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6 ABSTRACT
This study was set to assess the role of the Human Resource Information System (HRIS) on organizational performance. The study comprises four objectives namely; to assess the role of HRIS in human resource recruitment; to assess the role of HRIS in human resource controlling; to assess the role of HRIS in human resources job monitoring; and to examine the relationship between the use of HRIS and 6from a sample size of 150 respondents. The questionnaire was used as a data collection instrument. The study used a quantitative approach to analyze data employing descriptive statistics and multiple regression analysis. Results of the findings indicate that HRIS has a significant role in human resource recruitment in terms of tracking candidate resumes and information, a guide to the hiring process, matching job openings to suitable candidates from the company's application pool, and scheduling interviews and examinations. Results also indicate that HRIS has a significant role in human resource control in terms of improving security, preparation of payroll, centralized database of employee demographics, and retention and succession planning. In addition, it was found that HRIS has a significant influence on human resource monitoring specifically in improving performance appraisals, and time and attendance tracking. The regression findings indicated that the use of HRIS has a significant effect on organizational performance with a 55% variation of the model. The study recommends that it may be beneficial to configure HRIS with a company's operations and rules to properly incorporate human resource controlling and monitoring. In this regard, HR professionals must analyze particular workflows and policies about things like payroll, training, and salary raises.
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9 CHAPTER ONE
INTRODUCTION
10 1.1      Chapter Overview
The study presents the roles of management information systems on organizational performance. This chapter entails background knowledge, a statement of the problem, and the study objectives. It also discusses the study's research questions and their significance.
11 1.2      Introduction and Background of the Study

Over the last two decades, the level of ICT usage among government employees has been increasing (Romdhane, 2013). ICT has changed the way services are provided; it improves productivity and service quality whilst also reducing operating costs (Zainol, Fernandez, & Ahmad, 2017). 
Human resource management (HRM or simply HR) is a function in organizations designed to maximize employee performance of an employer's strategic objectives. HR is primarily concerned with the management of people within organizations, focusing on policies and systems. HR departments and units in organizations typically undertake several activities, including employee recruitment, training and development, performance appraisal, and rewards (e.g., managing pay and benefit systems). HR is also concerned with industrial relations, that is, the balancing of organizational practices with requirements arising from collective bargaining and governmental laws (Stone, Cox, & Gavin, 2020). 
HRIS is a human resource information system (HRIS) software containing a database that allows the entering, storage, and manipulation of data regarding employees of a company. It allows for global visualization and access to important employee information. HRM generally uses IT as HRIS. It is an integrated system acquiring and storing data used to make analysis, make decisions in the field of HR (Chakravarthy, 2015).
Human Resource Information System (HRIS) is an efficient response system for managing the human resource of an organization.  It includes hardware, software, forms, policies, procedures, and data. Through HRIS organizations collects, maintain, analyze, and report information on people and jobs.  The linkage between HRIS and organizational performance is understood theoretically but very few empirical works are done.
In today's knowledge economy, organizational success depends tremendously on the performance of human resource management (HRM) (Troshaniet al., 2011). Furthermore, Human Resource Management (HRM) has recently turned its concentration on knowledge sharing and strategic workforce analysis and has been increasingly evolving into a significant contributor to organizational strategic management.
The Management Information System (MIS) has evolved as an important tool and technique in business management area in the current opportunities and business threats. The right information at right time in the right format will decide the management's Human resource decisions. MIS is one of the important functions of management. In the 21st century, organizations need information that is accurate, timely, and reliable. The MIS plays an important role in providing the information required for crucial decision making which affects directly the performance of the organization (Kavanagh & Johnson, 2020).
The operational level activities include maintaining the employee records which are used as a basis for strategic stratum. With the growing importance of human resource management and the increasing size of organizations, maintenance of employee-related data and generating appropriate reports are crucial aspects of any organization. Therefore, more and more organizations are adopting computer-based human resource management systems (HRMS). This study is an effort to determine the roles and implementation of MIS for the business organization and show how it helps in taking management decisions related to management functions, especially for the top management (Tripathi, 2011).
HRIS can make a tremendous impact on the HR function as it allows companies to store and retrieve large amounts of information quickly and efficiently. This results in the elimination of work duplication and ensures streamlined processes, thereby minimizing cost (Iwuet al., 2021). The use of technology in HR has expanded spectacularly and is continuing to change HR management activities with executives, managers, and employees (Mathis & Jackson, 2010).
HRIS has grown in popularity since the 1960s (Lederer, 1984). A survey conducted in a study carried out by Ball (2001) showed that 60 percent of Fortune 500 companies during the late 90's use the HRIS to support daily human resource management (HRM) operations. HRIS is now used not only for administrative purposes but also for strategic and business decision-making purposes.
Heathfield (1987) defined Human Resource Information System (HRIS) as a software or online solution for the data entry, data tracking, and data information needs of the Human Resources, payroll, management, and accounting functions within a business. Normally packaged as a database, hundreds of companies sell some form of HRIS and every HRIS has different capabilities. 
An effective HRIS provides information on just about anything the company needs to track and analyze about current employees, former employees, and applicants. With an appropriate HRIS, Human Resource staff enables employees to do their own benefits updates and address changes, thus freeing them for more strategic functions (World Bank, 2002).
Tripathi, (2011) conducted a study on the role of Management Information Systems (MIS) in human resources. The study indicated that in today's organization, human resources are considered one of the key resources of business organizations. The transaction processing layer of MIS in the human resource function deals with routine activities like attendance recording and payroll calculations. The operational level activities also include maintaining the employee records, which are used as a basis for strategic layers. With the growing importance of human resource management and the increasing size of organizations, maintenance of employee-related data and generating appropriate reports are crucial aspects of any organization. 
Therefore, the majority of organizations are adopting computer-based human resource management systems (HRMS). This paper is an attempt to design and implement an MIS for the business organization and show how it helps in taking management decisions related to a management function, especially for the top management (Boon et al., 2019).
Dileep (2010) indicates that a human resource management information system is an integration of human resource management and information systems. Human resource management information system helps human resource managers perform human resource functions more effectively and systematically using technology. Human resource management information systems are usually a part of the organization's larger management information system, which would include accounting, production, and marketing functions.

Human Resource Information System has been introduced in Tanzania since 1995; however, its effectiveness in the management of HR in various institutions at different periods is yet to be established. To make a human resource department more effective and efficient and generally improve performance, new technologies are now being introduced regularly so that the work is made simpler and more modernized (Matimbwa & Masue, 2019).
In the 21st century era of information, communication & technology, organization management has been transformed in the present setup known as the “digital era” whereby most of the human resource (HR) functions have rapidly been changing by involving information technologies (Maditheti, 2017). Today HR has a new segment of HR processes and practices such as e-recruitment, e-performance, e-learning, e-selection, and other areas to replace the old versions. It is from this paradigm shift that a large number of organizations are leaving the traditional personnel management function and moving towards modern approaches of human resource information systems (HRIS) to boost their organization performance.
1.3       Statement of the Problem
The Government of the United Republic of Tanzania needs to launch control of paper-based records and establish a connection between the paper records and the information held in the HCMIS and the KoVIS database (Mwita, 2020). Both paper-based and electronic information systems supported the same HR management processes but they were not associated. Many challenges in maintaining employee records had been pointed out over the years. It remained the case that huge volumes of paper overwhelmed the registries and that the records themselves were incomplete and fragmented, with records about the same individual scattered through the system in both open and confidential registries (Nchimbi, 2019). 
The proliferation of files was partly because when staff was transferred between ministries during their careers, their files remained with the former employing ministry, and new files were opened by the office to which they were transferred. Poor management of personnel files was also a consequence of the lack of procedures for creating and maintaining master personnel files to hold prescribed key documents, and the lack of standards and procedures to support such recordkeeping processes as indexing, file tracking, and disposition of inactive files. File classification was not uniform, and storage conditions were often below modern standards (Quaosar, 2017).
The paper documents, personnel files, and HCMIS needed to function together as an integrated whole. For example, data entry forms sent by MDAs to the data entry section in PO-PSM should be returned to the originating MDA, but a visit to the data entry section where input forms from the previous year were heaped on the floor indicated that this was not happening (Moussa & El Arbi, 2020).
To solve these difficulties, a scanning program to digitize key paper personnel documents had been undertaken without a clear idea of how the new digital information would support information needs in the HR management function or, indeed, how it would be kept up to date as new HR events took place and new paper-based HR records were generated. Although up to this time and concerning all literature review that has been made there are some information that needs to be revealed and explored in this field. Few types of research done such as Moussa and El Arbi (2020); Quaosar (2017); Arifin and Tajudeen (2020); Nam (2019); Stair and Reynolds (2018) were conducted outside Tanzania and more specifically not in the study area.
Therefore, the main target of this study concentrates on the role of management information systems on the organizational performance in Singida Municipal Council. This study particularly examines whether employees have access to their records and their awareness regarding the importance of the human resource management system.  
12 1.4      The Objective of the Study
This section presents both the general objective and specific objectives.
13 1.4.1 General Research Objectives
The general objective is to examine the role of human resource management information systems on organizational performance.
14 1.4.2   Specific Research Objectives


(i) To assess the role of HRIS Recruitment on organizational performance
(ii) To determine the role of HRIS in controlling organizational performance
(iii) To find out the role of HRIS job monitoring on organizational performance
(iv) To examine the relationship between the use of HRIS and organizational performance
15 1.5      Research Questions
The following research questions guide the study.
(i) What is the role of HRIS in human resources recruitment?
(ii) What is the role of HRIS in human resources control?
(iii) What is the role of HRIS in human resources job monitoring?
(iv) To what extent does the use of HRIS influence organizational performance?
16 1.6      Scope of the Study
This study was conducted to examine the role of the human resource management information system on organizational performance in the Singida region. Specifically, the study assessed the role of HRIS Recruitment on organizational performance, determined the role of HRIS in controlling organizational performance, found out the role of HRIS job monitoring on organizational performance and examined the relationship between the use of HRIS and organizational performance. Also, the study was conducted in Singida Municipal Council.
17 1.7      Limitations of the Study

The first limitation comes from the number of samples selected, thus to find a significant relationship from the data sample size must be large. This is to ensure that a representative population chosen from the whole population cannot increase error, which leads the study to be meaningless. So, to ensure the accuracy of the result sample size must not be small. Data accessibility, data is the key issue in research to answer the problem intended since only data collected from the source can reveal the cause and size of that problem for a better solution. It investigated that insufficient data can lead to wrong research, which will also disturb this study if it will occur. 
Lack of enough previous study, researchers needs to review some related studies done by other researchers to see what leads to the challenges and solutions suggested for overcoming such kind of problem, Also, by using those studies it can be easier for new scholar/ researcher to identify gaps which will help him/her to concentrate within findings. Thus, the lack of enough previous studies hindered the research process since it acts as the way and instruction of the related problem. And, some of the potential respondents were not readily available to take part in the study, an aspect that delayed the availability of data.
18 1.8      The Rationale of the Study
This research is important since it paves the way to better human resources management hence improved performance. Also, it contributes to the new body of knowledge. Also, it intends to assist directors and managers in making effective leadership styles for peaceful and harmonious organizational relations. Moreover, different styles can be used by managers and senior staff to direct matters or make effective decisions for avoiding the possible hurdles, which can affect the actability of individuals in the workplace.
19 1.9      Organization of the Study
This study is organized into five chapters. Chapter one presents the background of the study, the statement of the research problem, the research objectives, the significance of the study, the scope of the study, and the organization of the study. Chapter two presents conceptual definitions and a theoretical and empirical literature review. It also provides the research gap and conceptual framework. Chapter three covers the research paradigm, research design, area of study, population of the study as well as sample size, and sampling techniques. In addition, the chapter presents types of data, methods of data collection, data processing, and analysis, measurement of variables, reliability, and validity, and finally ethical issues. Chapter four interprets data, analysis, and discussion of the findings. Finally, chapter five presents a summary of the findings and their implications, conclusion, recommendation, limitation of the study, and suggested areas for further studies. 
20 CHAPTER TWO
21 LITERATURE REVIEW
22 2.1      Overview

This chapter presents a literature review and related theories to the research problem. It has been organized into conceptual definitions, and theoretical and empirical reviews leading to the derivation of knowledge gaps existing in various studies. The chapter also contains a conceptual framework on customer satisfaction and service quality and lastly the connection between customer satisfaction and service quality.
23 2.2     Conceptual Definitions
24 2.2.1   Human Resource Information System
The accurate definition of HRISs has been debated by several academics (For example, Hyde and Shafritz 1977; Ball 2001; Kavanagh and Thite 2009). There is however, a consensus that an HRIS is a system used to acquire, store, analyze, retrieve, and distribute pertinent information regarding an organization's human resources and that it includes hardware, software, people, policies, procedures, and data (Kavanagh, Gueutal, and Tannenbaum 1990). Further, there appears to be agreement that an HRIS is an information system that is associated with the human resource function and that the primary users of these systems and the information that they capture are individuals employed as part of this function. Therefore, as summarized by Ramayah and Kurnia (2012), a human resource information system (HRIS) is a systematic procedure for collecting, storing, maintaining, retrieving, and validating data needed by an organization about its human resources. Human resource systems are the organizational support struts that keep internal operations running smoothly.
25 2.2.2   Organizational Performance

Organization performance is about how an organization transforms resources available within the firm in an efficient and effective manner to attain organizational objectives/goals (Daft, 1997). Also Kootz and Doneell (1993) defined organizational performance as the act of an enterprise to achieve goals like high profit, good financial result, market share, quality of product by using relevant strategy for action. Organizational goals vary depending on the purpose for which they are established. Business organizations have profit, growth, stability and survival as the main goals. 
A high performance organization is characterized largely by the following: high outputs or productivity, sustained and increasing market share, greater profitability or shareholder value, innovation, and differentiation of service from that of its competitors in its sector in one way or another (Stevens, 2000). According to Drury (2008), there are some popular ratios that measure organizational performance in terms of financial performance which are profitability and growth: return on asset (ROA), return on investment (ROI), return on sale (ROS), revenue growth, market shares, sales growth, liquidity and operational efficiency return on equity (ROE) and stock price. 
Also, non –financial performance like conducive working environment, employee morale and satisfaction, organizational reputation, organizational attraction to professionals, corporate social responsibility and customer satisfaction can be also considered in measuring the organizational performance in this study. This study defines organizational performance as the ability of HRIS through recruitment, controlling and monitoring to significantly enhance overall organizational efficiency and its sub-dimensions (HR functions, time management, cost management and managerial satisfaction with the system) in an inter-related and holistic manner, though in varying degrees. 
26 2.3      Theoretical Literature Review
The measurement of an organization’s success rate in technology adoption can be done through a technology organization environment (TOE) framework that explains the three key factors influencing the implementation of technological innovation: technological, organizational, and environmental factors (Yeh & Chen, 2018). 
In contrast, the measurement of an individual's success rate in technology adoption is evaluated through context, attitude, and behavioral factors. Most research focusing on the individual context has used theories such as the Theory of Planned Behavior (TPB), Theory of Reasoned Action (TRA), Technology Acceptance Model (TAM), Model of PC Utilization (MPCU), Motivational Model (MM), and TAM Extension and Updated Information System Success Model (ISSM) (Dwivedi, Rana, Jeyaraj, Clement, & Williams, 2017; Dwivedi, Rana, Jeyaraj, Clement, & Williams, 2019).
However, this study used Marcus’s Theoretical Model of Adoption. Marcus's theoretical model of technology adoption. According to Ankem (2004), the theory was derived from the diffusion of innovation theory and social learning theory. The model takes into account both individual and corporate adoption of innovation. Adoption is determined at the individual level by the availability of essential resources, the value that the individual places on the innovation, and the opportunity to learn about the innovation by observing others (Marcus, 1986). While at the organization level, the adoption is based on institutions’ ability to provide the conditions conducive to the introduction and acceptance of technological innovations that could be used to map out an institutional framework for effective adoption (ibid). This model is relevant to this study as it provides the factors such as HRIS and recruitment, controlling, and job monitoring that supports or affects the use of ICT. 
The model, therefore, provides a holistic understanding of multiple factors that necessitates the effective adoption of ICT to enhance teaching and learning. Apart from the value an individual is likely to attach to the innovation, the model could go beyond and address other several factors, which could be reflected in the questions.
The strength of the model is that it covers all the stages involved in the adoption process, from awareness to actual use and maintenance of the innovation. The theory provides a comprehensive explanation for why some individuals and organizations adopt innovations quickly, while others are slow to adopt. This theory can be applied to a wide range of innovations, from consumer goods to complex technologies, and can be adapted to fit different contexts and cultures.
However, the theory simplifies the complex adoption process and may not fully capture the nuances and complexities involved in the decision-making process. The model does not fully capture the diversity of individual experiences and motivations that may affect the adoption process. Also, the theory does not fully consider external factors, such as social influence, market conditions, and regulatory barriers, that may impact the adoption process. Overall, despite its limitations, Marcus's Theoretical Model of Adoption remains a valuable tool for understanding and predicting the adoption of innovations, and has been widely used and applied in a variety of fields.
27 2.4      Empirical Literature Review
In the last decade, the use of information systems in organizations and their impact on HRM has attracted great research attention (Shrivastava et al., 2003; Kovach and Cathcart, 1999; Eddy et al., 1999; Hubbard et al., 1998). As one of the information systems used in the organization, the HRIS is defined as the system used to acquire, store, manipulate, analyze, retrieve, and distribute pertinent information regarding an organization's HR (Kavanagh et al., 1990). It can range from simple file recording programs to complicated multi-operational facilities with decision support protocols (Kavanagh et al., 1990). As a decision support system, an HRIS has several qualities that can benefit organizations. As with any other information system, an HRIS increases the efficiency of HR operations (Kavanagh et al., 1990; Haines and Pettit,
1997). 
Since HR professionals can produce a large number of reports related to personnel decisions, they can refocus from repetitive administrative tasks to strategic issues (Walker, 2001). Thus, an HRIS can improve the services of the organization's internal customers (i.e. employees), which subsequently impacts product quality, customer service, and innovation (Au et al., 2002). HRIS can also increase employees’ participation in managing (verifying or correcting) their records (Gueutal, 2003), which gives employees a sense of control over their personal information. With these functions, an HRIS can improve not only the management of the firm but also the services rendered to employees. Other authors who wrote about HRIS include;
Ikhlas and Zaid (2010) indicated that quick response and access to information were the main benefits of human resource management information systems implementation. They also identified the cultural and financial barriers to the implementation of human resource management information systems. The current study intends to establish the effects of HRIS on human resources management and therefore this study adds to the benefits of human resources information systems to organize human resources management.
In a study by Moussa and El Arbi. (2020) on the impact of Human Resources Information Systems on individual innovation capability in Tunisian companies: The moderating role of affective commitment, the findings estimated by Smart PLS software, showed that HRIS usage enhances the individual innovation capability of Tunisian HR employees. Moreover, it has been found that employees' affective commitment moderates the relationship between HRIS usage and individual innovation capability. This means that the more the employees have engaged effectively in their organization more the HRIS impact is positive and noteworthy on the individual innovation behavior of HR staff. The study allows clarifying some lines, which are responsible for improving individual creativity.
Mercurio (2015) considers affective commitment to beat the heart of organizational commitment. In addition, affective commitment can play an important role in the success of the ERP project in general and the HRIS module in particular. It can contribute to the improvement of employee creativity as a result of the effective use of HRIS. Indeed, organizational commitment and more specifically affective commitment of employees facilitate the adoption and especially the use of information systems. This, in turn, enhances the innovative capacity of employees. It is, therefore, necessary that the use of HRIS be accompanied by an effective engagement of employees to ensure a greater chance of improving capacity for innovation. 
On the hand, Hosnavi and Ramezan (2010) argue that following HRIS usage, employees will be able to perform their tasks with a high level of precision, accuracy, and speed. HRIS is critical to the success of the HR function the benefits of HRIS are speed of response, easy access to information, increased administrative efficiency, and improved reporting and decision-making. In support of this argument, Bidan (2010) highlighted the role of information systems in sustainable development as paper use is substantially reduced. In a similar vein, Rangriz, Mehrabi, and Azadegan (2011) argue that HRIS helps support strategic decisions. Also, many studies revealed the major role of human resource information systems (HRIS) in improving individual performance and productivity (Lengnick-Hall & Steve, 2003; Reddick, 2009; Hosnavi & Ramezan, 2010). HRIS became the key factor for all firms (Chakraborty & Abu Mansour, 2013).
Quaosar (2017) conducted a study on the determinants of the adoption of human resources information systems in a developing country. A research model and corresponding questionnaire were developed to collect data using the purposive sampling method. Discriminant analysis of the data reveals that relative advantage; compatibility, complexity, top management support, organization size, and HRIS expertise are positively related to the adoption of HRIS. 
The study also examined whether there is a relationship between the extent of HRIS adoption and innovation and organizational and environmental variables. The results indicate that the size of the organization has a substantial impact on the extent of HRIS adoption. However, HRIS expertise is only significant in the regression with a total number of HRIS applications as the dependent variable. In a developing country scenario, this study has noteworthy theoretical and practical contributions in the field of HRIS.
Arifin and Tajudeen. (2020) did a study on the impact of human resources information systems in the military environment. The study revealed that the advent of information and communication technology (ICT) and its widespread usage today have dramatically changed the lives of individuals and the way organizations work. From the individual perspective, ICT usage has allowed employees to interact with their colleagues more efficiently by being able to share relevant information more speedily, such as in a matter of seconds. From the organizational perspective, ICT usage has certainly improved the effectiveness of many organizations in terms of their planning, processing of information, and in decision-making. 
The study further indicated that the implementation of the IS in most organizations is not as easy as it was expected because it involves various challenges and obstacles. Specifically, innovation diffusion or any new innovative technology adoption is slower or more difficult across the public sector than in the private sector. The findings were also supported by Nam, (2019). 
Other authors found out that at the organizational level, the use of technology such as social media (driven by ICT advancement) helps organizations to understand the needs of their customers, hence be better prepared to address the needs of these customers (Tajudeen, Jaafar, &Ainin, 2018). Information Systems (IS) has continued to make a significant impact on employees and organizations as a whole. While IS was once used primarily to automate manual processes, today it is transforming the nature of work, and in many cases, the quality of the products and services offered (Stair & Reynolds, 2018).
Khashman and Khashman (2016) conducted a study on the impact of human resource information system (HRIS) applications on organizational performance (efficiency and effectiveness) in Jordanian private hospitals. This study aimed to investigate the impact of human resource information systems (HRIS) on organizational performance in Jordanian private hospitals, by examining if the (HRIS) components (job analysis, recruitment, selection, performance appraisal applications, and communications) have a significant impact on organizational performance (efficiency, effectiveness). The result of this study showed that there is a positive impact of the HRMS applications on organizational performance, More specifically, it was found that positive attitudes from employees working in Human resources sections in private hospitals towards all human resource information system applications. 
The result of the study also indicated that employees working in human resources sections in private hospitals have positive attitudes towards organizational performance, which includes efficiency and effectiveness. The research recommended that hospitals should focus on human resource information system applications in the work environment to achieve a positive outcome and maximize organizational performance at all levels.
Yu, Lin, and Liao (2017) found that successful technology adoption was influenced by users' digital skills and information literacy. This means that the implementation of the new technology and IS has been explored quite widely. Choshin and Ghaffari (2017) on the other hand found that user satisfaction, infrastructure, costs, and system performance, were factors that could determine the success of e-commerce technology adoption. 
Also, in another study, Yusof and Aziz (2015) found that the use of HRMIS was beneficial to users, especially in information management and job monitoring. Related to this, Ibrahim and Yusliza (2015) noted three factors that would determine successful HRMIS implementation which include: user attitude, readiness for change, and technology readiness. 
Shani and Anderson (2010) conducted a study titled, have human resource information systems evolved into internal e‐commerce? The study shows that, as a management information system, an HRIS not only stores abundant information but also keeps track of processes related to business activities. For example, a payroll screen of an employee shows employee wage, social security deductions, and child support and also designates the procedure to manage this employee's payroll (e.g. send child support, pay net income, send taxes to government accounts, email pay stub). 
Similarly, more complex managerial functions can be incorporated into the system and communicated across the organization. Since each organization adopts particular procedures and routines in its daily activities, it would be useful if the organization could keep track of the decision-making process, and decision outcomes and be able to communicate this information to multiple users. Since managing people by trial and error is relatively costly for the firm's productivity and employees' morale, it is imperative to have a system that assures the accuracy and consistency of employee data.
Mjomba and Oyagi. (2021). Emphasized that in today's knowledge-based economy, Technology is playing a key role in shaping every area of our life. The Advances in technology bring innovative techniques and methods of doing business in the world of competitive corporate. Technological innovation in every business function has a significant impact on the performance of organizations and it helps to improve the competitiveness of the firms and thus increases the company's value. This study was conducted at Zanzibar Ports Corporation in Tanzania. The purpose of the study is to assess the influence of the human resource information system (HRIS) on organizational performance at Zanzibar Ports Corporation. 
The study findings revealed that HRIS has a positive influence on organizational performance. This was reflected by a high mean of 3.85916 and a standard deviation of 1.044994 respectively. The study concluded that human resource information system has a positive influence on organizational performance through among others helping in supporting strategic decision-making operation, program and policy assessment, or daily operational matters; providing information regarding employment and retention strategies to facilitate quality information to management to make informed decisions; enhancing competitiveness through developing and increasing HR operations; speeding up information dissemination and facilitate changes and reduction of administrative workload by minimizing the boring, repetitive and routine tasks.
28 2.5      Research Gap
In present times, the use of information technology is an important innovation in the area of human resources management (HRM) function.  HRIS is regarded as the backbone of contemporary HRM functions. It is a system that acquires, stores, influences, analyses, recovers, and disseminates pertinent information regarding the human resource. It is widely recognized that technological changes, both at work and more broadly, have had an enormous impact on people’s lives and that much of this influence has been constructive and beneficial. 
These technological advances have yielded positive benefits for individuals and their organizations. Modern workplaces require employees to successfully manage many different forms of ICT, including basic computing packages (such as word processing or data analysis programs), the Internet, email, and other applications. These technologies involve multitasking skills and at least some practical understanding of the technology. 
As noted earlier, effective utilization of ICTs benefits organizations via potential gains in efficiency and productivity and enables work to become more collaborative and transparent. Nevertheless, the technological advantages afforded by ICT will not be fully realized unless employees are able and willing to use these systems. 
Previous research (Shani and Tesone, 2010; Yusof and Aziz, 2015; Yusliza, 2015); has indicated that over 50% of organizations encounter employee resistance toward new technology implementation. Also, most researchers have indicated the importance of HRIS to organizational development and few have indicated the role of HRIS in human resources management, especially in recruitment, controlling, monitoring, and cost reduction. Most studies have been done outside Tanzania and little is known about the study area. This study, therefore, intends to bridge that gap.
29 2.6     Conceptual Framework
Independent variables   



Dependent variable
Figure 2.1: HRIS and Organization Performance

Source: (Balinado et al., 2022)
The figure above indicates that HRIS leads to easy recruitment, controlling and monitoring which also leads to organizational performance. These constructs were obtained from both empirical and theoretical literature review.
30 CHAPTER THREE
31 RESEARCH METHODOLOGY
32 3.1      Chapter Overview
This chapter presents a methodology that was used to collect and analyze data. It includes the description of the study area, research design, population, Sample and Sampling Technique, Procedures for data collection, Methods of Data Collection, Data Processing and Analysis, Data validity, and reliability analysis.
33 3.2      Research Paradigms
A paradigm is a way of examining social events from which particular understandings of these phenomena can be gained and explanations attempted (Saunders et al., 2007). This study used the positivist paradigm, which aligns itself with a particular view of the mechanisms, and assumptions of natural sciences, supported by a belief that only what is grounded in the observable can count as valid knowledge.
The positivist philosophy was employed for this study. This approach is justified by the fact that the purpose of this study is to allow concepts to arise from field data through a quantitative approach, which includes documentary review and questionnaires. According to Mack (2010), positivist philosophy aims to test theory and is most often associated with quantitative data collection and analysis; thus, it is usually quantitative research. Highly organized, big samples, measurement, and quantitative data collection are some of the most prominent data collection methods (Johnson & Onwuegbuzie, 2004; Creswell 2014).
34 3.3      Research Approach
A research approach refers to the overall strategy or plans for conducting a research study. There are several different research approaches, each with its strengths and weaknesses, that can be used depending on the research question, data available, and the type of study being conducted (Arghode, 2012). This study adopted a quantitative research approach. The quantitative research approach is a scientific, data-driven method for collecting, analyzing, and interpreting numerical data to answer research questions. It is commonly used in disciplines such as psychology, sociology, education, and health, among others (Apuke, 2017).
35 3.4      Research Design

Research design is an outline or a plan that one uses to generate a solution to a certain problem (Orodho, 2003). This research was guided by a quantitative research design. Quantitative research design is a type of research design that helps in describing the characteristics or phenomena being studied (Heikki, 2006). Therefore, the researcher endeavored to describe the role of HRIS on organizational performance. This helped the researcher to capture the information required in detail interpreting the information by use of numeric, narratives as well as figures.
36 3.5      Area of the Study
The study was conducted in Singida Municipal. The area has been chosen because it is important to study the role of HRIS on human resources management since no similar study has been done in the study area. Also, it was easier for the author to collect the data since he was familiar with the study area. An HRIS provides a centralized database that stores applicant tracking functions, on boarding, employee demographics, compensation and benefits choices, time, tracking, and so much more. It is also the hub for your employee data with up-to-date information on your organization’s hiring trends and employee retention. 
According to Jahan (2014), it is believed that in almost 70% of the offices, efficient execution of basic HR processes is their greatest challenge. So, for that 70%, an effective HRIS can lead to significant gains in productivity and decreased costs from your people operations team by performing typical functions. Therefore, it is important to study the role of HRIS in the study area.
37 3.6      The Population of the Study
According to Kothari (2007), the term population means an entire group of individuals, events, or objects that have common observable characteristics. The targeted population for this study was employees and leaders in government institutions. A total of 150 respondents were selected for the study. With this sample, the data from (almost) the entire population were collected. Also, resource constraints desired statistical power or desired accuracy influence the use of the chosen sample.
38 3.7      Sample and Sampling Technique
According to Kothari (2007), a sample is a collection of some parts of the population to be a true representative of the population. Sample size refers to the number of items to be selected from the population. A sampling technique is defined as a process of selecting several individuals or objects from a population such that the selected group contains elements representative of characteristics found in the entire group (Kothari, 2007). A sample of 150 respondents was involved in this study.


According to Trochim (2005), Sampling is the process of selecting units (e.g. people, organizations) from a population of interest so that by studying the sample we may fairly generalize our results back to the population from which they were chosen. The respondents for the questionnaire were selected randomly. This was because random sampling gives each element in the population an equal probability of getting into the sample, and all choices are independent of one another; also, it gives each possible sample combination an equal probability of being chosen, Kothari (2004).
39 3.7.1  Sample Size
For obtaining the sample size of the study, the mathematical formula was used. To calculate the required sample size, Yamane (1967) proposes a simplified formula for calculating the sample size of the study;
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Where; 
n: is the sample size
N: is the population size, 
e: is the level of precision, sometimes called sampling error or margin of error.
So far, if N = 208, and e = 0.05.
Then, the calculated sample size was
208/1+208(0.05)2 = 150
Hence, the number of respondents was 150
40 3.8      Variables and Measurement Procedures
41 3.8.1    Independent Variables
The independent variables can be defined as all factors that can be controlled, subject to change or test; independent variables affect dependent variables either positively or negatively (Illness, 2015). Human resource management practices were measured as independent variables in this study, which include recruitment, controlling, and monitoring. All independent variables were treated in ordinal measurement since they are categorical. 5-Likert scale questions on each variable were prepared to ensure accurate results and measurement of the predictors' effect size.
42 3.8.2   Dependent Variables
The dependent variables can be defined as factors that are measured to learn the effect of one or more independent variables (Illness, 2015). This study measured employee performance as the dependent variable. The ordinal scale was set as a measurement unit. 5-Likert scale with the degree of satisfaction (i.e. agree, strongly agree, neutral, disagree, and strongly disagree) was involved in the data collection instrument. Multiple linear regression techniques were adopted to measure the strength and direction of the relationship.
43 3.9     Procedures for Data Collection
According to Kothari (2007), the procedure for data collection is defined as a guideline for the collection, processing, and analysis of data from selected populations. 
44 3.9.1   Types of Data
The task of data collection follows after a research problem has been defined and the research design chalked out, Kothari (2007). In this research, two types of data, namely primary and secondary data were collected.
45 3.9.2   Primary Data
The primary data are those, which are collected afresh and for the first time and thus happen to be original. In this study, primary data were collected from respondents through questionnaires. Questionnaires were specifically designed to answer research questions and attain research objectives.
46 3.9.3   Secondary Data
Secondary data, on other hand, are those which have already been collected by someone else and which have already been passed through a statistical process.  Secondary data for this study were collected from books, journals, articles, and reports; both published and unpublished, as well as from online sources. 
47 3.10    Methods of Data Collection
The study employed a quantitative approach. Quantitative research is based on the measurement of quality or amount. It applies to phenomena that can be expressed in terms of quantity, Kothari (2007). Quantitative research employs strategies of inquiry such as surveys and experiments and collects data on predetermined instruments that yield statistical data or results with the intent of generalizing, Creswell (2003). In a quantitative study, the researcher's values, interpretation, and feelings are not considered, Kumar (2011); Kombo and Tromp, (2006). 
Primary data were obtained through a closed ended questionnaire. This method allows the respondents to receive the same set of questions in the same manner. According to Mugenda and Mugenda (2003), closed-ended questions are simple to formulate and flexible. 
48 3.11     Data Validity and Reliability Analysis

49 3.11.1   Data Reliability

Cronbach’s alpha coefficient was used to test the internal reliability of the measures in the questionnaire.  The adoption of Cronbach's alpha is based on the ground that it has the most utility for multi-item scales at the interval level of measurement; it requires only a single administration and provides a unique, quantitative estimate of the internal consistency of a scale (Sekaran, 2010; Cooper and Schindler, 2011). 
Internal reliability is the consistency of a set of measurement items or the degree to which an instrument measures the same way each time it is used under the same condition with the same subjects (Cronbach, 1951). It is the extent to which a questionnaire tests observation or any measurement procedure and produces the same results. That is the stability or consistency of scores over time or across ratters (Burns and Burns, 2012). 
Cronbach’s Alpha is a reliability coefficient that indicates how well items in a set are positively correlated to one another (Sekaran, 2006). According to Bryman and Bell (2015), generally reliability of 0.7 to 1.0 is considered acceptable and Cronbach’s alpha of less than 0.6 is generally considered to be poor. The result of the internal reliability test in Table 4.4 indicates that Cronbach in this study was above 0.7.
Table 3.1: Reliability Analysis
	Item
	Number of Respondents
	Cronbach’s Alpha
	Number of items

	Organizational Performance
	150
	0.913
	4

	Recruitment 
	150
	0.915
	5

	Controlling
	150
	0.814
	4

	Monitoring
	150
	0.981
	4


Source: Field Data (2022)
50 3.11.2  Validity
Validity is the degree to which a scale or index truly measures the notion that is being assessed or the degree to which an account accurately depicts the social phenomenon to which it refers (Babbie, 1992). Data was gathered from workers to guarantee the validity of the metrics. The study's questionnaires were pilot tested on a small number of participants, and the results were used to make changes that would better enable the collection of the needed data.
51 3.12     Data Processing and Analysis
Data were coded and entered into SPSS ready for analysis. Analysis of the quantitative data was organized and summarized using the Statistical Package for Social Science (SPSS) software. The researcher used quantitative techniques in analyzing the data. Descriptive analysis was employed; which include; mean, standard deviations, and frequencies/percentages. The analyzed data were presented in frequency and percentage tables; for easier interpretation and understanding of the research findings. Also, a multiple regression model was used to test the significance of the influence of the independent variables on the dependent variable. 
The multiple regression model is presented as follows. 
Y= β0+ β1X1+ β2X2+ β3X3+ β4X4+e
Where: 
Y = Organizational performance
X1 = Recruitment
X2 = Controlling
X3 = Monitoring
X4= Cost reduction
e is the error term 
β0 Represents the constant and
β1…. Β4 Are regression coefficients for each independent variable.
52 3.13     Assumptions of Linear Regression
53 3.13.1  Linearity Assumption
Multiple regression defines the significance of the relationship between the independent variable and the dependent variable when the nature of the relationship is linear (Osborne & Waters, 2002). This assumption elicits the direction of the overall analysis results (Keith, 2006). When linearity assumptions are not met may lead to bias in regression estimates including coefficients, standard errors, and tests of significance (Keith, 2006).
54 3.13.2  Homoscedasticity Assumption
Homoscedasticity is described as the distribution of the equal variance of errors across all levels of independent variables (Osborne& Waters, 2002). The assumption was tested by plotting standardized residuals and regression-predicted standardized values. Osborne and Waters (2002) suggest homoscedasticity be checked by examining the plot of standardized residuals and regression standardized predicted value. It is indicated by random scatter residuals around horizontal lines showing even distribution.
55 3.13.3  Multicollinearity Assumption
Multicollinearity is used to test if independent variables are uncorrelated, a researcher can interpret the regression coefficients to determine the effects of independent variables on dependent variables when collinearity is low (Keith, 2006). VIF (Variance Inflation Factors) and Tolerance Rate were applied to test collinearity among independent variables. Results show VIF was less than 10 and Tolerance ranged between 0 and 1. Keith (2006) stresses that tolerance levels for correlation range from zero (no independence) to one (completely independence) while the rule of thumb for large VIF value is ten.
56 3.13.4  Autocorrelations Assumption
Autocorrelations ensure errors are independent among independent variables (Osborne and Waters, 2002). Durbin-Watson was employed to determine this assumption as depicted on According to Field (2009), Durbin-Watson between 1.5 and 2.5 ensures independence of errors among variables. 
57 3.14     Ethical Issues
In this research, ethical issues were highly considered in conducting the research among respondents. This is because; it is a duty to protect the rights of the people in the study as well as their privacy and sensitivity. The researcher obtained the letter from the authorities including the university to enable him to collect the data from the study and respondents were ensured of their privacy and the findings obtained were for academic purposes. 
58 3.14.1  Privacy (Anonymity) of Individuals
The researcher ethically conducted the study, before data collection, the researcher informed the respondents about the study and its importance and what is to be done with the information they need to provide. Besides asking for respondents' consent, the researcher assured them of the confidentiality of the information they provided. The privacy of respondents and their personal information was withheld, and the researcher assured them that their personal information will not be revealed.
59 3.14.2  Use of Power to Influence Respondents
This refers to the use of forceful action, and coercion to intimidate respondents so that they conform to the needs of the researcher (Moreno et al., 2008). The researcher respected any decision that was made by respondents whether to participate or not participate.
60 3.14.3  No Distortion of Information
In adhering to this, the researcher received a letter from the Directorate of Postgraduate studies of the Open University of Tanzania for data collection. The researcher informed the respondents of the aim of the study. The respondents were informed that the data collected was to undertake the study by the researcher, hence was the academic requirement, that the information provided will only be used for academic purposes in solving the problem of low adoption of mobile marketing in Tanzania.
61 3.14.4  Misconduct in a Research Study
According to Saunders et al. (2012), research misconducts refer to fabrication, falsification, or plagiarism (FFP) in undertaking research, and that inhibits the professional, values, and best practices of undertaking the research study. The study adhered to the following during undertaking this study.
62 3.14.5  Fabrication or Manipulation of Data
These refer to presenting data that are not trustworthy and are against the principles and values of undertaking the research study. Data fabrication can be rooted in poor measurement scale and improper research design, not revealing the conflict of interest if there is one, in undertaking the study or manipulation of data in support of the research hypothesis (Moreno et al., 2008). With this, the researcher ensured that the study instruments were assessed on their validity and reliability and to check if they meet the purpose of the study phenomenon. However, before undertaking the study, a pilot study was undertaken. Notwithstanding that, there was no conflict of interest in undertaking the studied phenomenon.
63 3.14.6  Plagiarism
Plagiarism is the act of writing someone's findings or literature without acknowledging them (Kothari,2012). The researcher insured all the findings, literature, and materials from other authors are acknowledged in this study.
64 CHAPTER FOUR
65 PRESENTATION OF THE FINDINGS
66 4.1      Overview
This chapter presents the findings of the study. The findings are analyzed in the context of the objectives of the study stated in chapter one. The chapter begins with the demographic profile of the respondents.
67 4.2      Social Demographic Characteristics of Respondents
This section presents the demographic characteristics of respondents. The total sample size was 150 respondents. Socio-demographic variables which were summarized include gender, age, and education level as illustrated in Table 4.1.
Table 4.1: Descriptive Statistics Showing Socio-Demographics Summary

	Variable
	Category 
	Frequency
	Percentage

	Gender 
	Male
	96
	64

	
	Female 
	54
	36

	Age 
	Below 25 
	4
	2.7

	
	25-34 
	30
	20.0

	
	35-44 
	25
	16.7

	
	45-54 
	50
	33.3

	
	55 and above 
	41
	27.3

	Level of education
	Diploma level
	17
	11.3

	
	Bachelor degree level
	87
	58.0

	
	Postgraduate level
	46
	30.7


Source: Field Data (2022)
68 4.3      Gender of the Respondents
This is an important aspect in any organization or project as it provides the way through which males and females work together to accomplish a certain goal.  It is a way of looking at how social norms and power structures impact the lives and opportunities available to different groups of men and women. The findings indicate that 64% of the respondents were males and 36% were females.
69 4.4      Age of the Respondents
Respondents were asked to indicate their age groups categorized into five groups. The findings indicated that 91(60.6%) out of 150(100%) of the respondents were above 45 years of age followed by 55(36.7%) who were aged between 25-44 years old. The rest of the respondents 4(2.7%) were below 25 years of age.
70 4.4.1   Level of Education
The level of education is one of the factors that influence service provision in any organization. Respondents were asked to indicate their level of education. The findings indicated that 87 (58%) out of 150(100%) of the respondents had a bachelor's degree, 46 (30.7%) had a master's degree, and only 17(11.3%) were diploma holders. It indicates that most of the respondents are qualified to perform their functions and had enough knowledge regarding the problem under investigation. In general, these demographic statistics intended to establish the characteristics of the respondents and ensure that they were fit to participate in the study.

71 4.5      Analysis Based on the Specific Objectives of the Study
This part presents the findings of the specific objectives. The specific objectives include assessing the role of HRIS in human resources recruitment; assessing the role of HRIS in human resources controlling; assessing the role of HRIS in human resources job monitoring, and the relationship between the use of HRIS and organizational performance.
72 4.6     The Role of HRIS in Human Resource Recruitment on Organizational Performance
Descriptive statistics were used to assess the role of HRIS in human resource recruitment based on specified four variables; tracking of candidate resumes and information, a guide to the hiring process, matching of job openings to suitable candidates from the company's application pool, and scheduling of interviews and examinations. Results were depicted in Table 4.2.
Table 4.2: Descriptive Statistics Showing the Role of HRIS Recruitment on Organizational Performance

	Variable 
	Frequency
	Percentage

	Track of candidate resumes and information
	46
	30.7

	Guide to the hiring process
	29
	19.3

	Matching of job openings to suitable candidates from the company's application pool
	36
	24.0

	Scheduling of interviews and examinations
	39
	26.0

	Total
	150
	100.0


Source: Field Data (2022)
73 4.6.1   Track of Candidate Resumes and Information
HRIS provides Applicants with a view of the positions that are open using an online applicant portal. They can submit an online resume along with their most recent resume. Then, HRIS may plan interviews and tests, as well as monitor the progress of every application. Findings in Table 4.2 reveal that 46(30.7%) of the respondents out of 150 respondents agreed that, HRIS managed to track candidate resumes and information in the study area.
74 4.6.2   Guide to the Hiring Process
HRIS systems make it possible to analyze HR data so that they can help to hire managers with all aspects of the hiring process, including posting job openings, screening applicants, conducting interviews, choosing the best prospects, and extending offers. Based on the results in Table 4.2, 29(19.3%) of the respondents assent that HRIS in the study area provided a guide to the hiring process.
75 4.6.3  Matching of Job Openings to Suitable Candidates from the Company's Application Pool
When matching job opportunities with qualified applicants from the applicant pool of the organization, HRIS organizes all types of applicant-related data elements, including sensitive identifying information. Table 4.2 indicate that 36(24%) of the respondents out of 150 respondents agreed that, HRIS managed to match job openings to suitable candidates in the study area.
76 4.6.4   Scheduling of Interviews and Examinations
An HRIS with a unique personnel management system assists the company in the effective recruitment of its workforce by scheduling interviews and examinations. Table 4.2 reveal that 39(26%) of the respondent proposed that, HRIS in the study area assists in the scheduling of interviews and examination of applicants.
77 4.6.5   The Role of HRIS Human Resource Controlling on Organizational Performance
Respondents were asked to indicate their level of agreement and disagreement with the statement, which intended to find out whether HRIS human resources improves organizational performance. The variables included HRIS improving Security, HRIS improving the preparation of Payroll, HRIS leading to a centralized database of employee demographics, and HRIS helping in Retention and succession planning. 
Table 4.3: Descriptive Statistics Showing the Role of HRIS in Controlling Organizational Performance

	Variable 
	Frequency
	Percentage

	HRIS improves Security
	32
	21.3

	HRIS improves the preparation of Payroll
	38
	25.3

	HRIS leads to a centralized database of employee demographics
	38
	25.3

	HRIS helps in Retention and succession planning
	42
	28.0

	Total
	150
	100.0


Source: Field Data (2022)

78 4.6.6   HRIS Controlling Security Improvement
A lot of sensitive information about employees is contained in an HRIS, including their social security numbers, health information, bank account information, salary, benefits for domestic partners, results of job tests, and performance ratings. Table 4.3 indicate that 32(21.3%) of the respondents agreed that, HRIS improves employees' data security in the study area.
79 4.6.7  HRIS Controls the Preparation of Payroll
HRIS typically incorporates automated payroll because they are made to reduce administrative costs; this can assist save time and reducing errors. Results in Table 4.3 shows that 38(25.3%) of the respondents out of 150 respondents agreed that, HRIS improved the preparation of payroll in the study area.
80 4.6.8   HRIS on a Centralized Database of Employee Demographics
All HRIS systems share the trait of being created as transactional systems, which is a common feature. They are databases that preserve a business's financial transactions. Table 4.3 illustrates that, 38(25.3%) of the respondents assent that, HRIS led to a centralized database of employee demographics in the study area.
81 4.6.9   HRIS on Retention and Succession Planning
This is altered by an HRIS with succession planning capabilities since it automates the procedure, including the important follow-up, making it easier to identify (and monitor) outstanding performers. Table 4.3 shows that 42(28%) of the respondents suggest that, HRIS helps in the retention and succession planning of employees in the study area.
82 4.6.10  The Role of HRIS Human Resource Job Monitoring on Organizational Performance
Respondents were asked to indicate the extent to which HRIS job monitoring influences organizational performance. The variables included HRIS improves compliance, HRIS improves performance appraisals, HRIS improves time and attendance tracking leads to effective tracking of employees without being personally involved in micromanagement, and leads to quick access to useful information that mainly includes accessing employee data.
Table 4.4: Descriptive Statistics Showing the Role of HRIS Job Monitoring on Organizational Performance

	Variable 
	Frequency
	Percentage

	HRIS improves Compliance
	29
	19.3

	HRIS improves performance appraisals
	29
	19.3

	HRIS improves time and attendance tracking
	27
	18.0

	Effective tracking of employees without personally involving in micromanagement
	31
	20.7

	Quick access to useful information that mainly includes accessing employee data
	34
	22.7

	Total
	150
	100.0


Source: Field Data (2022)
83 4.6.11 HRIS on Compliance
HRIS enables firms to comply with laws and regulations and manage compliance risk by allowing them to define HR policies, manage risk, enforce compliance procedures, and audit management. Table 4.4 indicate that 29(19.3%) of the respondents out of 150 respondents suggest that, HRIS improves compliance in the study area.
84 4.6.12  HRIS on Performance Appraisals
HRIS gives managers access to real-time reporting, which enables managers to react to employee performance right away, rewarding excellent performance as it happens. Table 4.4 reveal that 29(19.3%) of the respondents suggest that, HRIS improves performance appraisals in the study area.
85 4.6.13  HRIS on Time and Attendance Tracking
Employees can monitor their schedules with HRIS systems and make modifications as needed. As indicated in Table 4.4, 27(18%) of the respondents agreed that HRIS improves time and attendance tracking.
86 4.6.14  HRIS on Tracking Employees
Employee data can be stored, tracked, and incorporated into HRIS software. Results in Table 4.4 yielded that, 31(20.7%) of the respondents agreed that HRIS helps in the effective tracking of employees without personally involving in micromanagement.
87 4.6.15  HRIS on Access to Employee Data
A good HRIS makes contact information for every team member available to the HR department and other workers. More effective work can be achieved by using an HRIS, which offers a database and directory for each employee. Based on Table 4.4, 34(22.7%) suggest that HRIS enables quick access to useful information that mainly includes accessing employee data.
88 4.7    The Relationship between the use of HRIS and Organizational Performance
The association between the use of HRIS and organizational performance was established using multiple linear regressions. With the use of this method, a relationship is established between two or more independent variables and one dependent variable.
89 4.8      Assumptions of Multiple Linear Regression
To prepare for the test, multiple regression assumptions were utilized, including linearity, normality, homoscedasticity, autocorrelation, and multicollinearity. 
90 4.8.1  Linearity Assumption
When the relationship is linear, multiple regression can effectively examine the connection between the dependent and independent variables. Pearson correlation was used to estimate the assumption. The findings in Table 4.5 show that recruitment, monitoring, and controlling have a significant linear relationship with organizational performance (p< .05). 
Table 4.5: Pearson Correlation Test

	
	Recruitment
	Controlling
	Monitoring
	Performance

	Recruitment
	Pearson Correlation
	1
	
	
	

	
	Sig. (2-tailed)
	
	
	
	

	
	N
	150
	
	
	

	Controlling
	Pearson Correlation
	-.040
	1
	
	

	
	Sig. (2-tailed)
	.627
	
	
	

	
	N
	150
	150
	
	

	Monitoring
	Pearson Correlation
	-.036
	-.016
	1
	

	
	Sig. (2-tailed)
	.665
	.846
	
	

	
	N
	150
	150
	150
	

	Performance
	Pearson Correlation
	.716**
	-.011
	.173*
	1

	
	Sig. (2-tailed)
	.000
	.009
	.035
	

	
	N
	150
	150
	150
	150


Source: Field Data (2022)

Additionally, there is a favorable and significant correlation between organizational performance and recruitment, with r(150) =.72, controlling, r(150) =.01, and monitoring, r(150) =.17.
91 4.8.2  Normality Assumption
This assumption, which informs the researcher of the anticipated results, is based on the shape of the normal distribution of the variables. To determine whether variables were normally distributed, Kurtosis and Skewness were used. Results in Table 4.6 show that all variables had skewness and kurtosis coefficients between ±2.98, indicating that the variables were normally distributed.
Table 4.6: Normality Test

	
	N
	Skewness
	Kurtosis

	
	Statistic
	Statistic
	Std. Error
	Statistic
	Std. Error

	Recruitment
	150
	.026
	.198
	-1.497
	.394

	Controlling
	150
	-.107
	.198
	-1.334
	.394

	Monitoring
	150
	-.012
	.198
	-.959
	.394


Source: Field Data (2022)
92 4.8.3  Homoscedasticity Assumption
According to the homoscedasticity assumption, errors have the same variance across all levels of the independent variables. To verify the hypothesis, a standardized residual was plotted against the dependent variable. As seen in Figure 4.1, homoscedasticity was demonstrated by the equal distribution of residuals around the horizontal line.
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Figure 4.1: Homoscedasticity Assumption

Source: Field Data (2022)

93 4.8.4   Autocorrelation Assumption
Errors that are independent of one another are subject to autocorrelations. Durbin-Watson was used to evaluate the autocorrelations of the variables. According to Table 4.7, Durbin-Watson was 1.6, which implies modest autocorrelations. Field (2009) asserts that low autocorrelations in variables are indicated by a Durbin-Watson value of 1.5 to 2.5.
Table 4.7: Autocorrelations Test

	Model
	R
	R Square
	Adjusted R Square
	Std. Error
	Durbin-Watson

	1
	.743a
	.553
	.543
	.856
	1.622


Source: Field Data (2022)

94 4.8.5  Multicollinearity Assumption
When independent variables are highly correlated or when one independent variable is a nearly linear composite of other independent variables, multicollinearity arises. Utilizing the tolerance rate and the Variance Inflation Factor (VIF), this assumption was explored. The results suggest that the independent variables exhibited little multicollinearity because the VIF was low (=1) and the Tolerance coefficient was high (>=.6). A high tolerance and low VIF score indicate low collinearity. While tolerance values range from 0 to 1, VIF values range from 1 to 10.
Table 4.8: Multicollinearity Test

	Model
	               Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	Recruitment
	.997
	1.003

	
	Controlling
	.998
	1.002

	
	Monitoring
	.998
	1.002


Source: Field Data (2022)
95 4.8.6   Multiple Linear Regression Analysis
The regression assumption tests were followed by several linear regression tests. Statistics showed that the regression model was significant (p<. 000). R Square =.553 demonstrates that independent variables accounted for 55.3% of the variation in the model. This suggests that HR recruitment, controlling, and monitoring all have a reasonable effect on organizational performance. The results are displayed in Table 4.9.
Table 4.9: Regression Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error
	Sig.

	.743a
	.553
	.543
	.856
	.743a
	.000


Source: Field Data (2022)

The regression coefficient results show that all independent variables were highly significant model predictors (p< .05.) As shown in Table 4.10, one unit improvement in recruitment accounts for a 0.7 unit rise in organizational performance, whereas one unit increase in HRIS controlling and monitoring account for 0.02 and 0.2 unit increase in organizational performance respectively.
Table 4.10: Regression Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.086
	.288
	
	.297
	.767

	
	Recruitment
	.778
	.060
	.724
	13.060
	.000

	
	Controlling
	.024
	.063
	.021
	.373
	.010

	
	Monitoring
	.166
	.046
	.199
	3.587
	.000


Source: Field Data (2022)

The following regression model equation was constructed from the table of regression coefficients.
From, 
y = α + β1X1 + β2 X2 + β3 X3 +… βnXn
Then,
         Y = 0.86 + 0.8X1 + 0.02X2 + 0.2X3
Whereas,
X1– Recruitment
X2 – Controlling
 X3 – Monitoring
Y – Organisational performance
            α - Constant
96 CHAPTER FIVE
97 DISCUSSION OF FINDINGS
98 5.1      Overview
This chapter discusses the findings for implications and empirical studies. The chapter presents a discussion of the findings based on the specific study objectives. The discussion of findings in research refers to the interpretation and explanation of the results of a study as it provides a space for the researcher to reflect on the significance and implications of the results.
99 5.2      The Role of HRIS in Human Resource Recruitment
The findings of the study revealed a positive relationship between HRIS and human resources recruitment. The findings from the regression coefficients indicates that most of the items are statistically significant implying that these HRIS variables influence recruitment. However, among the variables, HRIS helps to get qualified and quality personnel and HRIS leads to accuracy in the recruitment process.
The findings are consistent with those of Nthiga and Nyang’au(2021) who conducted a study on the effect of human resource information systems on the efficiency of information management on employees' performance at Murang’a water and sanitation companies in Kenya. The findings of the study established that human resource information system is used in the selected Water Companies in Murang'a County; the institutions have adopted HRIS in their operation; the impact adoption and implementation of HRIS involved the regulatory and environmental impact adoption and implementation of human resource information system and an effective. Afifah and Sary (2020) also concur with the current findings as they found out that HRIS influences employee performance and effectiveness. HRIS plays a significant role in human resource recruitment by streamlining and automating many of the manual tasks associated with the recruitment process. HRIS can automate the tracking of applicants from the initial job posting through the hiring process, including the tracking of resumes, cover letters, and interview notes. 

The use of HRIS in human resource recruitment can help organizations to streamline and automate many of the manual tasks associated with the recruitment process, while also providing valuable insights into the effectiveness of the recruitment process. This can help organizations to save time, improve the quality of hires, and reduce the cost of recruitment. HRIS can also provide valuable insights into the recruitment process through the use of reporting and analytics, including metrics such as time-to-hire, cost-per-hire, and applicant sources.
100 5.3     The Role of HRIS in Human Resources Controlling
Based on the findings, HRIS was found to significantly and positively influence human resources control. HRIS as an integrated system can control employees through the analysis of information regarding an organization’s human resources. Human Resource Information Systems (HRIS) play an important role in human resource control by providing a centralized repository for data and information related to the management and control of human resources. 
Karikari, Boateng, and Casey (2015) concur with these findings that, HRIS is an excellent tool for Human Resource Planning (HRP). It enhances the identification of unfilled positions accurately and analyses each job position with its title in an organization. It also provides insight into organizational training needs, selects the right persons to be trained, and evaluates the effectiveness of training programs, but has the challenges of forecasting the demand and supply of labour, access to information, cost of recruitment, and workforce shortage. 
The use of HRIS in human resource control can help organizations to improve the accuracy, efficiency, and effectiveness of their HR processes, while also providing valuable insights into the management and control of human resources. This can help organizations to better understand and manage the costs associated with their human capital and to ensure compliance with HR-related laws and regulations.
The result by Khan, Hussainy, Khan, and Khan. (2017). This also aligns with present findings on the notion that HRIS is widely used to access employees' information, absence monitoring, and performance appraisal to get quick responses to information, and reduction of errors and paperwork. It helps standardize the program and manpower requirements.
101 5.4      The Role of HRIS in Human Resources Job Monitoring
The findings indicated that the coefficients related to HRIS and job monitoring are statistically significant. This implies that HRIS improves all aspects of job monitoring including compliance, performance appraisals, and attendance tracking. Current results are consistent with Silva and Lima (2018) who researched the role of information systems in human resource management. The study highlighted that the extended use of information systems has a significant effect on job monitoring and organizational performance. It boosted a major transformation of human resources (HR) processes and practices within organizations. 
Jahan (2014) also concurs with the present findings on the fact that HRIS can help HR professionals comply with regulations and can also make the process of compiling information and reports much less time-consuming, 
Results imply that a well-developed HRIS offers several advantages such as reducing the cost of data stored in the HR department, faster data extraction and processing, reduce duplication of effort, resulting in reduced costs, the availability of accurate and up-to-date human resources data, better analysis leading to more effective decision-making, more meaningful career planning and advice at all levels, improving the quality of reports, a better ability to react to environmental changes and more transparency in the system.
CHAPTER SIX
CONCLUSION AND RECOMMENDATIONS
102 6.1     Overview
This chapter provides conclusions and recommendations for the study. It specifically comprises conclusions, recommendations, and areas for further studies.
103 6.2      Conclusions
The study found a positive relationship between HRIS and human resources recruitment. The findings from the regression coefficients indicates that most of the items are statistically significant implying that these HRIS variables influence recruitment. However, among the variables, HRIS helps to get qualified and quality personnel and HRIS leads to accuracy in the recruitment process were not statistically significant hence they don’t influence job recruitment.
The findings of the second objective indicate that HRIS leads to human resource control and most of the indicators are statistically significant except for HRIS improves security 
The findings on the third objective indicated that the coefficients related to HRIS and job monitoring are significant except for HRIS improves compliance and HRIS improves performance appraisals.
On the third objective, the study revealed that HRIS leads to increased efficiency and HRIS helps in the analysis of salary developments, salary comparisons are insignificant implying that they have no effects on HRIS 
Human resources information systems (HRIS) can play an important part in a company's HR function. Implementing an effective HRIS can be surefire for HR to stay on the cutting edge in its bid to deliver more effective and streamlined service. 
The main conclusion of this paper is the realization that the use of computerized HRIS is most effective than manual because it helps to maintain data with more accuracy in less time. And that it is also true that HRIS functions improve HRM in terms of administrative purposes and analytical purposes. HRIS work as a key component of the organization and a good HRIS provides important information about human resources needs and capabilities; this information assists the management team in establishing the organizational mission and setting goals and objectives in motion. 
HRIS is not limited to the computer hardware and software applications that comprise the technical part of the system: it also includes the people, policies, procedures, and data required to manage the HR function.
The use of an HRIS will reduce data-entry errors, increase the efficiency of business processes, and streamline the activities within the HR department, all creating new opportunities for better analysis of the workforce and thus, improving decision-making among company executives. This in the end will reduce the costs of operation and add value to the organization's operations.
This confirms that HRIS is essential in human resources management especially in recruitment, controlling, job monitoring, and cost reduction.
104 6.3      Implications of the Study
The use of HRIS can have a positive impact on organizational performance by improving the efficiency and effectiveness of HR operations, providing valuable insights into HR data and trends, and supporting compliance with HR-related laws and regulations. HRIS can help organizations to manage compliance with HR-related laws and regulations, reducing the risk of legal and financial consequences and improving the reputation of the organization. By reducing the time and effort required to manage HR processes, HRIS can help to increase the productivity of HR professionals and other employees, allowing them to focus on higher-value activities.
HRIS can also improve the accuracy of HR data by providing a centralized repository for employee information, reducing the risk of data errors and inconsistencies. The system enhances better decision-making: HRIS can provide valuable insights into HR-related data and trends, allowing organizations to make more informed and data-driven decisions about their human capital.
105 6.4      Recommendations of the Study
Since the system may be used to perform surveys of employees regarding their level of contentment with the organization, the company should use the HRM tool to raise employee satisfaction levels. The outcomes might be monitored by higher authorities, allowing the opinions of the workers to be heard and modifications to be made as necessary.
The system must be in line with all important HR operations, including the processes for performance management and remuneration, to guarantee the good impact of HRIS on HR functions.
It may be beneficial to configure HRIS with a company's operations and rules to properly incorporate human resource controlling and monitoring. In this regard, HR professionals must analyze particular workflows and policies about things like payroll, training, and salary raises. After reviewing these components, it is crucial to decide how the system should operate and confirm that HRIS can accommodate how businesses currently operate.
106 6.4      Areas for Further Studies
Further research is needed to explore the relationship between HRIS and employee engagement and satisfaction, including how HRIS can support employee engagement and the impact of HRIS on employee attitudes and perceptions. Research is also needed to explore the integration of HRIS with other HR systems, including performance management, talent management, and learning management systems, and the impact of these integrations on organizational performance. Research is needed to explore the impact of HRIS on workforce diversity and inclusiveness, including how HRIS can support diversity and inclusiveness initiatives and the impact of HRIS on diverse and inclusive workplace environments. These areas for further study can help to deepen our understanding of the use of HRIS and its impact on organizational performance, providing valuable insights into the best practices for HRIS implementation and use.
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108 APPENDICES

Appendix I: Questionnaire
	PART 1: BACKGROUND INFORMATION
(To be filled by all respondents –put a tick on  the correct choice)

	

	A1
	What is your sex?
	Male
	Female

	
	
	
	

	
	
	
	

	A2
	In which age category do you fall?
	15 – 30
	31 – 40
	41 – 50
	51 – 60
	61 and above

	
	
	
	
	
	
	

	
	
	
	
	
	

	A3
	What is your current marital status?
	Single
	Married
	Widow/Widower
	Divorces

	
	
	
	
	
	

	
	
	
	
	
	
	

	A4
	What is your current highest academic qualification?
	Certificate
	Diploma
	Bachelor
	Masters
	PhD
	Prof.

	
	
	
	
	
	
	
	


	S/No.
	Statement
	Strongly disagree
	Disagree
	Don’t Know
	Agree
	Strong Agree

	Part Ii: The Role of HRIS in Human Resources Management

	Part Ii: The Role Of HRIS in Human Resources Recruitment

	1. 
	HRIS will provide timely information for decision-making
	
	
	
	
	

	2. 
	HRIS helps to get qualified and quality personnel
	
	
	
	
	

	3. 
	HRIS leads to Accuracy in the recruitment process
	
	
	
	
	

	4. 
	HRIS helps to avoid corruption in the recruitment process
	
	
	
	
	

	5. 
	HRIS makes the recruiting process much easier for many organizations
	
	
	
	
	

	6. 
	Job-applicant tracking
	
	
	
	
	

	7. 
	THE ROLE OF HRIS IN HUMAN RESOURCES CONTROLLING
	
	
	
	
	

	8. 
	HRIS improves Security
	
	
	
	
	

	9. 
	HRIS improves the preparation of Payroll
	
	
	
	
	

	10. 
	HRIS leads to a centralized database of employee demographics
	
	
	
	
	

	11. 
	HRIS helps in Retention and succession planning
	
	
	
	
	

	12. 
	Assessing employee performance and generating reports
	
	
	
	
	

	THE ROLE OF HRIS IN HUMAN RESOURCES JOB MONITORING

	13. 
	HRIS improves Compliance.
	
	
	
	
	

	14. 
	HRIS improves Performance appraisals
	
	
	
	
	

	15. 
	HRIS improves Time and attendance tracking
	
	
	
	
	

	16. 
	Effective tracking of employees without personally involving in micromanagement.
	
	
	
	
	

	17. 
	Quick access to useful information that mainly includes accessing employee data.
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In case you need any further information, kindly do not hesitate to contact the Deputy Vice Chancellor (Academic) of the Open University of Tanzania, P.O.BOX 23409, Dar es Salaam. Tel: 022-2-2668820. We lastly thank you in advance for your assumed cooperation and facilitation of this research academic activity.

Yours Sincerely.
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