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ABSTRACT
This study assessed the factors influencing adoption of online recruitment system in Tanzania. Specifically, the study assessed the effect of attitude, subjective norms and behavioral control towards technology use on adoption of online recruitment system. The study adopted a positivism research philosophy, quantitative research approach and case study research design based at Public Service Recruitment Secretariat of Tanzania. The respondents were 150 employees of the Secretariat who were selected by stratified sampling method. The data was collected using structured questionnaire and analyzed by descriptive, Spearman’s correlation and simple regression analyses. The study revealed existence of positive and significant effect of attitude towards technology use and adoption of online recruitment system. Also, there was positive and significant effect of subjective norms and adoption of online recruitment system. Moreover, the study exposed significant positive effect of behavioral control on adoption of online recruitment system. From the stated findings, the study concluded that adoption of online recruitment system by employees of Public Service Recruitment Secretariat was greatly influenced by attitude towards technology use, subjective norms and behavioral control. Therefore, the study recommends that the Government of Tanzania and management of Public Service Recruitment Secretariat should make wise and timely decisions of improving employees’ attitude towards technology use as welstrengthening subjective norms and behavioral control in order to ensure that the online recruitment system attract adoption among users and conform to the social, economic and technological changes.
Source:  Factors influencing adoption, theoretical literature review and theory of planned behavior
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CHAPTER ONE
INTRODUCTION
1.1
Chapter Overview
This first chapter introduces the study by elaborating the background to the problem, statement of the problem, research objectives and research questions, relevance of the study, scope of the study, limitations of the study and organization of the dissertation. 
1.2 
Background to the Problem
Globally, the business organizations irrespective of their size and ownership are constantly engaged in the recruitment of employees in order to meet the current and future business requirements (Ekanayaka & Gamage, 2019). The process of recruitment is concerned with finding and attracting individuals to fill the vacant jobs in the organization (Dessler, 2013). In most cases, recruitment is an endless process in the life of organizations because new employees are required to fill the jobs created by terminations, dismissals or resignations of job incumbents. Also, recruitment of employees is required in order to fill the jobs created by the growth of business such as opening of new offices, increasing demand for goods and services and introduction of new technology (Ntamamilo, 2016). 
Traditionally, organizations around the globe conducted recruitment of employees manually by means paper and pen from preparation of job adverts and submission of the applications for the jobs by prospective employees.  Rathee and Bhuntel (2021) explain that manual recruitment system is too slow, time consuming, high cost due to use of bulk papers and more susceptible to re-advertisement of the jobs due to losses or misplacements job applications or failure to find qualified candidates because of lack of applicants databases and limited coverage of job advertisements. 
Nowadays, introduction of information and communication technology (ICT) and subsequent use of the same in implementing human resources management (HRM) functions and practices has brought a new system of recruitment of employees by the organizations known as online recruitment system (Ahmed, 2019).  According to Belisari et al. (2020), online recruitment system (ORS) uses ICT devices such as computers, tablets, mobile phones, information system, websites, social media and internet to link the employers and the job seekers. Silva (2020) added that ORS uses the online systems in the process of finding and attracting qualified job candidates to apply for vacant jobs of the organizations. 
Adoption of online recruitment began in American and European countries around 20th century. Parry & Tyson (2010) analyzed the use and success of online recruitment methods in the United Kingdom and the results showed that almost every organization used ICT devices such as websites, social media and online systems in the recruitment of employees. Increasing use of ORS in United Kingdom was accelerated by its ability to save time, speedy accuracy, high control, security and assurance of recruitment process. Owing to the potential benefits of ORS in recruitment process as opposed to manual recruitment system, it has spread fast and become evident almost in every corner of the world and business organizations by the 21st Century (Rathee & Bhuntel, 2021). 
Ajzen (1991) proposed the Theory of Planned Behavior (TPB) to explain and predict adoption and subsequent use of technological products. According to TPB, adoption of any technological products by individuals is determined by attitude towards technology (such as perceived ease of use, perceived usefulness and perceived time saving of the technology), subjective norms (influence by superior and peers that use of technology is good) and perceived behavioral control (users’ self-efficacy, resource facilitating condition, technology facilitating condition and iinstant technical help on technological use) (Azjen, 1991). Adoption of ORS as one of the emerging technology in HRM has been investigated among global researchers in view of understanding how its adoption is affected by above factors.

Ekanayaka and Gamage (2019) claimed that two attitudinal factors (ease of use and perceived usefulness) significantly influenced job seekers’ intention to use online recruitment in In Sri Lanka. Also, Sathyanarayana et al. (2024) noted that perceived enjoyment and perceived usefulness were two major drivers of job-seekers attitude towards adoption of e- recruitment websites in India. The subjective norms and perceived behavioral control seem less researched in relation to adoption of ORS among global researchers, hence an opportunity of further researches by incorporating attitude towards technology, subjective norms and behavioral control in understanding, explaining and predicting adoption of ORS
In Africa, adoption and subsequent use of ORS have become evident in most public and private organizations thanks to fast diffusion of modern ICT devices and their use in businesses undertakings (Louis et al., 2022). Based on Rawash and Saydan (2012), the use of ORS among African organizations is a comparatively new as it dates back to around 21st Century compared to countries in North America, Europe and few in Asia where online recruitment began around 20th century. Due to that there is scarce researches on adoption of ORS among public and private organizations in Africa. Since recruitment of employees by African organizations is implemented competitively with foreign organizations which have experience of using OSR, it make sense to understand how African organizations are adopting ORS in leveraging employees recruitment in the modern competitive business environment (Mordi & Nwagbara, 2018). 
In Tanzania’s public sector, introduction of online recruitment was catalyzed by the Public Service Reform Programme (PSRP) whose implementation began in 1990s with a major rationale of improving the efficiency and effectiveness of the public sector HRM among others (Mkulu & Paschal, 2020). In pursuit of the above rationale, the Government of Tanzania (GoT) has been introducing various ICT devices in implementation of the public sector HRM such as computers, tablets, information systems, internet and web-portals (GoT, 2016). 
Following establishment of the Public Service Recruitment Secretariat (PSRS) in 2010, the Secretariat assumed overall responsibilities of recruitment of employees to fill various job posts across the public sector of Tanzania (Ntamamilo, 2016). Considering the wide scope and complexity of the recruitment activities performed by PSRS, it adopted ORS to facilitate communication of job posts to the public, encouraging qualified candidates to apply for the jobs as well as receiving, process and maintaining applicants’ information (Ntamamilo, 2016). 
All information about job vacancy advertisements, short lists, interviews, placements and replies of complaints are available on the PSRS’s website <http://www.ajira.go. tz>. The job seekers visit the above website searching of recruitment information and creating personal accounts in order to apply for the jobs. Also, employees of PSRS are required to use the online recruitment system to post job adverts, receive applications, process application and give feedback of recruitment proves (Ntamamilo, 2016). 
Despite that the ORS has existed over a decade since 2010, PSRS is ill informed about adoption behavior of the ultimate users of the system. Ntamamio (2016) echoed that this situation may lead to over confidence of the GoT and management of PSRS about behavior of potential users ORS, consequently limit further improvement of the system to meet social, economic and technological changes. In view of this, this study was motivated to assess the factors influencing adoption of online recruitment system in Tanzania specifically at PSRS. 
1.3 
Statement of the Problem 
The public and private organizations globally are wholeheartedly embracing online recruitment system in order to overcome the weaknesses of traditional manual recruitment system which is claimed to be too slow, time consuming and high cost (Rathee & Bhuntel, 2021). Like other organizations globally, the PSRS uses ORS to post job adverts, receive applications, process application and give feedbacks of recruitment proves. Also, job seekers use online recruitment system available on the PSRS website to finds recruitment information such as job vacancy advertisements, job applications, short lists, interviews, placements and replies of complaints (Ntamamilo, 2016). However, little is understood about adoption and usage behavior of the ORS by employees and job seekers in Tanzania. This is because from the best knowledge of the researcher through extensive literature review, there are no studies, which were conducted on online recruitment in Tanzania biasing on the factors influencing adoption of ORS. 
TPB explains three factors which are likely to accelerate and sustain adoption and frequent use of any technological products namely; attitude towards technology, subjective norms and perceived behavioral control (Azjen, 1991). In their reports, Ekanayaka and Gamage (2019) and Sathyanarayan et al. (2024) proved that the above factors affected adoption of online recruitment system in Sri Lana and India respectively. But, influence of attitude towards technology, subjective norms and perceived behavioral control on technology adoption seem neither researched nor well understood among African and Tanzanian organizations despite increasing trend of adoption of ORS
The limited understanding of the factors influencing adoption of ORS may jeopardize the efforts of enhancing performance and sustainability of the system due to failure of the GoT and PSRS to make wise and timely decisions of enhancing suitability of the ORS to potential users and conform to the social, economic and technological changes. The GoT is untiringly implementing enabling efforts to support usage of ICT devices countrywide through internet connectivity. Also, management of PSRS through ICT Resource Centre ensures that the online recruitment system is reliable and accessible by ultimate users (GoT, 2024). However, no empirical studies have been conducted to alert the GoT and PSRS about adoption factors responsible for adoption of OPRS in Tanzania. Arguably, this study was undertaken as an attempt to clear out the above knowledge gap by making an assessment of the factors influencing adoption of ORS at PSRS in Tanzania. 
1.4 
Research Objectives
The study pursued one general objective and three specific objectives stated below:
1.4.1 
General Research Objective
The general objective of the study was to assess the factors influencing adoption of online recruitment in Tanzania. 
1.4.2 
Specific Research Objectives
(i) To determine the effect of attitude towards technology on adoption online recruitment system at PSRS.
(ii) To identify the effect of subjective norms on adoption of online recruitment system at PSRS.
(iii)  To assess effect of behavioral control on adoption of online recruitment system at PSRS.
1.5 
Research Questions
1.5.1 
Main Research Question
What are the factors affect adoption of online recruitment system in Tanzania?
1.5.2 
Specific Research Questions
(i) What is effect of attitude towards technology on adoption online recruitment system at PSRS?
(ii) What is the effect of subjective norms on adoption of online recruitment system at PSRS?
(iii) What is the effect of behavioral control on adoption of online recruitment system PSRS?
1.6 
Significance of the Study
The findings of this study help in better understanding of employees’ viewpoints regarding the adoption of ORS. The findings can help the GoT and management of PSRS to recognize the factors that can speed up the adoption and frequent use of ORS in recruitment process.
Also, the study contributes in an unexplored field of study in which the current literature on the domain of adoption of ORS in Tanzania was strictly limited. So, this study adds up the literatures on the factors behind the adoption of online recruitment in Tanzania.
Again, the findings of this study serve as an empirical foundation for further research works in problem related to online recruitment not only at PSRS or Tanzania public sector but also in private sector within and outside of Tanzania. Moreover, the findings of this study are beneficial to other researchers and academicians who may use the findings to further their studies on the ORS.
1.7 
Scope of the Study
The scope of this study was assessment of the factors influencing adoption of online recruitment in Tanzania. The PSRS was the geographical scope of this study because it was the central organ responsible for recruitment of employees to fill job vacancies among employers in the public sector of Tanzania. In pursuit of the stated responsibility, the PSRS used ORS. The specific outcomes of this study were centered on the effect of attitude towards technology on adoption of ORS, the effect of subjective norms on adoption of ORS and the effect of behavioral control on adoption of ORS.
The study covered three factors explained by TPB to influence adoption of technological products namely; attitude towards technology use, subjective norms and behavioral control, which were the independent variables while adoption of ORS was the dependent variable.
1.8 
Organization of the Dissertation
Next to this first chapter, there is chapter two which covers the literature review wherein key terms of the study are defined, the Theories on technology adoption are explained and empirical literatures are reviewed. Also, chapter two provides the research gap and conceptual framework. Next, there is chapter three which provides the elements of research methodology namely; research philosophy, research strategy, area of the study, target population, sampling techniques and sample size, data collection, validity and reliability of research data, data analysis and ethical consideration.. 
Chapter four covers presentation of the research findings wherein in there is subsection for demographic data of the respondents, descriptive analysis of the data of the research variables (attitude towards technology use, subjective norms, perceived behavioral control and adoption of online recruitment system). This is followed by presentation of findings from the Spearman’s correlation analysis and simple linear regression analysis.  Chapter five provides the discussion of the research findings on each specific objective of this study. Chapter six provides the conclusion, recommendations to the GoT and management of PSR and limitations of research which reinforces areas of future researches. 
CHAPTER TWO
LITERATURE REVIEW
2.1 
Chapter Overview
This chapter review the literatures on or related to factors influencing adoption of online recruitment system (ORS). The chapter is subdivided into three parts namely theoretical literature review, empirical literature review and the conceptual framework. The theoretical literature review focuses on conceptual definitions and theory relevant to technology adoption by potential users. The empirical literature review covers various literatures on the domain of the factors influencing adoption of online recruitment system (ORS). The conceptual framework presents the research variables and their relationships.
2.2 
Theoretical Literature Review 
Under this subsection, there are subsections on definitions of key terms and theory relevant to technology adoption among potential users.
2.2.1 
Definition of Key Terms
2.2.1.1 Recruitment
According to Armstrong (2011) recruitment is a process of obtaining right number and quality of employees required to satisfy the human resource needs of the company at minimum cost. Dessler (2013) defines recruitment as the process of finding and/or attracting applicants for the employer’s open job positions. Ntamamilo (2016) noted that recruitment involves three (3) actions namely creation of job vacancy, prospecting sources of candidates for the job vacancies and encouraging candidates to fill the vacant job posts. Rathee and Bhuntel (2021) outline two system of implementing recruitment namely; manual system and online recruitment system (also known as electronic recruitment system). However, this study focused on the online recruitment system, which has recently replaced manual recruitment system at PSRS.
2.2.1.2 Online Recruitment System 
According to Belisari et al. (2020), online recruitment system (ORS) is the system that links the employers and the job seekers by facilitating job advertisement and submission of applications letters and curriculum vitae through websites, portals or social media platforms. Silva (2020) defines ORS as the system, which facilitates the process of finding and attracting capable applicants for employment through online system. The process begins when new recruits are sought and ends when their applications are submitted.
In this study, online recruitment system was used to mean special online system designed for the purpose of recruiting new employees through online websites by facilitating posting of the job vacancies on the PSRS website and submission of applications by the qualified candidates which in turn depends on attitude towards technology use, subjective norms and perceived behavioral control (Ajzen, 1991). 
2.2.1.3 Attitude towards Technology
In reflection to Ajzen (2002), attitude towards technology use refers to a degree which a potential users of technology has a favorable or unfavorable interest towards adoption of the technology. Erick (2015) noted that attitude towards technology implies a positive or negative feeling or mental state of readiness that influences decision to adopt the technology. Normally, the more the ultimate users of the technology has a favorable attitude towards a technology the more they are likely to adopt and frequently use the technology (Erick, 2015). 
According to Taylor and Todd (1995), attitude towards technology use include perceived ease of use and perceived usefulness of the technology. Perceived ease of use is a degree which a person believes that using the technology will be effortless while perceived usefulness denotes the degree which a person believes that using a technology will offer advantageous than exited technology (Moons & De Pelsmacker, 2015). Therefore, in this study attitude towards technology had similar meaning stated by (Erick, 2015) and was measured by items for perceived ease of use and perceived usefulness of the ORS among employees of PSRS.
2.2.1.4 Subjective Norms
According to Knabe (2009), subjective norms refers to person’s belief on how others think about engaging in or performing the behavior. Moons and De Pelsmacker (2015) regard subjective norm as person’s perception on how important social groups and elite considers the importance of the specific behaviour. Normally, effect of person’s subjective norm on behaviour intention is called the compliance effect because individuals are likely to engage in the behaviour just by complying with the influences of peers and elite influences (Taylor & Todd, 1995). In this study, subjective norm had similar meaning stated above and was measured by items for peer influence and elite influence (Taylor & Todd, 1995).
2.2.1.5 Behavioral Control
Behavioral control refers to perception of individual whether or not can perform the specific behavior and how easy it is to it (Knabe, 2009). According to Moons and De Pelsmacker (2015), behavioural control refers to personal judgements on how easy or difficult it would be to carry out the behaviour. Taylor & Todd (1995) noted that perceived behavioural control is affected by one’s own skills or knowledge, environmental constraints and availability of facilitating condition to carry out the behaviour. Therefore, this study defines behavioral control as a state of readiness and simplicity to adopt online recruitment system by employees of PSRS and was measured by items proposed by (Taylor & Todd, 1995) as self-efficacy, resource facilitating conditions and technology facilitating conditions. 
2.2.1.6
Adoption of Technology  
According to Sathyanarayana et al. (2024) adoption of technology refers to a process by which ultimate users of the technology accept and use new technology. For the context of this study, new technology is the online recruitment system which has replaced manual recruitment system. Adoption involves deliberate learning and adapting to the new technology (Moons & De Pelsmacker, 2015). Several factors have been reported to affected adoption of the new technologies such as perceived ease of use, perceived usefulness, resource facilitating condition, technology facilitating condition and social influence (Taylor & Todd, 1995). In this study, adoption of technology has similar meaning stated by Sathyanarayana et al. (2024) and was measured by items for actual use of the system and frequency of using the system.
2.2.2 
Theoretical Literature Review
Theoretical literature review on the factors influencing adoption of online recruitment system was anchored on the Theory of Planned Baheviour (TPB). The TPB provides a framework on the manner which attitude towards technology, subjective norms and perceived behavioral control affect adoption of technological products. Considering that the online recruitment system is one of the technological products recently introduced in the field of HRM, the factors influencing adoption of online recruitment system by employees of PSRS and job seekers are well explained and predicted by TPB.
The Theory of Planned Behaviour (TPB) was established by Ajzen in 1988 following advancement of the scientific Theory of Reasoned Action. The TPB explain the actions (or behavior) of individuals based on assumption that individual’s intention when combined with perceived behavioral control predict behavior with greater accuracy (Ajzen, 1991). Ajzen summarized the constructs of the TPB as attitude toward behavior, perceived behavioral control and subjective norms (Ajzen, 1991). These constructs have been translated by several scholars as well as their applications in understanding, explaining and predicting behaviour of individuals in different situations.
According to Moons and De Pelsmacker (2015), attitude towards behaviour denotes the extent, which the behaviour is regarded to be favourable or unfavourable by individual. Erick (2015) considers attitude as positive or negative feeling or mental state of readiness that influences response of individuals toward certain behavior. 
Perceived behavioral control reflect perception of individual whether or not can perform the specific behavior and how easy it is to perform (Knabe, 2009). According to Moons and De Pelsmacker (2015), perceived behavioural control is a person’s perception on how easy or difficult it would be to carry out the behaviour due to own skills, knowledge and experience as well as perceived constraints and facilitators in the carryout the behaviour. 
Subjective norms refers to belief of individuals on how other people think, regards or perceive whether or not the behavior should be performed (Knabe, 2009). Moons and De Pelsmacker (2015) explains that the subjective norm denotes person’s perceptions and expectations on how important people (reference groups) consider performance of the behaviour. In view of that, Moons and De Pelsmacker (2015) argued that individual can engage in certain behaviour as the effect of complying with the influences from peers and superiors groups. 
2.2.2.1 Limitations of the Theory of Planned Behavior
One of the limitations against TPB is that it assumes that person has acquired the opportunities and resources to be successful in performing the desired behaviour regardless of the intention. Also, TPB does not account for other variables which factor into behavioural intention and motivation such as fear, threat, mood, or past experience. Again, TPB is criticized due to assumption that behaviour is the result of a linear decision-making process while ignoring that behaviour can change over time (Moons & De Pelsmacker, 2015).
2.2.2.2 Applicability of the Theory of Planned Behavior by this Study 
Despite the limitations raised against TPB, it has been widely used in several social scientific studies on individual behavior over years and decades since 1990s (Kanimozhi & Selvarani, 2019). Until now, TPB has high recognition in analyzing and predicting behaviors associated by adoption and usage of technological products of which online recruitment system is a part.  When using TPB to analyze and predict individual behavior towards adoption and use of technological products, some researchers are interested in the constructs of the TPB than the limitations (Erick, 2015). Other scholar is interested in limitations or constraints toward successful performance of the desired behaviour (Moons & De Pelsmacker, 2015). 
However, this study was interested on the constructs of the TPB in analyzing the factors influencing adoption of online recruitment system among employees of PSRS. As per TPB, attitude towards technology, subjective norms and perceived behavioral control predicts adoption of technological products with high degree of accuracy (Ajzen, 1991). In view of that, TPB ticks the specific focus of this study which was to determine the effect of attitude towards technology use on adoption of ORS, identify the effect of subjective norms on adoption of ORS and assess the effect of behavioral control on adoption of ORS. 
2.3
 Empirical Literature Review
This subsection analyzes the empirical studies, which were conducted by different scholars on or in relation to the factors influencing adoption of online recruitment systems. The reviewed studies are organized in accordance with specific objectives of this study as follows. 
2.3.1
Effect of Attitude towards Technology on Adoption Online Recruitment System
Ekanayaka and Gamage (2019) investigated the impact of online recruitment on candidates’ intentions to apply for the job posts at the University of Kelaniya in Sri Lanka.  A sample was 60 undergraduate students in final years of their study and were selected using simple random sampling. The research used survey method of data collected and generated data by means of self-administered questionnaire. Simple regression revealed that ease of use and perceived usefulness significantly influenced job seekers’ intention to use online recruitment system. The above research is applicable by this study because it gives empirical data on the ways which attitudinal factors affect usage behavior of the technology. However, there is contextual gap which make the findings not generalizable on the adoption ORS among employees of PSRS because the above research was conducted at the University of Kelaniya in Sri Lanka and the sample were University students.
Grimaldo and Uy (2020) investigated the factors affecting the usage of online recruitment tools among the persons in charge of recruitment in Philippines. The study used descriptive correlational design and survey questionnaire to gather the perception of the respondents on the perceived usefulness, perceived ease of use and attitude towards the use on the intention to use online recruitment system. The finding exposed that ease of use and attitude were significant to users’ intention to use online recruitment system. But, perceived usefulness was found to have no significance effect on users’ intention to use an online recruitment system.  The above research is applicable by this study because it used employees of recruitment agency to analyze the effect of perceived usefulness, perceived ease of use and attitude towards the use on the intention to use online recruitment system. But, the research was confirmed in Philippines, which open up research gap on similar phenomenon among employees of recruitment agencies in other countries. 
Rathee and Bhuntel (2021) investigated the perception of job seeking employees towards online recruitment system in National Capital Region and Haryana. A sample size was 110 respondents from the different organizations in the research area. T-test, analysis of variance (ANOVA) and factor analysis were used to analyze the research data. The results showed that online recruitment system was perceived to be beneficial, saved time and made the recruitment process faster. Also, online recruitment system was perceived to lower cost and improve efficiency of recruitment process of the organizations. The above research is applicable by this study as it explain general attitude of job seeking employees towards online recruitment system. However, the research did not go further by testing the impact of the stated attitudinal variables on the adoption of online recruitment system at National Capital Region and Haryana.
Tanantong and Wongras (2024) explored the factors, which influenced users’ intention to adopt artificial intelligence (AI) in recruitment in Thailand. The survey questionnaire was used to collect data and was completed by 364 Human Resource Experts and Recruitment Experts at the Bangkok metropolitan area in Thailand. The results showed that perceived value, perceived autonomy and effort expectancy significantly affected the intention to adopt AI for recruitment in Thailand. The above research is applicable by this study because it gives empirical data on the effect of attitudinal factors on the adoption of IA technology in recruitment. But, the research was not specific to online recruitment system and were was confirmed on Human Resource Experts and Recruitment Experts at the Bangkok metropolitan area in Thailand.
Sathyanarayana et al. (2024) tested the relationship between perceived usefulness and perceived ease of use on user acceptance of online recruitment system in Indian. Perceived usefulness and perceived ease of use of the technology are two constructs of attitude towards the technology. The researchers used a cross-sectional study with descriptive research design were used and the sample of 612 respondents was selected using the purposive sampling method. The findings showed that perceived usefulness positively affected usage of online recruitment website among Indian job seekers. The researchers concluded that perceived enjoyment and perceived usefulness of the technology were two major drivers of job-seekers attitude towards adoption of online recruitment websites in India. The above research is applicable by this study in comprehending the influence of attitudinal factors on the adoption of online recruitment system. But, the research was conducted in India and population of job seekers, which create research opportunity in other countries that has adopted online recruitment system and other users of online recruitment system like employees of the recruitment agencies. 
2.3.2 Effect of Subjective Norms on Adoption of Online Recruitment System
Mahmood and Ling (2017) analyzed the factors influencing job-seekers’ intention to use online recruitment websites. The researchers deployed systematic literature review approach and was based in Malaysia. The finding showed that trust that influential groups (peer and elite) use or recommend use of online recruitment websites significant influenced actual use of online recruitment websites among individuals.
Siddarth and Ravimohan (2020) examined the reasons behind company’s decision to use online hiring in India. Among the factors related to the adoption of corporate web sites and commercial jobs boards, which were covered were subjective norms.  The findings showed existent of positive effect of the subjective norms on the company’s decision to use online hiring in India. The above research is applicable by this study as it give connection between subjective norms and company’s decision to use online hiring. But the findings are relevant in the Indian context especially in understanding the manner which subjective norms affect decision makers of the company to use online hiring. This create research opportunity on the influence of subjective norms on decision to adopt online recruitment system in other countries and other users apart from company’s decision makers.
Tanantong and Wongras (2024) explored the factors, which influenced users’ intention to adopt AI in recruitment in Thailand.  The influence of subject norms was tested based on the social influence and trust in AI technology. The survey questionnaire was used to collect data from 364 Human resource experts and recruitment experts at the Bangkok metropolitan area in Thailand. The results showed that social influence and trust in AI technology did not have a direct influence on intention to adopt IA. Instead, social influence directly affected perceived value of IA in recruitment process among Human resource experts and recruitment experts at the Bangkok metropolitan area in Thailand. 
The above research is applicable by this study in analyzing the influence of subjective norm particularly social influences on adoption of e-recruitment system. But, research was narrow in scope as it selected few variables that inform subjective norms such as recommendations by superior or elite groups. Geographically, the research was confirmed in Bangkok metropolitan area in Thailand and relied on the perceptions of Human resource experts and recruitment experts alone which create further research opportunities in similar domain. 
2.3.3
Effect of Behavioral Control on Adoption of Online Recruitment System
Kulkarni and Pingle (2019) investigated the factors, which influence online recruitment.  The researchers adopted a systematic literature survey and they categorized the factors into the driving factors and effectiveness factors. The behavioral control was included among effectiveness factors and included technology facilitating condition, resource facilitating condition and self-efficacy. 
The findings informed that technology facilitating condition; resource facilitating condition and self-efficacy were frequently rated among the factors, which influenced adoption of online recruitment. They concluded by proposing the designers of the electronic HRM system should consider facilitating condition, resource facilitating condition and self-efficacy in order to foster adoption behavior of ultimate users. The above research is usable in understanding the role of behavioral control towards adoption of technology. But, it was based on systematic literature review, which means rather than empirical data on the views of ultimate users on how behavioral control influenced online recruitment adoption. 
Rathee and Bhuntel (2021) investigated the perceptions of job seeker employees towards online recruitment system at National Capital Region and Haryana. Sample size was 110 respondents from the different organization in the research area.  T-test, ANOVA and factor analysis were used to analyze research data. The findings exposed that self-efficacy, assured supply of internet and technical support improved positive perception towards online recruitment. The above research is applicable by this study in understanding behavioral control towards online recruitment system among job seeking employees. But the research was confined among job seeking employees at National Capital Region and Haryana.
Tanantong and Wongras (2024) conducted research to understand integration of AI in recruitment. The study explored the factors influencing users’ intention to adopt AI in recruitment at Bangkok metropolitan area in Thailand. Technology facilitating conditions was the construct of perceive behavioral control which was covered by the above research. The survey questionnaire was sued to obtain the insights from Human Resources and recruitment professionals who were 364 in total. 
The study revealed that technology facilitating conditions had significant impact on the intention to adopt AI for recruitment. The above research is applicable by this study in understanding ideal relationship between perceived behavioral control and adoption of online recruitment system. But the research did not exhaust all constructs of behavioral control proposed by TPB such as self-efficacy and resource facilitating condition. 
2.4 
Research Gap 
The research gap arising from earlier studies on or related to the factors influencing adoption of online recruitment system relate to geographical coverage, study population and sample as well as selected research variables. Geographically, the earlier studies were conducted among other countries apart from Africa and Tanzania. For instance, research by Ekanayaka and Gamage (2019) was conducted in in Sri Lanka, Grimaldo and Uy (2020) in Philippines, Tanantong and Wongras (2024) in Thailand while majority of the studies such as Mahmood and Ling (2017), Siddarth and Ravimohan (2020) and Sathyanarayana et al. (2024) were conducted in India.  Consequently, the findings from earlier studies cannot explain or predict accurately the factors affecting adoption of online recruitment system in Tanzania particularly at PSRS because adoption of online recruitment system is largely affected by organizations’ policies, procedures, and practices, which in turn differ among countries, industries and organizations. 
With regard to study population and sample, majority of the earlier researchers such as Mahmood and Ling (2017), Ekanayaka and Gamage (2019) and Sathyanarayana et al. (2024) used population and sample of job seekers. Therefore, there is limited empirical data from the perspectives of employees of the recruitment agencies on the factors affecting their adoption of online recruitment in the carryout of recruitment activities.
With regard to the research variables, most of the earlier researches did not incorporate and exhaust all constructs of the attitude towards technology use, subjective norms and behavioral control and their effect on adoption of online recruitment system. Due to that, there is shortage of data on the extent which attitude towards technology, subjective norms and behavioral control if combined affect adoption of online recruitment system.
The research gap identified above manifest of limited understanding of the factors influencing adoption of online recruitment system by GoT and management of PSRS. This may jeopardize sustainability of the online recruitment system due to failure of the GoT and PSRS to make wise and timely decisions of improving the online recruitment system among ultimate users in line social, economic and technological changes. 
In order to bridge the identified research gap and contribute in improving performance and sustainability of the online recruitment system in Tanzania, this study assessed the factors influencing adoption of online recruitment at PSRS in Tanzania with bias on attitude towards technology use, subjective norms and behavioral control as proposed by TPB to explain and predict accurately adoption of technological products. 
2.5 
The Conceptual Framework
A conceptual framework is an arrangement which the researcher believes can  best  explain the  natural  progression  of the  phenomenon  to  be studied  (Camp, 2001).  A conceptual framework of this study is represented by Figure 2.1 which is consistent with TPB which views that attitude towards technology, subjective norms and behavioral control explain and predict accurately adoption of technological products (Ajzen, 1991). 
Also, the conceptual framework draws the variables and indicators from earlier studies (Mahmood & Ling, 2017; Siddarth & Ravimohan, 2020; Sathyanarayana et al., 2024), which reported on existence of direct and clear connection between attitude towards technology, subjective norms and behavioral control with the adoption of online recruitment system. Subsequently, the research variables of this study and their relationships is represented by Figure 2.1.
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Figure 2.1: A Conceptual Framework
Source: Researcher (2024)
2.5.1 Explanation of the Constructs of Conceptual Framework

According to Figure 2.1, this study had three independent variables namely; attitude towards technology use, subjective norms and behavioral control. Also, the study used adoption of online recruitment as a dependent variable. The relationship among research variables as portrayed by Figure 2.1 is that adoption of online recruitment system is a dependent on attitude towards technology use, subjective norms and behavioral control. This is consistent with Ekanayaka and Gamage (2019) who reported that ease of use and attitude were significant to users’ intention to use online recruitment system at the University of Kelaniya in Sri Lanka.

Also, Figure 2.1 depicts that adoption of online recruitment system is a dependent on subjective norms. This is consistent with Mahmood and Ling (2017) who showed that trust that influential groups (peer and elite) use or recommend use of online recruitment websites significant influenced actual use of online recruitment websites among individuals users of online recruitment websites. Moreover, Figure 2.1 depicts that adoption of online recruitment system is a dependent on behavioral control. This agrees with Kulkarni and Pingle (2019) who found that technology facilitating condition, resource facilitating condition and self-efficacy were among the factors which influenced adoption of online recruitment system. 
CHAPTER THREE
RESEARCH METHODOLOGY
3.1 
Chapter Overview 
Research methodology is one of the essential part of conducting research because it portrays how the research should be done and how research findings and its implications accrued from the research itself (Saunders et al., 2009). The key methodological issues adopted by this study in pursuit of the goal stated above are research philosophy, research design, research approach, area of the study, target population, sampling techniques and sample size, data collection, validity and reliability of research data, data analysis and ethical consideration.
3.2 
Research Philosophy
The outer layer of the “onion” offers the choice among positivism, realism, interpretivism and pragmatism. Positivist research deals with an observable social reality and the end product of such research can be law-like generalizations similar to the one of scientists (Saunders et al., 2009). Realism is quite similar to positivism, since it takes a scientific approach and claims that reality is what our senses show to us (Saunders et al., 2009). 
In contrast to realism and positivism, interpretivism criticizes the scientific interpretation of the world and integrates human interest into study. Interpretivists affirm that the world is too complex to be generalized by definite laws. Rather, they believe that access to reality is socially constructed by the actors involved in it (Myers 2013, Saunders et al., 2009).
Therefore, this particular study utilized a positivist approach. While the adoption of online recruitment is an unexplored field specifically in Tanzania, on the factors that influence its adoption can be generalized from previous research. The reasons for the adoption of online recruitment in the recruitment process can be different from other methods, such as mobile recruitment, or internet banking, few to mention. However, they are attributable to the same general factors identified in studies of previous technologies, factors such as attitude towards technology use, subjective norms and behavioral control (Ajzen, 1991).
The generalization is also valid across different social and organizational entities because the result for a specific entity can be generalized to others with similar characteristics (Saunders et al., 2019).  Another reason that this research utilized a positivist philosophy is the generalization over time. Subjects and factors involved in the evaluation of such technology for an adoption decision can be considered as stable over a relatively short time period. 
The degree of influence exerted by certain factors can change slightly, but the factors responsible for the adoption are assumed to be the same. The choice of a positivist philosophy determined the nature of reality (ontology), as well as what constituted acceptable knowledge (epistemology) from the researcher’s point of view (Saunders et al., 2019).
3.3 
Research Design
It is clear and well known that the purposes of researches are often classified in three main groups: (i) exploratory: when very little is known about the topic and new insights are sought, (ii) descriptive: when there is a clear understanding of the phenomenon and the researcher want to accurately describe it; and iii) explanatory: when studies want to establish a causal relationship between variables.
Regard this research it was not well unknown about the factors that influence the adoption of online recruitment in Tanzania public sector. Due to the limited research that were conducted and the newness of the topic in Tanzania context, this research considered exploratory in nature in which its main goal is to better understand the above-mentioned topic (Saunders et al., 2019).
Moreover, exploratory studies are most commonly used for further defining organization issues, areas for potential growth and alternative courses of action (Bryman & Bell, 2011). Due to the above, an exploratory research was appropriate for meeting the objectives of this study specifically in understanding factors that influence the adoption of online recruitment at PSRS in Tanzania.  
3.4 
Research Approach
Research approach refers to a plan and procedure for research that steps from broad assumptions to detailed methods of data collection, analysis, and interpretation (Saunders et al., 2019). Generally, research approach can follow one of three main orientations, namely quantitative, qualitative or a mixture of the two approaches. 
Qualitative research approach refers to the , which is in terms of words, images, observations, conversations and photographs (Saunders et al., 2019). Qualitative research is used to explore why or how a phenomenon occurs, to develop a theory, or describe the nature of an individual’s experience, while quantitative methodologies address questions about causality, generalizability, or magnitude of effect (Fetters et al., 2013).
With regard to this study, quantitative approach procedures was adopted. It is relevant to this study because the study intent to discover the factors influencing adoption of online recruitment system (ORS). Through this approach the researcher was able to conduct in-depth information to the participants in this study, as the results the respondents were free to express their thoughts, experience, understandings and feelings. The findings of this study enabled the researcher to gain more understanding on the subject matter, as the results the researcher was flexible to provide conclusion and recommendations of this study (Saunders et al., 2019).
3.5 
Study Area
The study was carried out at PSRS headquarters, in Dodoma region. PSRS is a government organ with a status of independent department established specifically to facilitate the recruitment process of employees to the public service. PSRS was established by the Public Service Act No. 8 of 2002 as amended by Act No. 18 of 2007 Section 29(1). 
Selection of PSRS was justified by the reason that PSRS was the central organ responsible for recruitment of employees to fill job vacancies among employers in the public sector of Tanzania. In pursuit of the stated responsibility, the PSRS use ORS to publicize job vacancies, receive job applications, processing application and communicate with job applicants.  Therefore, employees of the organization as ultimate users of the technology were appropriate to informants of the factors influencing adoption of online recruitment at PSRS in Tanzania. 
3.6 
Population of the Study
The targeted population for this study were employees of PSRS headquarters in Dodoma who used the online recruitment system to in receiving and processing application. The total number of employees at PSRS were 387. Considering the focus of the study, employees as potential users of online recruitment system at PSRS they were appropriate population of this study which sought to assess the factors influencing adoption of online recruitment system in Tanzania.  
3.7 
Sample Technique and Sample Size 
3.7.1 
Sampling Technique
A stratified random technique was used to select a sample of 197 employees by this study.  According to Kothari (2014), usefulness of stratified random technique is when the population contains strata and the researcher wants to get representation of individuals or elements from each stratum. Employees of PSRS as potential users of online recruitment system were stratified into top level management, middle level management, supervisory level and subordinate employees. So, stratified random method was appropriate to ensure selection of representative employees in this study from each stratus to make up a total sample of 197 employees of PSRS. Distribution of employees in the population and in sample in every stratum was as shown in Table 3.1.
Table 3.1: Distribution of Employees Among Strata

	S/N
	Strata
	Population
	Sample
	% out of population 

	1
	Top level management
	3
	1
	33

	2
	Middle level management
	15
	10
	67

	3
	Supervisory level
	41
	30
	73

	4
	Subordinate employees
	328
	156
	48

	
	Total 
	387
	197
	51


Source: Researcher (2024)
3.7.2
The Sample Size

A sample size of this study was calculated using a formula developed by Taro Yamane (1973). Through the said formula, the study obtained a sample size of 162 from a total population of 387 employees of PSRS. The formula was used at significance level of 5 percent and confidence level of 95% Taro Yamane formula of sample calculation is as follows: 
 n = N/ (1+Ne2)

Where; n is the sample size, N is the total population = 387, e is the standard = 5% at confidence level 95%

Therefore;

n = 387/ (1 + 386(0.05)2) = 387/ (1+0.9675) = 387/1.9675 = 196.6 ~ 197 employees.  Therefore, a sample size of this study according to Taro Yamane formula was 197 employees of PSRS.

3.8 
Research Variables and Measurements
There were three independent variables in this study namely; attitude towards technology use, subjective norms and behavioral control. Meanwhile, there was one dependent variable namely; adoption of online recruitment system.  These variables were measured as shown in Table 3.2. 
Table 3.2: Operationalization of Research Variables

	S/N
	Variables
	Symbols
	Items
	Measurement instrument
	Measuring scale
	Sources

	1.
	Attitude towards technology use 
	AT
	· Perceived ease of use
· Simple to operate 
· Perceived usefulness
· Time saving
	Likert scale of five options 
	Ordinal scale 
	Tanantong & Wongras (2024)

	2.
	Subjective norms  
	SN
	· Influence by coworkers 
· Influence by users elsewhere 
· Influence by top management 
· Influence by GoT
	Likert scale of five options 
	Ordinal scale 
	Tanantong & Wongras (2024)

	3.
	Behavioral Control   
	BC
	·  Self-efficacy
· Resource facilitating condition
· Technology facilitating condition
· Instant technical help 
	Likert scale of five options 
	Ordinal scale 
	Tanantong & Wongras (2024)

	4.
	Adoption of online recruitment system 
	Y
	· Aactual use of the system
· Frequency of using the system.
	Likert scale of five options 
	Ordinal scale 
	Tanantong & Wongras (2024)


Source: Researcher (2024)
3.9 
Source of Data and Data Collection Instrument 
3.9.1 
Sources of Data 
In research, there are two main types of data namely primary and secondary data. In this study, the primary source of data was used and involved collection of fresh data from the field that is, PSRS through interaction with employees who were key users of ORS.
3.9.2 
Data Collection Instrument 
This study used a structured questionnaire instrument to collect data from the respondents who were 197 employees of PSRS. Kothari (2014) recommends use of structured questionnaire instrument over other instrument of data collection for the quantitative researches as this. This is because the structured questionnaire covers large sample in economical manner and gives the data, which are easy to transform into numeric values through coding of the responses (Kothari, 2014). 
Ekanayaka and Gamage (2019) used the structured questionnaire to investigate the impact of online recruitment on candidates’ intentions to apply for the job posts at the University of Kelaniya in Sri Lanka.  Also, Grimaldo and Uy (2020) used structured questionnaire to gather the perception of the respondents on the perceived usefulness, perceived ease of use and attitude towards technology use on the intention to use online recruitment among the persons in charge of recruitment in Philippines. 
Drawing experience from the previous researchers, this study deployed the structured questionnaire instrument to generate data on factors influencing adoption of online recruitment by employees of PSRS.  All questions in the questionnaire were in the closed ended format and were in English Language. The constructs of the questions were adopted from earlier researchers such as (Grimaldo & Uy, 2020; Tanantong & Wongras, 2024) who incorporated items for attitude towards technology use, subjective norms, behavioral control and adoption of online recruitment system.
The copies of the questionnaires were given to all 197employees of PSRS who were in the sample. In order to rate the responses on each question, a Likert scale of five options was adopted by this study. This was consistent with Wu (2002) who considers a Likert scale of five points as optimum because more than five options makes majority of the respondents unable to distinguish the options while less than five options limit choices to the respondents. A maximum point was 5 = strongly agree and minimum point was 1 = strongly disagree. The respondents were required to complete the questionnaire on their ample time. Afterward, the questionnaire were collected back by the researcher.
3.10 
Data Processing and Analysis 
3.10.1 Data Processing 
The data processing helped to check completeness of the questionnaire. Through this, the researcher found that the questionnaires were completed by 150 respondents out of original sample of 197 respondents, which was equal to 76.1% complete response rate. As noted by Tanantong and Wongras (2024), the complete responses were coded in order to transform the responses into numeric values. The data were recorded in the statistical package for social sciences (SPSS) version 25. 
3.10.2 Data Analysis 
3.10.2.1 Descriptive Analysis  
The descriptive analysis was used to portray the frequencies and percentages of the respondents by age, gender, and education levels and work experience. The results were presented in Tables of numbers, frequencies and percentages. Also, the descriptive analysis was used to analyze the data of individual items for attitude towards technology use, subjective norms, behavioral control and adoption of online recruitment system. The results were presented in the table of the measures of central tendencies. 
3.10.2.2 Spearman’s Correlation Analysis
The Spearman’s Correlation Analysis was sued to determine the nature of association between attitudes towards technology use (AT), subjective norms (SN), behavioral control (BC) and adoption of online recruitment system (Y). This analysis involved correlating the data for AT, SN and BC with the data of Y. The results were presented in in a table of matrix of correlation coefficients. 
3.10.2.3 Simple Linear Regression Analysis
Simple linear regression analysis was used to test, confirm and even predict the effect of AT, SN and BC on adoption of online recruitment system variable (Y). The regression analysis was guided by the following linear equation
Y= α + β1AT + β2SN+ β3BC + µ. 
Whereby:
Y 
Adoption of online recruitment system 
α
Constant
AT 
Attitudes towards technology use
SN
 Subjective norms
BC
 Behavioral control
Β1-3 
 Coefficients;
µ
Error term
3.11 
Assumptions of the Adapted Linear Regression Equation 
3.11.1 Independent Variables are Positively Related with the Dependent Variable 
This was a first assumption, which assumed that all independent variables A, SN and BC have positive relationships with variable Y. In order to test this, the study performed Spearman’s correlation analysis and evaluated the signs of the correlation coefficients of the independent variables against Y
3.11.2 No Multicollinearity among Independent Variables 
The linear regression model assumed that there were no multicollinearity among independent variables. This is because if the independent variables are highly correlated   among themselves one or two of the correlated variable must be removed from regression equation in order to increase strength of the model. To test this assumption, multicollinearity diagnostics was performed using Spearman’s Correlation and the Coefficients were evaluated to discover whether or not the independent variables were highly correlated among themselves.  
3.11.3 No Outliers in the Dataset
There should be no outlier in the data set, which may cause undue influence on the results of regression model and make the results less representative of the data as a whole. In order to test presence of outliers, this study performed descriptive analyses to determine standard deviations. Normally outliers have values of standard deviation > 3. If the outliers is detected must be removed to avoid the influence, which can make on the regression model. 
3.11.4 Significance of the Model in Explaining the Phenomenon 
The adopted regression model was assumed to be statistically significant in explaining adoption of online recruitment system. In order to test this, the value of F Statistics of the regression analysis was determined and evaluated. A decision rule was that a regression model was said to be statistically significant in explaining the phenomenon if the value of F-Statistics was at p- value < 0.05. 
3.11.5 Error in the Selection of Research Variables 
The regression model assumed that there were other variables represented by symbol µ which affected adoption of online recruitment system at PSRS but were not included in the linear regression equation. As result, the effect of AT, SN and BC on Y was unlikely 100%. In order to test that, coefficient of determination (R-Square) was evaluated to see a percent which AT, SN and BC altogether explained Y. Subtraction of the percentage of R- Square from 100% determined percentage of the variability in adoption of online recruitment system which was explained by other factors represented by symbol µ in the linear regression model. 
3.11.6 Constant Level of Adoption of Online Recruitment System
A regression model assumed that there was a level of adoption of online recruitment system at PSRS, which did not depend on the variables AT, SN and BC as represented by term ‘α’. In order to detect this, constant regression coefficient was evaluated. Normally a constant regression coefficient is said to be statistically significant at p-value is < 0.05.
3.12 
Validity and Reliability of Data
3.12.1 Validity of Data
According to Henn et al. (2015), valid data tend to be real, rich, and deep. Heale and Twycross (2015) viewed that validity of data increases once the research instrument measures accurately what is supposed to be measured. They stated two types of validity namely; content validity which measures the extent which a research instrument accurately measures all aspects of a construct and the construct validity which measures the extent which a research instrument measures the intended research subjects. Therefore, in order to ensure content validity of the data, this study ensured that the questions in the instrument reflected the specific objectives and research questions of this study. Meanwhile, in order to ensure construct validity, the research instrument adopted the items from previous researches on similar phenomenon and TPB which was used to guide this study. 
3.12.2 Reliability of Data 
Reliability refers to ability of the research to generate hard data that are replicable by other researchers (Henn et al., 2015). Also, reliability is defined as the consistency of a measures adopted by the research instrument (Heale & Twycross, 2015). A common method of measuring reliability in quantitative studies is the use of reliability scale test (Heale & Twycross, 2015). Similarly, this study checked reliability of data by testing the reliability of the research instrument, which generated the data. The Cronbach’s alpha coefficients produced by reliability scale test was evaluated. When the Cronbach’s Alpha approaches to or fall beyond 0.7, it indicate good reliability of the dataset (Heale & Twycross, 2015). The reliability scale test by this study generated the results shown in Table 3.3.
Table 3.3: Reliability Scale

	S/N
	Variables
	Values of reliability Scale
	Items

	1.
	Attitude towards technology use 
	0.656
	5

	2.
	Subjective norms 
	0.711
	5

	3.
	Behavioral control 
	0.699
	5

	4.
	Adoption of online recruitment system 
	0.810
	3


Source: Field Data (2024)
The values of reliability scale shown in Table 3.3 denote that attitude towards technology use had Cronbach’s alpha coefficient = 0.656, subjective norms had Cronbach’s alpha coefficient = 0.711, behavioral control obtained Cronbach’s alpha coefficient = 0.699 and adoption of online recruitment system scored Cronbach’s alpha coefficient = 0.810. All values were very close to or above 0.7, which implied good reliability scale of the research instrument used by this study which in turn generated reliable research data (Heale & Twycross, 2015).
3.13 
Ethical Considerations
According to Kothari (2014), ethical consideration in research is an important aspect that provide assurance that the researcher adhere to established research procedures, standards and ethical behaviour. The need to comply with ethical issues in research holds the importance that it enabled smooth implementation of research and coming up with true and valid research findings (Kothari, 2014). Krishnaswami and Ranganatham (2009) identified three dimensions of ethical consideration which researchers must be considered by the researchers namely, agreement with sponsors or host organization, obtaining authorization for access to and use of official information and ethical standards in dealing with population or respondents. 
The ethical issues considered by this study included obeying with the research guideline of the Open University of Tanzania (OUT). Therefore, the research topic and proposal were approved by the OUT. Also, researcher obtained and incorporated all guidance of the supervisor and academic panels in order to increase quality of the research. Again, research clearance letter for data collection was obtained from the management of the OUT (see Appendix 2).  The research clearance letter was used to request permission for data collection from the management of PSRS, which was officially accepted (see Appendix 3). 
More so, participation and completion of questionnaire by the respondents was voluntary and anonymous. Consent of the respondents was made verbally and was implied by accepting the questionnaires. On top of that, all literature which were consulted were property cited and information were properly written and included in the reference list of tis dissertation. 
CHAPTER FOUR
PRESENTATION OF FINDINGS
4.1 
Chapter Overview 
This chapter presents the findings on the factors influencing adoption of online recruitment system (ORS) in Tanzania based at the Public Service Recruitment Secretariat (PSRS). The findings are based on the responses from 150 respondents who were employees of PSRS and ultimate users of the online recruitment system. 
The chapter is structured as follows: descriptive analysis of the demographic data of the respondents and descriptive analysis of the data of the research variables (attitude towards technology use, subjective norms perceived behavioral control and adoption of online recruitment system). This is followed by subsection for the Spearman’s correlation analysis of the data of the research variables.  The last is subsection for simple linear regression analysis of the data of the research variables.  
4.2 
Descriptive Analysis  
4.2.1 
Demographic Information of the Respondents
The study obtained demographic data of 150 respondents with respect to age, gender, education level and work experience. The descriptive analysis was deployed to analyze the data of the above variables. Summary of the results were as presented by Table 4.1. 
4.2.2
Distribution of the Respondents by Age 

Table 4.1 portrays that a lowest age group was between 18 and 25 years old and only 13.3% of all respondents were between this age group.  
Table 4.1: Demographic Information of the Respondents
	Demographic variable
	Classification
	Frequencies
	Percentages

	Age
	Between 18 and 25 years old 
	20
	13.3

	
	Between 25 and 34 years old 
	51
	34.0

	
	Between 35 and 44 years old 
	57
	38.0

	
	Between 45 and 54 years old 
	16
	10.7

	
	55 years old and above 
	6
	4.0

	
	Total 
	150
	100.0

	Sex
	Male 
	69
	46.0

	
	Female 
	81
	54.0

	
	Total 
	150
	100.0

	Education levels
	Secondary education 
	10
	6.7

	
	Technician certificate 
	33
	22.0

	
	Ordinary diploma 
	27
	18.0

	
	Bachelor degree 
	26
	17.3

	
	Master degree 
	54
	36.0

	
	Total 
	150
	100.0

	Work experience

	Below 5 years  
	19
	12.7

	
	Between 5 and 10 years 
	43
	28.7

	
	Between 10 and 15 years 
	67
	44.7

	
	15 years and above 
	21
	14.0

	
	Total 
	150
	100.0


Source: Field Data (2024)
The highest age group was 55 years old and above which comprised 4% of all respondents. Highest percent of the respondents were in age between 35 and 44 years old (38%) followed by between 25 and 34 years old (34%). The age groups of the respondents suggested that they were of mental maturity and hence, they could give reliable research data to this study.
4.2.3
Distribution of the Respondents by Sex 
Table 4.1 portrays that 46% of all respondents were male while majority, 54% were female. This means that there was representation of male and female employees in this study who gave their perspectives on the factors influencing adoption on online recruitment system at PSR. This increased the trustworthiness of the research data 
4.2.4
Distribution of the Respondents by Education Levels
Table 4.1 portrays that secondary education was the lowest education level attained by the respondents and was made of 6.7 % of all respondents. A Master degree was the highest education and comprised of the majority of the respondents (36%). This suggests that majority of the respondents understood well the research questions hence contributed true, accurate and reliable research data. 
4.2.5
Work Experience of the Respondents 
Table 4.1 indicates that a lowest work experience of the respondents was less than 5 years, which occupied only 12.7% of all respondents. Majority of the respondents had work experience between 10 and 15 years (44.7%). The results suggested that majority of the respondents had broad work experience. So, they understood well about adoption of online recruitment systems by PSRS from which they gave true and reliable research data. 
4.2.6
Descriptive Analysis of the Research Data
The study solicited data on the attitude towards technology use, subjective norms, behavioral control and adoption of online recruitment system. The data were from the responses of 150 respondents on the statements which described each of the above variables as shown in Table 4.2. The responses were measured on Likert scale of five options 5= strongly agree, 4= agree, 3= neither agree nor disagree, 2 = disagree, 1= strongly disagreed. The summary of the results obtained from descriptive analysis of the data were as shown in Table 4.2.
Table 4.2: Descriptive Statistics of the Data of the Research Variables
	Variables
	Statements
	N
	Sum
	Mean
	SD

	Attitude towards technology use 
	ORS is more easy and beneficial that manual recruitment system 
	150
	573.00
	3.8200
	.74248

	
	ORS is easy to operate. 
	150
	577.00
	3.8467
	.73033

	
	ORS is simple to use 
	150
	575.00
	3.8333
	.70869

	
	ORS is more useful than manual recruitment system 
	150
	574.00
	3.8267
	.73042

	
	ORS enables me to save time 
	150
	570.00
	3.7333
	.51869

	Subjective norms 
	Acceptance of the ORS is influenced externally by peers or top authority 
	150
	606.00
	4.0400
	.71306

	
	Acceptance of the ORS is influenced by coworkers
	150
	608.00
	4.0533
	.72154

	
	Acceptance of the ORS is influence by other users of the system elsewhere 
	150
	600.00
	4.0000
	.73274

	
	Acceptance of ORS is influence by top management of PSRS
	150
	601.00
	4.0067
	.72812

	
	Acceptance of ORS is influence by top leaders of the GoT. 
	150
	599.00
	4.0167
	.50012

	Behavioral control
	Acceptance of the ORS is influenced by factors like knowledge about the system, reliability of internet and technical assistance 
	150
	582.00
	3.8800
	.93349

	
	I have sufficient knowledge to operate the ORS 
	150
	582.00
	3.8800
	.93349

	
	There are sufficient ICT devices such as internet, computers and soon to support me to use of ORS
	150
	634.00
	4.2267
	2.27753

	
	There are sufficient ICT experts to support smooth use of ORS at PSRS 
	150
	681.00
	4.5400
	1.49809

	
	I get instant technical help in case of encounter of technical difficulties while using the ORS
	150
	6001.00
	4.0400
	0.49809

	Adoption of ORS
	I use online recruitment system in performing recruitment activities
	150
	582.00
	3.8800
	.93349

	
	I interact with online recruitment system more often 
	150
	582.00
	3.8800
	.93349

	
	I have adapted to the requirements of effective use of the ORS at PSRS.
	150
	634.00
	4.2267
	2.27753


Source: Field Data (2024)
4.2.6.1 Attitude towards Technology Use
Based on Table 4.2, the mean values obtained by each statement which described attitude towards technology use  (ORS is more easy and beneficial than manual recruitment system, ORS is  easy to operate, ORS is very simple to use, ORS more useful or advantageous than manual recruitment system and ORS enable be to save time) were between 3.5 and 4.0. Based on the Likert scale of five options, above mean values correspond to “agreed responses”. Therefore, this study established that majority of the respondents had favorable attitude towards ORS essentially being easy and beneficial than manual recruitment system, being easy to operate, very simple to use, more useful than manual recruitment system and saving time
4.2.6.2 Subjective Norms
The mean values obtained by each statement which described subjective norms (acceptance of the ORS is influenced externally by peers or top authority, acceptance of the ORS is influenced by coworkers, acceptance of the ORS is influence by other users of the system elsewhere, acceptance of ORS is influence by top management of PSRS and acceptance of ORS is influence by top leaders of the GoT) were roughly equitant to 4.0. 
In reflection to the Likert scale of five options, such mean values correspond to “agreed responses” Therefore, this study established that majority of the respondents indicated that acceptance of the ORS was influenced by factors related to subjective norms essentially influence by peers, top management of the PSRS and top leaders of the GoT
4.2.6.3 Behavioral Control
Table 4.2 shows that mean values obtained by each statement which described behavioral control (acceptance of the ORS is influenced by factors like knowledge about the system, reliability of internet and technical assistance, I have sufficient knowledge to operate the ORS, there are sufficient ICT devices such as internet, computers and soon to support me to use of ORS, there is sufficient ICT experts to support smooth use of ORS at PSRS and I get instant technical help in case of encounter of technical difficulties while using the ORS) were in the margin of 3.0 to 4.5.  In reflection to the Likert scale of five options, such mean values correspond to “agreed responses” and “strongly agreed responses”. So, this study established that the majority of the respondents indicated that acceptance of the ORS was influenced by factors related to behavioral control that is, knowledge about the system, reliability of internet and technical assistance.
4.2.6.4 Adoption of ORS
Table 4.2 shows that mean values obtained by each statement which, described adoption of ORS (I use online recruitment system in performing recruitment activities, I interact with online recruitment system more often and I have adapted to the requirements of effective sue of the ORS at PSRS.) were in the margin of 3.8 to 4.3. According to the Likert scale of five options, the mean values in the above margin denoted “agreed responses”. Therefore, this study established that the majority of the respondents indicated that they had adopted ORS in performing recruitment activities, interacted with ORS more often and adapted to the requirements of effective use of the ORS at PSRS. 
4.3 
Spearman’s Correlation Analysis of the Research Data 
The study performed Spearman’s correlation analysis in order to depict connection between attitude towards technology use (AT), subjective norms (SN) and behavioral control (BC) which were independent variables with adoption of online recruitment system (Y) which was dependent variable. The Spearman’s correlation analysis correlated the data of each independent variable with the data of dependent variable. Table 4.3 shows a matrix of Spearman’s correlation coefficients. 
Table 4.3: A Matrix of Spearman’s Correlation Coefficients

	S/N
	Variables
	Adoption of ORS
	Attitude technology
	Subjective norms
	Behavioral control

	1
	Adoption of ORS
	1
	
	
	

	2
	Attitude towards technology use 
	0.212
	1
	
	

	3
	Subjective norms 
	0.514
	0.470
	1
	

	4
	Behavioral control 
	0.270
	0.453
	0.411
	1

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


Source: Field Data (2024). 
4.3.1 Association between Attitude towards Technology Use and Adoption of ORS
Table 4.3 shows that Spearman’s correlation coefficient between attitude towards technology use (AT) and adoption of ORS (Y) was 0.212 at significant level 0.01. This implied that attitude towards technology use was positively connected to adoption of ORS. In other words, a favorable attitude towards technology use was accompanied by increase in adoption of ORS among employees of PSRS. 
4.3.2 
Association between Subjective Norms and Adoption of ORS
Table 4.3 shows that Spearman’s correlation coefficient between subjective norms (SN) and adoption of ORS (Y) was 0.514 at significant level 0.01. This implied that subjective norms was positively connected to adoption of ORS. In other words, peers and elite groups influence was accompanied by increase in adoption of ORS among employees of PSRS. 
4.3.3 
Association between Behavioral Control and Adoption of ORS
Table 4.3 shows that Spearman’s correlation coefficient between behavioral control (BC) and adoption of ORS (Y) was 0.270 at significant level 0.01. This implied that behavioral control was positively connected to adoption of ORS. In other words behavioral control factors such as knowledge about ORS, reliability of internet and technical assistance were accompanied by increase in adoption of ORS among employees of PSRS. 
4.4 
Regression Analysis of the Data of Research Variables   
The study performed regression analysis in order to approve and predict the effect of attitude towards technology use (AT), subjective norms (SN) and behavioral control (BC) which were independent variables on the adoption of online recruitment system (Y) which was dependent variable. The regression analysis involved running the data on AT, SN and BC against the data of Y. The regression was guided by linear equation below:
Y= α + β1AT + β2SN+ β3BC + µ
Whereby:
Y 
Adoption of online recruitment system 
AT 
Attitudes towards technology use
SN
 Subjective norms
BC
 Behavioral control
Β1-3 
 Coefficients;
µ
Error term
 α
Constant.
4.4.1 
Assumption of the Linear Regression Model 
3.4.1.1 Independent Variables are Positively Related with the Dependent Variable 
The linear regression equation of this study assumed that AT, SN and BC were positively related to Y. This was tested by Spearman’s correlation analysis in order to evaluate the signs of the correlation coefficients of AT, SN and BC as presented earlier in Table 4.3. The signs of the values of Spearman’s correlation coefficients between AT, SN and BC on Y were all positive values. This confirmed the assumption that all independent variables of this study were positively related to dependent variable
4.4.1.2 No Multicollinearity among Independent Variables 
The linear regression equation incorporated the independent variables AT, SN and BC meaning that there was no multicollinearity among them. This was tested by Spearman’s correlation analysis in order to evaluate the values of correlation coefficients between AT, SN and BC. The results were as presented earlier in Table 4.3. Normally, multicollineairty is said to exist between variable if their correlation coefficient is > 0.75. The values of Spearman’s correlation coefficients between AT, SN and BC were (0.470, 0.453 and 0.411) which was below 0.75 as shown in Table 4.3. This confirmed the assumption that there was no multicollinearity among the independent variables of this study and hence, they were suitable for incorporation in the equation because each variable exerted independent influence on Y. 
4.4.1.3 No Outliers in the Dataset
The regression equation required absence of outliers in the datasets of AT, SN, BC and Y which could cause excessive influence in the results of the regression analysis. This was checked descriptive analysis to obtain the standard deviation of the datasets of the variables. An outlier tends to have the value of standard deviation of 3 and above. Evaluation of the standard deviations of the datasets of the variables of this study had no standard deviations (Std. Dev.), which were above 3.0 as shown earlier in Table 4.2. This proved that there was no outlier in the dataset of this study.
4.4.1.4 Significance of the Model in Explaining the Phenomenon 
The linear regression model of this study was assumed to be statistically significant in explain adoption of OSR by employees of PSRS. This was tested by evaluating the value of value of F Statistics and p- value shown in Table 4.4.
Table 4.4: ANOVA
	Model
	Sum of Squares
	Df.
	Mean Square
	F
	Sig.

	1
	Regression
	26.597
	4
	6.649
	25.778
	.000b

	
	Residual
	37.403
	145
	.258
	
	

	
	Total
	64.000
	149
	
	
	

	a. Dependent Variable: Adoption of online recruitment system

	b. Predictors: (Constant), Attitude towards technology use, Subjective norms, Behavioral control, 


Source: Field Data (2024)
Table 4.4 shows that the value of F Statistics was 25.778, p-value = 0.000. This confirmed the assumption that a linear regression model used by this study was statistically significant in explaining adoption of ORS by employees of PSRS. 
4.4.1.5 Error in the Selection of Research Variables 
The regression model assume d that there was error in the selection of the variables which affected adoption of ORS by employees of PSRS. The omitted variables were collectively represented by symbol “µ”. This was checked and confirmed by evaluating the value of coefficient of determination (R-Squared). 
Normally, R Squared shows the percentage which independent variables AT, SN and BC if combined explained Y. The rest percent out of 100% was recognized as the error or amount which the omitted variables explained Y. The R Squared of this study was as shown in Table 4.5 of the Model Summary.

Table 4.5: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	

	
	
	
	
	
	R Square Change

	1
	.645
	0.416
	0.399
	0.50789
	0.416

	a. Predictors: (Constant), Attitude towards technology use, Subjective norms, Behavioral control, 


Source: Field Data (2024)
According to Table 4.5, the value of R Squared obtained by the regression model of this study was 0.416, which was equivalent to 41.6%. This means that if AT, SN and BC were combined they explained about 41.6% of adoption of ORS by employees of PSRS. There was another percent left out of 100% equivalent to 58.4% owed to the omitted variables. Therefore, this study recognized the error in selection of the research variables which explained 58.4% of the variability of adoption of ORS by employees of PSRS. 
4.4.1.6 Constant Level of Adoption of Online Recruitment System
The linear regression model of this study assumed that there was a constant level of adoption of ORS by employees of PSRS, which was independent from AT SN and BC. This was represented by symbol α. This was checked and confirmed the constant regression coefficient generated by the regression analysis of the data of this study. 
As shown in Table 4.6, the regression analysis generated the constant regression coefficient equal to 1.264 at significant level 0.000. From this, the study confirmed presence of constant level of adoption of ORS by employees of PSRS, which was statistically significant.  In other words, employees could significantly adopt ORS in performing recruitment activities even if there were no factors associated by AT, SN and BC.
4.4.2 Regression Coefficients of Independent Variable against Dependent Variable 
The assumptions of the linear regression model being tested and confirmed, the study evaluated the values of regression coefficients for AT, SN and BC against Y shown in Table 4.6 in order to realize the overarching specific objectives of this study. 
Table 4.6: Regression coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	1.264
	.321
	
	3.941
	.000
	.630
	1.898

	
	Attitude towards technology use
	.052
	.067
	.059
	.773
	.001
	.185
	.081

	
	Subjective norms 
	.328
	.072
	.356
	4.536
	.000
	.185
	.470

	
	Behavioral control
	.070
	.053
	.056
	.005
	.016
	.104
	.105

	a. Dependent Variable: Adoption of ORS


Source: Field Data (2024)
4.4.2.1 Effect of Attitude towards Technology on Adoption of ORS
Based on Table 4.6, the value of the regression coefficient (R) between attitude towards technology use (AT) and adoption of ORS was 0.052 at p-value of 0.001. This inferred a positive and significant effect of attitude towards technology use on adoption of ORS by employees of PSRS. It also implied that an increase in optimistic attitude towards technology use led to a significant increase in adoption of ORS by employees at PSR.  The computed R2 was 0.002704 (equal to 0.2704%). This implied further that a 1% increase in attitude towards technology use (perceived usefulness and perceived ease of use) could increase adoption of ORS by employees of PSRS of 0.2704% when other factors are constant. 
4.4.2.2 Effect of Subjective Norms on Adoption of Online Recruitment System 
By considering Table 4.6, the value of the regression coefficient (R) between subjective norms (SN) and adoption of ORS was 0.328 at p-value of 0.000. This echoed existence of positive and significant effect of subjective norms on adoption of ORS by employees of PSRS. The value above reflected that an increase in subjective norms led to a significant increase in adoption of ORS by employees at PSRS.  The computed R2 was 0.107584 (equal to 10.7554%). This implied further that a 1% increase in the subjective norms factors (peers and superior influence on the use of ORS) could cause an increase in adoption of ORS by employees of PSRS of 10.7554 when other factors are constant. 
4.4.2.3 Effect of Behavioral Control on Adoption of Online Recruitment System
By considering Table 4.6, the value of the regression coefficient (R) between behavioral control (BC) and adoption of ORS was 0.070 at p-value of 0.016. This mirrored existence of positive and significant effect of behavioral control on adoption of ORS by employees of PSRS. Also, the value above reflected that an increase in behavioral control was accompanied by significant increase in adoption of ORS by employees at PSRS.  The computed R2 was 0.0049 (equal to 0.49%). This inferred that a 1% increase in the behavioral control factors (knowledge about ORS, reliability of internet and technical assistance) accounted for an increase in adoption of ORS by employees of PSRS of 0.49% when other factors are constant. 
4.4.2.4 Estimation of the Linear Equation to Explain Adoption of OSR at PSRS
The study considered the regression coefficients of AT, SN and BC against adoption of ORS to estimate linear equation that could be used to explain and predict adoption of online recruitment systems by employees of PSRS. The equation is as follows. 
Y= 1.264 + 0.052AT + 0.328SN+ 0.07BC + µ
Whereby;
Y 
Adoption of ORS 
AT 
Attitudes towards technology use
SN
 Subjective norms
BC
Behavioral control 
µ
Error term. 
CHAPTER FIVE
DISCUSSION OF THE FINDINGS
5.1 
Chapter Overview
This chapter five provides the discussion of the research findings presented in chapter four. The discussion is organized in line with the overarching specific objectives of this study as follows. 
5.2 
Effect of Attitude towards Technology on Adoption of ORS
This study was informed by the descriptive analysis of the research data that majority of the respondents expressed favorable attitude towards use of ORS due to being easy and beneficial than manual recruitment system, being easy to operate, very simple to use, more useful than manual recruitment system and saving time. Also, the study was informed by the Spearman’s correlation analysis that the attitude towards technology use was positively connected to adoption of ORS. Again, the study confirmed through the regression analysis that there was positive and significant effect of attitude towards technology use on adoption of ORS by employees of PSRS. This suggested that an increase in attitude towards technology use (perceived usefulness and perceived ease of use) could increase adoption of ORS by employees of PSRS when other factors are constant. 
The study finding that attitude towards technology use had positive and significant effect on adoption of ORS by employees of PSRS were in line with TPB which posts that attitude towards technology use predict adoption behavior of the technological products with greater accuracy (Ajzen, 1991).  As stated by the TPB, attitude towards technology use (perceived usefulness and perceived ease of use of ORS) predicted significantly actual use of the ORS by employees of PSRS. This was also in agreement with research by Ekanayaka and Gamage (2019) who investigated the impact of online recruitment on candidates’ intentions to apply for the job posts at the University of Kelaniya in Sri Lanka.  They reported that ease of use and perceived usefulness significantly influenced job seekers’ intention to use online recruitment system. 
Additionally, the findings of this study concurred with research by Grimaldo and Uy (2020) who investigated the factors affecting the usage of online recruitment tools among the persons in charge of recruitment in Philippines.  They demonstrated that ease of use and attitude were significant to users’ intention to use online recruitment system. However, the researchers obtained contrary results, which stated that perceived usefulness had no significance effect on users’ intention to use an online recruitment system. The different results may be due to fact that Grimaldo and Uy (2020) used a population and sample of persons in charge of recruitment in Philippines who may differ from employees of PSRS in Tanzania due to influences of social, economic and technological factors between the two countries. Thus, when it comes to adoption of technological products like ORS the attitude towards technology use importantly affect adoption behavior of ultimate users.
5.3 
Effect of Subjective Norms on Adoption of Online Recruitment System 
This study was informed by descriptive analysis of the research data that majority of the respondents indicated that acceptance of the ORS was influenced by factors related to subjective norms essentially influence by peers, top management of the PSRS and top leaders of the GoT. Also, the study was informed by Spearman’s correlation analysis that subjective norms was positively connected to adoption of ORS. Again, the study used regression analysis to confirm existence of positive and significant effect of subjective norms on adoption of ORS by employees of PSRS. More so, it was suggested that an increase in the subjective norms factors (peers and superior influence on the use of ORS) could cause an increase in adoption of ORS by employees of PSRS when other factors are constant. 
The study finding that subjective norms had positive and significant effect on adoption of ORS by employees of PSRS were in line with TPB which explains that subjective norms predict adoption behavior of the technological products with greater accuracy (Ajzen, 1991).  As stated by the TPB, subjective norms (influences by peers and superiors about use of technology) predicted significantly actual use of the ORS by employees of PSRS.
The above findings were also in agreement with Mahmood and Ling (2017) who analyzed the factors influencing job-seekers’ intention to use online recruitment websites. They showed that trust that influential groups (peer and elite) use or recommend use of online recruitment websites significantly influenced actual use of online recruitment websites among individuals. Likewise, research by Siddarth and Ravimohan (2020) examined the reasons behind company’s decision to use online hiring in India. The findings showed existent of positive effect of the subjective norms on the company’s decision to use online hiring in India. 
However, Tanantong and Wongras (2024) reported contrary results when explored the factors, which influenced users’ intention to adopt AI in recruitment in Thailand. Their results showed that social influence did not have a direct influence on intention to adopt IA among Human resource experts and recruitment experts at the Bangkok metropolitan area in Thailand. The stated differences may be explained by technological and population differences between studies. This is because Tanantong and Wongras (2024) focused on usage of IA by Human resource experts and recruitment experts at the Bangkok metropolitan area in Thailand, which may differ from usage of ORS by employees of PSRS in Tanzania. So, when it comes to adoption of ORS, the factors related to behavioral control tend to exert higher influence on the adoption behavior of the technology by ultimate users.
5.4 
Effect of Behavioral Control on Adoption of Online Recruitment System
This study was informed by descriptive analysis of the research data that the majority of the respondents indicated that acceptance of the ORS was influenced by factors related to behavioral control notably knowledge about the system, reliability of internet and technical assistance. Also, the study was informed by Spearman’s correlation analysis that behavioral control was positively connected to adoption of ORS among employees of PSRS. Based on regression analysis of the research data, this study confirmed that there was existence of positive and significant effect of behavioral control on adoption of ORS by employees of PSRS. This predicted that an increase in the behavioral control factors (knowledge about ORS, reliability of internet and technical assistance) accounted for an increase in adoption of ORS by employees of PSRS when other factors are constant. 
The study finding that behavioral control had positive and significant effect on adoption of ORS by employees of PSRS were in line with TPB which behavioral control predict adoption behavior of the technological products with greater accuracy (Ajzen, 1991).  As stated by the TPB, behavioral control (knowledge about ORS, reliability of internet and technical assistance) predicted significantly actual use of the ORS by employees of PSRS.
Additionally, the research findings by this study agreed with research by Kulkarni and Pingle (2019) who investigated the factors which influence online recruitment using a systematic literature survey. They revealed that facilitating condition, resource facilitating condition and self-efficacy were frequently rated among the factors which influenced adoption of online recruitment.
 Rathee and Bhuntel (2021) obtained similar results when investigated the perception of job seeker employees towards online recruitment system at National Capital Region and Haryana. The findings exposed that self-efficacy, assured supply of internet and technical support improved positive perception towards online recruitment.  That is to say, when it comes to adoption of technological products such as ORS the factors related to behavioral control emerge to be important factors of adoption behavior among ultimate users.
CHAPTER SIX
CONCLUSION AND RECOMMENDATION
6.1 
Chapter Overview 
In this chapter six, the study provides the conclusion, recommendations to the GoT and management of PSRS and limitations of research which reinforce areas of future researches. 
6.2 
Conclusion
The following conclusion are drawn by this study with regard to overarching research problem and the specific study objectives.
6.2.1 
Factors Influencing Adoption of Online Recruitment System at PSRS
The adoption of online recruitment system (ORS) by employees of PSRS in the carryout of recruitment activities is greatly affected by factors related to attitude towards technology use (perceived usefulness and perceived ease of use of the technology), subjective norms (influences by peers and superior about use of technology) and behavioral control (knowledge about ORS, reliability of internet and technical assistance). 
6.2.2 
Effect of Attitude towards Technology Use on Adoption of ORS
There is a positive and significant effect of attitude towards technology use on adoption of ORS by employees of PSRS. The study concludes that a percent increase in attitude towards technology use factors (perceived usefulness and perceived ease of use) other factors being constant suggested to increase adoption of ORS by employees of PSRS of 0.2704%. 
6.2.3 Effect of Subjective Norms on Adoption of Online Recruitment System 
There is a positive and significant effect of subjective norms on adoption of ORS by employees of PSRS. The study concludes that a percent increase in subjective norms (perceived usefulness and perceived ease of use) other factors being constant suggested to increase adoption of ORS by employees of PSRS of 10.7554%. By comparing this values against other variables (attitude towards technology use and behavioral control), the subjective norms is the dominant factor for adoption and sustainability of ORS at PSRS. 
6.2.4 
Effect of Behavioral Control on Adoption of Online Recruitment System
There is a positive and significant effect of behavioral control on adoption of ORS by employees of PSRS. This study concludes that a percent increase in behavioral control (control (knowledge about ORS, reliability of internet and technical assistance) other factors being constant suggests to increase adoption of ORS by employees of PSRS of 0.49%. 
6.3 
Recommendations to the GoT and Management of PSRS 
This study recommends the following to the GoT and management of PSRS in order to enhance performance and sustainability of the online recruitment system by making wise and timely decisions aiming to ensure that the ORS is suitable to users and conform to the fast changing social, economic and technological changes.
(i) The GoT through management of PSRS should ensure an up-investment of the effort to increase and maintain optimism attitude towards use of ORS by making the system easy to use and advantageous among employees of PSRS. 
(ii) The GoT and management of PSRS should ensure that there is untiring encouragement, support and advocacies on the potential benefits of using ORS in the carryout of recruitment activities. This is because adoption of ORS by employees of PSRS was influenced to high extent by the top management of PSRS and top leaders of GoT. 
(iii) The GoT through management of PSRS should ensure continually upgrading of knowledge of employees about ORS, reliability of internet and technical assistance by ICT experts at workplaces of PSRS. 
6.4 
Limitations of Research that Reinforce Future Researches
(i) A first limitation of this study is that it was conducted in one Tanzania organizations out of many others that have adopted OSR. This limit comparison and generalization of the obtained research findings across Tanzanian organizations. This reinforces future researches on similar research phenomenon in other business organizations in Tanzania that use ORS for comparison and even generalization of the findings. 
(ii) This study used quantitative method in data collection, analysis and presentation.  Normally, this method limit deeper understanding of the research problem from opinions of the respondents (users of ORS at PSRS). This reinforces future studies that will deploy a qualitative methods such as interviews and focus group discussion in order to gather the views of the respondents on adoption of ORS.
(iii) The omitted variables by this study explained about variability of adoption of ORS was 58.4%. This reinforces future researches to explore other factors which account for the above variability of adoption of ORS by employees of PSRS.
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APPENDICES

Appendix I: A Questionnaire to the Respondents
Dear Respondent; 
I am from the Open University of Tanzania. I would like to inform you that, this questionnaire has the aim of collecting data on the topic entitled “an assessment on the factors of adoption of online recruitment in Tanzania, a case study of Public Service Recruitment Secretariat (PSRS)". May I call upon your cooperation in filling this questionnaire sheet, so as to make this study/research very successful? This is purely an academic study, which is being conducted as a partial fulfillment for the award of degree on Masters of Business Administration in Human Resource Management (MBA-HRM) from the Open University of Tanzania, 2018. Thanks.
PART I: DEMOGRAPHIC INFORMATION 
1. Age group (Tick, ( in the appropriate box)
(a) Between 18 and 24 years


[            ]
(b) Between 25 and 34 years


[            ]
(c) Between 35 and 44 years


[            ]
(d) Between 45 and 54 years


[            ]
(e) From 55 years and above


[            ]
2. Gender. (Tick, ( in the most appropriate box)
(a) Male




[            ]
(b) Female




[            ]

3. Education level. (Tick, ( in the most appropriate box)
(a) No formal education 


[            ]
(b) Primary education 



[            ]
(c) Secondary education



[            ]
(d) Technician certificate


[            ]
(e) Ordinary diploma



[            ]
(f) First Degree




[            ]
(g) Master degree



[            ]
(h) PhD





[            ]
4. Work experience (Tick, ( in the most appropriate box)
(a) Less than 5 years



[            ]
(b) 5 to 10 years



[            ]
(c) 11 to 15 years



[            ]
(d) Above 15 years



[            ]
PART II:  QUESTIONS ON RESEARCH VARIABLES 
Kindly indicate the extent which you agree or disagree with each of the following statement by ticking (() in the appropriate boxes whereby 1 = strongly disagree, 2 = disagree, 3 = neither agree nor disagree, 4= agree, 5 = strongly agree  
	S/N
	Variables 
	1
	2
	3
	4
	5

	AT
	Attitude towards technology use   
	
	
	
	
	

	1
	Online recruitment system is more easy and beneficial compared to manual recruitment  system 
	
	
	
	
	

	2
	Online recruitment system easy to operate. 
	
	
	
	
	

	3
	Online recruitment system is very simple to use 
	
	
	
	
	

	4
	Online recruitment system is more useful than manual recruitment system  
	
	
	
	
	

	5
	Online recruitment system enable me to save time
	
	
	
	
	

	SN
	Subjective norms 
	
	
	
	
	

	1
	My acceptance of the online recruitment system is influenced externally by peers or top authority 
	
	
	
	
	

	2
	My acceptance of the online recruitment system is influenced  by coworkers
	
	
	
	
	

	3
	My acceptance of the online recruitment system is influence by users of the system elsewhere 
	
	
	
	
	

	4
	My acceptance of online recruitment system is influence by top management of PSRS 
	
	
	
	
	

	5
	My use of online recruitment system is influence by top leaders of GoT. 
	
	
	
	
	

	BC
	Behavioral control 
	
	
	
	
	

	1
	Acceptance of  the online recruitment system is influenced by factors like knowledge about the system, reliability of internet and technical assistance 
	
	
	
	
	

	2
	I have sufficient knowledge and skills to operate the online recruitment  system 
	
	
	
	
	

	3
	There is sufficient ICT devices such as internet, and computers to support me to use online recruitment system at PSRS
	
	
	
	
	

	4
	There is sufficient ICT experts to support smooth use of the online recruitment system at PSRS. 
	
	
	
	
	

	5
	I get instant technical help in case of encounter of technical difficulties while using the online recruitment system.
	
	
	
	
	

	Y
	Adoption of online recruitment system 
	
	
	
	
	

	1
	I use online recruitment system in performing recruitment activities
	
	
	
	
	

	2
	I interact with online recruitment system more often 
	
	
	
	
	

	3
	I have adapted to the requirements of effective use of the online recruitment system at PSRS.
	
	
	
	
	

	
	
	
	
	
	
	







THE END 





Appendix 2: Research Clearance Letters
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Appendix 3: Acceptance for Data Collection
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Subjective norms 


Influence by coworkers 


Influence by users elsewhere 


Influence by top management 


Influence by GoT





Attitude towards technology use


Perceived ease of use


Simple to operate 


Perceived usefulness


Time saving








Adoption of online recruitment system 








Behavioral control


Self-efficacy


Resource facilitating condition


Technology facilitating condition


Instant technical help 











