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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study examined to investigate the effect of human resource technology on implementation of human resource practices in Tanzania public sector. Specifically, the study aimed to assess the effect of recruitment management systems, performance management systems and human resource information systems on implementation of human resource practice in the public sector. Using structured questionnaire, the data were collected from a sample of 184 individuals selected from employees of the three councils of Songea district working in human resource and administration departments. The collected data were analysed by the use of descriptive statistics and multiple regression with the help of SPSS software, version 23. The study found that all three categories of technological systems used in this study have a positive and significant effect on performance of human resource practices in the researched public sector organisations. Based on these findings, it can be concluded that the integration of human resource technology in human resource management has fundamentally transformed the implementation of human resource practices within the Tanzania public sector by streamlining processes such recruitment, performance management, data accuracy, effective decision-making, better service delivery, as well as allowing for more strategic alignment of human resources with organizational goals. Thus, the study recommends that the central government and the management of public organisations should provide continuous support in terms of resources, trainings and policy improvement to ensure that the technological systems implemented in the public sector are functional and effective, as well as implementing strict and robust data security measures, given the sensitive nature of employee information managed by the technological systems.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Overview TC "1.1 Overview" \f C \l "1" 
This is the first chapter of the research report which intends to cover the background information to this study, statement of the problem, research objectives, research questions, significance of the study, as well as scope of the study.

1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
Scholars and practitioners are in agreement that people are the most valuable assets of the organisation (Stanley & Aggarwal, 2019). Specifically, they refer to as human capital or workforce in a Human Resources (HR) discipline. Human capital is actually the differentiating force and active asset of the organisation which determines the success of an organisation through contribution of their skills and expertise as they work to achieve organisational goals (Knezović et al. 2020). Managing human capital in pursuit of achievement of strategic goals of an organisation, various HR practices are involved.  These encompasses activities such as recruitment, selection, training and development, performance evaluation, compensation and benefits, motivation and engagement initiatives, as well as employee relations (Armstrong, 2019). 
With the advancement of technology in recent years, the field of human resource management has undergone significant transformations which affects how HR practices are implemented. Today, HR technologies have evolved significantly, offering a wide range of solutions to streamline HR processes and enhance efficiency. Historically, implementation of human resource practices began with manual and paper-based record keeping of labour information such as attendance, time records, payrolls, disciplinary issues and labour relations practices (Faruk, 2019). The invention of fax machines in the 1960s and advent of the same in the 1980s revolutionized HR practices by enabling faster and more efficient document transmission (Veldsman & Pretorius, 2024). In 1987, the introduction of PeopleSoft marked the birth of the first-ever purpose-built HR management system (Madera, 2019). The 1990s saw the rise of the World Wide Web and Enterprise Resource Planning (ERP) systems, which further transformed HR practices (Veldsman & Pretorius, 2024).

Like for other organisations all over the world, Tanzanian public sector organizations as well are increasingly adopting human resources related technologies to automate routine tasks, improve decision-making, and enhance employee experience. In fact, over the past decade, the Government of Tanzania (GoT) has been striving to change technologically by introducing computer based IT systems to its sectors and organisations. According to Chinyuka (2018), the first ever documented attempt of such efforts was back in 2011 when the GoT implemented Human Resource Management Information System (HRMIS) in its Ministries, Departments, and Agencies (MDAs) as well as Local Government Authorities (LGAs). The introduction of technology in HR practices began with the computerization of payroll systems and the adoption of basic HRIS (Human Resource Information Systems). Over time, the MDAs and LGAs have invested more on technology and leveraged it for more advanced HR practices such as recruitment and selection, updating and maintenance of employee data, performance management, leave management, generating HR reports, employees’ deductions, career planning, training and development, and employee communication. The HR systems that have recently been adopted in Tanzania includes recruitment portals, payroll software, Employee Self Service (ESS) portals, and Public Employee Performance Management Information System (PEPMIS).
The integration of technology in HR practices has brought about several significant benefits such as automation of routine tasks and reducing administrative burden as well as enabling HR professionals to focus on strategic initiatives. HR technologies have also improved data accuracy, enabled better workforce planning, and enhanced communication between employees and management.
1.3 Statement of the Research Problem TC "1.3 Statement of the Research Problem" \f C \l "1" 
Tanzania like other emerging economies, has decided to use HRIS to replace the paper-based record system by introducing HRIS in the MDAs and LGAs. The aim of introducing these technologies has always been to reduce manual performance of administrative activities and enable HR officers to maintain complete, accurate and up to-date employees’ information by using computerised application software. However, the available evidence indicates that the reality on the ground differs from the expectations. For instance, despite the application of HR technologies, the nationwide audit of public servants in Tanzania in 2016/2017 revealed the problems such as fraud in the public payroll, employment of unqualified public servants, ‘ghost’ workers, delayed public sector promotions and poor management of employee training and development plans (URT, 2016). Moreover, the study by Matimbwa & Masue (2019) revealed several challenges associated with the usage of HR-related technologies, including unsteady financial capacity to acquire, update and maintain the systems, inadequate ICT and HRIS expertise among the HRM workforce, inadequate coordination of government machinery, instability of internet connectivity, and inadequate top management support.
The persistence of these issues raises concerns on the effectiveness HR-related technologies usage in public sector organizations in Tanzania. Moreover, the body of literature shows that a very small attention has been directed towards synthesising the effect of HR technological systems in the public sector, as compared to the pace of adoption of these systems taking place in Tanzania. In this light, it deems necessary that a study is undertaken to critically analyse the effect of technology on implementation of human resource practices in Tanzanian public sector.
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1" 
1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
To assess the effect of Human Resource technology on implementation of human resource practices in Tanzania public sector.
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1"  

Specifically, the study focused on the following objectives:

i. To assess the effect of recruitment management systems on implementation of HR practices in the public sector.
ii. To assess the effect of performance management systems on implementation of HR practices in the public sector.
iii. To assess the effect of human resource information systems on implementation of HR practices in the public sector.
1.5 Research Questions TC "1.5 Research Questions" \f C \l "1" 
i. What is the effect of recruitment management systems on implementation of HR practices in the public sector?

ii. What is the effect of performance management systems on implementation of HR practices in the public sector?

iii. What is the effect of human resource information systems on implementation of HR practices in the public sector?
1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
The findings of this study are expected to create crucial knowledge and understanding about the usage of technology in implementation of HR functions. Moreover, this research will provide unique information that can be used by policy makers and practitioners to improve the usage of HR-related technologies in implementation of HR practices in government sectors and organisations in Tanzania. Further, the output and publications from this research work are expected to be important additions to the existing body literature that can be used as reference to other researchers who will come to undertake the study on the similar, or the related, subjects.
1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
Implementation of HR function is a very broad subject to cover to its entirety in just a single study. For this reason, this study is designed to focus only on how technology affects the implementation of HR practices. Further, the study has limited itself to the public sector due to the rapidly increasing pace of technology adoption in this sector in Tanzania. 
1.8 Organization of the Report TC "1.8 Organization of the Report" \f C \l "1" 
This report is organized into five chapters. The first chapter, as covered in previous pages, discusses the general background to the study and introduces the research problem at hand. The second chapter covers the reviewed literature and establishes the research gap together with the conceptual framework which guides this study. The third chapter gives an account of the design and the methods that were used to successfully carry out this study to completion. The fourth chapter covers the analysis of the collected data together with the presentation and discussion of the findings of this study. Lastly, the report concludes with the fifth chapter which covers the report summary, conclusions, implications and recommendations from the findings obtained from this research. Further, chapter five winds up with suggestions of areas for further research.
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2.1 Overview" \f C \l "1" 
This is the second chapter of this report which presents a review of significant theoretical and empirical literature in relation to the research topic under study as laid down by different scholars. The chapter is organized into five sections which are conceptual definitions, theoretical literature review, empirical literature review, research gap and the conceptual framework of variables involved in this study.
2.2 Conceptual Definitions TC "2.2 Conceptual Definitions" \f C \l "1"  

2.2.1 Human Resource Practices TC "2.2.1 Human Resource Practices" \f C \l "1" 
Human resource practices is defined by Anwar and Abdullah (2021) as a set of integrated policies and practices that together determine the behaviour and performance of employees in organizations. According to Armstrong (2019), human resource practices refer to the formal systems put in place by an organization that manages and governs the people who work for that organization. 
This study, however, adopts a definition by Boon et al. (2019) who defined the concept of human resource practices as the activities carried out within an organization to manage the employment relationship and ensure that the organization has the right people with the right skills in the right positions who are performing their roles so efficiently and effectively. These practices encompass various activities such as recruitment, selection, training, performance management, compensation, employee benefits, and employee relations.

2.2.2 Human Resource Technology TC "2.2.2 Human Resource Technology" \f C \l "1"  
According to Bondarouk & Brewster (2018), Human resource technology, commonly referred to as HR tech, is software designed to help employers hire, engage and retain employees while simplifying workforce management and payroll processes, further assisting in unifying core HR functions, eliminating costly redundancies, and synchronizing data to inform decision-making. Veldsman and Pretorius (2024) viewed HR technology as an umbrella term for hardware and software used to automate the human resources function in organizations. This study adopts a definition by Çunaku (2019) who referred to HR technology as the use of a wide range of hardware and software tools and systems to automate and streamline various human resources functions, designed to optimize core HR processes, improve efficiency, and enhance the overall employee experience within an organization.
2.2.3 Recruitment Management Systems TC "2.2.3 Recruitment Management Systems" \f C \l "1" 
According to Holbeck et al. (2019), a recruitment management system is the software application that helps automate and manage various tasks involved in the recruitment process. These tasks include job posting, candidate sourcing, resume screening, interview scheduling, and offer management. Matsiko (2019) defined recruitment management systems as software platforms that enable organizations to electronically store, track, and manage applications throughout the recruitment process. In this study, however, recruitment management systems are defined as the computer systems that organisations deploy in the process of searching for, identifying, attracting, and securing the services of individuals who are capable of contributing to the achievement of the organization's objectives (Al-Alawi et al.,2023).
2.2.4 Performance Management Systems TC "2.2.4 Performance Management Systems" \f C \l "1" 
According to Kurdi and Alshurideh (2020), a performance management system is the data-oriented management system designed to improve individual and organizational performance. Umar et al. (2020) defined the concept as the system that automates tasks like setting goals, tracking progress, and objective evaluations based on data analysis so that to allow managers spend less time on administrative duties and more time on coaching and development conversations.  Moreover, performance management systems can be defined as the tools that support a shift away from annual reviews towards continuous development using HR technology that enables frequent check-ins, real-time feedback delivery, and goal adjustments throughout the year, fostering a more dynamic approach, keeping employees engaged and motivated (Stanley& Aggarwal, 2019).
2.2.5 Human Resource Information Systems TC "2.2.5 Human Resource Information Systems" \f C \l "1" 
Matimbwa and Masue (2019) defined Human Resource Information Systems as the computer software that manages organisational information used to make strategic decisions about the management of people within an organization. According to Armstrong (2019), Human Resource Information Systems refers to the software that maintains and manages data, facts, and figures relating to employees that are available within the organization for use in making decisions about the workforce. This research adopts the definition by Bhatt et al. (2023) who defined Human Resource Information system as the information system dealing with management and analysis of data related to the workforce of an organization, such as payroll, employee skills, training, performance, and development which is crucial for effective human resource management and decision-making.
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1"  

This study is guided by the Resource-Based-View (RBV) theory. The Resource-Based-View theory is a framework for understanding how a firm's unique resources and capabilities can create a sustainable competitive advantage. The theory argues that firm's success depends on its ability to leverage unique and valuable resources. In other words, the theory argues that firm's resources and capabilities are its key sources of competitive advantage (El Gizawi, 2014). This theory was introduced by Wernerfelt (1984) and improved later on by Barney (1991). 
In the light of this theory, HR-related technologies can be viewed as the valuable, rare and inimitable resources that can be well exploited to enhance efficiency in implementation of HR practices and leverage organisation’s competitive advantage (Valentin, 2001). 
From RBV perspective, the implementation of technological Recruitment Management Systems, integrated with the organization's overall HR strategy, can enhance the firm's human capital by enabling the identification and recruitment of individuals with valuable skills and competencies that are aligned with the organization's strategic goals. Also, having effective Performance Management Systems in place can be a source of competitive advantage by aligning individual and team performance with organizational objectives. Lastly, in the context of RBV, well-implemented Human Resource Information Systems can enhance organizational capabilities by providing timely and accurate information for strategic decision-making, improved efficiency, reduced administrative burdens, and enhance the overall quality of HR practices.
The Resource-Based View (RBV) theory was applied in the study of the effect of human resource technology on the implementation of HR practices in Tanzania’s public sector to explore how organizational resources, particularly technology, contribute to the effective execution of HR practices. According to RBV, firms gain a competitive advantage by leveraging valuable, rare, inimitable, and non-substitutable resources (Barney, 1991). In the context of Tanzania’s public sector, the study posited that HR technology serves as a strategic resource that enhances HR practices such as recruitment, performance management, and employee development. By integrating advanced HR technologies, organizations can streamline processes, reduce inefficiencies, and improve decision-making capabilities, ultimately leading to better implementation of HR practices (Mabasa & Mbalamula, 2021). The RBV framework highlights how adopting technological innovations in HR can create a sustainable competitive advantage in public sector organizations by optimizing resource allocation and enhancing overall organizational performance.
Moreover, leveraging Recruitment Management Systems, Performance Management Systems, and Human Resource Information Systems effectively, may help organizations to build critical capabilities that enable them to attract top talent, drive high performance, and make informed strategic HR decisions. These capabilities, supported by HR technology, play a key role in enhancing organizational competitiveness and sustainability in today's dynamic business environment. On the other hand, however, the theory is criticised for being too static and not taking into account the dynamic nature of the external environment to an organisation that affects its competitiveness. Moreover, the theory is too optimistic and does not consider the possibility of resource erosion or substitution (Valentin, 2001). Despite these weaknesses, though, the RBV theory remains a highly influential framework for understanding the key causes of success and competitive advantage in organisational activities; the subject that this research aims to explore.
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1"  

2.4.1 Worldwide Context TC "2.4.1 Worldwide Context" \f C \l "1"  
The study by Bhatt et al. (2023) investigated the effect of technology in HR practices on performance management in IT industry in India. The study used the snowball survey and random sampling as sampling techniques and the collected data were analysed quantitatively. The results generally indicated that technology is very helpful for improving performance and aiding in data management in organisations. However, it was revealed that constant technological change and the potential for data loss presents special challenges. The strength of Bhatt et al.'s (2023) study is its focus on the impact of technology on HR practices in the IT industry, offering valuable insights into modern performance management techniques; however, its weakness is the limited generalizability of the findings, as it focuses solely on the IT sector in India, which may not apply to other industries or regions.
Another study by Stanley and Aggarwal (2019) investigated effect of disruptive technology on human resource management practices. The study revealed that Human Resource Management (HRM) practices have been significantly affected by disruptive technology in the form of artificial intelligence, networks and robotics. According to this study, artificial intelligence has improved HRM practices in the areas of recruitment, legal work, monitoring employees, coaching and performance management. Robots have facilitated practices such as interview and selection process, learning, communication, and in controlling harassment. Moreover, networks have become so essential in the processes of recruitment, learning and development, career path and collaboration. The strength of Stanley and Aggarwal's (2019) study is its exploration of the impact of disruptive technology on HR practices, providing timely insights into how technological advancements reshape human resource management; however, its weakness is the lack of focus on specific industries or contexts, which may limit the applicability of the findings across diverse organizational settings.
Parry and Battista (2019) conducted another study in the UK to examine the evidence of the effect of emerging technologies on work and the role of the human resource (HR) function in helping employees and organisations to navigate the technological changes at work. The evidence from reviewed literature suggested that the latest technologies, such as artificial intelligence and robotics are being employed by organisations to automate simple and repetitive tasks as well as to make complex decisions quickly and more accurately through predictive algorithms. The study concluded by shedding a light on a number of challenges posed by technology to HR professionals, who will need to help employees to update their skills to compete in the future world of work, and to find ways to address the possible negative effects of increased connectivity and precarious working arrangements. The strength of Parry and Battista's (2019) study is its comprehensive examination of how emerging technologies impact work and the HR function in the UK, offering valuable insights into the evolving role of HR in a technologically advancing landscape; however, its weakness is the limited scope, as it focuses solely on the UK, which may not fully capture global trends or challenges in HR practices across different countries.
Lastly, as study by Vrontis et al. (2022) applied a systematic literature review to investigate the relationship between intelligent automation technologies and human resource management. Particularly, their work focused on studying artificial intelligence, robotics and other advanced technologies within HRM settings. Results indicated that intelligent automation technologies constitute a new approach to managing employees and enhancing firm performance, thus offering several opportunities for HRM but also considerable challenges at a technological and ethical level. The effect of these technologies has been identified to concentrate on HRM strategies, namely, job replacement, human-robot/AI collaboration, decision-making and learning opportunities, and HRM activities, namely, recruiting, training and job performance. The strength of Vrontis et al.'s (2022) study is its use of a systematic literature review, providing a comprehensive and evidence-based synthesis of the relationship between intelligent automation technologies and HRM; however, its weakness is that the reliance on secondary data may limit the ability to draw conclusions about the current, real-world application and impact of these technologies on HRM practices.
Al-Alawi et al. (2023) conducted a study to discover the factors related to human resource (HR) digital transformation in Bahrain during coronavirus pandemic and to analyse the effect of e-human resource management (e-HRM) on organizational performance. Data were collected using surveys form HR executives and employees from multiple private and public organizations in Bahrain, and were analysed using quantitative methods. On one hand, the results showed that the effect of technology on HR practices has been transformative. The adoption of HR technologies has improved the efficiency and effectiveness of HR processes, leading to cost savings and better decision-making. Further, the study indicated that lack of infrastructure, IT funding and employee resistance were among the factors constraining HR digital transformation. However, the research identified that most employees look forward to implementing digital transformations in HRM processes within their organization. The strength of Al-Alawi et al.'s (2023) study is its focus on identifying the factors driving HR digital transformation in Bahrain, providing valuable insights into the specific context of digital adoption in the region; however, its weakness is the limited generalizability of the findings, as the study is focused solely on Bahrain, which may not be applicable to other countries or industries.
2.4.2 Africa Context TC "2.4.2 Africa Context" \f C \l "1" 
Umar et al. (2020) conducted a study to investigate the implications of adopting and implementing electronic human resource management practices on job performance. The research employed a quantitative approach with survey from 214 academic and non-academic staff in five higher learning institutions in Northern part of Nigeria. The collected data were analysed using partial least square structural equation modelling (PLS-SEM), and the quantitative results indicated that some of the components of e-HRM practices such as e-training, e-performance appraisal, e-communication and e-compensation were significantly and positively associated with the dimensions of job performance involved in the study. The strength of Umar et al.'s (2020) study is its exploration of the direct implications of adopting electronic human resource management practices on job performance, offering valuable insights into the potential benefits of e-HRM; however, its weakness is that it may not fully address the challenges or barriers organizations face during implementation, which could affect the broader applicability of the findings.
Amoako et al. (2022) carried out the study to investigate the effect of organizational leadership, organizational structure, and employee technological capabilities on the implementation success of e-HRM system. Data were collected from a novel dataset that was based on list of human resource practitioner/professional that was made available by the Chartered Institute of Human Resource Practitioners in Ghana. The outcome of the study indicated that organizational structure and employee technological efficacy had a positive and significant influence on the successful implementation of e-HRM. Conversely, organizational leadership did not have significant influence on the success of e-HRM. The strength of Amoako et al.'s (2022) study is its comprehensive analysis of multiple factors organizational leadership, structure, and employee technological capabilities on the success of e-HRM system implementation, providing a holistic view of the influencing variables; however, its weakness is that it may not fully account for industry-specific variations, limiting the generalizability of the findings across different sectors.
Another work by Koch et al. (2018) researched the effect of social media on the recruitment process in South Africa. Their research collected data from a sample of 12 recruiters across South Africa spanning a wide range of industries. The study used a qualitative approach whereby semi-structured interviews were conducted and a thematic analysis was utilised to identify themes and subthemes in the data. After analysis, it was concluded from findings that South African recruiters are increasingly utilising social medias along some traditional methods of recruiting new workers. The results showed that LinkedIn is becoming central to their respective recruitment processes. However, contrary to their international counterparts, the use of Twitter and Facebook for recruitment was found to be substantially lower in South Africa than elsewhere. The strength of Koch et al.'s (2018) research is its focus on the impact of social media on the recruitment process in South Africa, offering valuable insights into modern recruitment practices; however, its weakness is that it focuses only on South Africa, which may limit the applicability of the findings to other countries with different cultural and technological contexts.
Another study was conducted by Matsiko (2019) to examined the relationship between Human Resources Information System (HRIS) and the recruitment process in the Ministry of Health in Uganda. The study adopted a cross sectional design and collected both the quantitative and qualitative data using questionnaires and an interview guide respectively. After analysing the collected data using quantitative and thematic analysis methods, the findings revealed that e-advertising had a weak negative relationship with the recruitment process whereas e-application and e-interviewing had a significant positive relationship with the recruitment process in the Ministry of Health of Uganda. The strength of Matsiko's (2019) study is its in-depth examination of the relationship between HRIS and the recruitment process in Uganda's Ministry of Health, providing specific insights into the application of technology in public sector recruitment; however, its weakness is the limited scope, as it focuses on a single ministry, which may not reflect broader trends or challenges in HRIS implementation across other sectors or regions.
Another study by Kalanja et al. (2018) investigated the influence of integration of ICT on human resource management in public universities in Kenya. The study adopted a descriptive survey research design. The study used a sample of 344 lecturers and all the registrars’ administration staff selected proportionately from the three oldest public universities in Kenya namely: University of Nairobi, Moi University and Kenyatta University. From the findings, the study established that ICT integration was perceived by to have a positive influence on HRM, especially on HR administrative functions such as employee’s record management and payroll administration. It was however minimal on the more strategic applications such as staff recruitment and selection, training and development as well as performance management. The strength of Kalanja et al.'s (2018) study is its focus on the integration of ICT in HRM within public universities in Kenya, providing relevant insights into how technology influences HR practices in higher education; however, its weakness is that it is limited to a specific sector (public universities), which may not fully capture the broader effects of ICT integration in other public or private organizations.
2.4.3 Tanzania Context TC "2.4.3 Tanzania Context" \f C \l "1" 
Matimbwa and Masue (2019) conducted a study on the usage and challenges of human resources information system in the Tanzanian public organizations. Their work based on systematic review of policies, legislation and scientific literature to examine the practice, new developments and challenges facing the uptake of HRIS in Tanzania and applied a systematic qualitative synthesis using nomothetic-based content analysis. The findings of this study indicated that HRIS has been useful in HRM in Tanzania particularly in recruitment and selection, updating and maintenance of employee data, generating HR reports, employees’ deductions, direct deposit distributions, career planning, and training, and development. On the other side the study revealed that unsteady financial capacity, inadequate expertise among the HRM workforce, inadequate coordination of government machinery in the performance of their statutory responsibilities, instability of internet connectivity and inadequate top management support were the biggest challenges associated with usage of HRIS. The strength of Matimbwa and Masue's (2019) study is its focus on the practical usage and challenges of HRIS in Tanzanian public organizations, providing valuable insights into the barriers and opportunities for improving HR management in the public sector; however, its weakness is that it may not fully address potential solutions to these challenges, limiting its practical application for organizations looking to overcome them.
Another study was conducted by Kiwango and Omar (2021) to determine the challenges in implementing an electronic human resource management system in public institutions in Zanzibar. The study applied a mixed method and data were collected using both questionnaires and interviews from 85 employees, and analysed by descriptive and correlational analysis. The results of this study showed that implementation of e-HRIS was highly constrained by the factors including inadequate budget, lack of management support, inadequate ICT experts, poor technological infrastructures, technological complexity, and technological incompatibility. Moreover, the factors like lack of laws governing ICT, lack of sound ICT policy and lack of government support constrained the successful implementation of e-HRM. The strength of Kiwango and Omar's (2021) study is its focus on identifying the specific challenges of implementing e-HRM systems in public institutions in Zanzibar, offering valuable context-specific insights; however, its weakness is that it is limited to Zanzibar, which may not fully reflect the challenges faced in other regions or countries with different infrastructural or organizational contexts.
Another study that investigated the adoption of human resource information systems on public sectors in Tanzania was carried out by Mathew et al. (2023). The adopted the case study design accompanied by a mixed method technique using a sample of 63 respondents obtained through purposive sampling technique.  The data was collected using survey questionnaires and interviews and analysed by descriptive and inferential statistics. The results of the study revealed that HRIS has been useful in the management of human resources functions and practices. Furthermore, the study recommended that all public sectors in Tanzania should adopt HRIS to reduce the cost of HR operations. The strength of Mathew et al.'s (2023) study is its examination of the adoption of Human Resource Information Systems (HRIS) in the Tanzanian public sector, providing valuable insights into the integration of technology in public administration; however, its weakness is that it may not account for variations across different public sector institutions, limiting the generalizability of the findings to the broader public sector.
Again, Matimbwa et al. (2020) to assess the influence of technological features on effectiveness of human resource information systems. The study involved 37 local government authorities in six regions of Tanzania and collected both primary and secondary data. Primary data were collected through administration of 201 questionnaires to Human Resource Officers (HROs) and interviews with 8 key informants while secondary data were collected through documentary review. Data were analysed using both descriptive and inferential statistics and the ordered logistic regression model. After analysis, the results indicated that technological features have significant influence on HRIS effectiveness in terms of timeliness, completeness, and accuracy of information. The strength of Matimbwa et al.'s (2020) study is its focus on assessing the influence of technological features on the effectiveness of HRIS, providing insights into how specific technological aspects contribute to HRIS performance; however, its weakness is that it may not fully address organizational or contextual factors that could also impact the effectiveness of HRIS, limiting its applicability across diverse settings.
Another work by Shah et al. (2020) studied the effect of e-HRM on HR Efficiency in Tanzania’s private commercial banks. The study used a quantitative approach to gather empirical data using a structured questionnaire and analysed the same using PLS-SEM of SmartPLS. Using a cross-sectional survey design, the study gathered data from purposively sampled employees in private commercial banks. The study found that e-HRM positively influences HR Efficiency by decreasing the response time of HR activities, enhancing the organisations’ ability to recruit in a cost effective manner, and facilitating objective performance management valuations. The strength of Shah et al.'s (2020) study is its focus on the effect of e-HRM on HR efficiency in Tanzania's private commercial banks, providing relevant insights into the adoption of digital HR practices in the banking sector; however, its weakness is that it is limited to one industry, which may not fully capture the broader impact of e-HRM across other sectors or regions.
2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
Given the importance of human resources, there have been continuous efforts to improve how human resources function can be implemented in an efficient and cost effective manner.  The reviewed literature has indicated all sorts of ways in which technology can affect the implementation of HRM functions. Kalanja et al. (2018) and Matimbwa et al. (2020) asserted that technologies are only helpful in simple administrative activities such as record management and payroll administration, whereas other scholars such as Vrontis et al. (2022) and Stanley and Aggarwal (2019) argued that technology has as well improved the implementation of organisations strategic functions such as staff recruitment and selection, training and development as well as performance management. On the extreme end of the argument Al-Alawi et al. (2023) and Mathew et al. (2023) reached to the conclusion that beyond just improving the ways in which HR practices are implemented, advancement of technology has led to cost savings and better decision-making in business organisations. 
The conclusions reached by scholars in most of the reviewed literature indicates that there has been significant evolution of HR technologies over the years and they have become essential tools for organizations to manage their workforce efficiently. Like in all other parts of the world, the use of HR technologies and systems in Tanzania is increasingly taking over the traditional approaches to human resources management. However, the effect of these technologies on the efficiency of human resources practices is somewhat an area that requires intensive investigation. This is because the number of studies that have been conducted in Tanzania are inadequate as compared to the pace of adoption of HR technological systems taking place in Tanzania public sector. This is the reason for this study that intends to investigate the effect of technology on HR practices in Tanzania public sector.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1"  

The relationship between the variables of this study is illustrated by the model below.
[image: image1.png]INDEPENDENT VARIABLES DEPENDENT VARIABLE

‘ Recruitment Management Systems

‘ Performance Management Systems

|

Human Resource Pra S

‘ HR Information Systems





Figure 2.1: The Conceptual Framework TC "Figure 2.1: The Conceptual Framework" \f F \l "1" 
Source: Researcher’s construct (2024)
2.7 Theoretical Framework TC "2.7 Theoretical Framework" \f C \l "1"  

This study aims at assessing the effect of technology on implementation of human resource practices in Tanzania public sector. The study involves three independent variables namely; recruitment management systems, performance management systems, and HR information systems, which were studied to assess their individual and collective effect the dependent variable of the study, i.e., human resource practices. The theoretical relationships between each independent variable and the dependent variable are as explained below. 
2.7.1 Effect of Recruitment Management Systems on HR Practices TC "2.7.1 Impact of Recruitment Management Systems on HR Practices" \f C \l "1" 
It is postulated by this study that the technological recruitment management systems have a positive and significant effect in implementation of human resources practices. It is believed that recruitment management systems, such as applicant tracking systems and online job portals, can streamline and automate the recruitment process, thereby enhancing the efficiency of HR practices by enabling faster candidate sourcing, screening, and selection resulting into reduced manual work, administrative burden, and improved candidate experience and better quality of hires. 
2.7.2 Effect of Performance Management Systems on HR Practices TC "2.7.2 Impact of Performance Management Systems on HR Practices" \f C \l "1" 
Performance management systems also are believed to have a positive and significant influence on performance of human resource practices. This study hypothesizes that performance management systems aided by HR tech can enhance the effectiveness of HR practices by providing objective performance metrics and facilitating continuous performance discussions as they can enable real-time feedback, goal tracking, and data analytics for performance evaluation. Moreover, it can help in data-driven decision making in the areas such as employees training and recognition and reward management. 
2.7.3 Effect of Human Resource Information Systems on HR practices TC "2.7.3 Impact of Human Resource Information Systems on HR practices" \f C \l "1" 
Again, this study hypothesizes that Human Resource Information Systems (HRIS) have a positive and significant influence of implementation of human resource practices. This is because HRIS can centralize HR data and automate processes related to employee information, payroll, benefits, leave schedule, skills, and compliance. This can improve the efficiency of HR practices by reducing manual data entry and eliminating paperwork, enabling HR professionals to make informed decisions concerning their workforce in areas such as workforce planning, training and development, talent management, and strategic HR initiatives based on real-time and accurate data.

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1"  

This chapter explains the systematic course through which this study was conducted. The chapter covers research philosophy, research approach, research design, area of study, population of the study, sampling, data collection methods, data validity and reliability issues, data analysis plan as well as expected research findings.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
This study adopted the positivism research philosophy. According to Saunders (2019), positivism philosophy relates to the viewpoint that researcher needs to concentrate only on facts without provisions for human interests within the study. Thus, this philosophy depends on observations that lead to quantifiable statistical analyses. 
Positivism, as a research philosophy, emphasizes the use of quantitative methods to observe and measure relationships between variables, aiming for objectivity and generalizability. In the context of the objectives mentioned, positivism allows researchers to empirically assess the effects of recruitment management systems, performance management systems, and human resource information systems on the implementation of HR practices in the public sector. For instance, a positivist approach could help quantify how the adoption of recruitment management systems improves the efficiency of hiring processes (Ali et al., 2020), how performance management systems influence employee outcomes (Liu & Battista, 2020), and how HRIS enhances decision-making and organizational efficiency (Umar et al., 2020). By focusing on observable and measurable data, positivism provides a structured framework to evaluate the direct impacts of these HR technologies on public sector practices, supporting conclusions based on statistical evidence. However, while it enhances reliability and generalizability, this approach may overlook the subjective experiences and organizational contexts that could shape the implementation and outcomes of HR technologies (Shah et al., 2020).

3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
A quantitative research approach is highly applicable to studying the effect of human resource technology on the implementation of human resource practices in the Tanzanian public sector because it allows for the systematic collection and analysis of numerical data to identify patterns and correlations between variables (Creswell, 2014). By using surveys, structured questionnaires, and statistical tools, researchers can measure how specific HR technologies like Human Resource Information Systems (HRIS) or recruitment management systems influence the efficiency and effectiveness of HR practices in the public sector (Shah et al., 2020). The use of quantitative methods is particularly beneficial for this type of study as it provides a clear, objective assessment of the impact of technological adoption, offering results that are generalizable to a larger population within Tanzania's public sector (Bryman, 2016). This approach helps to establish causality and provides concrete evidence on the effectiveness of HR technologies, allowing policymakers and organizations to make data-driven decisions. However, one limitation is that quantitative methods may not capture the nuances and complexities of how technology is perceived or experienced by HR personnel in the public sector (Creswell, 2014).

3.4 Research Design TC "3.4 Research Design" \f C \l "1"  

An explanatory research design is ideal for studying the effect of human resource technology on the implementation of HR practices in the Tanzanian public sector because it seeks to establish causal relationships between variables by explaining how and why certain factors influence outcomes (Saunders et al., 2019). This design involves systematically collecting and analyzing data to understand the mechanisms behind the adoption and implementation of HR technologies such as HRIS and recruitment management systems in public institutions (Creswell, 2014). By using quantitative methods like surveys and interviews, explanatory research can uncover the direct and indirect effects of HR technology on HR practices, offering insights into how these systems improve efficiency and effectiveness in the public sector (Shah et al., 2020). The primary strength of this approach is its ability to provide a deeper understanding of the cause-and-effect relationships, offering valuable evidence for policymakers and practitioners looking to enhance HR practices in Tanzania’s public sector. However, a limitation of the explanatory design is that it can be resource-intensive and may require a large sample size to draw robust conclusions (Saunders et al., 2019).
3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1" 
This research is to be carried out in Songea district involving the three councils in the area which are Songea municipal council, Songea district council and Madaba district council. The district in Ruvuma region which is situated in the southern part of Tanzania. The study area has been selected for this study because there has not been any related study known to the researcher conducted in this area.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1"  

A study population is simply a target group to be studied in a particular place. The population for this study is composed of all human resource and administrative employees from the three councils of Songea district. As of May 2024, the total number of the said categories in the three district councils were 325 employees in total (URT, 2024). The composition of the study population by area is as summarized in Table 3.1 below.
Table 3.1: Population Composition TC "Table 3.1: Population Composition" \f T \l "1" 
	S/N
	Administrative and HR employees by council
	Population

	1
	Songea MC
	165

	2
	Songea DC
	116

	3
	Madaba DC
	44

	
	Total
	325


Source: Ruvuma region HR office, 2024
3.7 Sampling Design and Sample Size TC "3.7 Sampling Design and Sample Size" \f C \l "1" 
3.7.1 Sampling Design TC "3.7.1 Sampling Design" \f C \l "1"  

In this study, purposive sampling technique was applied to ascertain the respondents to be involved in the study. This approach of sample determination is adopted because not all employees in the public sector organisations have access to HRM technological systems. The most appropriate individuals from the administration and human resource departments who can provide informed responses to research questions were selected to participate in to fill in the questionnaire of this research.
3.7.2 Sample Size TC "3.7.2 Sample Size" \f C \l "1" 
Sample size is the number of observations taken from a population through which statistical inferences for the whole population are made (Lohr, 2022). For this study, the sample size was estimated basing on Krejcie and Morgan’s (1970) table of sample size determination (Appendix 2). For a population of 325 at 95% confidence level, the required minimum sample size from Krejcie and Morgan’s table was 181 individuals. Therefore, 181 respondents were involved in this study, as summarized in Table 3.2 below.

Table 3.2: Sampling Frame TC "Table 3.2: Sampling Frame" \f T \l "1" 
	S/N
	Songea District Councils
	Population
	Sample
	Percentage of Sample

	1
	Songea MC
	165
	(165/325)*181 = 92
	50.8

	2
	Songea DC
	116
	(116/325)*181 = 65
	35.9

	3
	Madaba DC
	44
	(44/325)*181 = 24
	13.3

	
	Total
	325
	181
	100.0


Source: Researcher’s construct (2024)
3.8 Methods of Data Collection TC "3.8 Methods of Data Collection" \f C \l "1"  

Only the primary data were collected for this study and the researcher employed own constructed close-ended questionnaire as a tool for data collection. The questionnaires were distributed physically and self-administered by the researcher. Questionnaires were best option to collect data for this study because Saunders (2019) acknowledges a questionnaire as the main tool of data collection in quantitative studies. 
3.9 Variables and Measurement Procedure TC "3.9 Variables and Measurement Procedure" \f C \l "1" 
This study involved a total of four variables; three being independent variables and one dependent variable. The variable measurement procedures for these variables is covered in the subsections that follows.
3.9.1 Independent Variable TC "3.9.1 Independent Variable" \f C \l "1" 
As said earlier, this study focused on assessing the effect of human resource technology on implementation of human resource practices in Tanzania public sector. In order to accomplish this purpose, a total of three independent variables were formulated and used to predict the dependent variable. These variables are recruitment management systems, performance management systems and HR information systems. Every variable of these was measured by number of observable constructs which formed the basis for questions that were included in the respondents’ questionnaire. Every questionnaire item was measured on a Likert scale because this kind of scale is the most appropriate and highly acceptable when aiming at quantifying the measurements of latent constructs (Saunders, 2019). A 7-points Likert scale was consistently used for each item in the questionnaire in order to ensure consistency of the measurements. The values on the scale were defined as 1 = strongly disagree, 2 = disagree, 3 = slightly disagree, 4 = neutral, 5= slightly agree, 6 = agree, and 7 = strongly agree.
3.9.2 Dependent Variable TC "3.9.2 Dependent Variable" \f C \l "1" 
Human resource practices was the dependent variable under investigation in this study. Particularly, the study sought to establish the extent by which implementation of human resource practices in Tanzania public sector organisations could be explained by the three technological systems identified as the independent variables. Like the independent variables, the dependent variable as well was defined by a number of latent constructs measured on an ordinal scale of 7-point Likert items scaled as; 1 = strongly disagree, 2 = disagree, 3 = slightly disagree, 4 = neutral, 5= slightly agree, 6 = agree, and 7 = strongly agree, on a questionnaire.
3.10 Reliability and Validity of Data TC "3.10 Reliability and Validity of Data" \f C \l "1" 
3.10.1 Reliability of Data TC "3.10.1 Reliability of Data" \f C \l "1" 
To measure the reliability and internal consistency of collected data, Cronbach’s alpha values were generated and interpreted. As a rule of thumb, the variables with a value of 0.7 and above were accepted (Taber, 2018).  Reliability measure is very necessary as it indicates the extent to which the data are without bias and offer consistent measurement across time. 
3.10.2 Validity of Data TC "3.10.2 Validity of Data" \f C \l "1" 
There are various ways to measure the validity of the research instruments and the study in general. Saunders et al. (2019) suggested that for the study to be valid there should be at least 30 objects as sample items. Since this study involved a sample of 181 sample subjects it can be said to be a valid research study. Further, the Kaiser Meyer Olkin Measure of Sampling Adequacy (KMO-MSA) and Bartlett's Test was conducted to justify validity of the collected data. Moreover, the pilot study was conducted in order to pre-test for validity of research tools and data collection instrument, i.e., questionnaire.
3.11 Data Cleaning TC "3.11 Data Cleaning" \f C \l "1"  

It is important to error-check the data to ensure that they are accurate and complete and clean any discrepancies thereof before a full-fledged analysis. For this study, this exercise was carefully done by checking for the missing data, the outliers and any duplicates in the collected data. During this exercise, a total of 9 questionnaires collected from the respondents were dropped from the analysis as they were found to suffer from multiple problems related to missing data and outliers.  
3.12 Data Analysis TC "3.12 Data Analysis" \f C \l "1" 
The collected data were analyzed by the use of main two statistical tools. First, descriptive statistics were employed to describe the collected data on the variables in terms of frequencies, means and standard deviations, and then, multiple linear regression (MLR) was applied to establish the strength and direction of the relationships between the independent variables and the dependent variable of the study. The relationships were then summarised using the Regression Equation in its most common standard form, which is:
Y = β 0 + β 1X1 + β 2X2 + β 3X3 + ε

Whereby:

Y = Dependent variable (HR practices)

β 0 = y intercept (Constant)

β1 = Regression coefficient for recruitment management systems
β2 = Regression coefficient for performance management systems

β3 = Regression coefficient for HR information systems

X1 = Recruitment management systems
X2 = Performance management systems 
X3 = HR information systems
ε = error term 

3.13 Regression Assumptions TC "3.13 Regression Assumptions" \f C \l "1"  

When performing a MLR analysis, numerous presumptions are made regarding the data (Pallant, 2020). Among the important assumptions to check for before embarking on full analysis includes normality, linearity, multi-collinearity and autocorrelations. All of these assumptions were tested in the collected data and the following subsections describes how this was done for each.  
3.13.1 Normality Assumption TC "3.13.1 Normality Assumption" \f C \l "1"  

In the context of statistical analysis, the normality or the normalcy assumption refers to the fundamental presumption that the data or residuals (the discrepancies between observed and predicted values) of a statistical model follow a normal distribution or closely resemble a bell-shaped curve. This presumption is crucial for many statistical methods that depend on the characteristics of the normal distribution, including t-tests, ANOVA, linear regression, and many parametric tests. In this study, this assumption was checked by the use of P-P plot of standardized residuals. As detailed in the corresponding section in chapter four, the test revealed that the assumption was not violated in the collected data since all the dots of residual values were highly concentrated along the straight diagonal line diagonal line of the P-P plot.
3.13.2 Linearity Assumption TC "3.13.2 Linearity Assumption" \f C \l "1"  

Linearity in the context of statistical analysis and modeling is the underlying presumption that the connection between the independent variables, also referred to as predictors or characteristics, and the dependent variable, also known as the outcome or response variable is linear. Many statistical methods, including linear regression, analysis of variance (ANOVA), and analysis of covariance (ANCOVA), all start with this fundamental presumption. Since this study involved multiple linear regression method, it was necessary to check if this assumption was met. This assumption was checked using a normal P-P plot as well detailed under the corresponding section in chapter four and it was found that this assumption was not violated.
3.13.3 Multi-collinearity Assumption TC "3.13.3 Multi-collinearity Assumption" \f C \l "1"  

Multi-collinearity assumption is considered in linear regression analysis to ensure that that the predictor variables (also known as independent variables) included in a regression model are not substantially linked with one another in the context of statistical analysis and linear regression modeling (Daoud, 2017). When two or more predictor variables are closely connected in regression analysis, it is challenging to separate the distinct effect s or contribution of each predictor variable on the dependent variable. This assumption was checked by the use of tolerance values and Variable Inflation Factors (VIF) during the analysis and the results are reported under the corresponding section in the chapter that follows; chapter four.
3.13.4 Autocorrelation Assumption TC "3.13.4 Autocorrelation Assumption" \f C \l "1"  

In the context of statistical analysis, the autocorrelation assumption refers to the presumption that a regression or time series model's residuals—the disparities between observed and anticipated values—are not associated with one another. It suggests that the mistakes or residuals are independent and do not reveal any regular patterns of correlation or relationship across time or across observations (Fleming, 2015). The assumption of autocorrelation was also considered in this study and tested using the Durbin-Watson test, of which the results are also presented in chapter four, which covers the entire subject of data analysis and results. 
3.14 Ethical Considerations TC "3.14 Ethical Considerations" \f C \l "1" 
This study is expected to adhere to all necessary ethical codes of conduct, rules and principles of conducting research. Therefore, before starting the data collection exercise, the researcher requested for an official research clearance letter from the Open University of Tanzania to serve as an introduction to organizations intended for data collection. Also the researcher ensured voluntary participation of individuals to be involved in this study. Finally, the data collected with anonymity of the respondents, and the collected data kept with high level of confidentiality. 

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
DATA ANALYSIS, PRESENTATION OF FINDINGS AND DISCUSSION TC "DATA ANALYSIS, PRESENTATION OF FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
As stated earlier in the first chapter, the main objective of this study was to assess the effect of Human Resource technology on implementation of human resource practices in Tanzania public sector. In order to realise this objective, three specific objectives were formulated in the course of determining how each of the independent variable of the study related to the study’s dependent variable. Specifically, the study focused on assessing the effect of recruitment management systems, performance management systems, and human resource information systems on implementation of HR practices in the Public sector. Now, this chapter presents the well analysed findings and their appropriate interpretations as obtained from the collected data, as well as in-depth discussion of the findings to show how they compare and contrast from other relevant previous studies. 
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1" 
The response rate refers to the ratio of the number of collected questionnaires to that of distributed questionnaires times 100 percent. This study required a sample of 181 respondents. In order to ensure that the minimum sample size is met, even in cases of non-responses, 200 questionnaires were distributed during data collection. Out of 200, the researcher managed to collect back 193 filled questionnaires from the respondents, making it 96.5% response rate. This high level response rate was possible because the exercise of data collection was carefully handled and closely monitored by the researcher. The researcher made sure to handle the questionnaires personally to the respondents and wait for them to fill the questionnaires while guiding and assisting them whenever they faced difficulties, and in the end, collecting the complete questionnaires on the spot. 
4.3 Data Cleaning TC "4.3 Data Cleaning" \f C \l "1" 
After collection of 193 questionnaires from the respondents, manual examination was conducted to check for missing data and outliers. This preliminary examination revealed that a total of 9 collected questionnaires either missed information for some of the important questions or contained the information that were unintelligible in areas that were vital for analysis. The researcher, therefore, decided to drop all 9 questionnaires from the analysis since the remaining questionnaires still fulfilled the minimum sample requirement for this study, which was 181. This was done in accordance with the advice of Cheema (2014) who argued that it is safe to eliminate the questionnaire from the data set if it has information totally missing at random. Therefore, this analysis involved a total of 184 questionnaires which were free from any discrepancy whatsoever relating to missing data or outliers. After this exercise was complete, the clean data were then loaded to IBM SPSS software, version 23, for further analysis.
4.4 Demographic Characteristics of Respondents TC "4.4 Demographic Characteristics of Respondents" \f C \l "1" 
In describing the sample, four demographic attributes were collected from the respondents, namely; gender, age, educational level and working experience. The specifics of these attributes are as explained here under. Out of 104 respondents whose questionnaire were used in data analysis for this study, 78 (42.4%) were females and 106 (57.6%) were males.  The males’ dominance in the sample can be explained by the fact that males compose a larger portion of public workers in Songea DC as compared to females (Songea HRO, 2024). In terms of age, no respondents were aged below 20 years old participated in this study. 71 (38.6%) respondents were aged between 20 to 39 years old, 113 (61.4%) respondents were aged between 40 to 59 years old, and none had over 60 years of age. It can be argued from these data that the questionnaire responses collected for this study were trustworthy as a large number of respondents were grownup adults. This is because the age of the respondents is one of the most important characteristics in understanding views about a particular problem, as it is generally accepted that old age indicates the level of maturity and reliability of an individual (Barnhart, 2022). 
Concerning education qualifications, the research sample was distributed in such a way that 100 (54.3%) had attained maximum education of collage level and 84 (45.7%) respondents had attained at least a bachelor degree from the university. None of the respondents had the education level ended up at only primary or secondary school. Since the level of education can influence thinking and analytical abilities of an individual, the fact that 100% of the respondents had attained at least a college level education implies that the responses to questionnaires were the product of rational and analytical minds. 
Lastly, on demographic characteristics of the respondents, the researcher was interested in understanding the respondent’s work experience. Data were collected on four items that indicated the work experience of the respondents, namely, work station of the respondent, department of the respondent, position of the respondent, and number of years a respondent has worked in that position. The data indicated that 92 (50.0%) of 184 respondents worked at Songea MC, 67 (36.4%) worked at Songea DC and 25 (13.6%) worked at Madaba DC. Moreover, 52 (28.3%) respondents identified themselves as working in the HR department while 132 (71.7%) respondents worked in administration department. Also, 70 (38.0%) of the respondents were entry level officers, 75 (40.8%) were middle level officers, 31 (16.9%) were senior level officers, while only 8 (4.3%) were executives. 
Furthermore, 12 (6.5%) respondents had worked in their positions for less than a year, 26 (14.2%) respondents had worked in their positions for a period of between 1 and 3 years, 76 (41.3%) respondents had worked in their positions for a period of between 3 and 5 years, 51 (27.7%) respondents had worked in their positions for a period of between 5 and 10 years, whereas 19 (10.3%) respondents had worked in their positions for a period of over 10 years. With almost 80% of the respondents having worked in their positions for more than 3 years, these results indicate high level of experience among the respondents that enhances the researcher’s confidence in the respondents’ actual perception of the influence of the effect of technology on implementation of human resource practices in Tanzania public sector. The results on demographic characteristics of the respondents are summarized in Table 4.1.
Table 4.1: Characteristics of the Respondents TC "Table 4.1: Characteristics of the Respondents" \f T \l "1" 
	Gender
	Frequency
	Percent

	Female
	78
	42.4

	Male
	106
	57.6

	Total
	184
	100.0

	Age
	Frequency
	Percent

	Under 20 years
	0
	0.0

	20-39 years
	71
	38.6

	40-59 years
	113
	61.4

	Over 60 years
	0
	0.0

	Total
	184
	100.0

	Education Level

	Frequency
	Percent

	Primary education
	0
	0.0

	Secondary education
	0
	0.0

	College education
	100
	54.3

	University education
	84
	45.7

	Total
	184
	100.0

	Work station
	Frequency
	Percent

	Songea MC
	92
	50.0

	Songea DC
	67
	36.4

	Madaba DC
	25
	13.6

	Total
	184
	100.0

	Department
	Frequency
	Percent

	HR
	52
	28.3

	Administration
	132
	71.7

	Total
	184
	100.0

	Position
	Frequency
	Percent

	Entry level
	70
	38.0

	Middle level
	75
	40.8

	Senior level
	31
	16.9

	Executives 
	8
	4.3

	Total
	184
	100.0

	Years Working in this Position
	Frequency
	Percent

	Under 1 year
	12
	6.5

	1-3 years
	26
	14.2

	3-5 years
	76
	41.3

	5-10 years
	51
	27.7

	Over 10 years
	19
	10.3

	Total
	184
	100.0


Source: Field data, 2023
4.5 Variables Coding and Measurement TC "4.5 Variables Coding and Measurement" \f C \l "1" 
This study involved a total of three independent variables and one dependent variable. These variables were coded using a three-letter term before loading the data into SPSS so as to facilitate easy analysis and reporting. For the three independent variables, ‘recruitment management systems’ was coded as RMS, ‘performance management systems’ was coded as PMS and ‘human resource information systems’ was coded as HIS. Each of these variables was measured by a number observable items on a 7-point Likert scale in a questionnaire, whereby by the respondents were assessed on the extent by which they agreed or disagreed with the statement related to each observable item. The scale was similar for each Likert item ranging from 1 which represented strong disagreement to the item statement (strongly disagree) to 7 which represented strong agreement to the item statement (strongly agree). This was done in order to ensure consistency of the measurements across the questionnaire items.
On the other hand, the dependent variable of the study which was ‘human resource practices’ was coded as HRP; using a three-letter term as well so as to maintain consistency and ease the analysis exercise and reporting. On the questionnaire, the dependent variable was translated into eight observable attributes, similarly measured on a 7-point Likert scale whereby each value on the scale indicated the extent by which the respondent agreed with each attribute, from strong disagreement (1) to strong agreement (7). 
4.6 Descriptive Analysis TC "4.6 Descriptive Analysis" \f C \l "1" 
Two statistical tools were used to analyze the collected data; descriptive statistics and multiple linear regression. Before application of MLR on the data, which was the main tool of analysis, descriptive statistics, including mean values and standard deviations, were generated for each independent variable to describe their contribution on effective implementation of human resource practices in the public sector. The descriptive statistics results are as presented in the subsections that that follows.
4.6.1 Descriptive Statistics for the Effect of Recruitment Management Systems on Implementation of HR practices TC "4.6.1 Descriptive Statistics for the Impact of Recruitment Management Systems on Implementation of HR practices" \f C \l "1"  
Views of the respondents concerning how technological recruitment management systems used in public sector organisations do influence effective implementation of human resource practices were collected. Ten questions were used in the questionnaire to assess this relationship, and the descriptive results indicated that all the used indicators of recruitment process were heavily affected by the use of recruitment technological systems in a positive way, having mean values ranging from 5.57 to 6.82 and standard deviations ranging in between 0.981 and 1.935. The average mean value of 6.27 and S.D of 1.45 indicates that the overall effect of recruitment management systems on implementation of recruitment as a vital HR practice is strong and positive. Table 4.2 summarizes these results.

Table 4.2: Descriptive Statistics for recruitment Management Systems Variable TC "Table 4.2: Descriptive Statistics for recruitment Management Systems Variable" \f T \l "1"  
	Responses
	N
	Minimum
	Maximum
	Mean
	S.D

	Our organisation uses technological systems in recruitment processes
	184
	1
	7
	6.78
	1.377

	The recruitment management systems has simplified advertisement of job openings
	184
	1
	7
	6.69
	1.320

	The recruitment management systems has helped to attract quality job applicants
	184
	1
	7
	5.95
	1.353

	The recruitment management systems has simplified screening of resumes and cover letters 
	184
	1
	7
	6.76
	1.735

	The recruitment management systems has made contacting the applicants easier
	184
	1
	7
	6.09
	1.548

	The recruitment management systems has made applications tracking easier
	184
	1
	7
	6.82
	0.981

	The recruitment management systems has simplified the interviewing process
	184
	1
	7
	5.64
	1.906

	The recruitment management systems has made onboarding processes easier
	184
	1
	7
	5.57
	1.935

	The recruitment management systems has helped to speed up recruitment process
	184
	1
	7
	6.39
	1.002

	The recruitment management systems has helped to eliminate paperwork in recruitment processes
	184
	1
	7
	6.01
	1.391

	Valid N (list wise)
	184
	
	
	
	


RMS (M=6.27, S.D=1.45)

Source: Field data (2024)

4.6.2 Descriptive Statistics for the Effect of Performance Management Systems on Implementation of HR Practices TC "4.6.2 Descriptive Statistics for the Impact of Performance Management Systems on Implementation of HR Practices" \f C \l "1"  

Concerning the effect of performance management system on implementation of human resource practices, the data were collected on nine indicators which formed the basis for questions asked on the questionnaire about this variable. The results, as summarized in Table 4.5, shows that performance management as one of the important human resource practices is heavily influenced by performance management systems used in public sector organisations. Except for the attribute that was stated as ‘performance management system helps in identifying training needs for employees’ which exhibited to somewhat being neutrally influenced by technology (M = 4.27, S.D = 2.246), technological performance management system seemed to having a strong influence on performance of human resource practices. For the rest of the attributes the mean values and standard deviations ranged from 5.36 to 6.94 and 0.666 to 2.046, respectively. Moreover, the results indicated the overall mean value of 6.16 and S.D of 1.24 for this variable, from which it can be argued that the combined effect of nine attributes of performance management systems used in this study have a strong and positive influence on implementation of human resource practices in the public sector originations.
Table 4.3: Descriptive Statistics for Performance Management System Variable TC "Table 4.3: Descriptive Statistics for Performance Management System Variable" \f T \l "1"  
	Responses
	N
	Minimum
	Maximum
	Mean
	S.D

	Performance management and appraisal in our organization is done through a technological systems 
	184
	1
	7
	6.44
	1.082

	Performance management system helps in setting clear goals
	184
	1
	7
	5.36
	1.807

	Performance management system helps in continuous monitoring of employee performance
	184
	1
	7
	6.91
	0.701

	Performance management system helps in conducting performance appraisal
	184
	1
	7
	6.76
	1.032

	Performance management system helps in provision of timely feedback
	184
	1
	7
	6.83
	0.792

	Performance management system helps in identifying training needs for employees
	184
	1
	7
	4.27
	2.246

	Performance management system facilitates making decisions related to rewards and recognition
	184
	1
	7
	5.58
	2.046

	Performance management system has helped to speed up the performance management processes
	184
	1
	7
	6.34
	0.809

	Performance management system has helped to eliminate paperwork in performance management processes
	184
	1
	7
	6.94
	0.666

	Valid N (list wise)
	184
	
	
	
	


PMS (M=6.16, S.D=1.24)

Source: Field data (2024)

4.6.3 Descriptive Statistics for the Effect of Human Resource Information Systems on Implementation of HR practices TC "4.6.3 Descriptive Statistics for the Impact of Human Resource Information Systems on Implementation of HR practices" \f C \l "1"  
The other variable involved in this study was HR Information Systems that was investigated to establish as to how it affects implementation of human resource practices. Six attributes were used for this variable with which the respondents’ opinions were collected. 
The results indicated that all attributes had mean values of between 6.02 and 6.89 and standard deviations ranging from 0.613 to 1.401. Further, the overall mean value was 6.46 out of 7 and S.D was 0.96, suggest that the combined effect of all six attributes of HR information systems on implementation of human resource practices significantly positive and very strong. These results are shown in Table 4.4 below.
Table 4.4: Descriptive statistics for HR Information Systems Variable TC "Table 4.4: Descriptive statistics for HR Information Systems Variable" \f T \l "1" 
	Responses
	N
	Min
	Max
	Mean
	S.D

	Our organization uses HR information system to keep and manage workers information
	184
	1
	7
	6.65
	1.075

	HR information systems has helped with payroll management
	184
	1
	7
	6.41
	1.401

	HR information systems has helped with employees leave administration
	184
	1
	7
	6.89
	0.613

	HR information system has increased efficiency in human resource planning
	184
	1
	7
	6.02
	0.921

	HR information system has helped to eliminate paperwork in performance management processes
	184
	1
	7
	6.53
	1.035

	HR information system has facilitated quick decision-making related to workforce
	184
	1
	7
	6.26
	0.687

	Valid N (list wise)
	184
	
	
	
	


HIS (M=6.46, S.D=0.96)

Source: Field data (2024)
4.7 Validity Test TC "4.7 Validity Test" \f C \l "1"  

In order to verify if the collected data were suitable for proceeding with further analysis such MLR, the validity test was conducted. This was done using Kaiser-Mayer-Olkin Measure of Sampling Adequacy (KMO-MSA) and Bartlett's test of sphericity. The results indicated that KMO-MSA value was 0.804 which implies that there were enough respondents and sufficient underlying correlations for each variable that validates the use of the data for further analysis. According to Ho (2014), KMO-MSA test takes its value from 0 through 1, and a value close to 1 portrays that the patterns of correlations in the data are relatively compact. Further, Bartlett's test yielded a Chi-Square value of 64.383 and an associated level of significance of 0.000 (p< 0.001) suggesting that the correlation matrix has significant correlations among the variables. Generally, these results favour the research and are within the acceptable threshold for the researcher to proceed with the analysis. The KMO-MSA and Bartlett’s test results are as depicted in in Table 4.5.
Table 4.5 KMO-MSA and Bartlett's Test TC "Table 4.5 KMO-MSA and Bartlett's Test" \f T \l "1" 
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.804

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	64.383

	
	Df
	97

	
	Sig.
	.000


Source: Field data (2024)
4.8 Reliability Test TC "4.8 Reliability Test" \f C \l "1" 
Reliability test was, also, conducted so as to measure the internal consistency of the items that measured the same variable in the collected data and verifying as to whether the Likert items were really measuring the same underlying constructs. This was done using scale reliability test where by Cronbach’s alpha coefficients were produced for each variable. As a rule of thumb, the variables with a Cronbach's Alpha value of 0.7 and above were accepted since they indicate acceptable level of internal consistency according to Taber (2018). The results indicated that all four variables that were involved in this study possessed Cronbach's alpha values ranging from 0.828 to 0.904. From these results, it can be summed up that there were high levels of internal consistency among the constructs that measured each of the variable involved in this study. The results are as summarized in Table 4.6 below.
Table 4.6: Reliability test for internal consistency TC "Table 4.6: Reliability test for internal consistency" \f T \l "1" 
	Predictor
	Cronbach's Alpha
	N of Items

	Recruitment management systems
	. 877
	10

	 Performance management systems
	.828
	9

	 HR information systems
	.904
	6

	 Implementation of HR practices
	.839
	8


Source: Field data (2024)

4.9 Testing for the Regression Assumptions TC "4.9 Testing for the Regression Assumptions" \f C \l "1"  
Before the employment of regression analysis on the collected data, important assumptions of multiple linear regressions were tested as explained in the following subsections.
4.9.1 The Assumption of Normality TC "4.9.1 The Assumption of Normality" \f C \l "1" 
In order for the quantitative analysis to be successfully used to convey meaningful results, the data used in analysis must be normally distributed and the residuals should behave normal (Keith, 2019). To check as to whether this assumption is met the normality test is always conducted. In this study, the test was done by the use of graphical method using a normal P-P plot of standardized residuals. The result as depicted in Figure 4.1 indicates that all the dots of residual values were highly concentrated on the diagonal line of the P-P plot, rising from the bottom-left corner to the top-right corner of the figure. This pattern of values along the straight diagonal line, always indicates a fairly acceptable level of normal probability distribution (Keith, 2019). Therefore, based on this P-P plot, the collected data in this study were normally distributed and hence suitable for analysis using multiple linear regression model.
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Figure 4.1: The normal P-P Plot TC "Figure 4.1: The normal P-P Plot" \f F \l "1" 
Source: Field data, 2024
4.9.2 The Assumption of Linearity TC "4.9.2 The Assumption of Linearity" \f C \l "1" 
Linearity is the property that the predictor or independent variables have straight-line relationships with the outcome or dependent variable of the study. Hair et al., (2010) argues that the linearity of data must be assumed for variables in multivariate analysis and if left unattended, a non-linear data can seriously undermine any statistical inference made from the analysis. To check for this assumption, again, the normal P-P plot was used as already shown in Figure 4.1 in the previous sub-section. The linear relationship between the study variables can be shown by the pattern in the values as they scatter following the straight diagonal line in the figure. This concludes the presence of a fairly acceptable level of linearity between the independent variables and the dependent variable of the study as values rise from the bottom-left corner to the top-right corner along the diagonal line. 
4.9.3 The Assumption of Multi-collinearity TC "4.9.3 The Assumption of Multi-collinearity" \f C \l "1" 
In order to use the multiple regression model to determine the unique contribution of independent variables to the dependent variable, it is of paramount importance to avoid high level of correlation among predictor variables.  This is referred to as multi-collinearity and it is tested by checking the relationships among the independent variables of the study. When extreme multi-collinearity is avoided in the dataset, the multiple regression model can effectively be used to determine the unique contribution of every independent variable on the dependent variable (Ho, 2014). In this study, multi-collinearity was checked by examining the tolerance values and variance inflation factors (VIF) in the regression coefficients table. 
According to Ho (2014), when the tolerance values are greater than 0.1 and VIFs are less than 10 for all independent variables, then the data have no multi-collinearity. Examining the VIFs and tolerance values in Table 4.7, it is clear that that the independent variables of this study were less correlated among themselves, hence free from multi-collinearity threats.
Table 4.7: Multi-collinearity Test TC "Table 4.7: Multi-collinearity Test" \f T \l "1" 
	Variables
	Collinearity Statistics

	
	Tolerance
	VIF

	Recruitment management systems
	.910
	1.328

	Performance management systems
	.829
	1.617

	Human resource information systems
	.896
	1.125


Source: Field data (2024)
4.9.4 The Assumption of Autocorrelation TC "4.9.4 The Assumption of Autocorrelation" \f C \l "1"  

Autocorrelation is an assumption that the independent variables of the study should be perfectly independent from one another, such that there are no any two independent variables in the model that are closely associated with one another. If the data reveals the signs of strong autocorrelation it may imply that the model is spurious and may not be sufficient to predict the dependent variable using the independent variables under consideration (Fleming, 2015). 
The autocorrelation assumption in this study was checked using the Durbin-Watson statistic as shown in Table 4.8. According to Saunders (2019), when the ideal value of the Durbin-Watson statistic is 2, the assumption of autocorrelation is not violated. However, from a more liberal or practical view, any value between 1.5 and 2.5 for the Durbin-Watson statistic does not essentially violate this assumption. Since the Durbin-Watson statistic was 2.108 for this study’s model, it can be confidently concluded that there was no autocorrelation problem in the data.

4.10 Regression Analysis TC "4.10 Regression Analysis" \f C \l "1" 
After checking for the assumptions of linear regression through various statistical tests and tools, it was now safe to proceed with regression analysis since all conditions of the assumptions were met in the collected data. Multiple linear regression was actually the main analytical tool for this study aimed at determining the relationships that existed between the independent variables and the dependent variable of the study, along with the magnitude and direction of such relationships. 
4.10.1 Model Summary TC "4.10.1 Model Summary" \f C \l "1" 
First, it was important to assess the strength of the multiple linear regression model and establish as to whether it is adequate to predict the dependent variable of the study using the independent variables involved. The results, as shown in Table 4.8, indicates that R-square for this study’s regression model was 0.808. This value of R-square implies that 80.8% of the variance in human resource practice can be explained by the three technological systems used as independent variables in this study which are recruitment management systems, performance management systems, and human resource information systems.  
Table 4.8: Model Summary TC "Table 4.8: Model Summary" \f T \l "1" 
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.899a
	.808
	.801
	.34094
	2.108

	Predictors: (Constant), RMS, PMS, HISa

	Dependent Variable: HRPb


Source: Field data (2024)
4.10.2 Analysis of Variance TC "4.10.2 Analysis of Variance" \f C \l "1" 
To check if the regression model for this study was statistically significant, the analysis of variance (ANOVA) was generated as presented in Table 4.9. The important value in this table are the F-statistic which shows the overall significance of the model and the p-value which indicates whether the model fits the data. Examination of these values reveals that this study’s regression model fits the data and there is a statistically significant difference between the three independent variables sufficient to collectively predict the dependent variable (F = 87.172, p = 0.000 < 0.05).
Table 4.9: Analysis of Variance TC "Table 4.9: Analysis of Variance" \f T \l "1" 
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	96.133
	3
	38.432
	87.172
	.000b

	
	Residual
	39.731
	181
	.194
	
	

	
	Total
	135.864
	184
	
	
	

	a. Dependent Variable: HRP

	b. Predictors: (Constant), RMS, PMS, HIS
Source: Field data (2024)


4.10.3 Regression Coefficients TC "4.10.3 Regression Coefficients" \f C \l "1" 
After determining the strength and the statistical significance of the regression model of this study as a whole, the results in Table 4.10 can then be used to provide the values of regression coefficients that are essential in establishing the relationship between the study variables, and subsequently produce the regression equation. The results in Table 4.10 indicate that all three independent variables of the study are important in explaining the implementation of HR practices in the public sector institutions. Of all, human resource information systems had the strongest positive effect on implementation of human resource practices in the public sector institutions (B = 0.368, β = 0.391, t = 6.306, p = 0.000 < 0.005) followed by recruitment management systems (B = 0.366, β = 0.382, t = 7.761, p = 0.000 < 0.005), and lastly performance management systems (B = 0.274, β = 0.295, t = 7.335, p = 0.000 < 0.005).
Table 4.10: Regression Coefficients TC "Table 4.10: Regression Coefficients" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	β
	
	
	Tolerance
	VIF

	1
	(Constant)
	2.037
	.172
	
	.217
	.000
	
	

	
	RMS
	.366
	.038
	.382
	7.761
	.000
	.910
	1.328

	
	PMS
	.274
	.030
	.295
	7.335
	.000
	.829
	1.617

	
	HIS
	.368
	.038
	.391
	6.306
	.000
	.896
	1.125

	
	a. Dependent Variable: HRP


Source: Field data (2024)

4.10.4 Regression Equation TC "4.10.4 Regression Equation" \f C \l "1" 
After establishing the strength and the direction of the relationships between the three independent variables of the study and dependent variable, the results in the Table 4.9 can then be used to construct the prediction multiple linear regression equation. The regression equation is indispensable as it is essential in establishing the individual contribution of each independent variable on the dependent variable, hence answering the specific objectives of this study. In this study, the standardized values (β - values) were used to construct the linear regression equation instead of the unstandardized values (B-values) because the researcher wanted to determine the contribution of each of the independent variables on the dependent variable while taking into consideration the collective effect of all other variables. Therefore, the coefficients of the variables, recruitment management systems (β = 0.382), performance management systems (β = 0.295), and human resource information systems (β = 0.391) were used to generate the regression equation of the predictive model. Using these regression coefficients of these variables, together with the regression constant value, the multiple linear regression model for this study can be presented as follows: 
HRP = 2.037 + 0.382RMS + 0.295PMS + 0.391HIS + ε 

Whereby:

HRP = Human Resource Practices (Dependent Variable)

RMS = Recruitment Management Systems
PMS = Performance management Systems

HIS = HR Information Systems
ε = error term 
4.11 Discussion of Findings TC "4.11 Discussion of Findings" \f C \l "1" 
This study involved a total of three specific objectives which were to assess the effect of recruitment management systems on implementation of HR practices in the public sector, to assess the effect of performance management systems on implementation of HR practices in the public sector, and to assess the effect of human resource information systems on implementation of HR practices in the public sector. The findings for each of these objectives are discussed in the sections that follow.
4.11.1 The Effect of Recruitment Management Systems on Implementation of HR Practices TC "4.11.1 The Impact of Recruitment Management Systems on Implementation of HR Practices" \f C \l "1" 
The first objective of this study aimed at assessing the effect of recruitment management systems on implementation of HR practices. Both the descriptive analysis and regression analysis were applied on the data collected concerning this objective. The results revealed that there was a positive relationship between recruitment management systems and the implementation of human resource practices in the public sector organisations (M = 6.27, β = 0.382), and such relationship was statistically significant (p = 0.000 < 0.05). These results suggest that technological recruitment management systems used by the public sector organisations plays a vital role in enhancing effective implementation of human resource activities related to hiring and recruitment such as advertisement of job openings, screening applicants, interviewing and onboarding.  The efficiency brought about by the use these systems has been manifested in the areas such as attracting quality applicants, simplifying the processes as well as making the processes quick and faster. 
The results are well supported by the study by Stanley and Aggarwal (2019) who found out that HRM practices have been significantly affected by disruptive technology especially in the areas related to recruitment practices. Their study indicated that technology in the form of artificial intelligence, networks and robotics have facilitated improvement in practices such as interview, selection process and communication. Moreover, results of the study by Matsiko (2019) on the relationship between Human Resources Information System (HRIS) and the recruitment process concurs with the findings of this study. The study by Matsiko (2019 e-application and e-interviewing had a significant positive relationship with the recruitment process in the Ministry of Health of Uganda. In addition, Matimbwa and Masue (2019) had already found in their study that the use of IT systems in human resource related functions has been useful in Tanzania, particularly by decreasing the response time of HR activities and enhancing the organisations’ ability to recruit in a cost effective manner.
4.11.2 The Effect of Performance Management Systems on Implementation of HR Practices TC "4.11.2 The Impact of Performance Management Systems on Implementation of HR Practices" \f C \l "1" 
The second objective of this study was to assess to assess the effect of performance management systems on implementation of HR practices in the public sector. Both the descriptive statistics results (M = 6.16) and regression analysis results (β = 0.295, p = 0.000 > 0.05), revealed that there was sufficient evidence in the data to suggest that performance management systems do have positive significant effect on implementation of human resource practices in Tanzania public sector. Except for identification of training needs which was not strongly supported (M=4.27), descriptive statistics results supported that the rest of the HR practices related to performance management such a goal setting, continuous monitoring, performance appraisal and provision of timely feedback were strongly influenced by performance management systems used in public sector organisations in Tanzania.
These results did highly match with the findings of most of the studies that were reviewed in literature concerning this subject. The study by and Shah et al. (2020) had already found that e-HRM do possess positive influence on HR efficiency as it helps in decreasing the response time of HR activities as well as facilitating objective performance management valuations. Other studies as well has cemented on the importance of technology in performance management as it has proven to be effective in collecting regular employee reviews, monitoring performance, collecting supervisory feedback and facilitating regular employee reviews (Fenech, 2022). On top of that, scholars have further concluded in various studies that technologies constitute a new and transformative approach to managing employees and enhancing performance of both the firms and workers (Vrontis et al., 2022; Al-Alawi et al., 2023; Umar et al., 2020).
4.11.3 The Effect of Human Resource Information Systems on Implementation of HR Practices TC "4.11.3 The Impact of Human Resource Information Systems on Implementation of HR Practices" \f C \l "1" 
In the third objective, the researcher wanted to assess as to how human resource information systems used in the public sector affects the implementation of human resource practices. The results from both descriptive statistics and regression analysis showed that human resource information systems relate positively and significantly to human resource practice implementation in the Tanzania public sector organisations (M = 6.46, β = 0.391, p = 0.000 < 0.05). These findings imply that technological systems used in the public sector organisations for management of human resource information contributes greatly to effective implementation of human resource practices. This means that HR information systems has done a commendable job in handling HR activities such as payroll management, leave administration, human resource planning and facilitate quick decision making.
Multiple other previous studies had already gotten findings that supports the findings of this research. The study by Matimbwa and Masue (2019) on the usage and challenges of human resources information system in the Tanzanian public organizations indicated that human resource information system been useful in implementation of HR related function in critically vital areas such as updating and maintenance of employee data, generating HR reports, employees’ deductions, direct deposit distributions, career planning, and training and development. Similarly, the study by Kalanja et al. (2018) which investigated the influence of integration of ICT on human resource management in public universities in Kenya coincides with the results of this study as it found that integration of ICT in HRM resulted into increased efficiency in implementation of HR administrative functions such as employee’s record management and payroll administration. Moreover, other studies have revealed that human resource information systems have resulted into cost saving, better decision making, minimization of paper work, and automation of simple and repetitive tasks for most of the organisations that employ these technologies in management of their human resources (Mathew et al., 2023; Al-Alawi et al., 2022; Vrontis et al.,2023; Parry & Battista, 2019).
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
 TC "SUMMARY, CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1" 
This is the last chapter of this report. The aim of this chapter is to summarize this study and draw conclusions obtained from the study findings in accordance with the objectives of the study. Further, this chapter lays down the implications of the obtained findings as well as providing insightful recommendations to important stakeholders and actors so as to help putting HR related technologies to the best use in improving implementation of HR practices. The chapter ends by proving recommendation for areas where further research can be conducted to broaden knowledge and understanding on this subject matter.
5.2 Summary of the Study TC "5.2 Summary of the Study" \f C \l "1"  

This study sought to assess the effect of human resource technology on implementation of human resource practices in Tanzania public sector. In order to realise this goal, the three specific objectives were formulated, well investigated, the data collected about them and critically analyzed to determine how each of the independent variable of the study, individually and collectively, influenced the dependent variable of the study. The three specific objectives that this study dealt with were to assess the effect of recruitment management systems on implementation of HR practices in the public sector, to assess the effect of performance management systems on implementation of HR practices in the public sector, and to assess the effect of human resource information systems on implementation of HR practices in the public sector. 

The data were collected from a sample of 184 respondents from the three councils of Songea district, namely Songea MC, Songea DC and Madaba DC. The respondents were determined using purposive sampling techniques selected from the administration and human resource departments of the three councils where this study was conducted. This approach of sampling was appropriate for this study since not all employees may be quite aware of how the use of technology affects the implementation of HR practices, especially in the public sector where there are specialised people how deals with HR related activities. 
Thus individuals in specific departments, who could provide informed responses to research questions were involved in the study. The data were collected using self-developed close-ended questionnaire. The collected data were analysed using descriptive statistics and multiple regression with the help of SPSS statistical software, version 23. After careful detailed analysis of the collected data, the results indicated that recruitment management systems, performance management systems and human resource information systems have a positive and significant effect on implementation of human resource practices in the public sector organisations. 
5.3 Conclusions TC "5.3 Conclusions" \f C \l "1" 
Based on the findings of this study that have been presented and discussed in-depth in the preceding chapter of this report, several conclusions can be made. Under this section, therefore, the conclusions are presented for each specific objective, which all combines to accomplish the general objective of the study as explained below:
5.3.1 Recruitment Management Systems and Implementation of HR Practices TC "5.3.1 Recruitment Management Systems and Implementation of HR Practices" \f C \l "1"  
Recruitment management systems (RMS) in the Tanzanian public sector have been increasingly recognized for their potential to enhance the efficiency and effectiveness of recruitment processes. Since the early 2010s, the Public Service Recruitment Secretariat (PSRS) introduced the online centralized recruitment systems, known as recruitment portal, intended to address longstanding challenges in recruitment within LGAs and MDAs. This system aimed to streamline the hiring process by automating various functions, such as job postings, application tracking, and candidate evaluations (Mboyi, 2013; Ahmed, Hamza & Wang, 2019; Ishengoma, 2022). 
For the first specific objective of this study, the researcher wanted to determine the extent by which the recruitment management systems used in public sector organisations in Tanzania affect the implementation of human resource practices. After collecting and analyzing the data accordingly concerning this objective, the findings indicated that recruitment management systems significantly enhance the implementation of HR practices within the Tanzanian public sector. The strong, positive relationship observed suggests that these systems streamline the recruitment process, ensuring that the right candidates are selected efficiently and transparently. 
By automating various stages of recruitment, such as job postings, application tracking, and candidate evaluations, these systems reduce administrative burdens and minimize the potential for human error. This efficiency not only accelerates the hiring timeline but also allows HR professionals to focus on strategic initiatives rather than being bogged down by routine tasks.

Moreover, the implementation of recruitment management systems fosters a more competitive and merit-based selection process. With features like standardized assessment tools and data analytics, organizations can make informed decisions based on objective criteria rather than subjective biases. This leads to a more diverse and capable workforce that aligns with the strategic goals of public sector organizations. Ultimately, effective recruitment management contributes to a stronger organizational culture and improved service delivery, highlighting the critical role of technology in modernizing HR practices.
5.3.2 Performance Management Systems and Implementation of HR Practices TC "5.3.2 Performance Management Systems and Implementation of HR Practices" \f C \l "1"  

Since 2023, the government of Tanzania has introduced an online employee performance management system for public employees known as Public Employees Performance Management Information System (PEPMIS) with the aim of enhancing effectiveness in implementation of activities related to staff performance management such as goal setting, performance monitoring, performance evaluation, feedback provision as well as decision making regarding punishment, training needs, rewards and promotion (URT, 2023; Mosha & Daudi, 2024).
Now, it was in the interest of the researcher, in the second objective of this study, to assess how the performance management systems used in the public sector organisations in Tanzania increase efficiency in implementation of human resource practices. After collecting and analyzing the data on this objective, it can be concluded from the findings that performance management systems play a crucial role in the effective implementation of HR practices in the public sector. The statistically significant relationship among PMS and HR practices underscores how these systems facilitate goal-setting, continuous feedback, regular performance reviews, and employee performance assessment processes, which is essential for aligning employees with organizational objectives, providing them with clear expectations for their roles, as well as fostering a culture of accountability among the employees.
Furthermore, performance management systems enable organizations to identify skill gaps and developmental needs among employees. This capability allows for targeted training programs that enhance employee competencies and career progression. As a result, employees feel more valued and engaged in their work, leading to higher levels of motivation and job satisfaction. The positive effect on employee morale not only boosts productivity but also enhances retention rates within the public sector, thereby creating a more stable workforce that is better equipped to meet the challenges of public service.
5.3.3 Human Resource Information Systems and Implementation of HR Practices TC "5.3.3 Human Resource Information Systems and Implementation of HR Practices" \f C \l "1"  

According to Chinyuka (2018) and Matimbwa & Masue (2019), human resource information systems have been in use in Tanzania since the early 2010s.  The introduction of HRIS was expected to provide a centralized platform for managing employee data and ensuring more accurate and accessible information which would consequentially enhanced administrative efficiency, reduced errors, and improved strategic planning capabilities.
Now, in the third objective, the researcher aimed and assessing the effect of Human Resource Information Systems (HRIS) on implementation of HR practices. Upon analysis of the collected data, the results did show that HRIS do significantly influence the implementation of HR practices in Tanzania's public sector. The strong relationship indicated in the data, implies that HRIS enhances data management capabilities, enabling organizations to maintain accurate and up-to-date employee records. 
Thus, it can be summed up that this technological advancement of centralizing employee information in a user-friendly platform has helped public organisations to be able to make informed decision-making regarding staffing, training, compliance with regulatory requirements, as well as minimizing administrative errors and fostering greater operational efficiency.
Moreover, the results have indicated that HRIS has fostered greater transparency and efficiency in HR operations, which is vital for building trust among employees and stakeholders alike. With easy access to relevant data, managers can make timely decisions that are grounded in factual information rather than assumptions. Additionally, HRIS has facilitated better communication between departments, ensuring that all stakeholders are informed about changes in policies or procedures affecting human resources. As a result, the adoption of HRIS has become instrumental in modernizing HR practices and improving overall organizational effectiveness within the public sector, paving the way for enhanced service delivery and accountability to citizens.
5.3.4 Human Resource Technology and Implementation of HR Practices TC "5.3.4 Human Resource Technology and Implementation of HR Practices" \f C \l "1"  

The general objective of this research was to assess the effect of human resource technology on the implementation of HR practices in the Tanzanian public sector. The findings resulting from a careful analysis of the collected data indicated that the three technological systems that were studied in this research were found to be the significant predictors of efficiency in implementation of human resource practices. It can be concluded form these findings that the integration of human resource technology in HRM, particularly through systems like RMS, PMS and HRIS, has fundamentally transformed HR practices within the public sector in Tanzania. The results have shown strong positive relationships between HR technology and effective HR practices which indicates that these technologies are crucial in streamlining HR processes such recruitment, performance management, as well as fostering data accuracy, enhancing decision-making, and improving service delivery, operational efficiency and allowing for more strategic alignment of human resources with organizational goals.
However, while HR technology has shown promise in improving recruitment, performance management, and employee data management, it’s successful implementation is contingent upon several factors, including user training, management support, and the technological infrastructure available within organizations. Moreover, challenges such as inadequate training and resistance to change remain prevalent in most public organisations. Addressing these challenges is essential for maximizing the benefits of HR technology. Thus, this research underscores the need for ongoing investment in training and development to ensure that HR personnel are equipped to leverage these systems effectively. Generally, the findings advocate for a comprehensive approach to integrating human resource technology in the public sector, emphasizing that such integration is vital for enhancing organizational performance and achieving better outcomes in public service delivery.
5.4 Implication of the Study TC "5.4 Implication of the Study" \f C \l "1" 
The findings of this study may have the following implications: 
Firstly, the presence of strong positive relationship between HR related technological systems and HR practices indicates that these systems can effectively address existing inefficiencies in HR processes. This means that public sector organizations should prioritize the adoption and enhancement of technology to streamline their human resource activities.
Secondly, the results of this study implies that public sector organizations must invest in training programs to equip HR staff with the necessary skills to utilize technological systems so effectively in attaining their organizational goals.
Thirdly, it is implied by these results that financial resources dedicated to HR activities in public organizations should be increased so as to facilitate the implementation of these systems and support ongoing improvements. 
Lastly, the findings of this study implies that public organizations will leap numerous benefits by heavily investing in HR technology rather than abiding to traditional approaches to manage basic HR functions such as recruitment and performance management. The benefits include improved data security, minimizing paperwork as well as maximizing operational effectiveness and efficiency in terms of cost and time. Moreover, by leveraging HR technology, the organizations will be able to foster greater transparency and trust among employees and stakeholders alike, which will ultimately lead to enhanced organizational performance and better service delivery in the public sector.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1"  

Based on the findings and conclusions of this study regarding the effect of human resource technology on the implementation of HR practices in Tanzania's public sector, several recommendations can be made, especially to the public sector organizations, the government, and the policy makers as follows:
Public sector organizations should invest in advanced recruitment management systems to further streamline and improve the recruitment processes. Enhanced recruitment management systems can help attract a larger pool of qualified candidates and make the hiring process more efficient and transparent. Also, continuous training for HR personnel on the latest recruitment management tools and techniques is crucial to maximize the systems' potential.
Performance management systems should be actively integrated into HR frameworks of public sector organizations. This integration will facilitate regular performance evaluations, feedback mechanisms, and employee development initiatives. Moreover, these systems should be updated regularly to incorporate new features that facilitate more comprehensive and real-time performance tracking, performance evaluations and feedback provision. Also, periodic training programs should be conducted for managers and employees so as to ensure effective utilization of these systems. Further, performance management systems should be integrated with employee development programs so as they can foster a culture of continuous improvement and accountability.
Public sector organizations should aim to fully integrate human resource information systems into their operations, ensuring that all HR-related information is centralized and easily accessible. Investing in the HRIS technology in HR functions will help public organizations to improve data accuracy, reduce administrative burdens, and enhance strategic decision-making. Moreover, to ensure that these systems remain effective and secure, regular audits and updates should be implemented.
Strong support from top management in public sector organizations is crucial for the successful implementation of technological management systems. Leaders should champion the importance of RMS, PMS and HRIS through actions and by promoting transparency and open communication. This endorsement will encourage employees to embrace technology in implementation of HR practices, thereby enhancing organizational effectiveness.
Public sector organizations must proactively address any resistance to adopting technology in their organizations by involving employees in the design and implementation processes. Gathering input from staff can help tailor these systems to meet their needs and alleviate concerns about potential disruptions. Moreover, engaging employees will foster a sense of ownership and commitment to the initiatives of adopting HR related technological systems in these organizations. 
The Government of Tanzania should review and update its policies related to public service management to support the adoption and continual improvement of HR-related technologies in the public sector. These policies should also consider stipulating provision of funding and resources for technological upgrades and training programs that can help public sector organizations stay ahead in HR practices. Moreover, this policy reform should address the challenges brought about by the use of technology in implementation of HR practices that currently hinder effectiveness and efficiency in HR processes, as well as reflecting dynamic changes that are continuously taking place in the labor market and human resource management as a field. Further, the updated policies should focus on expanding the functionality of HR technological systems beyond basic functions to include comprehensive applications for activities such as benefits administration, training, analytics as well as strategic decision-making in human resource management.
The central government and the management of public sector organizations should consider allocating more financial resources specifically for development, maintenance and upgrade of technological systems used to manage human resource processes in the public organizations. This is because technology is generally costly, therefore the shortage in funding may result into system malfunctioning and vulnerability which may result into operation deficiencies in critical HRM areas such as recruitment, payroll, performance management and HR information. 
It is imperative to provide ongoing trainings for HR personnel to maximize the effectiveness of human resource practices in the public sector. These trainings should focus on utilizing technology effectively, understanding best practices in HR processes, and developing dynamic skills in implementation of HR functions. Trainings are always essential for empowering HR officers to make informed decisions and improve overall performance of their responsibilities.
Finally, given the sensitive nature of employee information managed by the technological systems, it is crucial to implement robust data security measures. The government department concerned with management and maintenance of the HR related systems used to manage and implement HR functions in the public sector organisations should adhere to established security guidelines and regularly audit their systems to identify vulnerabilities. Ensuring data integrity will build trust among employees and stakeholders while safeguarding valuable information.
5.6 Limitations of the Study TC "5.6 Limitations of the Study" \f C \l "1" 
A major challenge that constrained this research project was related to time. The study was conducted over a specific timeframe, capturing a snapshot of the effect of HR technologies at a particular point in time. However, HR technology and its implementation are dynamic and continuously evolving, thus this study may not present findings that tracks the changes and developments over an extended period of time to provide a more robust understanding of the long-term effects and trends in HR technology adoption in public sector.
Also, this research was conducted within specific district council councils of Ruvuma region; Songea MC, Songea DC and Madaba DC. Thus, the sample size of the study may not fully represent the diverse range of public sector organizations across Tanzania. This may limit the findings' applicability to other areas with different socio-economic conditions or administrative structures.
Lastly, the researcher was hindered by budget constraints. Operating on a tight budget forced the researcher to reduce the duration of data collection hence limiting the geographical area covered in the study.
5.7 Recommendations for Further Research TC "5.7 Recommendations for Further Research" \f C \l "1" 
The intention of this study was to assess the effect of HR technology on implementation of HR practices in Tanzania public sector. However, it was not possible to capture every intricacy of this research area due to the limitations explained in the preceding subsection. Based on the findings of the study and the existing literature, several areas for further research can be recommended to deepen the understanding of human resource technology's effect on HR practices. Here they are.
Future research could focus on longitudinal studies that track the implementation and effect of human resource technology over time. Such studies would provide insights into how these systems evolve and their long-term effects on HR practices. Understanding trends over time can help identify best practices and areas needing improvement.
Also, further research could be conducted to investigate the user experience of HR personnel in utilizing HR technology. Research could explore the specific training needs of HR staff to enhance their competence in using these technologies effectively. This could include assessing the effect of training programs on user satisfaction and system utilization.
Further studies could examine how organizational culture influences the adoption and effectiveness of HR technology in the public sector. Understanding cultural barriers or facilitators can help tailor strategies for implementing new technologies that align with existing values and practices within public organizations.
Further, it may be necessary to conduct comparative studies between different regions, countries, sectors or organisations regarding HR technology adoption. Such research could highlight successful models and practices that could be adapted in different contexts.
Moreover, further studies may be conducted to involve advanced technologies such as artificial intelligence (AI), big data analytics, and machine learning in implementation of HR functions. The research may focus on how these advanced technologies can be effectively integration into the existing HR related systems within Tanzania's public sector. This kind of study may be very crucial for future advancements.
Furthermore, future research can also be conducted to focus on how the implementation of HR technology affects employee engagement, satisfaction, and retention rates within public sector organizations. Understanding these relationships can help organizations design better HR practices that leverage technology to foster a more engaged workforce.
Lastly. A detailed examination of the challenges faced by public sector organizations during the implementation of HR technology might be crucial. This research could be be specifically designed to cater for specific barriers such as resistance to change, budget constraints, or lack of technical support that hinder successful adoption of HR technology. The study may go beyond to identify the strategies to mitigate these challenges so effectively.
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX 1: QUESTIONNAIRE

SECTION I: Introduction
My name is Bakari Kawina. I am a student at the Open University of Tanzania pursuing Master of Human Resources Management (MHRM). I am currently conducting a research titled “The Impact of Technology on Implementation of Human Resource Practices in Tanzania Public Sector”.
Please fill out this questionnaire to help me collect the necessary data required for successful completion of this research. The intention of this questionnaire is just to capture your experience and opinion on the subject matter. Thus, there are no right or wrong answers, and the information you are giving will be used only for the purpose of this study and treated with complete confidentiality.

Your participation in this study is voluntary. If you wouldn’t like to participate, kindly you can just return the questionnaire unfilled. 

Would you like to participate in this study?

Yes


No

SECTION II: Respondent’s Profile

(Check the box for your answer)

1. Select your sex:




Female



Male

2. Select your age group:


Below 20 years


20-39 years



40-59 years


60 years old and above

3. What is your highest level of education?



Primary education



Secondary education



College education



University education

4. Which of the following is your work station?

Songea MC



Songea DC



Madaba DC

5. Which department are you from?

Human resources

Administration  
6. What is your job position?

Entry-level

Mid-level

Senior-level

7. Executive
8. For how long have you worked in the position mentioned above?

Less than a year


1-3 years


3-5 years


5-10 years


More than 10 years

SECTION III: Theme of the study 

(For the questions in this section, use a scale of 1-7 to show the extent by which you agree with the given statements by checking the relevant box, whereby, 1 = Strongly Agree, 2 = Agree, 3 = Slightly Agree, 4 = Neither Agree or Disagree, 5= Slightly Disagree, 6 = Disagree, and 7 = Strongly Disagree).

Objective 1: The impact of recruitment management systems on implementation of HR practices
	1
	2
	3
	4
	5
	6
	7

	8
	Our organisation uses technological systems in recruitment processes
	
	
	
	
	
	
	

	9
	The recruitment management systems has simplified advertisement of job openings
	
	
	
	
	
	
	

	10
	The recruitment management systems has helped to attract quality job applicants
	
	
	
	
	
	
	

	11
	The recruitment management systems has simplified screening of resumes and cover letters 
	
	
	
	
	
	
	

	12
	The recruitment management systems has made contacting the applicants easier
	
	
	
	
	
	
	

	13
	The recruitment management systems has made applications tracking easier
	
	
	
	
	
	
	

	14
	The recruitment management systems has simplified the interviewing process
	
	
	
	
	
	
	

	15
	The recruitment management systems has made onboarding processes easier
	
	
	
	
	
	
	

	16
	The recruitment management systems has helped to speed up recruitment process
	
	
	
	
	
	
	

	17
	The recruitment management systems has helped to eliminate paperwork in recruitment processes
	
	
	
	
	
	
	


Objective 2: The impact of performance management system on implementation of HR practices 
	1
	2
	3
	4
	5
	6
	7

	18
	Performance management and appraisal in our organisation is done through a technological systems 
	
	
	
	
	
	
	

	19
	Performance management system helps in setting clear goals
	
	
	
	
	
	
	

	20
	Performance management system helps in continuous monitoring of employee performance
	
	
	
	
	
	
	

	21
	Performance management system helps in conducting performance appraisal
	
	
	
	
	
	
	

	22
	Performance management system helps in provision of timely feedback
	
	
	
	
	
	
	

	23
	Performance management system helps in identifying training needs for employees
	
	
	
	
	
	
	

	24
	Performance management system facilitates making decisions related to rewards and recognition
	
	
	
	
	
	
	

	25
	Performance management system has helped to speed up the performance management processes
	
	
	
	
	
	
	

	26
	Performance management system has helped to eliminate paperwork in performance management processes
	
	
	
	
	
	
	


Objective 3: The impact of HR information systems on implementation of HR practices
	1
	2
	3
	4
	5
	6
	7

	27
	Our organisation uses HR information system to keep and manage workers information
	
	
	
	
	
	
	

	28
	HR information systems has helped with payroll management
	
	
	
	
	
	
	

	29
	HR information systems has helped with employees leave administration
	
	
	
	
	
	
	

	30
	HR information system has increased efficiency in human resource planning
	
	
	
	
	
	
	

	31
	HR information system has helped to eliminate paperwork in performance management processes
	
	
	
	
	
	
	

	32
	HR information system has facilitated quick decision-making related to workforce
	
	
	
	
	
	
	


Dependent variable: Effective Human resource practices
	1
	2
	3
	4
	5
	6
	7

	33
	Recruitment processes are implemented so effectively in our organisation
	
	
	
	
	
	
	

	34
	There is effective implementation of performance management processes in our organisation
	
	
	
	
	
	
	

	35
	Training and development is implemented so effectively in our organisation
	
	
	
	
	
	
	

	36
	Rewards management is done so effectively in our organisation
	
	
	
	
	
	
	

	37
	Workforce planning is implemented so effectively in our organisation
	
	
	
	
	
	
	

	38
	Workforce related decisions are done more quickly in our organisation
	
	
	
	
	
	
	

	39
	HR practices are implemented more quicker in our organisation
	
	
	
	
	
	
	

	40
	There is reduced paperwork in implementation of HR practices in or organisation
	
	
	
	
	
	
	


Thank you so much for your cooperation.

APPENDIX 2: KREJCIE AND MORGAN’S TABLE
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N s . N s N 8
10 10 220 140 1200 201
15 14 230 144 1300 207
20 19 240 148 1400 302
25 24 250 152 1500 306
30 28 260 155 1600 310
35 32 270 159 1700 313
40 a6 280 162 1800 317
45 40 290 165 1900 320
50 4 300 169 2000 322
55 48 320 175 2200 327
60 52 340 181 2400 331
65 56 360 186 2600 335
70 59 380 191 2800 338
75 63 400 196 3000 341
80 66 420 201 3500 346
85 70 440 203 4000 351
%0 73 460 210 4500 354
95 76 480 214 5000 357
100 80 500 217 6000 361
110 8 550 226 7000 364
120 92 600 234 8000 367
130 07 650 242 9000 368
140 103 700 248 10000 370
150 108 750 254 15000 375
160 113 800 260 20000 377
170 118 850 265 30000 379
180 123 900 269 40000 380
190 127 950 274 50000 381
200 132 1000 278 75000 382
210 136 1100 285 1000000 384

Note.—N is pepulation size.
§ in sample size.




