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Abstract: The objective of this study was to assess Performance Management Systems (PMS) and 

organizational performance at different private and government organizations which are CRDB Bank, Tanga 

Cement Company and Tanga UWASA. The study specifically focused on three main variables of performance 

management system which were code of conduct, objectives of the organization and employee’s motivation. 

Three theories including goal setting theory, expectancy theory and motivational theory were used to explain 

their relationship with the study conducted. Using quantitative approach the research adopted descriptive 

design in its endeavor.  The target population consisted of senior employees of the chosen organizations, 

totaling 30 and a sample size of the same 30 senior employees since all of them were included in data collection. 

Open-ended and closed-ended questionnaire was used to collect primary data. The collected data was then 

analyzed, organized and presented using Statistical package for business studies. The study concluded that work 

ethics in organizations safeguard firms’ assets and that senior management was excited by the organizational 

principles when discharging their duties. The study also concluded that mission statement provided tangible 

goals for the firm to achieve in the organization and that senior management in the organizations was 

accountable in ensuring the action plans are acted on. The study concluded that reward system made employees 

focus on promotion rather than achieving results. Again reward system was found to influence employee 

performance in the organizations. It was also reward system builds connections between the organizations and 

their employees. Finally, rewards and compensations contributed to firm’s effectiveness. The study recommends 

that management of the selected organizations should enhance the various parameters employee’s perception 

towards performance management practices and widen the scope on other parameters that may be used to 

gauge the levels of performance management practices in the firms by the employees. The study also 

recommends that key performance indicators should be agreed upfront with all employees irrespective of their 

level in the organization to make them develop a sense of belonging and ownership of organizational affairs. By 

this, employees will be able to have positive perception or attitude towards available performance based 

systems. It is also recommended that the organizations need to train all managers and supervisors on how to 

use the performance management process effectively so as to improve employees’ performance, not for punitive 

measures.  

Keywords: Organizational Performance, Performance Management System, Code of conduct, Objectives of an 

organization, Employee Motivation 

 

I. INTRODUCTION 
The success and continuity of an organization depend on its performance, which may be defined as the 

way the organization carries its objectives into effect. This requires that all efforts are pointing in the same 

direction, as every person in the organization contributes to the company objectives via his or her activities. A 

good manager keeps track of the performance of the system he or she is responsible for by means of 

performance measurement (Flapper, Fortuin and Stoop, 1995). Performance measurement is a process of 

developing measurable indicators that can be systematically tracked to assess progress made in achieving 

predetermined goals and using such indicators to assess progress in achieving these goals (Harvey, 2008).This 

process is an important aspect of performance management which has emerged over time as a discipline that 

assists in establishing, monitoring and achieving individual and organizational goals (Brudan, 2010). 

Performance management systems (PMS) is an integrated process by which an organization involves 

its employees in improving organizational effectiveness in the accomplishment of its mission and strategic 

goals. It’s about striking a harmonious alignment between employee and organizational objectives in order to 

achieve excellence in performance. The system is all about getting desirable results (Jones, 2000). There are 

different organizations and companies that use PMS in the managerial activities. 

Urban Water Supply and Sewerage Authority commonly known as UWASA in Tanga region in 

Tanzania is one of such organizations that have deployed PMS in its management. The deployment of PMS in 

government organization started around September, 2011. The system is evident in the organization’s 

management through Open Performance Review and Appraisal System (OPRAS). This is an open, formal, and 
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systematic procedure designed to assist both employers and employees in planning, managing, evaluating and 

realizing performance improvement in the organization with the aim of achieving organizational goals. It is 

characterized by four key features: openness, participation, accountability and ownership of the organization’s 

objectives by both the employer and the employees (Guidelines on OPRAS, 2011).  

Tanga Cement PLC which is the leading supplier of cement in Tanzania is another exemplary company 

that invests in the use of PMS in its management. The Company’s manufacturing facilities are ISO 9001:2008 

certified and have stringent quality management system, which ensure the cement quality is strictly controlled at 

every stage of its manufacturing process. These controls guarantee a high level of product consistency. Given 

the ISO measurements, the company is required to demonstrate its ability to consistently provide product that 

meets customer and applicable statutory and regulatory requirement. And it also aims at enhancing customer 

satisfaction through the effective application of the system, including processes for continual improvement of 

the system and the assurance of conformity to customer and applicable statutory and regulatory requirement. 

(Guidelines on ISO 9001: 2008). 

Besides UWASA and Tanga Cement, there is CRDB Bank is the leading banking institution in 

Tanzania in terms of assets, loans and advances and customer deposits, with an ambition to expand its footprint 

in the wider East Africa region. CRDB Bank uses balanced scorecard which helps in guiding its performance. 

The balanced scorecard enables CRDB Bank to track financial results while simultaneously monitoring building 

progress in building the capabilities and acquiring the intangible assets they would need for future growth. But 

to align employees’ individual performance with the overall strategy, scorecard users generally engage in three 

activities which are communicating and educating, setting goals, and linking rewards to performance measures 

(Guidelines on balanced scorecard).  

It is therefore the case that the three organizations highlighted above use PMS in with regard to their 

management in different outlooks. Thus UWASA uses OPRAS; Tanga Cement Company uses ISO 9001:2008; 

and CRDB Bank uses balanced scorecard. Despite the fact that PMS has been adopted by these organizations 

for the sole purpose of guiding them to achieve their goals, their performances have been fluctuating. Thus from 

such a background, the research finds a need for a systematic search geared towards the investigation of the 

impact of the PMS in the overall performance of the different organizations as mentioned above. 

Statement of the Problem 

Razack and Upadhyay, (2017) proposes an extensive organized assessment of PMS design on the basis 

of established theories; presenting both concepts and frameworks that feature on the ground. It also suggests for 

more studies on a complete PMS framework and screening of PMS related to development of both, competence 

and innovation resulting in long-term employee retention.  Vieira and Schneider, (2017) developed performance 

management systems (PMSs) framework, the study demonstrates how the framework facilitates in-depth, 

holistic, and critical evaluations of existing PMSs, and how these evaluations can drive the development of 

revised PMSs that balance economic, social, and environmental goals. A key question that arises at this point is 

impacts of PMS in the performance of Tanga organizations. Keen PMS have been cited by different researchers 

as one of the contributing factors towards organizational performance. Nevertheless, there have not been in-

depth studies that have been carried out in private and public organizations in Tanga organizations to identify 

clearly the impact of PMS in their performance. Thus this study seeks to investigate the impact of PMS in the 

organizations of Tanga-Municipality.     

Objectives of the Study 

The general objective of this study was to investigate the contribution of PMS to the performance of 

the organizations in Tanga Municipality – Tanzania, whereas its specific objectives were three, namely: 

a) To examine how code of conduct affects organizational performance. 

b) To demonstrate how organizational objectives affects organizational performance.  

c) To investigate the extent to which employee motivation influence organizational performance. 

Significance of the Study 

a) This study will be of significance to different parties of interest including Tanga companies whose 

stakeholders will come to familiarize with the effect of PMS thus creating an opportunity to appreciate 

the system in the running of the organization.  

b) The findings of this study will likely be useful policy makers such government agents and NGOs 

dealing with water supply and sanitation services. 

c) It is the conviction of the researcher that the findings of this study will contribute enormously to the 

body of knowledge respect to this area of study. The study might therefore contribute to theory and 

hypothesis formulation. 
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Conceptual Framework 

The study was guided by the following conceptual framework;  

          Independent variable (PMS)                                                Dependent variable 

Intervening variable 

Source: Adopted from literature review 

From the framework above, performance management system is explained by three element, namely: 

code of conduct which involves values, norms and ethics; objectives both short term and long term and 

employee motivation under the parameters of training, rewards, compensations. By the means of arrows, these 

PMS elements are capable of influencing organizational performance through indicators such as realization of 

the target goals and objectives, return on investment and organizational profitability. In addition, the framework 

includes policies as the intervening variable which may affect PMS in the organizational performance since they 

provide a set of guiding principles to help with decision making. Policies may include government policies 

which have direct impact with the organizations. 

 

II. LITERATURE REVIEW 
Theoretical Framework 

Goal setting theory 

Locke (2002) proposed that aiming towards attaining a goal is a significant source of work motivation. 

According to Heery and Noon (2001), the goal setting theory stems from the notion that the behavior of 

employees can be changed by influencing their goals and targets.  

The goal setting theory is relevant to this study as it is related to the importance of setting objectives for 

the realization of organizational goals which may be short term goals or long term goals. This theory gives a 

clear insight of the importance of the organizations to set objectives which they can act on in order to improve 

the overall organization performance which can then be measured within a given period of time.  

Maslow’s needs hierarchy theory 

Maslow (1954) did an extensive research that has been conducted in the area of work motivation and 

satisfaction and many psychologists have attempted to explain interests and values. One theory that has explored 

these factors is Maslow’s hierarchy of needs. (Joubert, 2000), stresses that according to Maslow, the individual 

personality is dynamic and continuously strives to satisfy a hierarchy of needs with an inherent tendency 

towards self-actualization. Amongst others (Abdullah, 2002) postulates that Maslow’s hierarchy of needs is 

divided into five levels. Level one of the hierarchy refers to the satisfaction of the psychological needs which 

include the basic needs such as housing, material and financial benefits impacting on employee job 

performance. At level two, the safety needs for security and protection from physical and emotional harm is 

prominent.  
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This theory relates to the study as it deploys what employees need for them to be motivated and to 

increase their performance. The theory therefore relates to the employee motivation objective which requires 

that employees’ basic needs, safety needs among other needs are met. Their need for basic needs and fulfillment 

for every employee gives them the motivation to continue working for the organization thus the relevance of the 

theory to the current study. 

Empirical review 

Concept of Performance Management System 

Cavalluzzo (2004) in his study of Implementing performance measurement innovation we find that 

organizational factors such as top management commitment to the use of performance information, decision-

making authority, and training in performance measurement system development and use. Varma (2008) 

describes that a performance management system as a tool which is adopted by most companies to develop and 

train their employees. A performance management system is a predetermined set of guidelines given to the 

employees in an organization to enhance their understanding of the company and their roles in the company. 

Andre (2007) highlighted the potentiality of PMS as a useful management tool for both profit and nonprofit 

organizations in emerging markets. Hervani & Hekms (2005) described PMS as a system framework which 

forms the discussion outline with a focus on controls or pressures, input, tools, and output as major categories 

for evaluation and review. 

Employee motivation 

William (2011) highlights that a simple model of motivation, people have certain needs that motivate 

them to perform specific behavior for which they receive rewards that feedback and satisfy the original need. 

Rewards are of two types which include intrinsic reward as the payoff such as money, a person receives from 

others for performing and an intrinsic reward is the satisfaction, such as feeling reward is the satisfaction, such 

as feeling of accomplishment that a person receives from performing the particular task itself. The hierarchy of 

needs proposes that employees are motivated by five levels of needs which are psychological, safety, love, 

esteem and self-actualization. 

Gagnéaa and Howard (2016) postulates there is a relationship between motivation and organizational 

commitment which seems straightforward. After all, the psychological and physical form of withdrawal that 

characterize less committed employees are themselves evidence of low level of motivation. Research on equity 

and organizational commitment offers the clearest insights into the motivation commitments relationship. 

Specifically attached to their firms and feel a stronger sense of obligation to remain.  

Kanfer and Frese (2017) research  has  suggested  that  reward  now  cause  satisfaction  of  the  

employee  which directly influences performance of the employee. Rewards are management tools that 

hopefully contribute to firm’s effectiveness by influencing individual or group behavior. Intrinsic rewards stem 

from rewards that are inherent in the job itself and which the individual inherent in the job itself and which the 

individual enjoys as a result of successfully completing the task or attaining his goals. While extrinsic rewards 

are those that are external to the task of the job, such as pay, work condition, fringe benefits, security, 

promotion, contract of service, the work environment and condition of work. 

 

III. RESEARCH METHODOLOGY 
This study adopted descriptive research design and statistical approach given its merits since it used 

both qualitative and qualitative design. It allowed the research to seek out accurate information and adequate 

descriptions of the phenomena of interest as they naturally exit, thus portraying the characteristics of the 

phenomena as accurate as possible (Sekaran & Orodho, 2003) data. From the information that was obtained 

through the use of descriptive research and statistical approach, there was clear a relationship between the 

performance management system (dependent variable) and organizational performance (independent variable) 

that are used in the study. 

Polit and Beck (2004) define research population as the aggregate or totality of those conforming to a 

set of specifications. The targeted population for this research was the senior employees of CRDB Bank, Tanga 

Cement and Tanga UWASA totaling 30. The sample was the senior employees who included the managers and 

head of departments in the chosen organizations of Tanga totaling 30. The researcher used purposive sampling 

since the senior employees were few and they had important information on the performance of the 

organizations. 

The research instrument which used questionnaire and it was formulated under the light of the norms of 

formulating an efficient and effective questionnaire. It consisted of both open-ended and closed ended questions 

for the purpose of obtaining richer information. With the permission from the organizations the researcher 

distributed the structured questionnaire to the managers and head of departments who were the senior employees 

in the three organizations. 

Descriptive analysis was done and the presentation was based on the descriptive statistical measures of 

central tendency. SPSS therefore was useful in transferring the data into more understandable information 

through coding, tables and graphical representation of the findings. Descriptive data analysis assisted the 



Mwasu Scholastica Kinala et al., International Journal of Research in Management, Economics and Commerce, 

ISSN 2250-057X, Impact Factor: 6.384, Volume 07 Issue 10, October 2017, Page 59-65 

http://indusedu.org Page 63 

 

This work is licensed under a Creative Commons Attribution 4.0 International License 

researcher to make conclusion of how PMS had contributed to the performance of CRDB Bank, Tanga Cement 

and Tanga-UWASA in relation to the concepts, theories and methods that had been used in this research. 

 

IV. RESULTS AND DISCUSSION OF FINDINGS 
Table1: Influence of Employee Motivation on Organizational Performance 

  In order to establish the influence of employee motivation on organizational performance, a number of 

questions were drawn from the variable, employee’s motivation. The results are as presented in table below  

  

Yes 

 

No 

 Mean 

Std 

Dev. 

 

F % f % 

  Reward system makes employees focus on promotion than 

achieving results 

17 73.9 6 26.1 1.74 .449 

Reward system influence  employee performance 16 69.6 7 30.4 1.30 .470 

Reward system builds connections between the organization and 

employees 

16 69.6 7 30.4 1.30 .470 

Reward system is made on the assumption of attracting, retaining 

and motivating employees 

7 30.4 16 69.6 1.70 .470 

Rewards and compensations contribute to firm’s effectiveness 17 73.9 6 26.1 1.74 .449 

As presented in Table above, 73.9% respondents accepted that reward system makes employees focus 

on promotion rather than achieving results having a mean score 1.74 and standard deviation of 0.449. In support, 

Wilson (2003) states that reward systems were traditionally defined by hierarchy, rewards were tied to level or 

position and not to performance. On the contrary, 26.1% disagreed with the statement. The high agreeable level 

was also supported by many respondents. As was established in the study, many of them argued that most 

employees treats motivational systems as a passage to promotion rather than achieving results because they 

believe through promotion they are likely to get higher salary as well as many other benefits. 

In relation to whether reward system influence employee performance, 69.6% affirmatively supported 

the statement with a mean score of 1.30 and standard deviation of 0.470 while 30.4% had contrary opinion. In 

congruence, Kanfer and Frese (2017) suggested that reward causes satisfaction of the employee which directly 

influences performance of the employee. When asked to state how the reward systems have influenced their 

performances, most of them indicated that the available reward systems have motivated and boosted their 

morale thus they have reciprocated by performing well. Many respondents also indicated that the provision of 

rewards by management has made them feel part and parcel of the organization consequently making them 

complete assigned tasks within a given time frame.  

The study also found that reward system builds connections between the organizations and their 

employees as shown by 69.6%  who agreed with the statement having a mean score of 1.30 with a standard 

deviation of 0.470 whereas 30.4% had a disagreement opinion. In Gagnéaa and Howard (2016), there is a 

relationship between motivation in form of reward systems that enhances organizational commitment which 

seems straightforward thus positively enhances organizational performance. Asked to mention reasons for their 

answers, the respondents indicated that the fact they are being involved in key decision making, rewarded for a 

job well done has extremely motivated them to even aim higher in relation to achieving set targets for 

realization of optimum performance.  

Regarding whether reward system is made on the assumption of attracting, retaining and motivating 

employees, 30.4% agreed with the statement with a mean score representation of 1.70 and standard deviation of 

0.470 while 69.6% did not agree with it. The high disagreement is objected by Niu and Wang (2017) who posits 

that reward systems that are available should be able to attract, motivates and satisfy employees in order to 

enhance their productivity. In supporting the high disagreement level, most respondents said that the available 

reward system are inadequate and discriminatory thus does not help in attracting and retaining employees as 

witnessed by the high employee turnover in their respective organizations.  

It was finally found that rewards and compensations contribute to firm’s effectiveness as supported by 

73.9% with a mean score of 1.74 and standard deviation of 0.449. In agreement William (2011) notes that a 

dully motivated employee feels sense of satisfaction which is then translated into good performance hence the 

organization can be rated as effective. Respondents supported their high agreement level by mentioning that 

availability of rewards and other compensation mechanisms has boosted employee morale on assigned tasks 

which has in turn resulted into organizational productivity. It was also noted by respondents that an employee 

who are always rewarded for good performance generally feel a sense of belonging thus works hard to achieve 

set out targets in order to be rewarded more and more. This thus implies that the organization will be deemed as 

effective thus attracting many shareholders and or investors.  

Also the study found that reward system available makes employee focus on promotion rather than 

achieving results. In support, Wilson (2003) states that reward systems were traditionally defined by hierarchy 
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rewards were tied to level or position and not to performance. The study found that reward system influences 

employee performance at the organization. In congruence, Kanfer and Frese (2017) suggested that reward 

causes satisfaction of the employee which directly influences performance of the employee. The study also 

found that reward system builds connections between the organizations and their employees. In Gagnéaa and 

Howard (2016), there is a relationship between motivation in form of reward systems that enhances 

organizational commitment which seems straightforward thus positively enhances organizational performance. 

It was finally found that rewards and compensations contribute to firm’s effectiveness. In agreement William 

(2011) notes that a dully motivated employee feels sense of satisfaction which is then translated into good 

performance hence the organization can be rated as effective.  

Statistical Analysis for Multiple Regressions 

The study carried out regression analysis to help determine the relationship between code of conduct, 

organizational objectives and employee motivation as independent variables and organizational performance as 

dependent variable. The results are presented in the form of model of summary, Analysis of Variance (ANOVA) 

and regression coefficients. The findings are as shown in the subsequent sections.  

Table 2: on Model Summary 

Model R R Square Adjusted R Square 

Std. Error of the 

Estimate 

1 .624
a
 .590 .537 1.92832 

a. Predictors: (Constant), Employee motivation, Organizational objectives, Code of conduct  

Table above shows that the coefficient of determination is 0.624 which meant that 62.4% of the 

variation in organizational performance is well described by independent variables, employee motivation, 

organizational objectives and code of conduct. This therefore, means that there exists a positive relationship 

between the independent and dependent variables. The remaining 37.6% can be explained by other variables 

which were not part of the current study. As shown in the model summary. There was high R square and 

adjusted R which is an indication that there exist high variations that can be explained by the model. 

Table 3 : Coefficients
a
 

Model 

Unstandardized 

Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 17.291 6.002  2.881 .010 

      

      Motivation 1.000 .635 .321 1.575 .032 

a. Dependent Variable: Organizational performance 

The coefficient results in table above shows that a unit increase in employee motivation would lead to 

improvement in organizational performance of the selected firms by a factor of 0.321 having a p-value of 0.032 

which is less than the confidence level of 0.05. At 5% level of significance and 95% level of confidence. 

Summary of the findings 

Influence of Employee Motivation on Organizational Performance 

As per results in chapter four, the study found that reward system makes employees focus on 

promotion rather than achieving results as supported by 73.9% . It was found that reward system influenced 

employee performance in the organizations as said by 69.6% who affirmatively supported the statement. The 

study also found that reward system builds connections between the organizations and their employees as 

indicated by 69.6% who agreed with the statement. The study found that 69.6%  did not agree that reward 

system is made on the assumption of attracting, retaining and motivating employees, 30.4%  agreed with the 

statement while. It was finally found that rewards and compensations contribute to firm’s effectiveness as 

supported by 73.9%.  

 

V. CONCLUSIONS 
Based on the findings, majority of respondents agreed that reward system makes employees focus on 

promotion rather than achieving results. Again most respondents agreed that reward system influenced 

employee performance in the organizations. Further, majority of respondents agreed that reward system builds 

connections between the organizations and their employees. Finally high proportion of respondents agreed that 

rewards and compensations contribute to firm’s effectiveness.  

Recommendations 

  It can be recommended from the study that management of the selected organizations should enhance 

the various parameters employee’s perception towards performance management practices and widen the scope 
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on other parameters that may be used to gauge the levels of performance management system practices in the 

firms by the employees.  

It is also recommended that transparency should be encouraged, performance management to be 

carried out regularly, perform job design in order to match staff qualifications to the right job, boost staff morale 

by giving them longer contracts, create job growth path for staff and orient new staff on performance 

management and engrave it to the organization policy.  

The organizations also need to train all managers and supervisors on how to use the performance 

management process effectively so as to improve employees’ performance, not for punitive measures. One of 

the factors that contribute to employee’s dissatisfaction is that raters do not have the required skills to appraise 

staff. This will affect the process of evaluation because bias, unfairness and unreliability may happen thus the 

need to expose managers to regular and thorough training.  
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