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ABSTRACT
The current world is full of technologies applied in different environments including workplace settings. One famous technology in recent years is the Electronic Open Performance Review and Appraisal System (E-OPRAS). The main objective of this study was, therefore, to analyse the acceptance of E-OPRAS at the Open University of Tanzania (OUT). Specifically, the effects of performance expectancy on acceptance of E-OPRAS are determined, the effects of efforts expectancy/perceived ease of use on acceptance of E-OPRAS are examined, the effects of facilitating environment on acceptance of E-OPRAS determined and the effects of social aspects on acceptance of E-OPRAS investigated. It used both purposive and convenient sampling techniques to obtain a total of 105 respondents. Analysis of data was done with the assistance of IBM SPSS Statistics 21. The descriptive statistics in the form of percentages revealed that the majority of respondents’ view efforts expectancy, performance expectancy, social influence and facilitating conditions, as important aspects in the acceptance of the E-OPRAS system at OUT. The mean score values revealed top factors for each variable. Correlation results revealed positive and significant relationship between Performance Expectancy, Efforts Expectancy, Social influence, Facilitating conditions on Acceptability of E-OPRAS. All hypotheses which governed this study were accepted. This study recommends consideration of these factors whenever there is a plan to introduce E-OPRAS or any new technology in working environments.  
Keywords: Acceptability, Electronic, E-OPRAS, Participation.
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CHAPTER ONE

INTRODUCTION
1.1 Introduction

This chapter discusses the background of the study, statement of the problem, objectives of the study, hypotheses of the study, and significance of the study.

1.2 Background of the Study
Developing countries including Tanzania have witnessed many changes in all sectors and departments including Human Resource. Recently, advancement in science and technology has facilitated public sectors to improve their service delivery after significant advances in internet and computer technology (Pace, 2011).  One of these changes was the use of Electronic Open Performance Review and Appraisal System (E-OPRAS) which originate from the traditional OPRAS. The introduction of traditional OPRAS in Tanzania came across after the abolition of the Closed Annual Confidential Report System (CACRS) after the Government introduced it in July 2004. 
The introduction of Circular No.2 of 2004 replaced this appraisal system because its implementation did not improve performance in the Public Service. Also, the system failed to give feedback and the need for training to employees. These changes on the assessment of public employee’s performance of are in line with the Public Service Management and Employment Policy (PSMEP) of 1998 and the Public Service Act No. 8 of 2002, which both emphasize the institutionalization of result-oriented management and meritocratic principles in the Public Service (URT, 2011).

Due to challenges of old appraisal systems, human resource officers and administrators in various organizations have been striving to use a scientific approach to motivate, evaluate and award employees with good performance. In addition, public sectors require flexible, strategic, cost-effective as well as customer-oriented instruments to overcome the challenges encountered in evaluating employees using the traditional open appraisal approaches (Mathis & Jackson, 2012; Bluen &Binedell, 2013). There are therefore several possibilities of transforming traditional OPRAS into E-OPRAS by integrating a set of web-based tools (Di Costa, 2008).
The use of E-OPRAS within the organisations is playing a very big role in the determination of individual performance based on personal development, as well as many benefits to both an individual and their organizations. Wanderanga (2009) reported that assessing employees’ performance, offer important information that can be used to make decisions relating to transfers, promoting workers, termination, demotion, and increase of salaries. In human resource activities E-OPRAS, improves service delivery and keeps the record of employees accordingly, and has resulted to simplification on performance evaluation of the employees and their managers (Decenzo & Robbins, 2003). E-OPRAS has gained remarkable considerations in the operations of the organization due to its ability to integrate individual performance into one database, reduces operational cost and improves the performance of employees (Massawe, 2009). 
The importance of E-OPRAS in HR is unquestionable as it supports HR professionals and managers in making right decision and at the time which is right (Fletcher, 2005; Bell et al., 2006). The E-OPRAS value in HR has been studied comprehensively in Van der Walt (2012) and the references therein. Despite the effort from the human resource departments to remind employees to fill the OPRAS forms, the response from employees is not promising, implying that its acceptability is very low. Up to now, human resources managers and officers have not managed to establish specific reasons leading to less acceptance of the system in public institutions. 
In addition, despite the popularity of OPRAS, the acceptance and implementation of E-OPRAS have not been studied extensively by researchers. Manyaka and Sebola (2012) commented that organizations must focus on understanding the acceptance of the system, then reducing the files stored on shelves. All these are issues which spurred this study.
1.3 Statement of the Problem
The use of the E-OPRAS in Tanzania has shown significant improvement in Human resource activities. The adoption of the system in public sectors resulted to the improved performance of individuals and their organizations at large.   Up to now, the challenges and success factors associated with implementing E-OPRAS in Public sectors are less known to researchers. In recent years, many organizations across the country are enjoying the benefits of the system in improving their performance. Organizations have been using E- OPRAS to evaluate individual performance before rewarding or suppressing increments, designing for rotation of jobs as well as training programs, undertaking appointments to upper positions, or demotion or terminating the tenure of an employee. 
Despite the advantage of E-OPRAS, some organizations have neglected to adopt the technology. It is not surprising even today some organizations used the traditional method to conduct OPRAS activities rather than applying modernized systems. The failure of the organizations to adopt electronic systems has been consuming valuable time, delaying the feedback, and compromising the entire process of rewarding, promoting, planning for increments as well as planning for staff training and development. As noted in the work of Gruman and Saks (2011) that the E-OPRAS supports the HR daily activities Similar, arguments have been reported in the work of Roberts (2003), Akinbowale (2013), and Ramayah et al. (2006).

 As the business entities and public organizations expand, it becomes hard for organizations’ management to assess the employees’ performance using the traditional approach. Hence, human resource professionals and information technology managers agree that these challenges can be complemented by adopting E-OPRAS which requires the local area network to access all information more quickly and allows employees to access their information efficiently. Although there is a growing agreement in the literature that E-OPRAS are powerful in the process of assessment of employees’ performance, the adoption in the public organizations lacks clear information. Tanzania requires significant study which will embrace values and characteristics to address the acceptance of E-OPRAS in public sectors. As a result, this study explores the acceptability of E-OPRAS at the Open University of Tanzania.
1.4 Objectives of the Study

 In this study, both the main objective and specific objectives were used to capture the acceptance of E-OPRAS in human resource activities at OUT.

1.4.1 General Objective

The main objective of this study is to establish the acceptability of the Electronic - Open Performance Review and Appraisal System at the Open University of Tanzania.
1.4.2 Specific Objectives

The main objective of this study was attained by using the following specific objectives. 

i. To assess the effects of performance expectancy on acceptance of E-OPRAS at the Open University of Tanzania

ii. To examine the effects of efforts expectancy on acceptance of E-OPRAS at the Open University of Tanzania

iii. To determine the effects of facilitating environment on acceptance of E-OPRAS at the Open University of Tanzania

iv. To investigate the effects of social aspects on acceptance of E-OPRAS at the Open University of Tanzania
1.5  Hypotheses of the Study
i. There is a positive and significant relationship between performance expectancy and acceptance of E-OPRAS at the Open University of Tanzania.

ii. There is a positive and significant relationship between efforts expectancy and acceptance of E-OPRAS at the Open University of Tanzania.

iii. There is a positive and significant relationship between facilitating environment and acceptance of E-OPRAS at the Open University of Tanzania. 

iv. There is a positive and significant relationship between social aspects and acceptance of E-OPRAS at the Open University of Tanzania.

1.6 Significance of the Study

The use of E-OPRAS in public sectors plays a significant role in changing the responsibilities of employees and the organisation at large. Also, it facilitates the employers to manage accurately the information of employees’ o for a large organization. However, the acceptance of E-OPRAS in public organizations is not articulated in the objectives of any organization including the Open University of Tanzania. The acceptance of the E-OPRAS to improve the employees and organization performance must be integrated with the strategic plan of the organization. The successful implementation assists other public sectors in understanding the advantage of E-OPRAS in service delivery, decision making, and employee evaluation. 

Policymakers and other organizations benefit from the obtained results and assist them in making the right decision when amending existing policies. Indeed, the findings of the survey help the organization to understand the importance of using the E-OPRAS to improve the effectiveness of organizational and employee’s performance. Acceptability understanding of E-OPRAS at the Open University of Tanzania would benefit other public organizations to use the results to overcome E-OPRAS implementation associated challenges.
CHAPTER TWO

LITERATURE REVIEW
2.1 Introduction

This is the second chapter in this work which includes a number of issues especially definition of key terms, theoretical reviews, empirical studies, research gap, and the conceptual framework.
2.1 Definition of Key terms
The following are some key terms used in this study.
2.1.1 Performance Management

Armstrong (2009) view performance management as a process which systematic done in order to improve achievements of an organizational along with the development of the performance of the individuals. Also, the process entails the provision of feedback and the assessment of employee progress and achievements. Bussin (2011) stated that performance management measures are established for the sake of motivating, guiding and improving decision making ability of an individual. Similarly, Butler (2011) view it as a process involving comparing actual results against set standards or expected level of achievements with the main intention of setting path for future activities. 
2.1.2 Performance Appraisal

A process of assessing employees’ performance. It is an opportunity to take overall view of work content (loads and volume), and to look back at what has been achieved during the reporting period; and agreed objectives for the next planning period (URT, 2011).
2.1.3 Open Performance Review and Appraisal System

This is defined as an open, formal, and systematic procedure designed to assist both employers and employees in planning, managing, evaluating, and realizing performance (URT, 2011). 

2.1.4 Electronic Open Performance Review and Appraisal System 

E-OPRAS is a form of “e-HR” which describes the transformation of HR service delivery using web-based technology (Johnson & Gueutal, 2019). It is basically an open performance review and appraisal system which is done using internet supported computers. 
2.2 Theoretical Review

This study was guided by The Unified Theory of Acceptance and Use of Technology (UTAUT) by Venkatesh et al., (2003). This theory which aims to explain technology acceptance originates from eight and dominant and popular models in Information System research. In particular, the UTAUT draws from the Theory of Reasoned Action (TRA), the Technology Acceptance Model (TAM), the Motivational Model, the Theory of Planned Behaviour (TPB), the combined TAM and TPB, the model of Personal Computer Utilization, Diffusion of Innovation Theory, and the Social Cognitive Theory (Venkatesh et al., 2003). 
The UTAUT focuses on the intent to use and the use behavior of users towards information technologies, placing emphasis on four main determinants of the intention to use and use behavior (Venkatesh et al., 2003). These determinants include performance expectancy, effort expectancy, social influence, and facilitating conditions. The UTAUT is used in this study as it has been empirically examined and found to outperform the eight individual models, including the TAM model when explaining technology acceptance and uses. All independent variables used in this study were obtained from the UTAUT Model as can be seen in the conceptual framework.
Despite the evidence that the four UTAUT constructs explain a significant proportion of variance in the adoption and usage behaviours, a key element missing from the UTAUT model is the “individual” engaging in the behaviour, i.e., individual characteristics that describe the dispositions of the users may be influential in explaining their behaviours. Prior literature examined theories and models of the IS/IT acceptance and use with an indication for the role of attitude in those studies. Realising the significance of attitude in the acceptance of new technologies by individuals, it may be worthwhile to reconsider the inclusion of attitude in the models of technology adoption (Dwivedi, Rana, Jeyaraj Clement, & Williams, 2019).
2.3 Empirical Literature Review
Lalika (2015) assessed the implementation of open performance review and appraisal system in local government authorities in Tanzania. The study found that OPRAS is the only appraisal system which was used to appraise the staff in Morogoro Municipal Council. On the factors which influence commitment to OPRAS implementation, the study found that respondents‟ levels of education, availability of working facilities, availability of resources (like log books, teachers’ houses, school library services, stationeries, enough human resources, copies of OPRAS forms, funds for transport allowance and workers‟ training), feedback on staff performance and good working environment and administrative culture are all issues which impacts OPRAS implementation. Lack of resources has therefore negative effects on the implementation of OPRAS. 
Chimazi (2018) carried a study on the assessment of open performance review and appraisal system to public secondary schools’ teachers. The study showed that lower level of understanding on OPRAS among supervisors and supervisee are among the factors that may lead in effective implementation. The author recommended that the level of understanding and motivation among teachers should be enhanced by stakeholders in order to cultivate the positive perception against OPRAS. This must go in hand with proper awareness on the strategic plans developed. 
Assessing the effectiveness of OPRAS in public service, Matoyo (2015) found that the system is very useful for organizations’ success. Implementation of the system is however hindered by a number of factors especially the design of the system, poor budgetary allocation to activities measurable under OPRAS, lack of incentives tied to OPRAS, poor planning of activities and of training in the use of OPRAS. The author recommended that for successful implementation of OPRAS in public organizations, public institutions should create awareness to employees on the usage of the system, design well the system to match with the organizations structure, link budgets to employee’s activities, and introduce direct rewards systems to reward good performers while punishing poor performers. 
Maganga (2014) assessed the implementation of OPRAS in the Public Service in Tanzania. The study found that OPRAS implementation at the organization was not effective due to improper initiatives to make organization-wide awareness about the system. In addition, the system was hindered by reluctance of workers towards OPRAS implementation and operationalization due to absence of motivations to use the system. The author recommended that the whole process should be centrally controlled and monitored by the government, all staff be made aware of it, trained and participate fully and monitoring be conducted continuously so as to detect weaknesses on the implementation with immediate corrective actions. 
Ilomo and Anyingisye (2020) while assessing the effectiveness of OPRAS to secondary teachers in Arusha, found that failure of heads of secondary schools, to coach, mentor and counsel their teachers about OPRAS is among the reasons that hindered the effectiveness of the system. Among many, the researchers recommended that Local Government Authorities and Policy makers in educational sector need to train supervisors on OPRAS so that they may acquire the basic knowledge, skills and competence required for its effective implementation of the system. Furthermore, they emphasized the importance of coaching, mentoring, training and counselling in the uses of OPRAS. 
A study by Hashemian and Esaei (2011) found that factors like facilitating conditions, information about services, self-efficacy, and person's innovation has a significant impact on the acceptance of mobile banks by consumers. The findings are closely related to those by Park, Rhoads, Hou and Lee (2014) who studied the factors influencing acceptance and use of teleconferencing technology to conduct various offices meetings and found that personal factors like fear (anxiety), and self-efficacy as well as organizational factors like support and voluntariness and social factors are important predictors in using such technology.

Chen and Aklikokou (2019) conducted a study on e-government adoption determinants while mediated by perceived ease of use and perceived usefulness. The findings of the study revealed that behavioral intention to use e-government services is significantly influenced by perceived usefulness and perceived ease of use. One of the significant results was that perceived usefulness and perceived ease of use play a mediating role, either full or partial between the antecedent variables, social influence, trustworthiness, and facilitating conditions, and the outcome variable, behavioral intention to use. 
A study connected to the above one was a study by Hamid, Razakb, Bakar, and Abdullah (2016) who used government servants totaling 543, teaching public schools in Malaysian. The results indicated that perceived usefulness (β = 0.65, p < 0.01) and perceived ease of use (β = 0.14, p < 0.05) were positively related to continuance intention to use e-government and able to explain a total of 56 % variance. These studies concentrated on e-government contrary to the current study which will specifically dwell on one of the e-government systems known as E-OPRAS checking the extent of its acceptability as well its impacts also in a public organization.
Zeinabi and Sheikh (2016) evaluated the effect of perceived ease and usefulness, customer’s awareness and confidence by the mobile bank on the tendency to use a mobile bank’s system. Among the important findings in this study was that usefulness, ease of use and awareness all have a positive impact on the use of a mobile bank. While this research was undertaken in a banking environment, the current research setting is in public organizations especially higher education institutions. 
Bonn, Kim, Kang & Cho (2015) studied the impacts of perceived usefulness, perceived ease of use and social influence when purchasing wine on online platforms. The important findings in this study were there exists a significant relationship between social group factors like visibility, subjective norms, and image against the perceived usefulness of online wine sites. Though the topic is not directly connected to the current ones, however, it shed light on important factors relating to consumer online activities. 
Jahangir and Begum (2008) carried out a study in Bangladesh which included 227 private commercial banks customers. Using structural equation modeling techniques the researchers found that perceived usefulness, ease of use, security and privacy, and customer attitude are significantly and positively related to customer adaptation of technology. These results are not quite different from those by Farahat (2012) who studied the application of the TAM on online learning among universities in Egypt where he found that students' perception of ease of use, usefulness, attitudes towards online learning, and the social influence of students' referent group were identified as significant determinants of students' intention to practice online learning. 
Talukder (2012) studied technological innovation adoption factors among employees in Australia and analyzed data obtained from a total of 275 respondents. In this study, the author found that support from the management and perceived usefulness are among the important factors in explaining the adoption of technology by employees. Another important finding was that adoption of innovation by an individual is influenced by other factors especially social factors of social networks and peers as well as demographic factors. While this study in Australia focused on general technological innovation, the current study will focus on E-OPRAS as a growing technology in a large number of public organizations in Tanzania. 

The findings above, are close to those by Skoumpopoulou, Wong, Ng and Lo (2018) who found a positive and significant relationship between perceived usefulness or performance expectancy and employees' new technologies acceptance in a workplace. The authors however found an insignificant relationship between perceived ease of use, social factors, and facilitating conditions on employee behavioral intention to use technologies. These results are in line with those by Park, Park and Heo (2018) found that perceived usefulness was the main factor influencing intranet acceptance, while organization support, information quality, and perceived ease of use were not significant in the regression analysis. Whether these results are generalizable across different countries including Tanzania, is something worth researching. 

A study by Mensah (2019) on e-government services adoption intention among university students came with several important findings. Firstly, study results demonstrated that perceived service quality, facilitating conditions, social influence, and trust in the government were significant predictors of the intention of university students to adopt and use e-government services. Secondly, it found that performance expectancy, effort expectancy, and trust in the internet were not significant determinants of the intention to use e-government services while social influence was significant in determining the trust in the internet but was not significant in predicting the trust in government. These findings are different from those by Al-hawari and Mouakket (2010) who found a direct and positive relationship between perceived usefulness and student electronic satisfaction as well as electronic retention. 

While considering factors prompting selection and utilization of ICT, Muriithi, Horner and Pemberton (2016) found that admittance to ICT assets, nature of the work, public and institutional ICT and exploration conditions, and the social-social acts of analysts influence appropriation and use practices of innovation. As this research was carried out in Kenya, the findings cannot be generalized across all countries warranting a specific study like this one on acceptance of E-OPRAS.
Researchers and human resource experts have conducted studies to understand the acceptance of E-OPRAS in human resource activities. For example, Rogers (1983) established that the diffusion of innovations to explain the implementation of electronic technologies including e-payments, e-commerce, and E-OPRAS system (Lee et al., 2005). According to Kohansal et al. (2016), acceptance of OPRAS has positive effects on the job performance of individuals and organizations. Some literature indicated that 56 percent of large organizations throughout the world have adopted the E-OPRAS system. Further, the adaptation of E-OPRAS increases efficiency and decreases the costs associated with the HR process (Matlala, 2011).

Schraeder and Jordan (2011) carried out an examination of the utilisation of E-OPRAS in HRM activities and found that the E-OPRAS positively related to technical and strategic HRM activities. The study analyzed factors that affect the acceptance of E-OPRAS in countries outside Tanzania, prompting to the undertaking of the current study. Kalikawe (2010) conducted a study at the National Housing Corporation on the effectiveness of the Human Resources Information System in parastatal organizations in Tanzania. 
The study showed that initially, the adoption of new technology has gone beyond these traditional functions to executive HR activities. In Tanzania still many organizations use the traditional system which is paper based and has the several limitations although it helps to attain the intended objectives. Despite the low utilization of technology, there are a lot of encouraging messages concerning the future exploitation of E-OPRAS potentials in future. The majority of the respondents (more than 90%) who participated in the study agreed on the ability of the modern system (E-OPRAS) to allow the transformation of the process of filling OPRAS information. This implies that organizational culture and individual competencies are critical in the implementation of E-HRM in E-OPRAS (Mondy & Mondy, 2014).
On testing the model, it was found that E-OPRAS can reduce management costs, increase productivity and employee performance, accelerate response which is necessary for making the right decisions needed to improve customer services (Biron et al., 2011). A study was carried out by Bissola and Imperatori (2014) to assess the empowerment of web technology in human resources. Findings revealed that the implementation of E-OPRAS promoted transparency as stipulated in various policies and increase fairness perception in human resource activities. The study also found a positive correlation on usage of the E-OPRAS and objective and best evaluation of the performance of employees. 

The factors focusing on the acceptability of Electronic-OPRAS in Europe have been studied extensively in several works. A study by Maharaj (2012) revealed that acceptance of E-OPRAS is influenced by various issues including the form of activities carried out in the organizations, nature of regulations, and human resources’ structure. The researcher suggested that the organization must adhere to cross-country variations on the extent of the technology acceptability that may affect innovative practice inside organizations. 
However, Biron et al. (2011) focused on analyzing the association between the E- social factors and the attitude of using E-OPRAS. The study found a presence of significant and positive relationship among the study variables. Stone et al. (2013) showed the way useful factors influence the acceptance of using E-OPRAS. It was pointed out that the usage of the re-employment system increasing in the organization and its acceptance has gained remarkable considerations. It was suggested that this system should be applied to every stage of the employment process job analysis, interviews, and evaluation (Sharon et al., 2014). 

Marler and Fisher (2010) noticed that E-OPRAS can help to reduce operational expenses, improvement of the quality of human resources services as well as transformation of human resource functions. Beulen (2009) examined the contribution of IT in facilitating staff when filling OPRAS forms and it was reported that many staff like the system. Ruël, et al. (2004) suggested that an organization must create awareness to change the mindset of employees concerning the usage of OPRAS. Since E-OPRAS cut across the entire management of the organization, the support and commitment of employees are among the critical component when evaluating the acceptance of the E-OPRAS.

In saving costs, improving HR services and strategic of the HR departments, researchers, have a different opinion. Some researchers agree that E-OPRAS decreases the administrative work of HR officers (Ishaq et al., 2009) while others argue that it increases the workload on personnel and managers of different lines (Martin & Reddington, 2010). Gotore (2011) also reported that higher time is invested when the internet is down and power is interrupted hence everything stops. Saravanja (2011) revealed that there is an inefficient screening process after the implementation of E-OPRAS. Miruka (2014) said that there is no clear evidence that supports that E-OPRAS reduce bureaucracy, paperwork and cut off the HR labour force after the implementation of the system.
Despite many studies to shows that E-OPRAS has significant advantages for improving efficiency, strategic plan, and its adoption, researchers have made an effort to understand the complexity involved in implementing the system. For example, a study by Marler and Parry (2015) observed that the involvement of strategic HR and capability of E-OPRAS are both directly and reciprocally related to supporting both theoretical and empirical and are not mutually exclusive to each other. The objective of E-OPRAS must positively impacts attitude towards the usage of such systems (Yusliza & Ramayah, 2012). Lin (2011) provided information about the adoption of E-OPRAS which shows presence of a reasonable connection between organizational innovation and its employees. For interested readers concerning the relationship between E-OPRAS and other related discipline can visit the work of Massawe (2009), Hezekiah (2009), URT (2011), and the references therein. 

A considerable number of studies have been published and will continue to receive considerations in the research of E-OPRAS due to advancements in technology and competition in the market. However, after a thorough review of various published and unpublished materials, this study found a limited number of literature explaining the acceptance of E-OPRAS in a public organization. Therefore, based on this observation, the present research intends to undertake E-OPRAS’ acceptance assessments in public organization with Open University of Tanzania as a focus.
2.4 Research Gap

Two gaps inspired this study to be carried out. First of all, as noted in the various literature reviews that E-OPRAS is still in an early stage of evolution (Ruël et al., 2004). Despite the considerable interest of academicians and experts on the advantage of E-OPRAS, few studies were carried out concerning acceptance of Electronic OPRAS in public organizations. Interestingly, most of the literature reviewed has managed to show the relationship between HR operations and information technology and its effects on the use of E-OPRAS. Up to now, researchers have overlooked the acceptance of E-OPRAS in the public organization which has significant value in improving HR operations for the organizations’ and employees’ performance. 
Second, as aforementioned in the background of this study that many studies on E-OPRAS were conducted in developed world than in Asia as well as in Africa (Ruël & Bondarouk, 2004). Due to differences in environment and market between developed countries and Tanzania, studies to accommodate the needs of Tanzania in essential. The findings of this study will provide a result, which embrace Tanzanian characteristics. Therefore, this study attempts to address the acceptance of E-OPRAS in public organizations in Tanzania particularly at the Open University of Tanzania.
2.5 Conceptual Framework
2.5.1 Relationship Between Variables
The variables in the conceptual framework are adapted from the UTAUT Model where the independent variables effort expectancy, performance expectancy, social aspects, and facilitating conditions, are all issues that are expected to have effect on the acceptance of the E-OPRAS system which is the dependent variable. This relationship is illustrated in Figure 2.1.
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Figure 2.1: Conceptual Framework
Source: Literature Review, 2020
2.5.2 Explanations of Variables

2.5.2.1 Performance Expectancy/Perceived Usefulness
The concept of perceived usefulness (PU), used as performance expectancy in the UTAUT model, is defined as the degree to which an individual believes that using a system will help him or she attain gains in job performance (Algharibi & Arvanitis, 2011; Taiwo & Downe, 2013). In not a quite different perspective, perceived usefulness refers to “the extent to which a person believes that using a particular technology will enhance her/his job performance,” (Davis, 1989). Performance expectancy includes things like belief that the system is useful, it is advantageous and it increases efficiency and effectiveness. Performance expectancy will be measured by using five likert scales items obtained from Algharibi & Arvanitis, 2011; Taiwo & Downe, 2013)
2.5.2.2 Efforts Expectancy
Perceived ease of use, refers to the degree to which a potential user of a particular system believes it is free from effort or “the degree to which a person believes that using a technology will be free from effort” (Davis, 1989). Perceived ease of use significantly affects reception as indicated by Jahangir and Begum (2008). Efforts expectancy include several aspects like whether the technology is not complicated to use, it is easy to use, easy to learn and it is user friendly. Efforts expectancy will be measured by using five likert scales items obtained from Algharibi & Arvanitis, 2011; Taiwo & Downe, 2013)
2.5.2.3 Facilitating Conditions

Facilitating conditions are the necessary organizational and infrastructural conditions provided to support the use of the system (Algharibi & Arvanitis, 2011; Venkatesh et al., 2003). These are such as financial resources and knowledge to use the technology, availability of helpdesk services and its convenience. Studies in the literature emphasize that facilitating conditions have an effect on use behavior rather than behavioral intention (Venkatesh et al., 2003; Taiwo & Downe, 2013). Facilitating conditions will be measured by using five likert scales items obtained from Algharibi & Arvanitis, 2011; Taiwo & Downe, 2013) as well as from items after extensive review of literature. 
2.5.2.4 Social Aspects
Social influence is the degree to which an individual perceives that important others believe he or she should use the new system (Algharibi & Arvanitis, 2011; Venkatesh et al., 2003). Social influences include several issues like using technology as a result of seeing others using the technology, availability of training for using the technology, or because of everybody being in use of the technology. Social aspects will be measured by using five likert scales items obtained from Algharibi & Arvanitis, 2011; Taiwo & Downe, 2013) as well as from items after extensive review of literature.
CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction

This chapter discusses the research design, sampling procedure, sample size, data collection instruments, data analysis, reliability and validity, and ethical considerations.
3.2 Research Design

In this study, a quantitative explanatory research technique was employed to analyze the problem under study. The approach has been chosen in order to establish the acceptability of E-OPRAS in HR management/operations for public organizations particularly the Open University of Tanzania. With the explanatory research design, one has an opportunity to put new ideas, and flexible research methods are allowed (Saunders et al., 2008). The technique has been selected to enable the respondents to provide data needed in this study. During the data collection, the study allowed the respondents to provide correct answers to the administered questionnaire (Myres & Newman, 2007). Also, the respondents provided a chance to thinks critically on regards to the discussed themes during the data collection (Amaratunga et al., 2002; Myres & Newman, 2007; Saunders et al., 2008). 
In this way, one can explore specific themes like what does E-OPRAS mean, in which the answer depended on the perception of the respondents. Moreover, an objective in which public organization wants to achieve with the acceptance of E-OPRAS in its operations was discussed, and findings provided to understand the extent of acceptance of the system after the implementation. Since the questionnaires were administered to different departments, the main theme remains to be intact for exploring the acceptance of E-OPRAS at the Open University of Tanzania. 
3.3 Study Area
The study was conducted at the Open University of Tanzania (OUT) Headquarters. The Open University of Tanzania was a relevant area because it is among the public organization in Tanzania where employers are mandated to implement and measure performance of their employees through the OPRAS system where the study is intended to determine the acceptability for the use of E-OPRAS where the findings of the study will be generalized to all public sector in Tanzania.
3.4 Population of the Study
The population is the total number of elements through which the sample size is drawn. The target population normally consists of elements or individuals having similar characteristics where the sample is drawn to represent other elements. The target population of this study was all employees from the Open University of Tanzania (OUT) headquarter. 

3.5 Sampling Technique and Sample Size

3.5.1 Sampling Techniques

Although quantitative research was employed in this study, the candidate decided to use purposive and convenient sampling in order to contact the departments linking with HR operations. The designed questionnaire was administered to academic staff and non-academician staff. This was done to compare the experience and opinions of the respondents about the acceptance of E-OPRAS at the Open University of Tanzania. In this research, a total of 105 participants were involved. The selected respondents were given a set of questionnaire to fill it, and it is approximated time for filling the questionnaires was 10 to 15 minutes.
3.5.2 Sample Size
This study used a sample size of 105 obtained from the target population. The sample size of 105 was adequate since it is allied with Mgenda and Mgenda (2003) who suggested that adequate sample size should be above thirty percent (30%) of the target population and therefore to ensure an adequate sample, this study used 73% of the target population. Hamed (2017) argued that sample size is the elements or individual elements selected from the target population to represent other groups of elements. The sample size is necessary for each study or investigation to make inferences about the population from the sample. Hamed (2017) suggested that to reduce sampling error, the sample should be larger enough. 
Also mentioned the key factors that need to be considered when determining the sample which includes the level of preciseness and risk that the researcher is willing and able to accept in his/her study. In obtaining the sample size, sampling formula recommended by Yamane (1967) (Singh & Masuku ,2014) was applied, the formula stated that:-

 n = N
     = 1+N(e)2
n = 143

   = 1+143(0.05)2
n = 105

The sample size distribution from OUT is shown in table 3.1 
Table 3.1: Sample Size Distribution
	Categories of Respondents
	Targeted population
	Sample Size

	Technical   Cadre
	42
	31

	Academic Cadre 
	85
	62

	Administrative Cadre 
	16
	12

	TOTAL
	143
	105


Source: Survey Data (2020)
3.6 Method of Data Collection

In this study, questionnaires were used to collect all relevant data. During the data collection, there was one senior researcher and two assistant researchers who were responsible for supervision and fieldwork exercises. The questionnaire began with an introduction to the purpose of the study. The research questions of the study were explained to the respondents. At the beginning of the data collection, the research assistant made it clear to respondents that all information provided and its results were processed anonymously. After that, the respondents were asked whether they are ready to answers the designed questions regarding the acceptance of E-OPRAS and general personal particulars. 
All questions were designed to suit the specific objectives where the respondents were requested to provide data regarding the acceptance of E-OPRAS at OUT. During the data collection, the questions on the extent of the usage of the E-OPRAS and its role in improving the employees' performance at the Open University of Tanzania were included. Also, the influence of the E-OPRAS on changing the role and responsibilities of HR professionals as well as the perception of the HR professional on the use of E-OPRAS in their daily operations. As explained above, the senior researcher was responsible for guiding the assistant researcher to collect relevant, valid, and reliable data.

3.7 Reliability and Validity 
During the data collection, the study considered some potential threats regarding the reliability and validity of this research (Dooley, 2001). 
3.7.1 Reliability of Data

The reliability of a study aims to explore the extent to which the research work is consistent over time when different methods and researchers test the degree of accuracy. Also, it addresses the level of free from random error of the study under investigation (Van Aken & Andriessen, 2011). Ensuring reliability of data helps to increase the quality of the study findings and therefore, testing the reliability of the data before proceeding with further analysis was an inevitable step. The reliability of this study was ensured by the use of Cronbach's Alpha test. According to Pallant (2010) states that reliability of internal consistency of results is tested through Cronbach's Alpha test where the value of > 0.7 implies that the data obtained from the questionnaire is reliable.
According to George and Mallery (2003), Cronbach’s alpha is the most common reliability coefficient which estimates internal consistency by determining how all items on a test related to all other items and the total test - internal coherence of data,  where when reliability is greater or equal to .9 it imply excellent, greater or equal to .8 imply good, greater or equal to .7 imply acceptable, greater or equal to .6 imply questionable, grater or equal to .5 imply poor, and less than.5 imply unacceptable.  In this study, the Cronbach’s alpha reliability coefficient expressed as a coefficient between 0 and 1 was used. The closer Cronbach’s alpha coefficient is to 1.0 the greater the internal consistency of the items in the scale. According to the rules of thumb, the value of alpha of > 0.7 is acceptable. The table below indicates reliability test results.
Table 3.2: Reliability Test
	S/N
	Variable
	No of items
	Source of Indicators
	Cronbach's alpha test
	Decision

	1
	Performance Expectancy 
	5
	Algharibi & Arvanitis, 2011; Chen & Aklikoko, 2019; Taiwo & Downe, 2013; Venkatesh et al., 2003)
	.947
	Accepted

	2
	Efforts Expectancy  in using E-OPRAS
	5
	Algharibi & Arvanitis, 2011; Chen & Aklikoko, 2019;Taiwo & Downe, 2013)
	.927
	Accepted

	3
	Social Influence for using E-OPRAS
	5
	Algharibi & Arvanitis, 2011; Taiwo & Downe, 2013)
	.854
	Accepted

	4
	Facilitating conditions in using E-OPRAS
	5
	Algharibi & Arvanitis, 2011; Taiwo & Downe, 2013)
	.915
	Accepted

	5
	Acceptance of E-OPRAS
	5
	Literature review
	.933
	Accepted


Source: Field Data (2020)
3.7.2 Validity of Data

The validity of the study attempts to provide information regarding the extent to which the research makes a meaningful conclusion based on the measuring instruments. The validity of the research instrument was ensured by using expert opinions and a pilot test of results from expertise and professionals where 10 questionnaires were distributed to some expertise for review and comments. Also, the validity of the study was ensured by designing correct and non-ambiguity questionnaires to avoid contradictions to the respondents and hence provided valid and correct data. Kuipers (2017) argued that to ensure the quality of the study findings, the researcher should pre-test the research instrument before the actual collection of actual data.
3.8 Data Analysis 

The collected data were analyzed using descriptive analysis and correlation analysis with the help of IBM SPSS Statistics. More details about the data analysis have been studied extensively in the work of Kuipers (2017). For this analysis, the questionnaire was coded before entering data on the statistical package (Saunders et al., 2009). Descriptive analysis was undertaken to obtain the summary of opinions and general understanding on various questions from respondents. Also, the researcher conducted inferential statistics analysis in a form of correlation to determine the direction and strength of the relationship between independent and dependent variables.
Furthermore, the researcher determined the relationship and contribution of each independent variable to the dependent variables as a prediction by the use of multiple linear regression analysis. The multiple linear regression analysis used to indicate the prevailing relationship was presented using the below equation. Multiple regression analysis was conducted while considering all assumptions including normality of data and absence of multicollinearity problems where variables were not closely related to each other. The multiple regression analysis helps the researcher to identify the outliers of the model. The regression equation is hereby presented below:-

Y= B0 +b1x1 + b2x2 + b3x3 + b4x4 + ɛ
Where

Y= Dependent variable - Acceptability of E-OPRAS

B0= Constant
X1= Performance Expectancy for E-OPRAS

X2= Efforts Expectancy in using E-OPRAS
X3= Social influence for using E-OPRAS 

X4= Facilitating conditions in using E-OPRAS

b1= Regression coefficient of Performance Expectancy for E-OPRAS

b2= Regression coefficient of Efforts Expectancy in using E-OPRAS

b3= Regression coefficient of social influence for using E-OPRAS

b4= Regression coefficient of facilitating conditions in using E-OPRAS 

ɛ =   Error
3.9 Ethical Considerations  

Ethical refers to all procedures and rules to be considered during the research. These consist of the regulations set by the University before proceeding with the analysis part such as an introduction letter that introduces the researcher to the selected area for conducting a study. Confidentiality of the data collected and issues of handling the report were considered in this work. Therefore, before carrying out research, the University granted a clearance, permission, and introduction letter that describes the purpose of conducting this research.  Plagiarism was also avoided and the level was below the acceptable level of 30%. 
CHAPTER FOUR
FINDINGS AND DISCUSSION
4.1 Introduction
In this chapter, data are presented based on the study objectives and hypothesis which were developed after a detailed literature review. The main objective of this study was to analyze the acceptance of E-OPRAS in human resource activities at the Open University of Tanzania. Specifically, this study determined the effects of technology usefulness/performance expectancy on acceptance of E-OPRAS  at the OUT, examined the effects of efforts/Efforts Expectancy on acceptance of E-OPRAS at the Open University of Tanzania, determined the effects of facilitating environment on acceptance of E-OPRAS at the OUT and investigated the effects of social aspects on acceptance of  E-OPRAS at the  OUT. 
To meet these objectives,  the researcher used a different technique to analyze data that were obtained from the field. The analysis techniques were descriptive statistics which included percentage and frequency and inferential statistics which included correlation and multiple regression analysis. Hypotheses were also tested as part of the inferential analysis to find the relationship between the study variables. In that case, this chapter covers several issues including the overall response rates, demographic information of the respondents, descriptive statistics in the form of percentages and means score values as well as inferential statistics in the form of correlation and multiple regression results.
4.2 Response Rate

The study sought to gather data from 105 employees in OUT. Questionnaires were prepared and administered to 105 respondents and all questionnaires were returned. As it can be seen in Table 4.1 the response rate was 100% which confidentially indicates that data were sufficiently collected as the target sample had all respondents to the study, therefore the number of respondents was good to make serious conclusion of the study.

Table 4.1: Response Rates
	Categories of Respondents
	Sample Size
	Response
	Non-response
	% of Sample

	Technical Cadre 
	31
	31
	0
	 29.5

	Academic Cadre
	62
	62
	0
	 59.1

	Administrative Cadre
	12
	12
	0
	 11.4

	TOTAL
	105
	105
	0
	100


Source: Field Data (2020)
4.3 Demographic Information of the Respondents
This section summarizes the demographic characteristics of the respondents including gender, age, education level, the experience of the respondents, and their marital status.
4.3.1 Age

The researcher sought to understand the age of respondents before continuing with further analysis. Table 4.2 indicates the age group of the respondents at OUT and the researcher examined this profile so as to see the range of ages of the respondents who responded to the question. The findings revealed that 16 respondents (15.2%) aged between 26-35, 41(39%) aged between 36 and 45, 34(32.4%) aged between 46 and 60 while 14(13.3%) had the age of above 60 years. The finding revealed that many of the respondents were aged above between 36-45 years, this implied that respondents of this study were matured enough to provide vivid and well-thought opinion on the acceptability of the system and OUT.
4.3.2 Gender

The study respondents comprised both male and female, whereby 53.3% of the respondents equal to 56 respondents were male and 49 respondents (47%) were female. The results implied that acceptance of E-OPRAS is implemented by both males and females as the gender balance was maintained as the difference between the gender was 7 males than women at OUT. This implies that employees at OUT are both men and women who are willing and able to accept the E-OPRAS system. Hence when E-OPRAS is implemented by males and females increase it is acceptability through collaboration and knowledge contribution which lead to effective implementation of E-OPRAS, in that case, both males and females participated fully and contributed to this idea. The descriptive analysis of the respondent’s gender is presented in table 4.2.
4.3.3 Education Level

Knowing the education level of respondents is very important because it provides a prior understanding of the nature of the respondent since education level has an impact on issues like technological acceptability in organizations. The researcher sought to establish the education level of respondents before engaging directly in this study. After performing descriptive analysis the results showed that 1 (1%) had Secondary education, 13(12.4%) had Technical education, and 91(86.7%) had a university education. These results implied that most of the respondents who participated in this study had a University education level which is sufficient education for them to be knowledgeable about the implementation of E-OPRAS at OUT. All this information is presented in Table 4.2.
4.3.4 Working Experience

Working experience is a considerable aspect when engaging in is to establish the acceptability of Electronic-Open performance review and Appraisal System at the Open University of Tanzania among employee in the Organization. Before directly participating in responding to the questionnaire, the researcher was felt important to know the working experience of each participant. The results indicated that 22 (21%) had working experience between 0 and 4 years, 44 (41.9%) had experienced between 5 and 9 years and 39 respondents (37.1%) had experience of 10 years and above. These results are presented in Table 4.2.
4.3.5 Marital Status of Respondents

On the marital status of the respondents the majorities (67.6%) were married, followed by 28.6 per cent who were single, 1.9 per cent who were separated, and 1.9 per cent who were divorced. These results and other demographic characteristics of the respondents are presented in Table 4.2. 

Table 4.2: Demographic Characteristics of the Respondents
	Characteristics
	n=105
	%

	Age

 

 
	26-35
	16
	15.2

	
	36-45
	41
	39.0

	
	46-60
	34
	32.4

	
	60 and above
	14
	13.3

	Gender

 
	Male
	56
	53.3

	
	Female
	49
	46.7

	Education

 

 
	Secondary education
	1
	1.0

	
	Technical education
	13
	12.4

	
	University education
	91
	86.7

	 Working Experience

 

 
	0-4 years
	22
	21.0

	
	5-9 years
	44
	41.9

	
	10 and above
	39
	37.1

	Marital Status
	Single
	30
	28.6

	
	Married
	71
	67.6

	
	Divorced
	2
	1.9

	
	Separated
	2
	1.9


Source: Field Data (2020)
The descriptive statistics based on marital status indicated that 30 (28.6%) were single, 71 (67.6%) were married, 2 (1.9%) were divorced and 2 (2%) were separated. These findings imply that majority of respondents (employees) at OUT are married which shows that they are mature in handling matters, committed, and hence increases the acceptability for the use of E-OPRAS at OUT which in turn leads to higher employee performance. All this information can be seen in table 4.2.

4.4 Descriptive Analysis of the Study Objectives
The researcher used descriptive analysis which enabled to analyze the several statements on the variable in the form of the Likert scale which showed the situation regarding the acceptability of the electronic-open performance review and appraisal system at the Open University of Tanzania. The descriptive analysis for all objectives is indicated in the sub-sections that follow.

4.4.1 Performance Expectancy and Acceptance of E-OPRAS  at OUT
This was the first objective of this research which intended to determine how usefulness/performance expectancy influence E-OPRAS acceptance at the Open University of Tanzania. In order to obtain responses on this objective, the researcher posed several questions to the respondents in order to obtain their opinion concerning the usefulness of E-OPRAS. The researcher wanted to know whether the respondents find E-OPRAS very useful for performance management in an organization, whether E-is advantageous as compared to paper-based OPRAS form, whether the respondents will always prefer to use E-OPRAS if it is available, if they believe using E-OPRAS increases their efficiency and productivity and whether they believe using E-OPRAS increases their effectiveness and performance. The responses of the respondents to these questions are presented hereunder. 
As said earlier, in the first question the respondents were asked if they find E-OPRAS very useful for performance management in the organization. The analysis showed that 36(34.3) % of the respondents strongly agreed, 40(38.1%) agreed on the statement,16(15.2%) were neutral, 9(8.6%) disagreed and 4(3.8%) strongly disagreed with the usefulness of E-OPRAS for performance management in the organization. This means that E-OPRAS is useful for performance management at OUT hence increases the acceptability of E-OPRAS because the majority of respondents agreed and strongly agreed by 38.1% and 34.3% respectively. These results are presented in Table 4.3. These findings mean that the use of E-OPRAS is very useful in employee performance within the organization. If the organization wants to improve its employee performance they should use the proposed system namely the E-OPRAS system which normally improves the overall organization performance. 
The findings concur with Zeinabi and Sheikh (2016) who found that usefulness of technology on performance, meaningfully influence the use of technology by customers. on tend to use of the mobile bank's system. These findings concur with those by Park et al. (2014) where the majority of the respondents using the company electronic conferencing system declared that the system increases their productivity and they find the system as useful in doing various jobs.  The results also were supported by Massawe (2009) who proposed that the use of OPRAS to the employees increases the overall performance of the employee and the organization in general. Therefore, there is a need for the organization to adopt the usage of E-OPRAS to improve the employees' performance and Organization at large.
In another question, the respondents were asked if E-OPRAS is advantageous as compared to paper-based OPRAS forms.  The analysis showed that 36(34.3) % of the respondents strongly agreed, 39(37.1%) agreed on the statement, 19(18.1%) were neutral, 8(7.6%) disagreed, and 3(2.9%) strongly disagreed that E-OPRAS is advantageous as compared to paper-based OPRAS forms hence increases the acceptability of the use of E-OPRAS at OUT. This means that the adoption of using E-OPRAS at OUT increases the acceptability of E-OPRAS because the majority of respondents strongly agreed and agreed by 36(34.3) % and 39(37.1%) respectively. 
These results mean that there are great advantages for the use of the E-OPRAS system compared to other systems for evaluating and appraising employees. The findings of these results were linked with URT (2011) which requires every employee to fill OPRAS although the same is not conducted electronically. Also, the results are aligned with Roberts (2003) who suggested that the best technique for appraising and measuring employee performance is the use of E-OPRAS within the organization and the use of E-OPRAS leads to the procurement performance within the organization. Dessler (2014) proposed that the use of E-OPRAS reduces the time of filling the OPRAS and increases convenience to the employees.
Furthermore, the respondents were asked if they always prefer to use E-OPRAS if it is available. The analysis showed that 42(40) % of the respondents strongly agreed, 33(31.4%) agreed on the statement, 18(17.1%) were neutral, 7(6.7%) disagreed, and 5(3.8%) strongly disagreed that they prefer to use E-OPRAS if it is available in the organization and hence increases the acceptability of the use of E-OPRAS. This means that the employees at OUT always prefer to use E-OPRAS because the majority of the respondents strongly agreed and agreed by 42(40) % and 33(31.4%) respectively. The findings of the study mean that if the organization made the system available, normally the organization prefers to use the E-OPRAS within the organization which increases the performance of the employee within the organization. 
Appelbaum, Roy and Gilliland (2011) supported these findings by demonstrating that to ensure the accessibility of the use of E-OPRAS, the organization needs to ensure that the system is available. Also, Bussin (2011) propounded that there is a need by the organization to ensure that E-OPRAS is available within the organization in order to increase the performance of the employee and organization. The findings concerning this question can be seen in Table 4.3.

Table 4.3: Responses on Performance Expectancy and Acceptance of E-OPRAS 
	
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	I find E-OPRAS very useful for performance management in an organization
	34.3
	38.1
	15.2
	8.6
	3.8

	E-OPRAS is considered to be advantageous as compared to paper-based OPRAS forms
	34.3
	37.1
	18.1
	7.6
	2.9

	I will always prefer to use E-OPRAS if it is available  
	40
	31.4
	17.1
	6.7
	3.8

	I believe using  E-OPRAS increases my efficiency and productivity
	32.4
	34.3
	16.2
	12.4
	4.8

	I believe using  E-OPRAS increases my effectiveness and performance
	23.8
	41.9
	21.9
	7.6
	4.8


Source: Researcher, 2021

The respondents were also asked if using E-OPRAS increases their efficiency and productivity. The analysis showed that 34(32.4) % of the respondents strongly agreed, 36(34.3%) agreed on the statement, 17(16.2%) were neutral, 13(12.4%) disagreed, and 5(4.8%) strongly disagreed that using E-OPRAS increases their efficiency and productivity if it is available in the organization and hence increases the acceptability of the use of E-OPRAS. This means that E-OPRAS increases the efficiency and productivity at OUT because the majority of respondents agreed and strongly agreed by 36 (34.3%) and 34 (32.4%) respectively. These findings concur with those by Park et al. (2014) where the majority of the respondents declared that using the company’s teleconferencing system increased their productivity, implying that the system helped to make a number of savings in the form of money and time.
Finally, the respondents were asked if using E-OPRAS increases their effectiveness and overall performance. The analysis showed that 25(23.8) % of the respondents strongly agreed, 44 (41.9%) agreed on the statement, 23(21.9%) were neutral, 8(7.6%) disagreed, and 5(4.8%) strongly disagreed that using E-OPRAS increases their effectiveness and performance and hence increase the acceptability of the use of E-OPRAS at OUT. This means E-OPRAS increases their effectiveness and performance because the majority of respondents agreed and strongly agreed by 44 (41.9%) and 25 (23.8) % respectively. 
These results are aligned with those by Miruka and Seotlela (2014) who postulated that the effectiveness of the employee and the organization's performance depends on the effective use of the E-OPRAS system. The findings also match to those by Parks et al. (2014) who found that their organization’s electronic system give them more time to accomplish their business. In addition to the descriptive statistics provided by the respondents in the previous section, the researcher used Mean Values to find the top factor in each aspect. The results are presented in Table 4.4. 
Table 4.4: Mean Score Values for Performance Expectancy of E-OPRAS Aspects
	
	Mean

	Using  E-OPRAS increases my effectiveness and performance
	2.28

	Using  E-OPRAS increases my efficiency my productivity
	2.23

	E-OPRAS is useful for performance management in an organization
	2.10

	E-OPRAS is advantageous as compared to paper-based OPRAS forms
	2.08

	I will always prefer to use E-OPRAS if it is available  
	2.02


Source: Field Data (2020)
Table 4.4 shows that the majority of respondents strongly agreed that E-OPRAS increases their effectiveness and performance (Mean=2.28), followed by those who declared that using  E-OPRAS increases their efficiency and productivity (Mean=2.23), followed by those who view E-OPRAS as useful for performance management in the organization (Mean=2.1), those who said the system is advantageous as compared to paper-based OPRAS forms (Mean=2.08) and finally those who said that they always prefer to use E-OPRAS if it is available (Mean=2.02).
The results stated above on the effects of use on the acceptance of E-OPRAS at OUT of are in line to a study by Lee (2009) who found that perceived usefulness is a significant consumer factor on the intention to use internet banking. The results also match with those by Vijayasarathy (2004) who claimed that perceived usefulness and perceived ease of use both affect purchase intention. The results are also supported by Chen and Aklikokou (2019) who found the impact of perceived usefulness on the use of e-government. These results are however different from those by Mensah (2019) who found an insignificant relationship between performance expectancy and the use of e-government services.
4.4.2 Efforts Expectancy and Acceptance of E-OPRAS at OUT
The second objective of the study was to examine the effects of Efforts Expectancy in the use of E-OPRAS at the Open University of Tanzania. In order to achieve this objective researcher posed a number of questions to the respondents in order to obtain their opinion. The respondents were asked if E-OPRAS is not complicated to use especially when filling the forms, whether they find E-OPRAS easy to use, whether using E-OPRAS enable them to fill the OPRAS forms quickly, whether learning to use E-OPRAS was very easy and whether E-OPRAS is more user friendly than the paper-based OPRAS forms. The ongoing discussion base on all these questions. 
On the complication of the system, the analysis showed that 28(26.7%) of the respondents strongly agreed, 36(34.3%) agreed on the statement, 23(21.9%) were neutral, 12(11.4%) disagreed and 6(3.8%) strongly disagreed that E-OPRAS is not complicated to use especially when filling the forms. This means that when the employees find the system easy to use especially when filling the forms, the organization increases the acceptability of the use of E-OPRAS as revealed by the majority of respondents who agreed and strongly agreed by 28(26.7%) and 36 (34.3%) respectively. These findings concur with those by Park et al. (2014) where the majority of the respondents using the company electronic conferencing system declared that the system is not complicated and learning to operate the system was easy for them, their interaction with the teleconferencing system was clear and understandable and they believe that the system package utilized by their organization was easy to use. The results are in line with those by Wanderanga (2009) who postulated that the effectiveness of the employee and the organization's performance depends on the effective use of the E-OPRAS system. 
On whether the respondents at OUT find E-OPRAS easy to use, the analysis showed that 22(21%) of the respondents strongly agreed, 42(40%) agreed on the statement, 21(20%) were neutral, 16(15.2%) disagreed and 4(3.8%) strongly disagreed that E-OPRAS is easy to use at OUT. This means that when E-OPRAS is easy to use in an organization it increases its acceptability because the majority of respondents agreed and strongly agreed by 42(40%) and 22(21%) respectively. These findings concur with those by Park et al. (2014) where the majority of the respondents using the company electronic conferencing system declared that the system package utilized by their organization was easy to use. These results match to those by Wanderanga (2009) who postulated that the effectiveness of the employee and the organization performance depends on E-OPRAS easy to use which determine the usage of the E- OPRAS system within the organization. 
According to Decenzo and Robbins (2003) using E-OPRAS which is easy to use increase, the efficiency and improve overall working conditions of employee which in turn increase the performance of employee hence high organization performance especially at OUT. A study by Gefen and Straub (2000) argued that perceived ease of use should be mainly considered when developing websites because it strongly affects an individual’s intent to use a website. Other researchers appreciated the importance of perceived ease of use to strongly affect perceived usefulness in web shopping behavior (Pavlou, 2003; Ruth, 2000). 
In addition, the respondents were asked if E-OPRAS enable them to fill the OPRAS forms quickly. The analysis showed that 26(24.8%) of the respondents strongly agreed, 43(41.0%) agreed on the statement, 20(19.0%) were neutral, 12(11.4%) disagreed, and 4(3.8%) strongly disagreed that E- OPRAS enable them to fill the OPRAS quickly hence increases the acceptability of the use of E-OPRAS. This means that when there is the easiest way on filling the forms within the organization it leads to the acceptability of E-OPRAS because the majority of respondents strongly agreed and agreed by 26(24.8%) and 43(41.0%) respectively. The findings from the study concur with Armstrong (2009) who explained that the use of E-OPRAS enables the employees of the organization to use and fill the OPRAS form as soon as possible hence increases the overall organization performance. The same position was also stated by Dessler (2014) that use of E-OPRAS reduces the time of filling the OPRAS and increases convenience to the employees. 
Furthermore, the respondents were asked if learning to use E-OPRAS was very easy for them. The analysis showed that 24.8% of the respondents strongly agreed, 39% agreed on the statement, 21% were neutral, 9.5% disagreed and 5.7% strongly disagreed that learning E- OPRAS was very easy to learn for them hence increases the acceptability of the use of E-OPRAS. This means that E- OPRAS if is not complicated in Learning on the use of filling the forms the organization increases the acceptability of E-OPRAS because the majority of respondents strongly agreed and agreed by 24.8% and 39% respectively. These findings concur with those by Park et al. (2014) where the majority of the respondents declared that learning to operate the teleconferencing systems was easy for them. 
On whether the system is more user friendly than the paper-based OPRAS forms, the analysis showed that 28(26.7%) of the respondents strongly agreed, 35(33.3%) agreed on the statement, 28(26.7%) were neutral, 11(10.5%) disagreed and 3(2.9%) strongly disagreed that E – OPRAS is more friendly than the paper-based OPRAS forms to use when filling the forms at OUT. This means that when there is a friendly way to use on filling the forms the organization increases the accessibility of E-OPRAS because the majority of respondents strongly agreed and agreed by 28(26.7%) and 35(33.3%) respectively. These results corroborate with those by Park et al. (2014) who found that when the technology is friendly and users feel comfortable to use it, its acceptance will be very high and guaranteed when performing their tasks. 
The authors posed that once the system is not friendly and employees feel uncomfortable on using it, they will not perceive the system as useful for performing their activities. Results from descriptive analysis align with Wanderanga (2009) who postulated that the effectiveness of the employee and the organization performance depends on the friendly way of E-OPRAS and therefore in order to ensure efficiency and productivity the organization needs to increase the usage of the electronic OPRAS system within the organization. All these results in relation to the second objective of this study are summarized and presented in Table 4.5.
Table 4.5: Responses on Efforts Expectancy and Acceptance of E-OPRAS
	
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	E-OPRAS is not complicated to use especially when filling the forms
	26.7
	34.3
	21.9
	11.4
	3.8

	I find  E-OPRAS easy to use
	21
	40
	20
	15.2
	3.8

	Using  E-OPRAS enables me to fill the OPRAS forms quickly
	24.8
	41
	19
	11.4
	3.8

	Learning to use  E-OPRAS was very easy for me
	24.8
	39
	21
	9.5
	5.7

	E-OPRAS is more user friendly than the paper-based OPRAS forms
	26.7
	33.3
	26.7
	10.5
	2.9


Source: Field Data (2020)
In addition to the descriptive statistics, the researcher used Mean Values to find the top factor in each aspect. The results are presented in Table 4.6
Table 4.6: Mean Score Values for Efforts Expectancy of E-OPRAS Aspects
	
	Mean

	E-OPRAS is easy to use
	2.41

	Learning to use  E-OPRAS was very easy for me
	2.32

	E-OPRAS is not complicated to use especially when filling the forms
	2.30

	E-OPRAS is more user friendly than the paper-based OPRAS forms
	2.30

	Using E-OPRAS enables me to fill the OPRAS forms quickly
	2.29


Source: Field Data (2020)
Table 4.6 reveal that the majority of respondents’ view E-OPRAS as easy to use (Mean=2.4), followed by those who view learning to use E-OPRAS as very easy for them (Mean=2.3), followed by those who view E-OPRAS as not complicated to use especially when filling the forms (Mean=2.3), followed by those who view E-OPRAS as more user friendly than the paper-based OPRAS forms and finally those who in the opinion that E-OPRAS enables them to fill the OPRAS forms quickly (2.29). 
These results on the role of ease of use on technological adoption are in line with a number of authors like Jahangir and Begum (2008) who found ease of use, security and privacy, and customer attitude as significantly and positively related to customer use of technology. The results are also supported by Chen and Aklikokou (2019) who found the positive role of ease of use on behavioral intention to use e-government, as well as Hamid et al. (2016) who found that ease of use influence technology adoption in Malaysian public schools and Zeinabi and Sheikh (2016) who found ease of use as having a strong influence on the use of mobile banking. These results are however different from those by Skoumpopoulou et al. (2018) who found that ease of use does not influence the behaviour of an employee to use technologies. Similar findings were also arrived by Mensah (2019) who found that effort expectancy does not influence the intention to use e-government. 
4.4.3 Facilitating Environment and Acceptance of E-OPRAS at OUT
This was the third objective of this research. In order to understand the conditions, the researcher posed a number of questions to the respondents. The respondents were required to state their level of agreement on whether E-OPRAS seems to be more efficient as compared to other performance management systems, whether they have resources necessary to use  E-OPRAS at the OUT, whether E-OPRAS is compatible with other technologies used at the OUT, whether helpdesk services are available for assistance in case of difficulties in using  E-OPRAS  and whether E-OPRAS is definitely more convenient than other forms of performance management systems. The responses in relation to all these questions are hereunder presented and summarized in Table 4.7.
In the first question, the respondents were asked if E-OPRAS is a more efficient system compared to other systems. The analysis showed that 25(23.8%) of the respondents strongly agreed, 36 (34.3%) agreed on the statement, 19(18.1%) were neutral, 15(14.3%) disagreed and 9(8.6%) strongly disagreed that E-OPRAS is more efficient System compared to other systems. This means that E-OPRAS is an efficient system compared to other systems because it is more effective in measuring employee performance at the OUT which in turn increases the acceptability of E-OPRAS because the majority of respondents agreed and strongly agreed by 36 (34.3%) and 25(23.8%) respectively. 
Results from the descriptive analysis were aligned with Wanderanga (2009) who postulated that the effectiveness of the employee and the organization performance depends on the effectiveness of E-OPRAS and therefore in order to ensure productivity, the organization needs to increase the usage of the electronic OPRAS system within the organization. Decenzo and Robbins (2003) argued that using E-OPRAS which is easy to use, increase the efficiency and productivity of a working environment of employee which in turn increase the performance of employee hence high organization performance especially at OUT.
In another question, the respondents were asked if there is the availability of resources necessary to use E-OPRAS at the OUT. The analysis showed that 26(24.8%) of the respondents strongly agreed, 36 (34.3%) agreed on the statement, 19 (18.1%) were neutral, 15(14.3%) disagreed and 9(8.6%) strongly disagreed that the Organization has availability of resources necessary to use E-OPRAS. This means that the OUT is more effective by having the availability of necessary resources to use while they are performing E-OPRAS for measuring employee performance because the majority of respondents agreed and strongly agreed by 36(34.3%) and 26(24.8%) respectively. These study results match with those by u Kurt and Tingöy (2017) where the majority of the respondents declared that they have all the necessary resources required to use the virtual learning environment. 
In addition to the above questions, the respondents were asked to rate their level of agreement on the compatibility of E-OPRAS with other technologies at the OUT. The findings showed that 28(26.7%) strongly agreed, 37(35.2%) agreed, 17(16.2%) were neutral, 15(14.3%) disagreed while 8(7.6%) strongly disagreed that the E-OPRAS system at OUT is compatible with other technologies. This means that the employees at OUT adopt the system easily because it is compatible with other organization technologies they use because the majority of respondents 37(35.3%) and 28(26.7%) agreed and strongly agreed with the given statement. These results are in line with those by Chau and Hu (2001) where the majority of the respondents in relation to compatibility, declared that using telemedicine technology fits with their service needs and using telemedicine technology fits with the way employees work. The importance of compatibility is also recognized by several authors such as Agarwal and Karahanna (2000) and Chen, Gillenson and Sherrell (2002). 
Furthermore, the respondents were asked if help-desk services are available for assistance in case of difficulties in using E-OPRAS. The findings showed that 32(30.5%) strongly agreed, 41(39%) agreed, 13(12.4%) were neutral, 14(13.3%) disagreed while 5(4.8%) strongly disagreed that helpdesk services are available for assistance in case of difficulties in using E-OPRAS at the OUT. This means that services are available for assistance in case of difficulties in using E-OPRAS as the majority of respondents 41(39%) and 32(30.5%) agreed and strongly agreed with the given statement. The importance of help desk services is also recognized in a study by Park, et al. (2014) who found that availability of supporting staff highly influenced the use of teleconferencing among workers.
Table 4.7: Responses on the Facilitating Conditions and Acceptance of E-OPRAS

	
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	E-OPRAS seems to be more efficient as compared to other performance management systems
	23.8
	34.3
	18.1
	14.3
	8.6

	We have the resources necessary to use  E-OPRAS at the OUT
	24.8
	34.3
	18.1
	14.3
	8.6

	E-OPRAS is compatible with other technologies we use at the OUT
	26.7
	35.2
	16.2
	14.3
	7.6

	Helpdesk services are available for assistance in case of difficulties in using  E-OPRAS  
	30.5
	39
	12.4
	13.3
	4.8

	E-OPRAS is definitely more convenient than other forms of performance management systems
	21
	45.7
	16.2
	15.2
	1.9


Source: Field Data (2020)
Finally, the respondents were asked if E-OPRAS is definitely more convenient than other forms of performance management systems. The findings showed that 22(21%) strongly agreed, 48(45.7%) agreed, 17(16.2%) were neutral, 16(15.2%) disagreed while 2(1.9%) strongly disagreed that E-OPRAS is definitely more convenient than other forms of performance management systems at OUT. This means that E-OPRAS is definitely more convenient than other forms of performance management systems as the majority of respondents 48(45.7%) and 22(21%) agreed and strongly agreed with the given statement. The findings from the study concurred with Armstrong (2009) who pointed out that that the use of E-OPRAS enables the employees of the organization to use and fill the OPRAS form as soon as possible hence increases the overall organization performance. In addition to the descriptive statistics, the researcher used Mean Values to find the top factor in each aspect. The results are presented in Table 4.8.
Table 4.8: Mean Score Values for Facilitating Conditions

	
	Mean

	We have the resources necessary to use  E-OPRAS at the OUT
	2.48

	E-OPRAS seems to be more efficient as compared to other performance management systems
	2.46

	E-OPRAS is compatible with other technologies we use at the OUT
	2.41

	E-OPRAS is definitely more convenient than other forms of performance management systems
	2.31

	Helpdesk services are available for assistance in case of difficulties in using  E-OPRAS  
	2.23


Source: Field Data (2020)
Table 4.8 shows the respondents' views on the facilitating conditions in using E-OPRAS. The majority of the respondents view available resources necessary to use  E-OPRAS at the OUT as the top factor (Mean=2.48), followed by the fact that E-OPRAS seems to be more efficient as compared to other performance management systems (Mean=2.46), followed by E-OPRAS compatibility with other technologies used at the OUT (Mean=2.41), followed by E-OPRAS is convenience than other forms of performance management systems (Mean=2.31) and finally the availability of helpdesk services available for assistance in case of difficulties in using  E-OPRAS (Mean=2.23).
The results on the role of facilitating conditions on the acceptance of E-OPRAS are supported by a number of authors including Talukder (2012) who found the positive role of managerial support in the adoption of technology among employees, Mensah (2019) who found the positive role of facilitating conditions in predicting intention to use e-government services. A study by Hashemian and Esaei (2011) found factors like facilitating conditions; information about services, self-efficacy, and person's innovation has a significant impact on the acceptance of mobile banks by consumers.  These results are however contrary to those by Skoumpopoulou, et al. (2018) who found that facilitating conditions have an insignificant relationship with intention to use technologies and Park et al. (2018) who found an insignificant relationship between organization support and the use of intranet among employees.
4.4.4 Social Aspects and Acceptance of E-OPRAS at OUT
This was the last objective of this research where the researcher investigated how the social aspect influenced the use of E-OPRAS by employees at the Open University of Tanzania. This objective was attained after asking a number of questions to the respondents especially, whether they use E-OPRAS because they saw others using it, whether training on the use of E-OPRAS influenced the use of E-OPRAS at the OUT, whether they use E-OPRAS because other people know are using it, everybody around their work environment is using E-OPRAS instead of paper-based OPRAS and if because people who are important to them are also using E-OPRAS. The respondents’ responses in relation to all these questions are hereunder presented and summarized in Table 4.9. 
In one of the questions, the respondents were asked if they use E-OPRAS because they saw others using it. The analysis showed that 16(15.2%) of the respondents strongly agreed, 42(40%) agreed on the statement, 22(21%) were neutral, 13(12.4%) disagreed and 12(11.4%) strongly disagreed that they use E-OPRAS because they see others using it. This means that when there is an effective use of E-OPRAS in an organization this increases the acceptability of E-OPRAS as the majority of the respondents agreed and strongly agreed by 16(15.2%) and 42(40%) respectively. These results are in line with those by Bonn et al (2015) who found that consumers will accept technology if saw high number of people using the technology. 
In another question, the respondents were asked if training on the use of E-OPRAS influenced the use of E-OPRAS at the OUT. The analysis showed that 30(28.6%) of the respondents strongly agreed, 40(38.1%) agreed on the statement, 21(20%) were neutral, 7(6.7%) disagreed, and 7(6.7%) strongly disagreed that training on the use of E-OPRAS influenced the use of E-OPRAS at the OUT. This means that the conducting of frequent training of E-OPRAS influences the use of E-OPRAS at the OUT hence increases the acceptability of E-OPRAS because the majority of the respondents agreed and strongly agreed by 40(38.1%) and 30(28.6%) respectively. 
These results are in line with those by Park, et al. (2014) who found that organizational support in the form of training influence the use of teleconferencing among workers. The respondents were also asked if they use E-OPRAS because other people they know are using it. The analysis showed that 21(20%) of the respondents strongly agreed, 37(35.2%) agreed on the statement, 21(20%) were neutral, 19(18.1%) disagreed and 7(6.7%) strongly disagreed that they use E-OPRAS because other people they know are using it at the OUT. This means that the usage of E-OPRAS among other fellows increases the acceptability of E-OPRAS because the majority of respondents agreed and strongly agreed by 37(35.2%) and 21(20%) respectively. These findings are in line with those by Shankar and Bayus (2003) who found that if many people witness the use of new technology when that technology emerges in the market, there is a tendency for people to think the technology will be useful hence its increased usage and acceptance.
Furthermore, the respondents were required to rate their agreement if everybody around their work environment is using E-OPRAS instead of paper-based OPRAS. The analysis showed that 32(30.5%) of the respondents strongly agreed, 39 (37.1%) agreed on the statement, 13(12.4%) were neutral, 13(12.4%) disagreed, and 8(7.6%) strongly disagreed that everybody around the work they use E-OPRAS instead of paper-based OPRAS which in turns it increases the acceptability of the use of E-OPRAS because the majority of respondents strongly agreed and agreed by 39(37.1%) and 32(30.5%) respectively. 
The results are supported by Venkatesh and Davis (2000) who declared the possibility of the consumer to accept information obtained from those around oneself and ultimately taking them as one’s own opinion when the individual’s information is either insufficient or uncertain contributing to a particular action. These results are supported by Dwivedi, Rana, Janssen, Lal, Williams and Clement (2017) who suggested that people of close proximity influence individuals’ decision-making. Finally, the respondents were asked if people who are important are also using E-OPRAS. 
The analysis showed that 24(22.9%) of the respondents strongly agreed, 38 (36.2%) agreed on the statement, 20(19%) were neutral, 15(14.3%) disagreed, and 8(7.6%) strongly disagreed that people who are important to them are also using E-OPRAS. This means that when employees at OUT use E-OPRAS because other people they know are using it increases the acceptability of E-OPRAS because the majority of respondents agreed and strongly agreed by 38(36.2%) and 24(22.9%) respectively. These results are in line with those by Bonn et al (2015) who found that consumers will accept the usefulness of online shops if influential people in that consumer’s reference group also buy or consider purchasing.
Table 4.9: Responses Social Factors and Acceptance of E-OPRAS

	
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	I use E-OPRAS because I have seen others using it
	15.2
	40
	21
	12.4
	11.4

	Training on the use of E-OPRAS influenced the use of E-OPRAS at the OUT
	28.6
	38.1
	20
	6.7
	6.7

	I use E-OPRAS because other people I know are using it
	20
	35.2
	20
	18.1
	6.7

	Everybody around my work environment is using E-OPRAS instead of paper-based OPRAS 
	30.5
	37.1
	12.4
	12.4
	7.6

	People who are important to me are also using E-OPRAS
	22.9
	36.2
	19
	14.3
	7.6


Source: Field Data (2020)
In addition to the descriptive statistics, the researcher used Mean Values to find the top factor in each aspect. The results are presented in Table 4.10. 
Table 4.10: Mean Score Values for Social Factors
	
	Mean

	I use E-OPRAS because I have seen others using it
	2.65

	Use E-OPRAS because other people I know are using it
	2.56

	People who are important to me are also using E-OPRAS
	2.48

	Everybody around my work environment is using E-OPRAS instead of paper-based OPRAS
	2.30

	Training on the use of E-OPRAS influenced the use of E-OPRAS at the OUT
	2.25


Source: Field Data (2020)
Table 4.10 shows how various social forces influence the use of E-OPRAS. The analysis revealed that the majority of the respondents use E-OPRAS because they saw others using it (Mean=2.65), followed by those who use it because other people they know are using it (Mean=2.56), followed by those who use the system because people who are important to them are also using it (Mean=2.48), followed by those who are using the system because everybody around their work environment is using E-OPRAS instead of paper-based OPRAS (Mean=2.30) and finally those who believe that training on the use of E-OPRAS influenced the use of E-OPRAS at the OUT (Mean=2.25). 
The results above on the role of social factors on the acceptance of E-OPRAS are in line with those by Bonn et al. (2015) who found strong effects of social factors like social groups norms, image, and visibility on the use of online services and Faharat (2012) who found the positive role of social influences on intention to practice online learning. A study by Talukder (2012) also found that social factors of peers and social networks influence the adoption of technology among individual employees in Australia as well as Mensah who found social factors as important in determining trust in internet usage. These results differ from those of Skoumpopoulou et al. (2018) and Park et al (2018) who concluded that social factors have no effects on behavioural intention. 
4.5 Relationship between Selected Factors and E-OPRAS Acceptance at OUT

This was an important activity in this study which was attained by a number of inferential statistics procedures as explained hereunder.
4.5.1 Correlation Analysis

The researcher runs the correlation matrix in order to check whether there was an association between the independent and the dependent variable and determines the strength and direction of such association. This procedure also made it possible to test a number of hypotheses which were stated in section 1.4 of this report. The hypotheses were tested at a 0.05 significant level. The correlation coefficient varies over the range of +1 through 0 to -1. Taylor, (Pallant, 2010) elaborated that the closer the correlation coefficient approach to ±1 regardless of the direction,
The stronger is existing association indicating a more linear relationship between the two variables, a positive correlation coefficient an increase in the first variable would correspond to an increase in the second variable while a negative correlation indicates an inverse relationship, whereas one variable increase leads to a decrease of the second variable and that relationship is statistically significance only if the P-value is less than 0.05(5%). Table 4.11 indicates the correlation of the study especially between the independent variables and the dependent variable. One of the hypotheses in this study was the presence of a positive and significant relationship between performance expectancy and acceptance of E-OPRAS at the Open University of Tanzania. 
The correlation between Performance Expectancy for E-OPRAS and Acceptance of E-OPRAS is positive and statistically significant (r = 0.267, p < .001). Due to these results, the first hypothesis is accepted. This means that as the Performance Expectancy increase, so do Acceptance of E-OPRAS. These results are in line with those by Hamid et al. (2016) who found a positive relationship between Performance Expectancy and acceptance of e-government. They are also supported by Zeinabi and Sheikh (2016) who found that usefulness impact positively intention to use mobile banking technology. These results are however contrary to those by Mensah (2019). 
The second hypothesis in this study was that there is a positive and significant relationship between effort expectancy and acceptance of E-OPRAS at the Open University of Tanzania. The correlation between Efforts Expectancy in using E-OPRAS and Acceptance of E-OPRAS is positive and statistically significant (r = 0.494, p < .001). Due to these results, the second hypothesis is accepted. This means that as the Efforts Expectancy in using E-OPRAS increase, so do Acceptance of E-OPRAS. 
These results match with those by Hamid et al. (2016) who found a positive relationship between perceived ease of use and acceptance of e-government. These results also collaborate with those by Jahangir and Begum (2008) who found that perceived ease of use is significantly and positively associated with adaptation of technology among customers in Bangladesh. These results are against those by Skoumpopoulou et al. (2018) and Mensah (2019) who found an insignificant relationship between the two.

The third hypothesis of this study was that there is a positive and significant relationship between facilitating environment and acceptance of E-OPRAS at the Open University of Tanzania. The correlation between Facilitating conditions in using E-OPRAS and Acceptance of E-OPRAS is positive and statistically significant (r = 0.633, p < .001). Due to these results, the third hypothesis is accepted. This means that as the Facilitating conditions in using E-OPRAS increase, so do Acceptance of E-OPRAS suggesting quite a strong relationship between. 
The strength of facilitating conditions was also appreciated in a study by Carter and Weerakkody (2008) who found it as a predictor of intention to use e-government services in the United Kingdom. These results are in line with those by Mensah (2019) who found a significant relationship between facilitating conditions and adoption of e-government services. These results differ from those by Skoumpopoulou et al. (2018) as well as Park et al. (2018) who found an insignificant relationship between organization support and the use of technologies.

The fourth hypothesis of this study was that there is a positive and significant relationship between social influence and acceptance of E-OPRAS at the  Open University of Tanzania. The correlation between Social influence and Acceptance of E-OPRAS is positive and statistically significant (r = 0.352, p < .001). Due to these results, the fourth hypothesis was accepted. This means that as the Social aspects increase, so do Acceptance of E-OPRAS. These results were also found by Faharat (2012) who found that online learning is influenced by different factors including social influences in a form of referent group. 
The results are also supported by Bonn et al. (2015) who found the impacts of social groups on using online platforms. These results however are contrary to those by Skoumpopoulou et al. (2018) and Park et al (2018) who concluded that social factors have no effects on behavioural intention.
Table 4.11: Correlation of the Variables

	
	Performance Expectancy
	Efforts Expectancy
	Social Influence 
	Facilitating conditions
	 Acceptance of E-OPRAS

	Performance Expectancy
	Pearson Correlation
	1
	.520**
	.195*
	.194*
	.267**

	
	Sig. (2-tailed)
	
	.000
	.047
	.049
	.006

	
	N
	104
	102
	104
	104
	104

	Efforts Expectancy
	Pearson Correlation
	.520**
	1
	.390**
	.410**
	.494**

	
	Sig. (2-tailed)
	.000
	
	.000
	.000
	.000

	
	N
	102
	103
	103
	103
	103

	Social Influence
	Pearson Correlation
	.195*
	.390**
	1
	.595**
	.352**

	
	Sig. (2-tailed)
	.047
	.000
	
	.000
	.000

	
	N
	104
	103
	105
	105
	105

	Facilitating Conditions
	Pearson Correlation
	.194*
	.410**
	.595**
	1
	.633**

	
	Sig. (2-tailed)
	.049
	.000
	.000
	
	.000

	
	N
	104
	103
	105
	105
	105

	 Acceptance of E-OPRAS
	Pearson Correlation
	.267**
	.494**
	.352**
	.633**
	1

	
	Sig. (2-tailed)
	.006
	.000
	.000
	.000
	

	
	N
	104
	103
	105
	105
	105

	**. Correlation is significant at the 0.01 level (2-tailed). *. Correlation is significant at the 0.05 level (2-tailed).


Source: Field Data (2020)
4.5.2 Multiple Regression Analysis

Multiple regression analysis was undertaken in order to determine the relationship between the study variables. Multiple regression analysis was performed in order to determine the presence of a significant relationship between independent variables and dependent variables, enabled to indicate the relative strength of various independent variable’s influence on a dependent variable. 

Regression analysis enabled the study to find out how well a set of variables was able to predict the acceptability of E-OPRAS at OUT, which independent variable in a set of independents variables is the best predictor of the dependent variable and also enable the researcher to conclude whether these independent variable of the study are able to predict acceptability of E-OPRAS at OUT. Also, multiple regression is the best predictor of an outcome and whether a particular predictor variable is still able to predict an outcome when the effects of another variable are controlled. Before proceeding with multiple regression analysis, the researcher tested the main assumption such as multicollinearity, sampling adequacy, outliers, and the data in the dependent variable was continuous. 

According to Pallant (2010), multiple regressions can be used to address how well a set of variables is able to predict a particular outcome. The output from multiple regression analysis was model summary which indicated the overall contribution of the model, the variance of analysis (ANOVA), and coefficient of correlation which showed the significance of the model. The results were indicated in table 4.12, 4.13, and 4.14. 
Table 4.12: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.672a
	.452
	.430
	.79354
	2.240

	a. Predictors: (Constant), Facilitating conditions in using E-OPRAS, Performance Expectancy  for e-operas, Social influence for using E-OPRAS, Efforts Expectancy  in using E-OPRAS

	b. Dependent Variable:  Acceptance of E-OPRAS


Source: Field Data (2020)
According to Tabachnick & Fidell (2001) in model evaluation, look in the Model Summary box and check the value given under the heading R Square. This tells you how much of the variance in the dependent variable is explained by the model. In this case from Table 4.12, the analysis showed that R square= .452 expressed as a percentage (multiply by 100, by shifting the decimal point two places to the right) this means that the model explains 45 percent of the variance in performance of E-OPRAS this indicated that the model is good to be generalized.
Table 4.13: ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	50.421
	4
	12.605
	20.018
	.000b

	
	Residual
	61.082
	97
	.630
	
	

	
	Total
	111.503
	101
	
	
	

	a. Dependent Variable:  Acceptance of E-OPRAS

	b. Predictors: (Constant), Facilitating conditions in using E-OPRAS, Performance Expectancy  for e-opras, Social influence for using E-OPRAS, Efforts Expectancy  in using E-OPRAS


Source: Field Data (2020)
Table 4.13 indicates the analysis of the variance (ANOVA) which was carried out in the regression analysis. The interest in the ANOVA table is on the F- statistics and its associated p-value. While the F- statistical test shows the overall significance of the model, the p-value gives an indication of whether the model is significant or insignificant. The model is said to be significant if and only if the p-value (sig) is less than .05 Aiken & West (1991). From the ANOVA table, the overall regression model is a good fit for the data; F test = 20.018, p = 0.000 < 0.05, which implies that the model reaches statistical significance. This is also called goodness of fit test. This obtained result implies that the regression model fits the data and that the independent variables (Performance Expectancy, Efforts Expectancy in using E-OPRAS, social influence for using E-OPRAS, facilitating conditions for using E-OPRAS) had an effect on the dependent variable (acceptability of E-OPRAS).
Table 4.14: Coefficients of Regressions
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.489
	.269
	
	1.816
	.072

	
	Performance Expectancy 
	.036
	.092
	.035
	.396
	

	
	Efforts Expectancy  
	.305
	.104
	.279
	2.931
	.004

	
	Social influence
	-.135
	.104
	-.121
	-1.291
	

	
	Facilitating conditions
	.590
	.098
	.569
	6.011
	.000

	a. Dependent Variable:  Acceptance of E-OPRAS


Source: Field Data (2020)
From the model Y= B0 +b1x1 + b2x2 + b3x3 + b4x4 + ɛ

Then Y= 0.489+0.036x1 + 0.305x2 + -0.135x3 + 0.590 x4
According to Pallant (2010) when evaluating each of the independent variables if the Sig. value (p-value) is less than .05, then the variable is making a significant unique contribution to the prediction of the dependent variable. If greater than .05, then you can conclude that the variable is not making a significant unique contribution to the prediction of your dependent variables. From table 4.14 in the Beta column show that from the analysis Performance Expectancy at OUT contributes by 0.035 which is equal to 3.5% to the acceptability of E-ORPRAS where Efforts Expectancy in using E-OPRAS contributed by 0.279 (30%) and p-value= .004 indicating that Efforts Expectancy in using E-OPRAS contribute significantly by 30% to the acceptability of E-OPRAS at OUT. Furthermore, the table indicates that social influence for using E-OPRAS contribute significantly to the acceptability of E-OPRAS by -0.121(-12%) with a p-value of 0.200, also the facilitating conditions for using E-OPRAS has a significant contribution to the acceptability of E-OPRAS by 0.569(57%) with a p-value of 0.000.
From the analysis Facilitating conditions in using E-OPRAS among the set of independent variables has a highly unique contribution to the acceptability of E-OPRAS at OUT meaning that a unity increase of facilitating conditions in using E-OPRAS lead to 57% contribution in acceptability of E-OPRAS at OUT. 
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction

This is the last chapter of this report which covers several issues especially the overall issues found in the study in the form of a summary, conclusion, recommendations for Tanzanian Public Organization toward the acceptability of E-OPRAS, and finally, a suggestion for future study.
5.2 Summary
The general objective of this study was to establish the acceptability of the Electronic-Open performance review and Appraisal System (E-OPRAS) at the Open University of Tanzania. From this general objective, four specific objectives were used to get data from respondents where the researcher determined the effects of technology usefulness/performance expectancy on acceptance of E-OPRAS  at the Open University of Tanzania, examined the effects of efforts expectancy in on acceptance of E-OPRAS at the Open University of Tanzania, determined the effects of facilitating environment on acceptance of E-OPRAS at the Open University of Tanzania and investigate the effects of social aspects on acceptance of  E-OPRAS at the  Open University of Tanzania.
Based on the descriptive statistics, the study comes up with results that acceptability of E-OPRAS is affected by the usefulness of E-OPRAS in the performance of employees whereby when the level of usefulness of E-OPRAS in the performance of employees increase it facilitate acceptability of E-OPRAS. Among the important reasons in this aspect were due to the fact that E-OPRAS increase effectiveness and performance (Mean=2.28) and that using E-OPRAS increases efficiency and productivity (Mean=2.23). The study also established that the acceptability of E-OPRAS is influenced by the level of effort expectancy among organizations. Among the important reasons in this aspect was the fact that E-OPRAS is easy to use (Mean=2.4) and that learning to use E-OPRAS is very easy for the respondents (Mean=2.3).

Furthermore, the findings indicated that facilitating an environment of applying E-OPRAS has a positive contribution to the acceptability for the use of E-OPRAS at the Open University of Tanzania which means that in order to increase the acceptability of the E-OPRAS, the organization needs to ensure a necessary facilitating environment for the adoption of E-OPRAS increases its performance of the organization. Among the important areas where OUT must invest enough efforts, is on ensuring the availability of resources necessary to use E-OPRAS (Mean=2.48) and ensure E-OPRAS compatibility with other technologies used at the OUT (Mean=2.41).
The findings with regard to the last objective showed that the social aspect influences the use of E-OPRAS at OUT. The important social aspects according to the respondents were seeing others using E-OPRAS (Mean=2.65), knowing that other people are using it (Mean=2.56), and using the system because people who are important to them are also using it (Mean=2.48). The correlation analysis revealed positive and statistically significant results between Performance Expectancy of E-OPRAS and its Acceptance, Efforts Expectancy and Acceptance of E-OPRAS, Social influence for using E-OPRAS and Acceptance of E-OPRAS and between Facilitating conditions in using E-OPRAS and Acceptance of E-OPRAS. Due to these results, all hypotheses of this study were accepted. Facilitating conditions had the highest relationship with acceptance of E-OPRAS.

The multiple regression analysis based on the R square revealed that the model explains by 45 percent of the variance in Acceptance of E-OPRAS hence indicated that the model is good to be generalized. Based on ANOVA the model was found to be significant. Based on the beta coefficients, the results established that facilitating conditions for using E-OPRAS has the highest significant contribution to the acceptability of E-OPRAS by 0.569(57%) with a p-value of 0.000. 
5.3 Conclusion
This study concludes that the findings of the study are very important to be put into consideration in all organizations which intend to establish and implement the use of E-OPRAS system as it is been used at OUT. Given the importance of the E-OPRAS in the performance of employees and the acceptability of E-OPRAS, it is concluded that there is a great need of using E-OPRAS in every working environment. In order to increases, its acceptability workers must be given orientation on the importance of the system to them and the organization.  
Efforts may hinder the use of E-OPRAS and its acceptability though this was not the case at OUT hence this must be taken into account to increase the acceptability of the system. The study established that both facilitating and social factors are important in the acceptability of E-OPRAS implying that such factors must be taken into account whenever organizations want to implement such systems.
5.4 Recommendations

Since the findings of the study show that the performance expectancy, efforts expectancy, facilitating environment and social aspects, have positive effects on the acceptability of E-OPRAS, then the study has various recommendations which are based on the study objectives in the sections below: -
5.4.1 Government

It is hereby recommended that the government should sufficiently enhance and promote good adoption of E-OPRAS in the public sector as it has a lot of advantages which include reducing time and improving quality of work as well as increasing convenience to employees. The Government should ensure that the organization's management and employees value the use and applications of the E-OPRAS system which in turn increases the use of the E-OPRAS system hence increase the Organization and employee performance. Also, the Government is recommended to formulate and effect policies and procedures that ensure that each public organization uses E-OPRAS.

5.4.2 To Public procuring Organizations

The organizations should promote and enhance the high level of understanding of the benefits of the use of E-OPRAS which serves as an organizational requirement for the purpose of enhancing good organizational performance. Furthermore recommended that the organization should establish rules and regulations that enforce compliance with the use of E-OPRAS by ensuring that there is the usefulness of E-OPRAS in the performance of employees, minimal efforts in the use of E-OPRAS in the performance of employees, facilitating an environment of applying E-OPRAS and social aspect which influence the use of E-OPRAS by employees to improve its operational efficiency, quality of services and ultimately increase its applicability of E-OPRAS.
5.4.3 Open University of Tanzania

Given the effects and importance of performance expectancy, efforts expectancy, facilitating conditions, and social influence on acceptability of E-OPRAS this study recommends consideration of these factors whenever there is a plan to introduce E-OPRAS or any new technology in the working environment.
5.5 Suggestion for Future Study

This study focused on, establishing the acceptability of the Electronic-Open performance review and Appraisal System at the Open University of Tanzania. Due to the usefulness of E-OPRAS the researcher recommends more research to be done on the area, involve the private sector, and increase the number of organizations to be studied in order to improve the reliability and generalization of their finding. This would allow a wide range of understanding in such factors and enable the organization to set detailed strategies for the quality organization performance through E-OPRAS. 
As this study included many factors influencing E-OPRAS acceptability, other research can focus on single factor so as to provide a detailed view on such factor in the context which leads to the performance of employee through the access use of E-OPRAS in Tanzania. Since the study variable contributed by 45%, further study should be done to determine the other factors which contribute to the acceptability of E-OPRAS.
As the current study only involved some employees of OUT, in the presence of enough resources and time, future studies can involve all employees as the number is not such big.
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APPENDIX

QUESTIONNAIRE FOR RESPONDENTS
ASSESSMENT OF ACCEPTABILITY OF ELECTRONIC OPEN PERFORMANCE REVIEW AND APPRAISAL SYSTEM AT OPEN UNIVERSITY OF TANZANIA
Dear respondent, 
My name is GRACE WILLIAM MAKUNGU, Master of Human Resource Management student at The Open University of Tanzania. This Questionnaire is intended to collect information on the study of assessment of  the Acceptability of Electronic Open Performance Review and Appraisal System (E-OPRAS) at the Open University of Tanzania. Your participation in this study is voluntary where by the data provided will be for academic research purpose. The questionnaire consists of 20 questions and it takes about 10 minutes to answer.  Rate your agreement with each of the statements by using the scale “1=strongly agree, 2=agree, 3=neutral, 4=disagree, 5=strongly disagree.” If you do not have an opinion about the statement, leave the box blank.

Your answer and views to this questionnaire will be treated confidential and for the purpose of this research only. If you have any questions concerning this study, do not hesitate to email gmakungu@gmail.com or call +255718755745
SECTION A: PERSONAL INFORMATION (V100)

1. General Information      
	(V101) Age              
1. (18-25)
2.26-35 
3. 36-45
4. 46-60 
5. 60 and above  (   )
	(V102)    Gender   
( Male 

( Female                                               

	(V103) What is your highest level of education? 

( Not attended       

( Primary education     

( Secondary education 

( Technical education    

( University education  
	(104) Work experience 
( 0-4 years 

( 5-9 years 

( 10 and above


	(V105) What is your marital status? 

( Single     ( Married      ( Divorce ( Separated
	


SECTION B

1=Strongly agree, 2=Agree, 3=Neutral, 4=Disagree, 5=Strongly disagree
PERFORMANCE EXPECTANCY FACTORS

	1) I find E-OPRAS very useful for performance management in organization
	1
	2
	3
	4
	5

	2) E-OPRAS is considered to be advantageous as compared to paper based OPRAS forms
	1
	2
	3
	4
	5

	3) I will always prefer to use E-OPRAS if it is available  
	1
	2
	3
	4
	5

	4) I believe using  E-OPRAS increases my efficiency and productivity
	1
	2
	3
	4
	5

	5) I believe using  E-OPRAS increases my effectiveness and performance
	1
	2
	3
	4
	5


EFFORTS EXPECTANCY FACTORS
	1) E-OPRAS is not complicated to use especially when filling the forms
	1
	2
	3
	4
	5

	2) I find  E-OPRAS easy to use
	1
	2
	3
	4
	5

	3) Using  E-OPRAS enables me to fill the OPRAS forms quickly
	1
	2
	3
	4
	5

	4) Learning to use  E-OPRAS was very easy for me
	1
	2
	3
	4
	5

	5) E-OPRAS is more user friendly than the paper based OPRAS forms
	1
	2
	3
	4
	5


SOCIAL INFLUENCES
	1) I use E-OPRAS because I have seen others using it
	1
	2
	3
	4
	5

	2) Training on the use of E-OPRAS influenced the use of E-OPRAS at the OUT
	1
	2
	3
	4
	5

	3) I use E-OPRAS because other people I know are using it
	1
	2
	3
	4
	5

	4) Everybody around my work environment is using E-OPRAS instead of paper based OPRAS 
	1
	2
	3
	4
	5

	5) People who are important to me are also using E-OPRAS
	1
	2
	3
	4
	5


FACILITATING CONDITIONS
	1) E-OPRAS seems to be more efficient as compared to other performance management systems
	1
	2
	3
	4
	5

	2) We have resources necessary to use  E-OPRAS at the OUT
	1
	2
	3
	4
	5

	3) E-OPRAS is compatible with other technologies we use at the OUT
	1
	2
	3
	4
	5

	4) Helpdesk services are available for assistance in case of difficulties in using  E-OPRAS  
	1
	2
	3
	4
	5

	5) E-OPRAS is definitely more convenient than other forms of performance management systems
	1
	2
	3
	4
	5


ACCEPTANCE OF E-OPRAS

	1) I intend to continue using  E-OPRAS in the future
	1
	2
	3
	4
	5

	2) I prefer to fill E-OPRAS forms than other forms of performance management systems
	1
	2
	3
	4
	5

	3) I will always try to use  E-OPRAS in my daily working life
	1
	2
	3
	4
	5

	4) I feel comfortable when performance measurement uses  E-OPRAS 
	1
	2
	3
	4
	5

	5) I am satisfied with  E-OPRAS process in my organization
	1
	2
	3
	4
	5


Thank you for your time

