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Abstract

The transition from OPRAS to PEPMIS indicates significant digital transformation for performance management in the
Tanzanian public sector. This study assessed factors influencing the shift from OPRAS to PEPMIS at the National Social Security
Fund (NSSF) in Dodoma. Specifically, the study focused on users’ perceptions that influence the shift from OPRAS to PEPMIS,
the influence of organizational policies and regulations on the shift to PEPMIS, and the evaluation of training and support needs
for successful implementation of PEPMIS. A descriptive research design was used, utilizing mixed approaches that combine
both qualitative and quantitative approaches. A sample size of 44 respondents was employed, selected through simple random
sampling and purposive sampling techniques. The study collected both primary data and secondary data using questionnaires,
interviews, and documentary review as the methods. The study was anchored on expectancy theory and goal-setting theory to
provide deep insight. The findings of the study revealed that users’ perceptions were positive about PEPMIS compared with
OPRAS and were highly satisfied with PEPMIS, also it was noted that PEPMIS was transparency because provided transparent
appraisal process. The study indicates that OPRAS could not handle modern performance evaluation needs. Furthermore, the
findings revealed that organizational policies and regulation support the adoption of PEPMIS. Moreover, the findings found that
training and support provided to the employee for the aims of success in the implementation of PEPMIS. The study concluded
that employees had different perceptions of OPRAS and PEPMIS, some support PEPMIS as more user-friendly system,
transparent and provide real-time feedback compared with OPRAS. Also, organizational policies and regulations played a
significant role in shifting to PEPMIS. Additionally, training and support had a strong influence on the successful implementation
of PEPMIS. The study recommended that organizations should provide adequate training and support to employees to make
them familiar with the system. Also, revision of organizational policies and regulations should be conducted to ensure clarity,
inclusivity, and acceptance of policies and regulations, and some adjustments should be made.
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1. Introduction

The performance management has been traced back during
20" century under the influence of industrial revolution in Eu-
rope that led to the high growth of larger organization. Hence,
the rapid growth of larger organizations influenced the good
way of managing personnel; for example, in countries such as
Britain, Germany, France, Belgium, Russia, and the United
States of America [32]. These needs for managing personnel
led to the development of more methods for evaluating the
performance of personnel.

Globally, Metawie and Gilman [24] argued that most public
organizations around the world increased the demand for ser-
vice, improved the quality of service, and ensured accounta-
bility. Hence, most of countries like the United Kingdom, Ger-
many, France, Spain, Russia, and Belgium adopted the system
of evaluating employees’ performance which was Manage-
ment by Objectives (MBO) and Balanced Scorecard and have
recognized the importance of moving towards performance
management frameworks that offer clear metrics and foster
open communication as well as emphasize accountability
(Schiemann) [30].

The idea of performance management in the public sector
was also spread in African countries because most of countries
like Tanzania were not lagged in implementing performance
appraisal system so as to evaluate the performance of public
employees and to ensure transparent, fair, and objective eval-
uation of employee’s, ultimately driving better public service
delivery and improves organizational efficiency [2]. African
countries like South Africa, Nigeria, and Kenya also have in-
troduced performance appraisal systems that align employee
performance with national development goals, focusing on
key sector such as health, education and infrastructure devel-
opment [4, 18].

The Government of Tanzania introduced the Open Perfor-
mance Review and Appraisal System (OPRAS) in 2004 and
implemented through Establishment Circular no. 2 of 2004 to
replace the Closed Annual Confidential Report System
(CACRS) that was more confidential performance appraisal
system, and which was more bureaucratic and lacked feed-
back. Hence, OPRAS was introduced to align an organiza-
tion’s values, vision, and performance with its objectives and
strategies as well as to improve performance management
across all Ministries, Departments, Agencies (MDAs) and lo-
cal Government Authorities (LGAs) in the public sectors
(POPSM) [29]. The purpose of introducing Open Performance
Review and Appraisal System (OPRAS) in Tanzania was to
manage individual performance in the Tanzanian public ser-
vice through a more open and transparent system and consid-
ered a significant innovation in Human Resource Manage-
ment (HRM) within the Tanzania public service.

Mgoma [25], point out that, due to its nature, OPRAS may
foster a culture of accountability and promote continuous im-
provement within public sector institutions in Tanzania. The
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reality is that OPRAS faced with some challenges in its im-
plementation, and it causes the system to be weak. These chal-
lenges include insufficient training of employees about the
system and most of employees may resist changing due to bu-
reaucratic practice of the public organizations (Mhando) [26].
So far, the system is based on paper to evaluate the perfor-
mance of public employees; hence, it may result in inefficien-
cies such as delays in processing appraisals [6]. It was ob-
served that it is difficult to maintain accurate records of em-
ployees because the system is too paper-oriented. Therefore,
these challenges undermine the effectiveness of OPRAS and
lead to a reduction in employees' and managers' accountability
(Musiba) [27]. The inability to accurately assess and develop
human resources has impeded the growth and adaptability of
public sector institutions and consequently may erode trust in
government institutions.

Therefore, the Government of Tanzania observed these weak-
nesses of the Open Performance Review Appraisal System
(OPRAS) and decided to shift from OPRAS as old system to a
more advanced performance management system, which was the
Public Employee Performance Management Information System
(PEPMIS) in 2024. PEPMIS was introduced by the government
as a digital platform to effectively evaluate and manage the per-
formance of public sector employees. The digital nature of PEP-
MIS addresses many of the logistical and administrative issues
associated with OPRAS, providing more efficient and user-
friendly platform for performance management.

Hence, the shift from OPRAS to PEPMIS was a problem in
Tanzania. Therefore, this study addressed the problem through
assessing the factors influencing the shift from OPRAS to
PEPMIS by focusing on determining users’ perception influ-
enced shift from OPRAS to PEPMIS and examining how or-
ganizational policies and regulations influencing the shift
from OPRAS to PEPMIS. As well as evaluating training and
support needs for successful implementation of PEPMIS.

1.1. Statement of the Problem

The shift from Open Performance Review Appraisal System
(OPRAS) to the Public Employee Performance Management In-
formation System (PEPMIS) was part of a trend toward digital
transformation of performance management in Tanzania. This
was observed by Mutahaba, after conducting research on the
adoption and use of performance management systems including
measurement, monitoring, and evaluation. The findings could be
applied in Tanzania to improve performance. Also, Gwimile [11],
through his study on the effectiveness of the Open Review and
Appraisal System in evaluating employee performance at the
Open University of Tanzania, Kinondoni Municipal Council, es-
tablished that 58% of employees acknowledge that the OPRAS
system influences their work performance and have a positive at-
titude towards the evaluation system at OPRAS. On the other
hand, 75% of employees agreed that they do not participate in
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setting OPRAS targets and 80% of the employees agreed that the
feedback mechanism in OPRAS needs major improvement to
improve its efficiency.

Even though OPRAS is very important, the system ob-
served to have some weaknesses that reduce the effectiveness
of the system. This is because OPRAS is the manual and pa-
per-based in nature that has led to inefficiencies such as delays
in the appraisal process, increased administrative burden, and
difficulties in maintaining accurate records, and was based on
bias (Brown et al) [8, 12]. Consequently, Tanzania may shift
from OPRAS to new modern performance management sys-
tem which was PEPMIS.

However, most of studies conducted in Tanzania were fo-
cused on the effectiveness of OPRAS but still the finding
shows that OPRAS has several weaknesses, as it based on pa-
per to evaluate the performance of public employee and it’s
difficult to maintain accurate records of employees. Williams
[35], due to this weakness of the system, Tanzania shift from
OPRAS to PEPMIS to improve public sector performance.
But all in all, despite having many studies which are already
done by other researchers concerning OPRAS, still yet there
was not any study that focusing on the shift from OPRAS to
PEPMIS. Therefore, this study assesses the factors influenc-
ing the shift from OPRAS to PEPMIS at National Social Se-
curity Fund (NSSF) in Dodoma.

2. Literature Review

2.1. Performance Appraisal

According to Cardy & Leonard [9], performance appraisal
is defined as the periodic assessment of an employee’s job per-
formance, typically through a structured review process. It
aims to provide feedback to employees, identify strengths and
areas for development, and align individual performance with
organizational goals.

Agnuis [1] defines performance appraisal as a systematic
process of evaluating an employee’s job performance and
productivity. It typically involves assessing an employee’s
achievements, strengths, weaknesses, and areas for improve-
ment over a specific period. The appraisal results are used for
various purposes such as making decisions on promotions,
salary increments, training needs, and identifying areas where
support or development is required.

Therefore, in this study, “performance appraisal” can be de-
fined as the systematic evaluation of employee job perfor-
mance to check how well an employee is doing their job. This
process focuses on assessing employee strengths, weaknesses
and achievements through assessing an individual’s skills and
determining the area for improvement.

2.2. Performance Management

According to Aguinis [1], was defined the term perfor-
mance management as a continuous process of identifying,
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measuring, and developing the performance of individuals and
teams and aligning performance with strategic goals of the or-
ganization. This highlights that performance management
considers both the performance of individuals and teams
within the organization, also focus on improving the develop-
ment of employees not only just evaluating performance but
also actively working to improve it through development ini-
tiatives and linked to the overall objectives of the organization.

According to Boas [7], performance management as the
process of planning, supervising, and improving the perfor-
mance of individuals, teams, and organization. This involves
identifying performance goals, measuring goals, providing
feedback, and managing performance development and
growth to focus on how to achieve an organizational goal
through effective and efficient performance.

Therefore, in this study, “performance management” was
defined as the ongoing process whereby organizations set a
clear goal and monitor progress as well as provide feedback
to help employees improve their skills and job performance.
Hence, this process ensures that employee efforts align with
the general organizational objectives and lead to better overall
results by focusing on continuous improvement and develop-
ment.

2.3. Concept of OPRAS

Nchimbi [28] defines OPRAS as a unique tool in the history
of Human Resource Management within the Tanzania Public
Service, aimed at fostering a performance management cul-
ture. It was introduced as part of the performance of public
servants through structured and transparent appraisal pro-
cesses.

Management Sciences for Health and Training Resources
Group, terms Open Performance Review and Appraisal Sys-
tem (OPRAS) is an open, formal and systematic procedure de-
signed to assist both the employer and an employee in plan-
ning, managing, evaluating and effecting performance im-
provement in the organization with the aim of realizing organ-
izational goals.

Therefore, in this work, the Open Performance Review and
Appraisal System was defined as a systematic approach used
primarily in Tanzania for managing and accessing employee
performance in the public sector.

2.4. Features of OPRAS

According to the OPRAS guide of 2004, the Open Perfor-
mance Review and Appraisal System (OPRAS) possesses dif-
ferent features, including participation, whereby employees
were actively involved in setting objectives, targets, and crite-
ria’s that fostering a high sense of ownership over their work,
also accountability is the feature of OPRAS whereby employ-
ees are required to sign annual performance agreement that
outline clearly their duties and responsibilities and expected
outcomes. Not only that but also, OPRAS was characterized
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by goal alignment whereby employee objectives were directly
linked to the broader organizational goals, that was ensuring

everyone contributes to the overall success of the organization.

2.5. Concept of PEPMIS

PEPMIS stands for “Public Employee Performance Man-
agement Information System”, which is a system used to eval-
uate and monitor the performance of public employees in the
country. This modern system was introduced by the Govern-
ment of Tanzania in 2024 to assess how well their workers are
doing in their jobs and allowing for setting goals, tracking pro-
gress, and providing feedback on employee performance.

According to the Government of Tanzania [10], provided
the concept of PEPMIS as a performance management tool
integrated with several government system and its function
and practices based online.

Therefore, in this work, PEPMIS was defined as new sys-
tem introduced by the government of Tanzania to measure the
performance of public servants and achieve fairness in perfor-
mance evaluation of employees. This system allows public
servants to fill in the system the everyday tasks that he or she
performs and shall be approved by supervisors.

2.6. Features of PEPMIS

Public Employee Performance Management Information
System (PEPMIS) offers several key features to effectively
manage and improve the performance of public sector em-
ployees. Those features provided under the PEPMIS Guide of
2024 were including centralized goal setting whereby under
PEPMIS employees are required to set clear, measurable,
achievable, relevant and timely (SMART) goals within the
system, also PEPMIS has performance monitoring where by
regular progress updates on goal achievement are tracked and
documented through the system hence, allowing supervisors
to monitor employee performance throughout the year. Also,
PEPMIS allows regular feedback mechanisms to employees
on their performance both positive and constructive to guide
improvement [33]. So far, PEPMIS has linked performance to
rewards and recognition such as salary adjustment or promo-
tion. Not only that but also PEPMIS was a digital platform for
data management hence, allowing for easy access to employee
performance data, reporting and analysis by both employee
and supervisors.

2.7. Theoretical Framework

2.7.1. Expectancy Theory

This theory was developed by Vroom [34] and has become
a prominent theory, especially in the field of motivation stud-
ies, which suggest that individuals are highly motivated to act
in a certain way based on their beliefs and efforts which lead
to the desired outcomes. Not only that but also the expectation
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that successful performance enhances rewards or positive out-
comes. Also, the theory emphasizes the alignment between in-
dividuals’ expectations and achievable goals, ensuring that the
rewards offered are perceived as valuable and fair, that conse-
quently enhancing motivation and performance [21].

This theory relates much with this study that aims to exam-
ine factors influencing the shift from OPRAS to PEPMIS be-
cause it proposed that individuals were motivated to act in a
certain way under the influence of their expectation on efforts
that lead to a desired outcome. The theory seems to have
strength because it has predictive power since it predicts be-
havior well when individuals have clear expectations, while
its weakness is complexity because it can be subjective and
very complex to calculate and align expectancy and valence
for every individual.

Therefore, this theory contributes to this study because was
helped understanding users’ perceptions that influenced shift
from OPRAS to PEPMIS by examining how users’ expecta-
tions of the system align with their experience. If users believe
that using PEPMIS will lead to good and favorable results,
such as career development, recognition or improved perfor-
mance, their satisfaction and perception of the system will
likely to be positive.

2.7.2. Goal Setting Theory

This theory was developed by Edwin Locke in 1981. The
theory provided that clear and well-defined goals provide in-
dividuals with a clear target to strive which enhances motiva-
tion and focus because the setting of clear goals helps to mo-
tivate an employee in fulfilling their task and achieving goals.
So far, the theory emphasizes feedback in the goal achieve-
ment process because it allows individuals to improve their
strategies and efforts to stay on track towards accomplishing
their goals.

The setting of clear, measurable, achievable, relevant and
timely (SMART) goals motivate employees to perform their
duties and responsibilities effectively and provide clarity and
focus that shows clear targets for individuals and teams within
the organization as well as improving the overall organiza-
tional performance through feedback mechanism [13]. On the
other hand, the theory has weaknesses because it overempha-
sis on quantifiable goals that may lead to some critical aspects
of performance to not be easily quantifiable.

Therefore, this theory has high application to this study’s
objectives because it highlights the significance of clear, spe-
cific and challenging goals in influencing users’ perception to-
wards the shift from OPRAS to PEPMIS. When employees
are presented with clear performance goals linked to using this
system, they are more motivated and satisfied with the system
if they perceive that these goals are achievable and will lead
to positive outcome. Also, through understanding the theory it
will help in formulating the clear organizational policies and
regulations that align with specific performance standards and
goals that guide the adoption of PEPMIS. Hence, this theory
will be significant in this study simply because applying goals
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setting theory in this research may help identify how to set
goals related to PEPMIS.

2.8. Empirical Literature Review

Muhammad et al, [19] conducted the study on the impact
of performance management system on employee’s perfor-
mance at airline industry to investigate the impact of perfor-
mance management on employee’s performance, the study
utilize quantitative mono were by deductive approach and sur-
vey strategy where used as the study test the effect of perfor-
mance management system on employee performance. This
study employed questionnaires as the data collection method,
and 160 employees were selected as a sample. The study used
regression and correlation methods to analyze data and to
check the relation of variables; they found that there was an
important effect of the performance management system on
employee performance, it was also concluded that there was a
positive and significant relationship between performance
management and employee performance. Therefore, the study
was done by mainly quantitatively, with only a questionnaire,
and thus the respondents were either unable to give full an-
swers do not provide explanations,

Kadir et al, [14] conducted a study on employee’s percep-
tion on performance appraisal system in Southeast Asia. This
study was multinational study because was conducted across
multinational organizations in Southeast Asia, where was
aimed to explore employee’s view on performance appraisal
systems including OPRAS across multinational organization
in Southeast Asia. This study employed a sample size of 300
employees which was selected by using stratified sampling
techniques, with both qualitative and quantitative approaches.
This study was applied to include Herzberg motivation-hy-
giene theory and the expectancy theory to explore how em-
ployees perceive fairness and effectiveness of performance
appraisal system. Therefore, the finding of this study was con-
cluded by showing that, employees favored transparent and
consistent system but expressed concerns about the reliability
of feedback.

Maley and Hayes [20], were conducted research on the role
of performance management in multinational corporations in
Australia; this study was focusing on sectors like finance,
technology, and manufacturing. This study was aimed to ex-
plore the role of performance management system (PMS) in
aligning individual and organization goals. This study com-
prised a sample of 300 employees who was selected from tar-
geted population by using stratified sampling techniques from

a group to ensure the representation across different industries.

The study was a mixed-method study because it used both
qualitative and quantitative approaches. Therefore, this study
was concluded by remarked that, performance management
system (PMS) was significantly contributed to employee’s de-
velopment and goal alignment. Moreover, the study recom-
mended that multinational corporations adopt more perfor-
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mance management practices to enhance organizational resil-
ience.

Almulaiki [3] conducted a study on the impact of perfor-
mance management on employee performance and its chal-
lenges faced when implementing the system. The study uti-
lized a sample size of 250 employees which had been selected
through stratified sampling to ensure a diverse representation
across an organizational section, and this study uses a combi-
nation of qualitative and quantitative approaches as employed
in the collection of data. The study was grounded in goal-set-
ting theory and expectancy theory of motivation to assess the
relationship between performance management practices and
employees’ output. The study findings have a significant con-
clusion that the performance system has a significant moral
impact on how well workers perform in firms. This study pro-
vided conclusive evidence that working conditions, compen-
sation, and promotion are organizational elements that influ-
ence employees’ performance. Hence, the study points out
that performance planning has a limited impact on workers'
performance, while performance appraisal has been the most
precise of employees’ performance.

Awan et al. [5] conducted research that aimed to explain the
effectiveness of a performance management system for em-
ployees’ performance through engagement. The study em-
ployed a sample size of 300 employees from multiple organi-
zations across public and private sectors; these samples were
selected through simple random sampling techniques and
adopted a mixed-method approach combining quantitative
and qualitative approaches to collect the data. The research
was applied social exchange theory and the job characteristics
model, which provide the framework for understanding how
engagement through performance management influences
employees’ outcomes. The study pointed out that the perfor-
mance management system effectiveness (PMSE) was deter-
mined by the extent of its accuracy and fairness. The results
of this study provided significant outcome of performance
management system effectiveness (PMSE) and work engage-
ment on employees' task and contextual performance. The
findings of the research were helpful for the development of
HR and PMSE strategy and the study suggested that, a com-
prehensive PMSE model including the perception of fairness
as a mandatory part may be introduced for employees' work
engagement.

McKinsey report [23], according to the report, performance
management that puts people first, evolving appraisal system
in the digital age in the United States. This study focused on
digital and technology companies to explore the nature of per-
formance management. The research surveyed 150 senior ex-
ecutives as a sample from a global tech firm and used both
qualitative and quantitative approaches in data collection pro-
cess. The study revealed that companies shift from traditional
performance appraisal (OPRAS) to continuous feedback sys-
tems that focus on individual development and growth. The
study recommended that organization move towards more
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personalized and developmental approach to performance re-
views, emphasizing ongoing feedback.

Mbore and Thomas [22] conducted the study on employee
performance measurement and management in the African
public sector. The study reviews the different performance
management system design processes and create a framework
for comparing alternative approaches. The study employed a
sample of 350 employees which were selected through strati-
fied sampling techniques, and both qualitative and quantita-
tive approaches were utilized to collect and analyze data. The
researchers grounded their study in goal-setting theory and
public service motivation (PSM) theory. The finding of the
study was founded that, the performance measurements is at
the stage of identifying difficulties and pitfalls to be avoided
based on practitioner’s experience and many attempts to in-
troduce the results-based management in the African public
sector are still unsuccessful. Hence, it's recommended that
management of these systems of performance measurements
should be effective to measure the performance of the public
employees. Therefore, it concluded that, specific processes are
required to continuously align the performance measurement
system with outcome-based performance management.

Gwimile [11] conducted the study on effectiveness of Open
Review and Appraisal System in evaluating the employee per-
formance at Open University of Tanzania, Kinondoni munic-
ipal council. 100 employees were used as a sample in this
study and were selected using simple random samplings spe-
cific to staff members and purposive sampling specifically for
managers and directors due to their positions. This study em-
ployed both qualitative and quantitative approaches and used
goal setting theory and expectancy theory. The findings of the
study have established that 58% of employees acknowledge
that OPRAS system influences their work performance and
have positive attitude towards the evaluating system at out. On
the other hand, 75% of employees agreed that they do not par-
ticipate in setting OPRAS targets and 80% of the employees
have agreed that, feedback mechanism in OPRAS needs major
improvement to improve its efficiency. The study shows that
management should enhance the feedback mechanism by
making sure that all employees should be aware of their per-
formance scores hence, the recommendation was to improve
the system through feedback mechanism to allow the stake-
holders to evaluate employee efficiency.

Leonia et al, [16] conducted research that aimed at as-
sessing the uses of Open Performance Review Appraisal Sys-
tem (OPRAS) on organizational performance, the study was
conducted at Moshi municipal council. The study employed a
sample of 150 employees which were selected through strati-
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fied sampling techniques, where the research was both quali-
tative and quantitative approach utilized to collect and analyze
data. The researchers grounded use goal setting theory, expec-
tancy theory and balance scorecard framework. The study
found that employees agreed that uses of OPRAS were for
promotion to different ranks, monetary rewards, staff career
development, salary increase and transfer but furthermore, the
finding was clarifying that OPRAS results for the performance
review were not used for motivating employees and training
employees. So far, the research finding concluded by agreed
that the use of OPRAS, for organizational performance, was
not effective. Hence, the system needs improvement, and pol-
icymakers overseeing Local Government Authorities (LGAS)
to train supervisors on OPRAS so that they acquire skills and
knowledge in implementing the system relating to organiza-
tional performance.

Mwakibete [28] also conducted a study that aimed on as-
sessing the effectiveness of the Open Performance and Re-
view Appraisal System (OPRAS) in performance manage-
ment in Local Government Authorities (LGAS). The study
employed a sample of 120 respondents, which were selected
through stratified and purposive sampling techniques, where
the researcher uses mixed-method approach to collect and an-
alyze data. The researchers grounded use goal setting theory,
expectancy theory and performance management framework.
The study finding shows that OPRAS is not effective for per-
formance management in Local Government Authority
(LGASs) and is still faced by different challenges that failed its
predecessor. It's recommended that, there was misinterpreta-
tion of the OPRAS to mean a tool for promotion and its role
of providing performance feedback. Therefore, this study
points out that, OPRAS was not effective in its practices.

2.9. Conceptual Framework

The Conceptual framework it shows the relationship be-
tween variables. Based on the above literature, the conceptual
model tested in this paper is presented in Figure 1. The inde-
pendent variable in this research were the factors influencing
the shift from OPRAS to PEPMIS and the dependent variable
was effective implementation of PEPMIS. The factors include
users’ perception and satisfaction, organizational policies and
regulations and training and support needs.

The figure shows the relationship between independent var-
iable and dependent variable, where effective implementation
of PEPMIS was the dependent variable because it depends on
the factors like users’ perception, organizational policies and
regulation and training and support. Hence, these factors may
influence the shift from OPRAS to PEPMIS.
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Figure 1. Conceptual framework.

3. Research Methods

3.1. Research Approach

The study was employed a mixed-method research ap-
proach which combine both qualitative and quantitative
method to provide the comprehensive understanding of us-
ers’ perception, satisfactions levels and the impact of or-
ganizational policies and regulations. This approach was
appropriate for measuring the extent to which employee
perceives and satisfies with each system and the influence
of organizational policies and regulations on the transition
to the new system. Therefore, by mixing this method, the
study was benefited from both approaches and ensuring a
balance analysis of the research objectives [15]. A research

was preferred to use this approach simply because it en-
hance the validity and reliability of data and comprehensive
analysis and interpretation of data for instance was enhance
better interpret of employee satisfaction level, policy im-
pact, and support needs that leading to more actionable rec-
ommendation, and was enhanced methodological comple-
mentarity because quantitative method allows statistical
analysis of data while qualitative method provide in-depth
explanations of the factors influencing the shift from
OPRAS to PEPMIS.

3.2. Research Design

This study was employed descriptive research design to
examine the factors influencing the shift from OPRAS to
PEPMIS, this design it allows the collection of data both
quantitative and qualitative data to offer insights into the
overall level of satisfactions with OPRAS and PEPMIS, as
well as the training and support needs perceived by the users.
Hence, this design was helped to present clear picture of how
users’ feel about the shift, the effectiveness of the system and
the training and support needs for successful implementa-
tions and allows collection of in-depth information from re-
spondents.

4. Results of Findings

4.1. Users’ Perception Influenced Shift from
OPRAS to PEPMIS

This study focused to determine how users’ perception influ-
enced shift from OPRAS to PEPMIS, where by respondents were
required to indicate their perception with OPRAS and PEPMIS
through questionnaire with five statements which were in five-
point Likert scale and they required to indicate the level of extent
to which they agree or disagree with the provided statements us-
ing a scale of 1 to 5, where by 1 - Strong disagree, 2 - Disagree,
3 - Neutral, 4 - Agree, and 5 - Strong agree. Hence, the results
obtained were presented in a table.

Table 1. Respondents' Responses on Users’ Perception Influenced Shift from OPRAS to PEPMIS.

Strong Disa- Disagree  Neutral Agree Strong Agree
gree
Statement
F % F % F % F % F %
OPRAS has been effective in evaluating employee performance 6 13.6 12 273 11 250 15 341 O 0.0
PEPMIS is expected to provide a more transparent appraisal pro- 0.0 0 0.0 3 6.8 24 545 17 386
cess
OPRAS lacked the ability to handle modern performance evalua- 45 | 23 11 250 24 545 6 136

tion needs

63


http://www.sciencepg.com/journal/ajomis

American Journal of Operations Management and Information Systems

http://www.sciencepg.com/journal/ajomis

Statement

PEPMIS is user-friendly compared to OPRAS

Source: Field Data (2025)

With respect to Users’ Perception, the study investigated
whether OPRAS has had been effective in evaluating em-
ployee performance The results indicate that 34.1% of re-
spondents agree that OPRAS was effective in evaluating em-
ployee’s performance, this indicate that those employees were
satisfied with OPRAS in some extent and in one way it was
simple to use as the system of performance evaluation. Also,
27.3% of respondents disagreed with the statement, which
suggests that OPRAS has been ineffective in evaluating em-
ployee performance, indicating that employees were not satis-
fied with OPRAS as the system of evaluating employees’ per-
formance. in line with this, 13.6% of respondents strongly dis-
agreed and suggested that OPRAS was not effective in evalu-
ating employee performance.

For this study, interviews were conducted with key inform-
ants to get deep insight into the transition from OPRAS to
PEPMIS. I interviewed the respondents, and she said that;

“OPRAS was not an effective system in evaluating employ-
ees’ performance because we used a lot of paper, which some-
times led to high costs and was time-consuming. It was very
difficult system as based on filling manual forms, and submit
to supervisor for review and then waiting for the feedback
which was long process that was took a week and sometimes
a month to complete but now the introduction of PEPMIS
making the performance management effective because eve-
rything was done digitally as i submit my performance ap-
praisal online, track my progress easier and quick receive
feedback from my supervisor”.

Regarding statement that PEPMIS was expected to provide
a more transparent appraisal process, The results show that,
54.5% of respondents were agreed that PEPMIS was expected
to provide a more transparent appraisal process and about
38.6% of respondents were strongly agree, indicating that ma-
jority of employees satisfied with the modern system of eval-
uating employee performance Also, few employees constitute
6.8% were remaining neutral and there was none disagree
which indicating that, majority of employee perceived that
PEPMIS was more transparent in evaluating employee perfor-
mance and were satisfied with the system.

During the interview, respondent Il, who was among the
supervisors, was interviewed and she remarked that;

“I appreciate PEPMIS because it promotes transparency
and fairness in performance evaluation. There was no favor-
itism or any personal biases; this was good compared with
OPRAS, where there was a lot of bias and favoritism because

Strong Disa-

— Disagree  Neutral Agree Strong Agree
F % F % F % F % F %
1 23 1 23 6 136 19 432 17 38.6
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they relied on a single supervisor who assessed my perfor-
mance, and sometimes | worked hard but was | not fairly rec-
ognized; but in PEPMIS my performance was assessed based
on clear metrics, and | have access to see my evaluation re-
sults at any time”.

OPRAS could not handle modern performance evaluation
needs: the majority of respondents, which constitute about
54.5% agreed that OPRAS could not handle modern perfor-
mance evaluation needs, and 13.6% of respondents strongly
agreed. Some of employees, who constitute 25%, remained
neutral without showing that they either agree directly or dis-
agree; this means that those employees were faced with some
challenges while using OPRAS. While 2.3% and 4.5% of re-
spondents disagreed and strongly disagreed suggest that
OPRAS was not lacked the ability to handle modern perfor-
mance evaluation needs indicating that, they see some signif-
icant and strength of OPRAS.

For statement that “PEPMIS was user-friendly compared to
OPRAS”, the study founded that majority of respondents
which constitute about 43.2% they were agreed and 38.6% of
respondents they were strongly agreed that PEPMIS is user-
friendly compared to OPRAS, Also, 13.6% of respondents
were remaining neutral without indicate their level either they
agree or direct disagree, this means that they were started to
use PEPMIS and faced with some hurdles in practicing the
system while 2.3% of the respondents they were disagreed
with the statement and show that PEPMIS was not user-
friendly compared with OPRAS.

Based on users’ perception, respondents were asked one
open-ended question within a questionnaire to express their
perceptions on the challenges of using OPRAS compared to
PEPMIS in evaluating employee performance, and the major-
ity of them remarked that, “OPRAS faced with a lot of chal-
lenges such as paperwork, biases and delaying on real feed-
back while PEPMIS has fewer challenges such as technical
issues”. Hence, from this data it indicates that OPRAS was
not effective in evaluation process, while on the other hand
PEPMIS was more effective.

One participant from the Benefits Department, Respondent
111, and a supervisor were interviewed during the interview; he
said that;

“OPRAS was not effective as it has a lot of weaknesses com-
pared to PEPMIS, especially in providing feedback. Most said
that in OPRAS they had to fill the appraisal form and wait for
feedback, and that can take up to a week or month without


http://www.sciencepg.com/journal/ajomis

American Journal of Operations Management and Information Systems

http://www.sciencepg.com/journal/ajomis

>

knowing how they perform’

4.2. Organizational Policies and Regulation
Influenced Shift from OPRAS to PEPMIS

The study focused on examining how organizational and
regulatory factors influenced the shift from OPRAS to PEP-
MIS, of which respondents were provided with questionnaires

that contain different statements related to this specific objec-
tive. Respondents were required to indicate their level of ex-
tent to which they agree or disagree with the statements pro-
vided in the questionnaire by using a scale of 1 to 5 whereby
1 stand for Strong disagree, 2 stands for Disagree, 3 stands for
Neutral, 4 stands for Agree, and 5 stands for Strong agree.
Hence, the below were the presentation of findings based on
this specific objective as guided by organizational policies and
regulation as independent variable.

Table 2. Respondents' Responses Regarding Organizational Policies and Regulations Influencing the Shift from OPRAS to PEPMIS.

Statement

Organizational policies support the adoption of PEPMIS

Regulations governing performance appraisal system are clear and
well-implemented

The shift to PEPMIS aligns with the strategic goals of National; So-
cial Security Fund (NSSF)

There is a need to revising existing policies to support the use of
PEPMIS

Source: Field Data, (2025)

With respect to organizational policies and regulations, the
study investigated whether organizational policies support the
adoption of PEPMIS. The findings show that 56.8% of re-
spondents agree, and 29.6% strongly agree that the organiza-
tional policies support the adoption of PEPMIS, while a small
number of respondents, who constitute 9.1% remained neutral
without standing either agree or disagree. However, 4.5% of
respondents disagreed and there were none who strongly dis-
agreed. Hence, the presence of respondents who remained
neutral and those who disagreed indicates that some employ-
ees may not clearly understand the existing policies, and there
may be gaps in policy implementation; this creates difficulties
in adoption of the new system.

One of the participants, who was Respondent IV, was inter-
viewed and she remarked that;

“Yes, there are policies provided to ensure that every em-
ployee in the organization follows the new performance man-
agement system. While there is a need for more campaigns to
educate employees on how to comply with the new regulations
that guide performance management systems”’

Regarding the second statement that regulations governing
the performance appraisal system are clear and well-imple-
mented, the results indicate that 63.6% of respondents agree,
and 15.9% strongly agree that regulations governing the per-
formance appraisal system are clear and well-implemented.
While some respondents, who constitute 15.9%, remained
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Strong Disa-  Disa- Neutral s Strong

gree gree Agree

F % F % F % F % F %

0 0.0 2 46 4 9.1 25 568 13 296
0.0 2 46 7 159 28 636 7 15.9

0 0.0 0 00 10 227 21 477 13 296

0 0.0 0 00 5 114 27 614 12 273

neutral without expressing their level of agreement or disa-
greement. However, a small percentage of respondents, which
forms about 4.5%, disagreed, and there were none who
strongly disagreed.

For third statement which state that, “the shift to PEPMIS
aligns with the strategic goals of national social security fund
(NSSF)”, the results show that 47.7% and 29.6% of respond-
ents they agree and strongly agree that, the shift to PEPMIS
aligns with the strategic goals of National Social Security
Fund (NSSF), However, small numbers of remaining respond-
ents which constitute 22.7% they remained neutral, maintain-
ing no agree or disagree with the statement while the results
show that no respondents disagreed or strongly disagreed with
the statement.

Regarding the statement that “There is a need to revising
existing policies to support the use of PEPMIS”, the findings
show that the majority of respondents, who form about 61.4%,
agree that there is a need to revise existing policies to support
the use of PEPMIS, and 27.3% strongly agree. However,
11.4% of respondents remained neutral, while there were not
any respondents who disagree or strongly disagree, this means
that most of respondents agreed and some remained neutral
maintaining no agree or disagree totally.

One among the participants was Respondent V, and a su-
pervisor was interviewed during the interview, and he said that;
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“Some policies need to be revised to accommodate the dig-
ital nature of PEPMIS because the current policies were de-
signed for OPRAS, and some sections do not fully align with
the new system even though there was a guideline for PEPMIS
implementation, but the organization should also review their
policies to comply with the new system”.

Under organization policy and regulations, respondents
were asked one open-ended question within a questionnaire
and were required to show ways in which policies and regula-
tions of the organization influenced the transition from
OPRAS to PEPMIS. Respondents were responded to this
question based on different views, some of them narrate ways
such as through performance management of employees,
through change of fund structure, through the needs of work-
force efficiency and productivity policies while most of re-
spondents were not remarked answer and remained to write
“NILL” indicating that they not aware much on what ways

does the organizational policies and regulations influenced the
transition from OPRAS to PEPMIS.

4.3. Training and Support Needs for Successful
Implementation of PEPMIS

Based on this independent variable, Study was focused to
evaluate training and support needs for successful implemen-
tation of PEPMIS, of which respondents were provided with
five-point Likert scale questionnaire contain statements relat-
ing to the training and supports needs. Respondents were re-
quired to fill in a questionnaire by indicating the level of ex-
tent to which they agree or disagree with the statements pro-
vided. The answer options were 1 - Strongly disagree, 2 - Dis-
agree, 3 - Neutral, 4 - Agree, 5 - Strongly agree.

Table 3. Respondents' Responses Regarding Training and Support Needs for Successful Implementation of PEPMIS.

Statement

Employees have received adequate training on using PEPMIS

Continuous support is available for employee during the PEPMIS
implementation

Training programs provided are relevant to the functionality of PEP-
MIS

Management has provided sufficient resources to support the transi-
tion from OPRAS to PEPMIS.

Source: Field Data, (2025)

With respect to training and support needs for successful
implementation of PEPMIS. The study investigated whether
“employee have received adequate training on using PEPMIS”
The results show that, majority of respondents which consti-
tute 75% agreed, and 15.91% they were strongly agree that
they have received adequate training on using PEPMIS. But
only 6.8% of respondents remained neutral, without indicating
whether they agree or disagree totally. However, only one re-
spondent (2.3% disagreed; this means that he did not receive
adequate training on using PEPMIS and was not aware of how
to use the new system, but there was not strongly disagree re-
spondent.

One participant from the Data Management Department
was interviewed, and she said that;

“During the transition, some employees were provided with
training on PEPMIS, but most are not very aware on using the
system; | think training should be provided to all staff mem-
bers to ensure that no one is left behind”
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Strong Disa- Disa- Neutral e Strong
gree gree Agree

F % F % F % F % F %

0 0.0 1 23 3 68 33 750 7 159
0 0.0 2 46 3 68 27 614 12 273
0 0.0 0 00 3 68 30 682 11 250
0 0.0 0 00 11 250 21 477 12 273

The study also investigated whether “continuous support
was available for employees during the PEPMIS implementa-
tion”. The results of the findings indicate that the majority of
respondents, about 61.4% agree, and 27.3% strongly agree
that continuous support was available for employees during
the PEPMIS implementation. While the results show that only
6.8% of respondents remained neutral, this means that they
were not totally agreed if the organization provided the con-
tinuous support during PEPMIS implementation or they were
not totally disagreed. However, the results show that only two
respondents, which constitute 4.6%, disagreed while there was
none who strongly disagreed with respondents.

Regarding the statement that “training programs provided
were relevant to the functionality of PEPMIS”, the findings
indicates that many respondents which constitute 68.2% agree,
and 25% strongly agree that training program provided were
relevant to the functionality of PEPMIS. While a small num-
ber of respondents, who constitute 6.8%, remained neutral,
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and there were no any respondents who disagreed or strongly
disagreed.

Also, the study investigated whether “management has pro-
vided sufficient resources to support the transition from
OPRAS to PEPMIS”. The results shows that 47.7% of re-
spondents agree that the management has provided sufficient
resources to support the transition from OPRAS to PEPMIS,
and 27.3% of respondents they were strongly agreed, forming
a total of 75% they were agree and strongly agree with the
statement provided that the management provided sufficient
resources to support the transition to the modern system intro-
duced in the organization. However, 25% of respondents re-
mained neutral,

Furthermore, respondents were asked one open-ended
question under this specific objective and were required to
show any types of training and support needs that help them
to use the system more effectively, but some of respondents
they respondents by shown that they need more technical sup-
port and continuous training so as to master in using system,
while some respondents were not respondents, this indicating
that they receive adequate training and they not need further
training and support.

5. Discussion of Findings

5.1. Users’ Perception Influenced Shift from
OPRAS to PEPMIS

The findings of this study found that, users of the system
were perceived positively by PEPMIS compared with OPRAS
and were highly satisfied with PEPMIS as the modern system
used in evaluating employee performance compared with
OPRAS. This was due to fact that most of respondents express
their perception and satisfaction level by agreed that PEPMIS
is more user-friendly compared with OPRAS because was
more effective, efficient and was more accessible system of
which employee was able to access and use the system easier,
not only that but also the system align with the performance
management target settled by the organization. Hence, due to
efficiency and effectiveness of the system, most employees
perceived in positively way compared with OPRAS. This
finding was aligned with expectancy theory because positive
users’ perception resulted from their expectations about the
effectiveness of PEPMIS as a modern performance manage-
ment system. As the study conducted by Kadir, Tan, and Lee
[14], was aimed to examine the employee perception of per-
formance appraisal system in Asia, whereby their findings
was related with the findings of this study because was
founded that, employees were favored with performance man-
agement system which were simple to use, easy to access and
more transparently in providing feedback. Also, the study con-
ducted by William was concluded that the introduction of a
digital performance appraisal system influences performance
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evaluation to be more accessible and interactive. Hence, PEP-
MIS receives positive perception from users.

The findings also revealed that, PEPMIS expected to pro-
vide transparent appraisal process, as majority of respondents
agreed that PEPMIS as the modern system of evaluating em-
ployee’s performance was more transparent compared with
OPRAS. Hence, the implementation of PEPMIS appear as the
new version of the old system because the old system was not
transparent in evaluating employee performance as was based
on paper work and the whole assessment was done by only
one supervisor, that was different in PEPMIS because all ap-
praisal was done digitally and was easy for employees to re-
view their performance progress. Hence, through these, the
system was observed as more transparent compared with
OPRAS. The findings of this study were aligned with expec-
tancy theory because the theory suggests that individuals are
motivated and satisfied if they believe that their effort could
result to positive outcome; as in these findings, employees are
expected that PEPMIS could provide a transparent appraisal
process [17]. Similarly, with the findings of the study done by
Kadir, Tan, and Lee [14], which was found that, employees
were favored with performance management systems which
were simple to use, easy to access and more transparently.
Hence, the transparent nature of PEPMIS influences the sys-
tem more effectively in the appraisal process.

Furthermore, the study found that OPRAS was cannot han-
dle modern performance evaluation needs, as majority of re-
spondents expressed their level of agreement that OPRAS
could not handle the modern performance evaluation needs
because was outdated system and ineffective system which
was difficult to meet the performance evaluation demands in
current work environment. This was due to fact that most or-
ganizations, including NSSF, undergo digital transformation,
especially in the way of managing workforce. Hence, due to
the outdated nature of OPRAS, the organization shifted from
OPRAS to PEPMIS and the adopted modern system was ob-
served to have the ability to handle the modern performance
evaluation needs of the organization. This finding was align
with the findings conducted by Gwimile [11] who was fo-
cused to examine effectiveness of the OPRAS in Open Uni-
versity of Tanzania, and was founded that OPRAS was paper-
based system that was led to inefficiency and ineffective such
as delaying on appraisal process and difficult to maintain ac-
curate records as well as biases based system. Hence, through
these weaknesses, the system observed cannot handle the
modern performance evaluation needs.

Moreover, the study revealed that the ineffectiveness of
OPRAS as the old performance management system was
caused by the poor structure and lack of interactivity in the
organization due to bureaucratic nature. Smith [31]. con-
ducted the study and founded that tradition appraisal system
was characterized by bureaucratic nature that hinder employee
involvement in appraisal process and may reduce the effec-
tiveness of employee performance assessment [35].

Therefore, the findings show that despite of positive users
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perception on PEPMIS, some of respondents were remained
neutral suggesting that there was still challenges in imple-
menting PEPMIS as the modern system used in evaluating
employee performance, these challenges were including inad-
equate training about PEPMIS and how it work, challenge re-
lated to the limited digital literacy as some employee they not
fully aware about the system, and challenges related to the re-
sistance to change as employees they were familiar with the
old system that bring difficult in adopting the new system.

5.2. Organizational Policies and Regulations
Influenced SHIFT from OPRAS to
PEPMIS

Organizational policies and regulations were founded as cru-
cial factor influencing shift from OPRAS to PEPMIS as finding
revealed that, organizational policies support the adoption of
PEPMIS as majority of respondents expressed their level of ex-
tent by agreed that the policies of NSSF support the adaptation
of PEPMIS. This was due to the fact that the adoption of PEP-
MIS as the modern system of evaluating employee performance
was stated in the PEPMIS guideline due to performance targets
set by the Tanzania Government. This finding was related and
aligned with goal-setting theory because the theory emphasizes
setting clear and specific goals that guide employee behavior
and performance; as in this finding, organizational policies and
regulations helped much in setting clear goals that support the
transition from OPRAS to PEPMIS. Similarly, with the finding
conducted by Smith [31], who founded that strong policies play
significant roles in influencing the adoption and implementa-
tion of a new performance management system. Hence, both
studies have found that effective policies may support the adop-
tion of the new system.

The study also revealed that regulations governing perfor-
mance appraisal are clearer and well implemented, with a high
number of respondents agreeing and strongly agreeing. This
indicates that the organizational regulations are very clearly
and well implemented to support the adoption of the modern
system. This finding was related with the finding done by
Mbore and Thomas [22] that conducted study on the employee
performance measurement and management in African bank-
ing sector and was founded that well-structured regulations
foster the effectiveness of performance management system.
So far, this finding has been aligned with goal setting theory
because the theory helps in formulating regulations governing
performance appraisal that align with organizational goals.
Hence, this finding proposed that clear and well-implemented
regulations enhance effectiveness in the performance manage-
ment system such as PEPMIS.

Furthermore, the study found that there was a need to revise
existing policies and regulations for better support of PEPMIS
implementation. Despite having clear and well-implemented
policies and regulations, there was a need to revise as was sug-
gested by majority of respondents, and this revise on existing
policies and regulations could be made to align with the digital
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nature of the new performance management system (PEP-
MIS). Brown et al, [8] in his study suggested that shifting from
traditional to digital performance management system needs
ongoing policy update to align with technological changes.

5.3. Training and Support Needs for Successful
Implementation of PEPMIS

The study indicates that, training and support were provided
to the employees with the aim of gain success in the imple-
mentation of PEPMIS, as high number of respondents agreed
and strongly agreed that they had received training on PEP-
MIS and understood how this new system operates. The study
revealed that total of 75% of respondents that had agreed that
they received adequate training on PEPMIS. Hence, the high
rate of agreed respondents suggests that most of employees
received training on the modern performance management
system but, it requires additional training and guidelines to be
provided to employees for clear adoption of PEPMIS. This
finding was linked very closely with expectancy theory be-
cause theory emphasizes that individuals can perform well
when they believe that their effort that supported by training
and good guidance which resulted to positive outcome. Also,
the finding was relevant to the study that was conducted by
Almulaiki [3] on the impact of training on performance man-
agement systems, and it was found that adequate training sig-
nificantly enhances employee productivity because it adds
some digital literacy to employees.

Furthermore, the finding revealed that, continuous support
was available for employee during PEPMIS implementation,
through this finding it was observed that continuous support
was available when employees need as larger number of re-
spondents they had agreed and strongly agreed while some of
respondents were remained neutral which indicate that some
employees in the organization did not receive adequate con-
tinuous support or did not aware about availability of support
such as technical support. This finding was more relevant with
the findings of Awan et al [5], who found that continuous sup-
port such as managerial support was essential for transition to
new performance management system. So far, this finding has
been linked and aligned with expectancy theory because em-
ployees expect successful implementation of PEPMIS if there
were continuous support.

Moreover, the study founded that training programs pro-
vided were relevant to the functionality of PEPMIS of which
majority of respondents were agreed and strongly agreed in-
dicating that management was very committed to conduct
training session so as to ensure all employee aware with the
new system as introduced in the organization, while some of
respondents were remained neutral suggesting that they not
well satisfied with the training program organized by the man-
agement. Also, the finding goes far and found that manage-
ment provided sufficient resources to support the transition
from OPRAS to PEPMIS, while some employees were not
satisfied with the resource allocation done by the management
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such as technological tools like computers. This finding was
supported by the finding done by Metawie and Gilman [24]
who found that resources allocation was essential in the im-
plementation of digital performance management system.

6. Conclusion and Recommendations

6.1. Conclusion

This study concluded that employees had different percep-
tion of OPRAS and PEPMIS where by majority of them had
positive perception with PEPMIS compared to OPRAS be-
cause it was noted that PEPMIS was user friendly system,
more transparent in performance evaluation, easy and offering
real time feedback, also employees appreciate the effective-
ness of PEPMIS as a digital PEPMIS that maintain data secu-
rity. In OPRAS, employees perceive the system as ineffective
due to its nature because it was based in too much paperwork
and training for providing feedback, and a lack of transpar-
ency in the evaluation process. Also, it was found that OPRAS
has a lot of biases because the whole assessment was done by
one supervisor. Hence, due to this weakness, OPRAS lacked
ability to handle modern performance evaluation needs.

Also, the study concluded that organizational policies and
regulations played a significant role in the shift from OPRAS
to PEPMIS. The study noted that clear and strong organiza-
tional policies and regulations contribute to effective imple-
mentation of PEPMIS; not only that but also organizational
policies and regulations need some adjustment and updating
for better support of PEPMIS implementation.

Moreover, after evaluating training and support needs for suc-
cessful implementation of PEPMIS, the study concluded that
training and support needs had a stronger influence on the suc-
cessful implementation of PEPMIS. It was found that most of
employees receive training and support. However, some employ-
ees do not receive adequate training and make them difficulties
in using the system effective. Also, technical support was identi-
fied as important in addressing the challenges related to the sys-
tem. Therefore, the study concluded that, adequate training and
support influence employees to utilize PEPMIS effectively.

6.2. Recommendations

This study was recommended on different areas for im-
provement to ensure effective implementation of PEPMIS.
These recommendations include the following;

This study recommended that, organizations should provide
adequate training and support to employees to make them fa-
miliar with the system. Hence, study emphasizes organization
to conduct more training programs to create employee com-
fortability. Also, organizations should provide continuous
support such as technical support, financial support and re-
source support when needed. Therefore, by conducting con-
tinuous learning, organizations increase users’ confidence and
reduce resistance to adopting changes.
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Furthermore, the study recommended that a revision on or-
ganizational policies and regulations should be conducted to
ensure clarity, inclusivity, and acceptance of policies and reg-
ulations, and some adjustments should be made. Also, organ-
izations should strengthen policy awareness for employees to
ensure all employees are aware of policies and regulations that
govern the system. So far, organizations should allocate ade-
quate resources for effective implementation of PEPMIS.
These resources include technological resources like comput-
ers and internet to ensure clear access of internet connectivity.

Moreover, organizations should establish monitoring and
evaluation PEPMIS performance to assess the effectiveness of
PEPMIS as a new modern performance management system.
This monitoring and evaluation should be based on the key
performance evaluation indicators such as system usability
and effect on performance tracking.
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