Limitations of the Study  

This study was done by taking UDOM as the platform. It is acknowledged that, if 

more than one University was considered, rich findings could have been uncovered. 

Moreover, the study was undertaken in a University which has not yet begun 

implementing OPRAS because the need was to study their perceptions, perhaps more 

interesting outcomes, would have been obtained if the study would have been 

undertaken in a Higher Learning institution, where the system is already utilized. 

However, such a study could have been assessment of OPRAS anyway. 
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5.5  Areas for Further Research   

Lastly, the report winds up by suggesting areas for further studies, namely; 

a) Conducting research on this area by considering many Universities and 

other types of institutions. 

b) Conducting research in this area by taking a case of a university or any 

Higher Learning Institution where OPRAS has been already 

institutionalized. 

c) Conducting research in future to see if the prospects mentioned in this 

study would have been realized. 
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APPENDICES 

Appendix 1: Questionnaire for University Academic Staff 

This study is based at the University of Dodoma. Its major objective is to investigate 

on the on the Perceptions of Stakeholders on the use of OPRAS in Higher Learning 

Institutions by taking the case of UDOM. Therefore, you are kindly requested to 

participate in this study by filling in this short questionnaire. In case the final account 

of this work may contain confidential information and its report could be harmful to 

organization or individual, confidentiality is assured by the University. Such report 

will be seen only by the Supervisor and Examiner for examination purposes.  

Note: The Open Performance Review and Appraisal System(OPRAS) is an open 

formal and    systematic procedure designed to assist both employees and employers 

in planning, managing,    evaluating and realizing performance improvement in the 

organization with the aim of achieving      organizational goals (Johnsen, 2000). 

 

Section A: Demographic Characteristics of Respondents 

 Please tick () appropriately: 

1) Sex respondent:   Male         Female 

2) Age of the respondent:  

21 – 30 years 

31 – 40 years 

41 – 50 years 

Above 50 years 

 

3) Rank of respondent:  

Tutorial Assistant  

Assistant Lecturer 

Lecturer  

Senior Lecturer  

Associate Professor 

Full Professor 
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4. For how long have you worked as an employee in a University? Please tick () 

appropriately: 

0 – 5 Years 6 – 10 Years 11 – 15 Years 16 – 20 Years Above 20 Years 

     

  Section B: Perceptions on the Use of OPRAS 

5. How can you rate your understanding of Open Performance Appraisal and 

Review System (OPRAS)? Please tick () appropriately: 

 

Extent of knowledge Tick () 

Not Known at all  

Slightly known  

Completely Known  

 

6. Do you think OPRAS is the appropriate way to evaluate employees' performance 

in Higher Learning Institutions (Academic staff)? 

 

Response Tick () 

Yes  

No  

 

7. Please provide at least four reasons for the response you selected in Question (6) 

above. 

a) …………………………………………………………………………………

………………………………………………………………………………… 

b) …………………………………………………………………………………

………………………………………………………………………………… 

c) …………………………………………………………………………………

………………………………………………………………………………… 

d) …………………………………………………………………………………

………………………………………………………………………………… 

e) …………………………………………………………………………………

………………………………………………………………………………… 
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8. The following set of statements relates to your feelings about OPRAS in 

Higher Learning Institutions. Please respond by circling the number which 

best reflects your own evaluation. 

 

 Perceptions 
Strongly  

Disagree 
   

Strongly  

Agree 

a) OPRAS provides high degree 

of involvement of employees 

during the evaluation process. 

 

1 

 

2 

 

3 

 

4 

 

5 

b) From our experience, there is 

openness and transparency 

during the employees‟ 

evaluation. 

 

1 

 

2 

 

3 

 

4 

 

5 

c) The attitudes or perception of 

employees towards OPRAS in 

this organization is quite 

positive. 

 

1 

 

2 

 

3 

 

4 

 

5 

d) OPRAS is a suitable appraisal 

system in Higher Learning 

Institutions. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

9.  In your opinion, to what extent OPRAS would have enhanced the following 

in your organization if it was in use? Please respond by circling the number 

which best reflects your own evaluation. 

 Perceptions 
Strongly  

Disagree 
   

Strongly  

Agree 

a) Could enhance valuable 

communication between 

subordinates and superiors 

 

1 

 

2 

 

3 

 

4 

 

5 

b) Rewards such as pay and 

promotion would be 

distributed on fair and credible 

basis 

 

1 

 

2 

 

3 

 

4 

 

5 
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c) Employers and employees 

could more clearly understand 

objective of organization 

 

1 

 

2 

 

3 

 

4 

 

5 

d) Performance gaps would be 

more easily identified and 

solved 

 

1 

 

2 

 

3 

 

4 

 

5 

e) Better and timely services 

would be enhanced 

 

1 

 

2 

 

3 

 

4 

 

5 

f) Employees and employers 

would be more accountable 

 

1 

 

2 

 

3 

 

4 

 

5 

g) An individual employee would 

easily know what is expected 

of him/her. 

 

1 

 

2 

 

3 

 

4 

 

5 

h) OPRAS could enhance 

excellence of your 

organization 

 

1 

 

2 

 

3 

 

4 

 

5 

  

C:  CHALLENGES 

10. In your opinion, what are the challenges facing the application of OPRAS in 

Higher Learning Institutions? Please mention and then provide short description of at 

least four challenges. 

a) …………………………………………………………………………………

………………………………………………………………………………… 

b) ………………………………………………………………………………… 

c) …………………………………………………………………………………

………………………………………………………………………………… 

d) …………………………………………………………………………………

………………………………………………………………………………… 

e) …………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 
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11. In your opinion, what needs to be done in order to overcome the above 

stated challenges? 

a) …………………………………………………………………………………

………………………………………………………………………………… 

b) …………………………………………………………………………………

………………………………………………………………………………… 

c) …………………………………………………………………………………

………………………………………………………………………………… 

d) …………………………………………………………………………………

………………………………………………………………………………… 

…………………………………………………………………………………

………………………………………………………………………………… 

 

D:  PROSPECTS 

12. In your opinion, what are the anticipated prospects associated with the 

application of OPRAS in Higher Learning Institutions? Please mention and then 

provide short description of at least four prospects. 

 

a) ………………………………………………………………………………

……………………………………………………………………………… 

b) ………………………………………………………………………………

……………………………………………………………………………… 

c) ………………………………………………………………………………

……………………………………………………………………………… 

d) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

e) ………………………………………………………………………………

………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………… 

Thank you for your participation.  
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Appendix 2: Interview Guiding Questions for University Management 

This study is based at the University of Dodoma. Its major objective is to investigate 

on the Perceptions of Stakeholders on the use of OPRAS in Higher Learning 

Institutions by taking the case of UDOM. Therefore, you are kindly requested to 

participate in this study by filling in this short questionnaire. In case the final account 

of this work may contain confidential information and its report could be harmful to 

organization or individual, confidentiality is assured by the University. Such report 

will be seen only by the Supervisor and Examiner for examination purposes. 

  

1. Why or why not do you think OPRAS is an appropriate way to evaluate 

employees' performance in Higher Learning Institutions (Academic staff)? Please 

provide at least four reasons. 

a) ………………………………………………………………………………

……………………………………………………………………………… 

b) ………………………………………………………………………………

……………………………………………………………………………… 

c) ………………………………………………………………………………

……………………………………………………………………………… 

d) ………………………………………………………………………………

……………………………………………………………………………… 

e) ………………………………………………………………………………

……………………………………………………………………………… 

 

2. What do you think are the benefits of OPRAS when used for appraisal purposes 

in Higher Learning Institutions? Please provide as many benefits as you can. 

 

a) …………………………………………………………………………………

………………………………………………………………………………… 

b) …………………………………………………………………………………

………………………………………………………………………………… 

c) …………………………………………………………………………………

………………………………………………………………………………… 
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d) …………………………………………………………………………………

………………………………………………………………………………… 

e) …………………………………………………………………………………

………………………………………………………………………………… 

f) …………………………………………………………………………………

………………………………………………………………………………… 

g) …………………………………………………………………………………

………………………………………………………………………………… 

h) …………………………………………………………………………………

………………………………………………………………………………… 

   

3. In your opinion, what challenges would face the application of OPRAS in 

Higher Learning Institutions? Please mention as many as you can.  

i……………………………………………………………………………………

…………………………………………………………………………………… 

ii……………………………………………………………………………………

…………………………………………………………………………………… 

iii…………………………………………………………………………………

…………………………………………………………………………………… 

iv…………………………………………………………………………………

…………………………………………………………………………………… 

 

4. In your opinion, what needs to be done in order to overcome the stated 

challenges? 

a)………………………………………………………………………………

………………………………………………………………………………… 

b)……………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

c)……………………………………………………………………………………

……………………………………………………………………………………… 

d)……………………………………………………………………………………

……………………………………………………………………………………… 



83 

e)……………………………………………………………………………………

……………………………………………………………………………………… 

f)……………………………………………………………………………………

……………………………………………………………………………………… 

g)……………………………………………………………………………………

……………………………………………………………………………………… 

5. In your opinion, what are the anticipated prospects associated with the 

application of OPRAS in Higher Learning Institutions? Please mention as 

much as you can. 

a) …………………………………………………………………………………

………………………………………………………………………………… 

b) …………………………………………………………………………………

………………………………………………………………………………… 

c) …………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 

d) …………………………………………………………………………………

………………………………………………………………………………… 

e) …………………………………………………………………………………

………………………………………………………………………………… 

Thank you for your participation. 

 


