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Electronic human resource management (e-HRM) is extensively regarded as one of the most important sources of sustainable competitive advantage in the public institution to support the growth of government economy. This study analyzed the relationship between e-HRM and organizational performance in Tanzania specifically in Arusha City council. The study used random simple sampling to select 135 public servants. Quantitative data were collected using a questionnaire and the data collected was processed using IBM-SPSS Statistics Version 20. The descriptive statistics of the demographic characteristics of respondents and performance indicators were analyzed by IBM-SPSS Statistics Version 20 using analysis of Variance (ANOVA). The results indicates that Performance Expectancy, effort expectancy and facilitating condition influence performance in public organization because they rejected null hypothesis while social influence and knowledge inertia do not facilitate performance in government organization since they show positive results. These results concluded that, the performance of public organization is associated with performance expectancy, effort expectancy and facilitating condition while social influence and knowledge inertia do not influence performance of public institutions. Therefore, the government as the owner of government institutions should; organize the workshop to train not only administration but also other employees since they are all interact with this e-HRM systems, provide strong inter-nate and power supply in their offices and organize events for female employee to inspire them on using electronic human resource systems in their working place.
Keywords: 	e-HRM, sustainable competitive advantage, public institution, government economy, organizational performance, Arusha City council
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[bookmark: _Toc212549635]INTRODUCTION AND BACKGROUND OF THE STUDY

1.1 [bookmark: _Toc201049026][bookmark: _Toc179716923][bookmark: _Toc212549636]Introduction
This chapter presents the introduction of the study with four sections. The first section explains the background to the problem concerning the inspiration of the study, the second section explores the statement of research problem that explain the research gap, and the third one shows the objectives of the study including general objective, specific objectives and the research questions. Also, this section describes the significance of the study as well as scope and organization of the study.

1.2 [bookmark: _Toc179716924][bookmark: _Toc201049027][bookmark: _Toc212549637]Background of the Study
Electronic human resource management (e-HRM) in the world is very important in the public institution to support different countries economic progress and prosperity. In the year of 1990s, a significant change had been made because of the introduction of electronic human resource systems in its activities alongside with the announcement of the World Wide Web (www) in 1991 to 21st century’s most significant improvement like 5G network that facilitates information exchange within a split of second (AlHamad et al 2022).

In the current world, different governments internationally have significantly changed the way in which they deliver services to their citizens. With the growing influence of technology, the governments is required to encourage on the use of web based technological systems for better delivery of services. At first public institution were perceived as institutions that are slow and bureaucratic and most of them have been elevated into inventive platforms to implement and develop information technology in managing man power for betterment of public service (Buya & Kembu, 2022). The main purpose of this study is to investigate the relationship between Electronic Human Resource Management (e-HRM) and performance of the public organizations. It is of very important field in the development of any institution since e-HRM costs lower and improves efficiency by reducing paperwork and streamlining workflow, empowering employees to accept a self- service HRM delivery system, keeping the company workflow fully informed about all important HR compliance issues and corporate events, speeding up the response time of HRM systems, ensuring that more informed decisions are made and improving time management (AI M 2020).

Several years ago, human resource (HR) function such as training and development, recruitment and selection, payroll, and personnel data maintenance have systematically transformed from traditional to strategic and from the paper type method to the electronic type of conducting functions. Nowadays computers with internet are used to maintain all mentioned different human resource management functions which give the impression to increase administrative efficiency (Al, 2020).

Al Hamad et al (2022), described Electronic Human Resource Management (e-HRM) as a way of implementing HR strategies, policies and practices in organizations through a conscious and directed support of full use of web technology-based channels. The employees in any public organization are seen as a resource which must be managed in order for the institution to meet its goal. Over the years, organizations had taken steps to manage the employees within the firm and the demand for such is progressive in order for organization to continue to exist and win the competitive advantage. Human resource strategies, policies and activities are now delivered not only by professional people but also information technology expert. Therefore, one of the focuses of this study is this method of delivering these activities specifically electronic human resource management (e-HRM).

Globally, technologies especially digital things have become an important tool for businesses to maintain feasible partnerships and build a great value connection with other companies. New digital technologies that are emerging every day are on their way to affect nearly all public organization processes and activities (Hanaysha& Alzoubi, 2022).

Madrid University researched on the Impact of digital leadership capability on the public organization performance and say that digital leadership influences innovation performance by digitalizing the firm's platform. The digital leadership involves the use of information technology to implement the human resource activities in the public organization like using of electronic recruitment, electronic selection, electronic payroll and electronic training (Benitez et al, 2022). Electronic Training and development programs are planned in organizations, as they offer the chance to encourage and strengthen technical and behavioral skills of workforce and improving their performance at working station. Regarding these benefits, allied with the widespread technologies and cost reduction, organizations much often consider electronic learning to be a practical alternative for offering their training to employees (Martins et al, 2019).
The African researchers such as Al M, 2020, Buya & Kembu, (2022) investigated on the effect of E-HRM on the Human Resources Flexibility in the Organization and found that Modern organizations struggle to retain competitive and sustainable business surroundings by adopting a new way of thinking and using current technologies. These changes and developments have led to changes not only in the organizational environment but also in staff trends, forcing organizations to shift from the traditional human resources management system to the electronic human resource management system.

In Tanzania researchers such as Shah et al (2020), investigated on how Information Technology has increased the speed at which human resource management transaction and information is gathered, improved communication, and reduced cost, flexible service, employee participation, a step towards paperless office and making it easier to administer HRM function. E-HRM affects the efficiency and the effectiveness of the HR system by reducing cycle times, increasing data accuracy, improving the capabilities of operatives, supervisors, managers and HR professionals in taking better decisions.
 
However, technological innovations introduced in e-HRM settings are not always well received and adopted by the stakeholders involved. This might be due to individual beliefs, social cultural characteristics, motivations, previous technology exposure, and readiness, all of which have been shown as significant factors affecting electronic human resource adoption. Consequently, understanding the perspectives of all stakeholders when technological change is implemented particularly in e-HRM settings (Soares et al 2025).

[bookmark: _Toc179716925]Given the consequences of web technology adoption and use on the organizations’ performance, the technology utilization acceptance gap remains one of the most important areas of study in e-HRM in the literature relating to public organization.  By so doing research community start to accelerate its interest towards technology acceptance in public organization especially in the area of e-HRM since almost three decades ago (Davis, 1989).

Theory of UTAUT was developed through the review and combination of almost eight theories and modals. These combined theories and models are Technology Acceptance Model (TAM), the Theory of Reasoned Action (TRA), the Motivational Model (MM), the Theory of Planned Behaviour (TPB), a combined Theory of Planned Behaviour/Technology Acceptance Model (C-TPBTAM), the Model of PC Utilization (MPCU), Innovation Diffusion Theory (IDT), and Social Cognitive Theory (SCT). All these theories and models have all been commonly and effectively utilized by a large number of previous studies of technology acceptance and adoption which revealed that the eight contributing models explained between 17 and 53 percent of different user of Information Technology (Venkatesh et al (2003).

After reviewing all eight theories, (Venkatesh et al (2003) suggests that the actual use of web-based technology in e-HRM especially in government institutions is determined by the behavioral intention (BI) and this behavioral Intention is determined by four key constructs which are performance expectancy, effort expectancy, social influence, and facilitating conditions. These four key constructs are moderated by age, gender, experience and voluntariness of use (Venkatesh et al 2003).

1.3 [bookmark: _Toc201049028][bookmark: _Toc212549638]Statement of the Problem
The e-HRM in public institutions has become a vital area of concern for policy makers and a big topic for academic world debate due to the advancement of information and communication technology which made the world more complex, dynamic, and uncertain especially in public institution.(Al et al, 2022; Paais & Pattiruhu 2020; Dhar 2019; Ciobanuet al, 2019 and Andreas, 2022) investigates on effect of motivation, good leadership, organization culture, good work environment and discovered that all the factors facilitate much the performance of public organization. The composition of motivation, good leadership, good working environment as a driving factor in improving employee performance and satisfaction is important in improving and enhancing good performance in public organizations.

In Tanzania specifically in Arusha city council government employee do not have enough knowledge about e-HRM systems. Also, there is no enough literatures to educate the mass about the importance of using human resource system. By that case the empirical and environmental evidence on how electronic recruitment and selection, electronic compensation and electronic learning influence performance in the public organizations in Tanzania is seem to be very limited. Despite the increasing in interest on using e-learning, e-recruitment, e-compensation and e-selection, there is limited evidence in the literature that showed association of e-HRM functions and performance in public institution. Therefore, this study assessed the influence of e-HRM on the performance of the public organization in Arusha city council.

1.4 [bookmark: _Toc179716926][bookmark: _Toc201049029][bookmark: _Toc212549639]Research Objectives
The study was guided by the following general objectives and specific objectives.

1.4.1 [bookmark: _Toc179716927][bookmark: _Toc201049030][bookmark: _Toc212549640]General Objective
The main objective of this study was to determine the influence of electronic human resource management (e-HRM) in the performance of public organization in Arusha City council.  

1.4.2 [bookmark: _Toc179716928][bookmark: _Toc201049031][bookmark: _Toc212549641]The Specific Objectives
i) To determine the influence of performance expectancy of e-HRM on the performance of public organization.
ii) To determine the influence of effort expectancy of e-HRM on the performance of public organization.
iii) To determine social influence of e-HRM in the performance of public organization
iv) To determine the influence of facilitating conditions of e-HRM on the performance of public organizations
v) To determine the influence of knowledge inertia of e-HRM on the performance of public organization.

1.5 [bookmark: _Toc179716929][bookmark: _Toc201049032][bookmark: _Toc212549642]Research Questions
The study finds the empirical answers to the following research questions:
i) What are the influences of performance expectancy of e-HRM on the performance of public organization?
ii) What are the influences of effort expectancy of e-HRM on the performance of public organization?
iii) What are social influences of e-HRM in the performance of public organization
iv) What are the influences of facilitating conditions of e-HRM on the performance of public organizations?
v) How does knowledge inertia of e-HRM influences performance of public organization?

1.6 [bookmark: _Toc179716930][bookmark: _Toc201049033][bookmark: _Toc212549643]Research Hypotheses
The following null hypothesis (H0) was tested in this study:
Null hypothesis 1(H01): 	Performance expectancy will have no influence on behavioral intentions to use e-HRM activities in public institution.
Null hypothesis (H02): Effort expectancy will have no influence on behavioral intentions to use e-HRM activities in public institution.
Null hypothesis (H03): Social Influence will have no influence on behavioral intentions to use e-HRM services in the public organization.
Null hypothesis (H04): 	Facilitating conditions will have no influence to use e-HRM services in public organization.
Null hypothesis (H05): 	Knowledge inertia of using e-HRM systems will have no influence on using e-HRM in the public organization.
[bookmark: _Toc179716931][bookmark: _Toc201049034]

1.7 [bookmark: _Toc212549644]Significance of the Study
This research found to have very great help to those who are trying to find the result of using electronic HRM applications in the HR activities and seek to improve the organizational effectiveness and hence, performance is both financial and non-financial aspects within the relevant public organization in Tanzania as well as all over the world. Moreover, the study will help the decision-making managers or stakeholders in the public organization who would like to implement e-HRM practices in replacing the traditional human resource practices within their respective organizations. 

Furthermore, human resources practitioners are well informed and convinced that the use of e-HRM alternative on the human resources practices as identified, is admirable in use as a replacement to the traditional human resources practices. Meanwhile, the institutions were further be convinced through the empirical findings from this study on the need to research into this novel area in human resource management which is electronic human resource management (e-HRM).

Also, the theory of UTAUT used in this study becomes very important in the study because it was developed through the review and combination of almost eight theories and modals. These combined theories and models are Technology Acceptance Model (TAM), the Theory of Reasoned Action (TRA), the Motivational Model (MM), the Theory of Planned Behaviour (TPB), a combined Theory of Planned Behaviour/Technology Acceptance Model (C-TPBTAM), the Model of PC Utilization (MPCU), Innovation Diffusion Theory (IDT), and Social Cognitive Theory (SCT). All these theories and models have all been commonly and effectively utilized by a large number of previous studies of technology acceptance and adoption which revealed that the eight contributing models explained between 17 and 53 percent of different user of Information Technology (Venkatesh et al, 2003).

After reviewing all eight theories, (Venkatesh et al, 2003) suggests that the actual use of web-based technology in e-HRM especially in government institutions is determined by the behavioral intention (BI) and this behavioral Intention is determined by four key constructs which are performance expectancy, effort expectancy, social influence, and facilitating conditions. These four key constructs are moderated by age, gender, experience and voluntariness of use (Venkatesh et al 2003). 

1.8 [bookmark: _Toc201049035][bookmark: _Toc212549645]Scope and Organization of the Study
This study is organized into five chapters. Chapter one presents the introduction of this study in four sections. The first section explains the background to the problem regarding the motivation of the study. The second section explores the statement of research problems, the third section shows the objectives of the study, including general objective, specific objectives, research questions and research hypothesis, the fourth section clarifies the importance of the study, and finally, this section explains the organization of the study.

Chapter two debates the literature review. A literature review suggested the synthesis of knowledge from previously published studies. The chapter is divided into three sections, including the theoretical section that explains the relevant theories regarding the study, the empirical section that explains the synthesis of previous studies and the hypothesis development, and the last section, which draws the conceptual framework and research model.

[bookmark: _Hlk164346272]Chapter three presents the study’s research methodology. The chapter is divided into subsections that describe the study area, research design, research approaches, study population and unity of analysis, sampling procedures, sample size, data collection methods and tools, data processing and analysis, and validity and reliability of methods and tools.

[bookmark: _Hlk164349611]Chapter Four presents and discusses the qualitative and quantitative results. This chapter first presents results on the social demographic characteristics of public servants in government organization including age, marital status, education level, and experience in the electronic human resource management. The second section presents measurement model assessment, including Cronbach’s Alpha, factor analysis including EFA and CFA, Correlation between independent and dependent variable, Regression analysis to predict the influence of independent variable to dependent variable where ANOVA, Modal summary and coefficient were used. 

Chapter five summarizes the findings, draws conclusions, and provides recommendations based on the findings discussed. This chapter first summarizes the findings, revisits the conclusion of the study and presents recommendations for solving the problems.

[bookmark: _Toc179716932][bookmark: _Toc201049036][bookmark: _Toc212549646]CHAPTER TWO
[bookmark: _Toc201049037][bookmark: _Toc179716933][bookmark: _Toc212549647]LITERATURE RIVIEW

2.1 [bookmark: _Toc117031950][bookmark: _Toc201049038][bookmark: _Toc117032019][bookmark: _Toc117031881][bookmark: _Toc179716934][bookmark: _Toc212549648]Introduction
This chapter presents the literature for the study. The section focusses on the definition of the key concepts used in the study including Human resource management, organization performance, performance expectancy, effort expectancy, and social influence, facilitating conditions, public organization, electronic human resource management (e-HRM) and knowledge inertia. It also focuses on the relevant theory guiding the study which is Technology acceptance theory (TAM) and Unified theory of acceptance and use of technology (UTAUT). Furthermore, it discusses empirical literature of the study. 

2.2 [bookmark: _Toc117031882][bookmark: _Toc117031951][bookmark: _Toc117032020][bookmark: _Toc179716935][bookmark: _Toc201049039][bookmark: _Toc212549649]Definition of Key Terms
2.2.1 [bookmark: _Toc201049040][bookmark: _Toc179716936][bookmark: _Toc212549650]Human Resource Management (HRM)
This involves human capital management, knowledge management, organization development, resourcing (human resource planning, recruitment and selection, and talent management), performance management, learning and development, reward management, employee relations and government employee well-being. It can also be described as a strategic, integrated and coherent approach to the employment, development and well-being of the people working in public organizations.

In the context of this study, Human resource management (HRM)will be defined as the process of employing citizens, training them, compensating them, developing policies relating to them, and developing strategies to retain them (Stone et al, 2020).
2.2.2 [bookmark: _Toc201049041][bookmark: _Toc179716937][bookmark: _Toc212549651]Electronic Human Resource Management (e-HRM)
Review of existing literature shows the growing attempts on researchers to find an acceptable definition to the novel but progressively growing concept of e-HRM. Electronic human resource management (e-HRM) can be described as the planning, implementation and application of information technology for both networking and supporting at least two individual or collective actors in their shared performing of HR activities.

In the context of this study, electronic human resource management (e-HRM) is referred to the concept which involves the use of web-based technologies for providing the services regarding the human resources management in the public organization which access a wider range of organizations stakeholders, starting from the HRM department, via managers to employees (Shamout, 2022).

2.2.3 [bookmark: _Toc201049042][bookmark: _Toc179716938][bookmark: _Toc212549652]Organizational Performance
Performance is the benchmarks used to agree on whether a work is done well or not in any of the public institution. Organizational performance is the result of work related to achievement and failure in an organization. Performance is an important mechanism for management to explain the goals and performance standards, to motivate individual performance in the future for the sake of organizational sustainability (Wiradendi et al, 2020).

In the context of this study, Organization performance is defined as simply the outcomes achieved of a work or a record of a person’s accomplishments in a public organization. (Wiradendi et al, 2020).
2.3 [bookmark: _Toc201049043][bookmark: _Toc179716939][bookmark: _Toc212549653]Performance Expectancy
This occurs when use of web-based technology of e-HRM become beneficial to the public organization as well as citizen or customers of public institution. According to (Venkatesh et al, 2003) in his research found that the strength of the relationship between performance expectancy and behavioral intention is moderated by gender and age, with stronger relationships for men and younger users. It is measured by the perceptions of using e-HRM services in terms of benefits, such as saving time, money and effort, facilitating communication with government, improving the excellence of government services and by providing citizens with an equal foundation on which to carry out their business with government. This occurs when use of web-based technology of e-HRM become beneficial to the public organization as well as citizen or customers of public institution (Venkatesh et al, 2003).
 
In the context of this study, performance expectancy will be defined as the degree to which an individual believes that using the system helped him or her to attain or gains in job performance" (Venkatesh et al, 2003). 

2.3.1 [bookmark: _Toc179716940][bookmark: _Toc201049044][bookmark: _Toc212549654]Effort Expectancy
Venkatesh et al (2003), Government organization believes that the more they use web technology in their operations concerning HRM the more the use of the system will become easy. This occur when use of web-based technology in electronic recruitment like sourcing potential candidates on professional social media platforms, using an applicant tracking system, interviewing candidates online via video conferencing software and using online testing via surveys and questionnaires become ease to use in the majority of public organization.  

(Venkatesh et al, 2003) found that effort expectancy and Behavioral intention is moderated by three user characteristics, with stronger effects for women, older users, and more experienced users. It is measured by the perceptions of ease of use of e-HRM activities as well as ease of learning how to use these activities through web-based technology. Government organization believes that the more they use web technology in their operations concerning HRM the more the use of the system will become easy. In the context of this study, effort expectancy will be defined as the degree of ease associated with the use of the system in public organization (Venkatesh et al 2003). 

2.3.2 [bookmark: _Toc201049045][bookmark: _Toc179716941][bookmark: _Toc212549655]Social Influence
This means that the behavior of public work force is adjusted to the perception of others about them. In the context of this study, social influence will be defined as the degree to which an individual in public organization perceives that important others believe he or she should use the new system" (Venkatesh et al, 2003).

2.3.3 [bookmark: _Toc201049046][bookmark: _Toc179716942][bookmark: _Toc212549656]Facilitating Conditions
Facilitating conditions are technical infrastructures used in public offices like hardware devices such as routers, switches, bridges, hubs and modems. Also, public organization needs to have software applications such as monitoring, management tools and operating systems. 
These all components facilitate much the use and implementation of different e-HRM activities within a public institution and hence the raise of organizational performance.
In the context of this study, facilitating condition was referred to the degree to which an individual government employee believes that an organizations and technical infrastructure exist to support the use of the system (Venkatesh et al, 2003).

2.3.4 [bookmark: _Toc201049047][bookmark: _Toc179716943][bookmark: _Toc212549657]Public Organization
Public organization is a complex entity that has the features specific to all organizations. Its nature is constituted by distinctive specific characteristics of certain features particularly its orientation towards pursuing the public interest. In the context of this study, public organization will be defined as a nonprofit organization that sponsors or supports the public needs of one or more local communities (Battaglio et al,2019).

2.3.5 [bookmark: _Toc179716944][bookmark: _Toc201049048][bookmark: _Toc212549658]Knowledge Inertia
Knowledge inertia theory tried to define it as the tendency for employees and organizations to depend on established knowledge and routines when facing new problems or situations, rather than discovering new solutions or adapting to change. It's basically a resistance to change from past experiences to present knowledge constructions. Relaying on the past knowledge can be helpful in some situations but can hinder innovation and getting new knowledge when new approaches are required.

According to Inertia law in Physics, objects will be static or move in a stable line unless they are forced to move. Physical forces cause the movement of an object and it will remain stable unless a force seizes the movement or change the direction of the object. In the context of this study, physical forces are independent variables which are performance expectancy, effort expectancy, social influence, facilitating condition and knowledge which when changed raises dependent variable (organization performance) 
Knowledge of e-HRM is considered as an extremely useful and effective resource for organizations, stakeholders and employees. Therefore, acquiring knowledge of e-HRM and utilizing it for organizational activities specifically human resource activities are necessary (Shalikar, Lahoutpour & Rahman 2011).

In the context of this study knowledge inertia will be defined according to Inertia law in Physics that objects will be static or move in a stable line unless they are forced to move. Physical forces cause the movement of an object and it will remain stable unless a force seizes the movement or change the direction of the object (Zagzebski, 2017).
[bookmark: _Toc117031887][bookmark: _Toc117032025][bookmark: _Toc117031956] 
2.4 [bookmark: _Toc179716946][bookmark: _Toc201049050][bookmark: _Toc212549659]Theoretical Literature Review
2.4.1 [bookmark: _Toc201049051][bookmark: _Toc179716947][bookmark: _Toc212549660]Unified Theory of Acceptance and Use of Technology (UTAUT)
The advances in information and communication technology (ICT) in all over the world have significantly changed the way public organizations in many countries manage their employees to ensure the well-being of employees and citizen or customer satisfaction (Papagiannidis & Marikyan, 2020).
 
Given the consequences of web technology adoption and use on the organizations’ performance, the technology utilization acceptance gap remains one of the most important areas of study in e-HRM in the literature relating to public organization.  By so doing research community start to accelerate its interest towards technology acceptance in public organization especially in the area of e-HRM since almost three decades ago (Davis, 1989).

Theory of UTAUT was developed through the review and combination of almost eight theories and modals. These combined theories and models are Technology Acceptance Model (TAM), the Theory of Reasoned Action (TRA), the Motivational Model (MM), the Theory of Planned Behaviour (TPB), a combined Theory of Planned Behaviour/Technology Acceptance Model (C-TPBTAM), the Model of PC Utilization (MPCU), Innovation Diffusion Theory (IDT), and Social Cognitive Theory (SCT). All these theories and models have all been commonly and effectively utilized by a large number of previous studies of technology acceptance and adoption which revealed that the eight contributing models explained between 17 and 53 percent of different user of Information Technology (Venkatesh et al, 2003).

After reviewing all eight theories, (Venkatesh et al, 2003) suggests that the actual use of web-based technology (performance expectancy, effort expectancy, facilitating condition and social influence) in e-HRM especially in government institutions is determined by the behavioral intention (BI) and this behavioral Intention is determined by four key constructs which are performance expectancy, effort expectancy, social influence, and facilitating conditions. These four key constructs are moderated by age, gender, experience and voluntariness of use (Venkatesh et al 2003). 

Performance expectancy can be explained as the degree to which an individual believes that using the system will help him or her to attain gains in job performance (Venkatesh et al, 2003). This is shown when use of web-based technology of e-HRM become beneficial to the public organization as well as citizen or customers of public institution. 

Effort expectancy can be explained as the degree of ease associated with the use of the system" (Venkatesh et al 2003). This was derived from Perceived Ease of Use (PEOU) in e-HRM which explains on how e-HRM become easy to learn and use, clear and understandable to the employees in public organization, easy for employees to become skillful, controllable and flexible (Davis 1989).

Social influence is defined as the degree to which an individual perceives that important others believe he or she should use the new system (Venkatesh et al., 2003). He has shown that citizens using e-HRM platforms to see job vacancies and to make application for job may influence the adoption decision of others due to the belief that the innovation will develop one’s image and social status.

Therefore, according to this theory independent variables are factors that a researcher purposely changes or control in order to see what effect it has when the employee and other users use it and become as a behavior on using it. Performance expectancy, Effort expectancy, social influence, facilitating conditions and knowledge inertia are now very useful in government organizations because majority of employee developed a behavior of using it in their organizations.

Facilitating conditions can be explained as the degree to which an individual believes 
that a public organization and technical infrastructure exist to support the use of the system based on web technology (Venkatesh et al, 2003) 
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[bookmark: _Toc179845501]
[bookmark: _Toc201049052][bookmark: _Toc179716948][bookmark: _Toc212550336]Figure 2.1: The UTAUT Modal (Venkatesh et al, 2003)

2.4.2 [bookmark: _Toc212549661]Technology Acceptance Model (TAM)
Technology acceptance modal theory suggests that e-HRM help in the development and raise performance of public organization.

Technology acceptance model is a widely used model to investigate whether users will accept or refuse a new technology. Technology acceptance Modal (TAM) was developed in order to discover what influences people to accept or reject e-HRM. 

Technology Acceptance Modal theory (TAM) shows that perceived usefulness (PU) and perceived ease of use (PEOU) are important factors that determine the user’s attitude toward his or her intention to use information system to implement human resource activities in public organization. Perceived usefulness (PU) is defined as the degree to which a person believes that using e-HRM systems would enhance his or her job performance in the public organization. Perceived ease of use (PEOU) can be defined as the degree to which a person believes that using e-HRM systems would be free of effort (Davis & Venkatesh, 1996). Accordingly, these two behavioral beliefs lead to individual behavior intention (BI) and actual behavior. (Davis, 1989) found that PU was the strongest predictor of an individual’s intention to use an information technology in HRM. Perceived Ease of Use (PEOU)in e-HRM explains on how e-HRM become easy to learn and use, clear and understandable to the employees in public organization, easy for employees to become skillful, controllable and flexible (Davis,1989).

Therefore, according to this theory independent variables are factors that a researcher purposely changes or control in order to see what effect it has when the employee and other users perceived is as easy to use as well as when they perceived it as usefulness in any government organization. Performance expectancy, Effort expectancy, social influence, facilitating conditions and knowledge inertia are perceived as very easy to be used and very usefully in the performance of government organization.  

Technology Acceptance Modal (TAM) is being represented with the framework below.


[bookmark: _Toc212550337]Figure 2.2: The Original Technology Acceptance Model
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[bookmark: _Toc201049053][bookmark: _Toc117032029][bookmark: _Toc117031891][bookmark: _Toc117031960]
2.4.3 [bookmark: _Toc212549662]Knowledge Inertia Theory
Knowledge inertia theory can be described as a tendency for employees and organizations to depend on established knowledge and routines when facing new problems or situations, rather than discovering new solutions or adapting to change. It's basically a resistance to change from past experiences to present knowledge constructions. Relaying on the past knowledge can be helpful in some situations but can hinder innovation and getting new knowledge when new approaches are required. (Ashok et al, 2021).

2.5 [bookmark: _Toc201049049][bookmark: _Toc212549663]Electronic Human Resource in Tanzania
2.5.1 [bookmark: _Toc212549664]Open Performance Review and Appraisal System (OPRAS)
Open Performance Review and Appraisal System (OPRAS) were introduced by the Tanzania government in 2004 as a new innovation for managing individual’s performance in the Tanzania public service. OPRAS was viewed as an individual tool in the history of Human Resource Management (HRM) in the Tanzanian public service among other tools for managing performance in the public service (Ilomo & Anyingisye, 2020).

 OPRAS as proposed by Performance Improvement Model (PIM) is important to the implementation and development of the performance management culture in the public service. Nevertheless, sketchy evidence reveals that despite the Government efforts to introduce OPRAS, it has not been in a position to develop a real and effective Open Performance Review and Appraisal System (Nchimbi, 2019).

The literature reviews reported that OPRAS used is not adequate at improving employees’ performance and therefore the government changes OPRAS into electronic human resource management (e-HRM) where they established Employee Self Services (ESS). ESS platforms are online systems that allow employees to access and manage their HR-related information and tasks themselves, streamlining HR processes and enhancing the employee experience. The Tanzanian government has been actively developing and implementing various e-government initiatives, including the Tanzania e-Government Strategy 2022, which aims to improve service delivery and enhance transparency. The "Utumishi" portal is a key example of such an initiative, offering various online services including ESS.

ESS platforms provide employees with easy access to their personal details, benefits information, payroll details, and other HR-related documents. Also, through ESS Employees can carry out tasks like updating personal information, requesting leave, accessing their pay stubs, and submitting other HR-related requests directly through the portal, reducing the burden on HR departments. 

ESS also enabling employees to manage HR tasks themselves, ESS platforms can streamline HR processes, improve efficiency, and increase transparency.  ESS platforms are often integrated with other HR systems, such as payroll and performance management systems, to provide a comprehensive view of an employee's data. ESS platforms typically have robust security measures in place to protect sensitive employee data, and access is typically controlled by employee roles and permissions. 

      ESS become very advantages to the human resource practitioner in public organization because it Increased Productivity, Improved Employee Satisfaction, Reduced Paperwork and Costs and Enhanced Security and Data Integrity.

2.6 [bookmark: _Toc179716949][bookmark: _Toc201049054][bookmark: _Toc212549665]Empirical Literature Review
2.6.1 [bookmark: _Toc201049055][bookmark: _Toc179716950][bookmark: _Toc212549666]Performance Expectancy and Performance of Public Organization
According to UTAUT the users of e-HRM in different public organization believes that using the web-based system (IS) will help them to achieve job performance in their offices. By that case the human resource practitioners, IT department and the citizen believes that the use of e-learning systems enhance public organizational performance (Wiradendi et al, 2020).

[bookmark: _Toc179716951][bookmark: _Toc201049056]Also the government believes that the use of social media training which base on the using platform like Facebook, Instagram, and twitter to delivers the required knowledge enhances performance of public organization.

2.6.2 [bookmark: _Toc212549667]Effort Expectancy and Performance of Public Organization
(Venkatesh et al, 2003) states that degree of ease of using e-HRM in the public organization is normally associated with the use of the system. Therefore, according to UTAUT, the more the public institution uses the web-based system like the use of e-recruitment and selection in the process of sourcing potential candidates on professional social media platforms, using an applicant tracking system, interviewing candidates online via video conferencing software and using online testing via surveys and questionnaires makes the use of e-HRM systems to become easier to use by the candidates and office users. This will influence much the organization performance.

2.6.3 [bookmark: _Toc201049057][bookmark: _Toc179716952][bookmark: _Toc212549668]Facilitating Conditions and Performance of Public Organization
(Venkatesh et al, 2003) says that public organization needs to have technical infrastructures to support the use of e-HRM system. According to UTAUT public organization needs to have technical infrastructures like hardware devices such as routers, switches, bridges, hubs and modems. Also, public organization needs to have software applications such as monitoring, management tools and operating systems. These all components facilitate much the use and implementation of different e-HRM activities within a public institution and hence the raise of organizational performance 
Globally different governments have significantly altered the way in which they deliver services to their citizens. With the growing influence of technology, most governments wanted to influence on technological advancements for better delivery of services. As governments across the world try and increase their aggressiveness within the international economy, they try to bring quicker services that facilitate the ease with which business is done. Several governments have, therefore, decided themselves to have ICT infrastructure and services that enhance performance in publicly service delivery (Ramadhani & Zarlis, 2019).

2.6.4 [bookmark: _Toc201049058][bookmark: _Toc179716953][bookmark: _Toc212549669]Social Influence and Performance of Public Organization
(Venkatesh et al., 2003) says that the behavior of people is adjusted to the perception of others about them. Social influence is important factors that determine the user’s attitude toward his or her intention to use information system to implement human resource activities in public organization (Papagiannidis & Marikyan, 2020).

The application of the web-based technologies in the workplace ensures benefits, such as higher productivity, the wellbeing of employees and the satisfaction of consumers (Papagiannidis & Marikyan, 2020). This can influence much the performance of public organization.

2.6.5 [bookmark: _Toc201049059][bookmark: _Toc179716954][bookmark: _Toc212549670]Knowledge Inertia and Performance of Public Organization
According to Inertia law in Physics, objects will be static or move in a stable line unless they are forced to move. Physical forces cause the movement of an object and it will remain stable unless a force seizes the movement or change the direction of the object. In the context of this study, physical forces are independent variables which are performance expectancy, effort expectancy, social influence, facilitating condition and knowledge inertia which when changed raises dependent variable (organization performance).

Therefore, acquiring knowledge of human resource and utilizing it for organizational activities are necessary. Though, individuals usually make use of their experience and prior knowledge when they meet troubles, and solve related troubles in the same solution. This frequent routine problem-solving is what is called “Knowledge Inertia”. Usually, knowledge inertia is used in order to save time, effort and converted to avoid risks (Joshi R, 2024).

According to the UTAUT2, knowledge of e-HRM is considered as an extremely useful and effective resource for organizations, stakeholders and employees to the organization performance. Therefore, acquiring knowledge of e-HRM and utilizing it for organizational activities specifically human resource activities enhance public organization performance (Joshi R, 2024).

2.7 [bookmark: _Toc117031899][bookmark: _Toc117031968][bookmark: _Toc117032037][bookmark: _Toc179716956][bookmark: _Toc201049060][bookmark: _Toc212549671]The Conceptual Framework of e-HRM and Performance of Public Institution
The conceptual framework shows the relationship between dependent variables and independent variables. This conceptual framework indicates the relationship between electronic human resource management (e-HRM) and the performance of public institution. The framework indicates the independent variables as e-HRM (performance expectancy, effort expectancy, social influence, facilitating condition and knowledge inertia) as well as the dependent variables which are the performance of public institution.

Independent variable                                                  Dependent Variable[bookmark: _Toc212550338]Figure 2.3: Conceptual Framework
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[bookmark: _Toc179845512][bookmark: _Toc201102584]

Performance expectancy has a significant effect on the organization performance since using the system like web e-learning which base on web content, Virtual classroom which base on video conferencing software, video modules which base on produced learning videos that have been made in advance for the reference of the employees expect to raise the performance of public organization. Performance expectancy has a significant effect on the organization performance since performance of public organizations measured by the perceptions of using e-HRM services in terms of benefits (Wiradendi et al, 2020).

Also the use of social media training which base on the using platform like facebook, instagram, and twitter to delivers the required knowledge and use of mobile learning which involve  using a mobile e-Learning where employees can have access to the needed information at the comfort of their homes is expected to facilitate much the performance of public organization.

This performance of public organization can be measured by the perceptions of using e-HRM services in terms of benefits, such as saving time, money and effort, facilitating communication with government, improving the excellence of government services and by providing citizens with an equal foundation on which to carry out their business with government. 

Effort expectancy has also a significant effect on the organizational performance since using e-HRM systems makes easier to use the system by either the office user or the customers or citizen (Buya & Kembu, 2022).

Effort expectancy has also a significant effect on the organizational performance since using e-HRM systems like sourcing potential candidates on professional social media platforms, using an applicant tracking system, interviewing candidates online via video conferencing software and using online testing via surveys and questionnaires where the talented employee can be traced makes easier to use the system by either the office user or the customers or citizen (Buya & Kembu, 2022).

Social influence has a significant effect on the public organizational performance since when the public organization and citizens are using e-HRM platforms to post and to see job vacancies and to make application for job may influence the adoption decision of others due to the belief that the innovation will develop one’s image and social status.
Facilitating conditions has also a significant effect in public organization since using technical infrastructures like hardware devices such as routers, switches, bridges, hubs and modems can facilitate much the performance of public education (Wiradendi et al, 2020). Also, public organization needs to have software applications such as monitoring, management tools and operating systems to enhance the performance of public organization. These all components when used in e-HRM facilitate much the use and implementation of different e-HRM activities within a public institution and hence the raise of organizational performance.

Knowledge inertia can be explained According to inertia law in Physics; objects will be static or move in a stable line unless they are forced to move. Physical forces cause the movement of an object and it will remain stable unless a force seizes the movement or change the direction of the object. In the context of this study, physical forces are independent variables which are performance expectancy, effort expectancy, social influence, facilitating condition and knowledge which when changed raises dependent variable (organization performance) (Joshi R, 2024).


[bookmark: _Toc201049061][bookmark: _Toc179716957][bookmark: _Toc212549672]CHAPTER THREE
[bookmark: _Toc117031902][bookmark: _Toc201049062][bookmark: _Toc117031971][bookmark: _Toc179716958][bookmark: _Toc117032040][bookmark: _Toc212549673]RESEARCH METHODOLOGY

3.1 [bookmark: _Toc117032041][bookmark: _Toc179716959][bookmark: _Toc201049063][bookmark: _Toc117031903][bookmark: _Toc117031972][bookmark: _Toc212549674]Introduction
This chapter presents the methodological approaches which will be used in carrying out this study. This chapter is subdivided into different sections which are research philosophy, research design, sampling design, study area, data collection methods, data analysis method, research ethics, reliability and validity of methods and tools.

3.2 [bookmark: _Toc212549675]Research Philosophy
The study adopts positivism mode of philosophy because the knowledge from this study was intended to be obtained through careful measuring and analysis of data particularly numerical data. Typically, this study uses quantitative method of data analysis (Karupiah, 2022). Research philosophy emphasis on the importance of observation for the growth of knowledge in electronic human resource management, and thus considers the measurement of e-HRM as central part of learning to the development of understanding. In this way, the study contributes a closer and closer estimation to the truth of how e-HRM work, and the causal relations between independent variables (performance expectancy, effort expectancy, social influence, facilitating condition and knowledge inertia) and dependent variable (performance of public organization) (Maksimovic & Evtimov, 2023).

Therefore, assumption and beliefs underlying positivism philosophical paradigm guide a researcher to obtain knowledge and reality of the study, help to select the methods used in the study, help in the process of interpretation of data and validity of the conclusion. 

3.3 [bookmark: _Toc179716960][bookmark: _Toc201049064][bookmark: _Toc212549676]Research Design
[bookmark: _Toc117032042][bookmark: _Toc117031904][bookmark: _Toc117031973]This study used cross-section research design because this method of research design allows a researcher to collect data from many different individuals at a single point in time (Neelam, 2020 & Kumar, 2011). This type of research design allow a researcher to observe variables without influencing them. The design is widely used by modern social science researchers because it generates data urgently to meet the study objectives. E-HRM components have been investigated in relation to public organizational performance using human resource managers and other employees of that public organization.

3.4 [bookmark: _Toc201049065][bookmark: _Toc179716961][bookmark: _Toc212549677]Description of Study Area
This study was conducted in Arusha City council. It has been selected because it comprises of many Departments which deals with managing public workers across the whole region. Therefore, such public workers were having enough information about the performance expectancy, effort expectancyy, facilitating condition, social influence and knowledge inertia when delivering different services to the Tanzanian citizen.

3.4.1 [bookmark: _Toc201049067][bookmark: _Toc117031975][bookmark: _Toc117032044][bookmark: _Toc179716963][bookmark: _Toc117031906][bookmark: _Toc212549678]Study Population
According to Slovin’s formula as sited in (Achonu et al, 2019), The Study population consisted of 135 public Servants especially staffs in the Management, Administration, ICT department as well as human resource managers and other employees who were working in public institutions in Arusha City council. This was according to Human resource manager of Arusha city council during a pilot study conducted by the researcher to assess the feasibility of the study before commencing the study.

3.5 [bookmark: _Toc201049066][bookmark: _Toc179716962][bookmark: _Toc212549679]Sampling Design
[bookmark: _Toc212548798]In this research design the sampling procedures and sample size will be addressed.

3.5.1 [bookmark: _Toc201049068][bookmark: _Toc179716964][bookmark: _Toc212549680]Sampling Procedures
The study used simple random sampling to select the participants from public organization since every member was given equal opportunities of being selected. The study also used purposive sampling to select the key informant specifically human resource managers who normally deal with human resource in public organization.

3.5.2 [bookmark: _Toc201049069][bookmark: _Toc179716965][bookmark: _Toc212549681]Sample Size
The sample size for the public organization officers was been determined using Slovin’s formula as sited in (Achonu et al, 2019). 

Where, 
n = required responses/sample size, 
(e) 2 = error limit at a confidence of 93% =0.07, 
N = population size (400)
From the Slovin’s formula
                               =135
Therefore, the sample size was 135 public servants.
3.6 [bookmark: _Toc117031910][bookmark: _Toc179716966][bookmark: _Toc201049070][bookmark: _Toc117031979][bookmark: _Toc117032048][bookmark: _Toc212549682]Data Collection Methods and Tools
Questionnaire was the main tool for data collection from public servants in different public offices in Arusha City council. A five-point Likert scale was used to gauge all the constructs of the study, ranging from strongly agree to strongly disagree. The questionnaires consisted of only closed ended questions. This method was used to collect quantitative data from selected public servants (Sileyew, 2019).

3.7 [bookmark: _Toc179716967][bookmark: _Toc201049071][bookmark: _Toc212549683]Data Processing and Analysis
3.7.1 [bookmark: _Toc117032053][bookmark: _Toc49172679][bookmark: _Toc117031915][bookmark: _Toc117031984][bookmark: _Toc179716968][bookmark: _Toc201049072][bookmark: _Toc212549684]Data Processing
Data processing is the preparation of collected data for analysis. Collected primary data were processed using IBM-SPSS Statistics Version 20. The exercise involved editing of the filled in questionnaire, code book preparation, template preparation, data entry, data cleaning and verification. (Ramadhani &Zarlis, 2019)

3.7.2 [bookmark: _Toc179716969][bookmark: _Toc201049073][bookmark: _Toc212549685]Data Analysis
[bookmark: _Hlk86339801][bookmark: _Hlk67911709]Data analysis is the process of inspecting, rearranging, modifying, and transforming data to extract useful information (Chapman, 2018). The quantitative methods used for data analysis were descriptive and inferential statistics. 	

IBM- SPSS Statistics Version 20 software was used to analyze descriptive statistics of the demographic characteristics of respondents. Descriptive statistics included frequencies, percentages.

The inferential statistics techniques (hypothesis testing) used to examine the influence of e-HRM on public organization performance. Hypothesis testing included the use of Pearson correlation and Sig (P value) in correlation and analysis of Variance (ANOVA) in regression. 

3.7.3 [bookmark: _Toc117032067][bookmark: _Toc201049074][bookmark: _Toc179716970][bookmark: _Toc117031929][bookmark: _Toc117031998][bookmark: _Toc212549686]Reliability and Validity of Methods and Tools
Reliability is defined as the extent to which the findings of the study will be consistent over time whereas validity indicates whether the research truly measures what it will intend to measure or how truthful the research results are (Chapman, 2018).

3.7.4 [bookmark: _Toc179716971][bookmark: _Toc117031999][bookmark: _Toc201049075][bookmark: _Toc117032068][bookmark: _Toc117031930][bookmark: _Toc212549687]Reliability
A measurement will be reliable when it eliminates any threats that can cause bias or errors. A research instrument is reliable when another researcher at another time can conduct the same study using the same methodology and obtain the same findings (Coleman, 2022). 

The Cronbach’s alpha coefficient was used to measure of the internal consistency or reliability of a set of questionnaire items (Aryanti & Perkasa, 2024) . It is used to assess the reliability of a scale by measuring the extent to which all items on a scale are positively correlated with each other (Amirrudin et al, 2021).).  High Cronbach’s alpha values indicated that the response values for every participant across a set of questions were consistent.

3.7.5 [bookmark: _Toc117032000][bookmark: _Toc117031931][bookmark: _Toc179716972][bookmark: _Toc201049076][bookmark: _Toc117032069][bookmark: _Toc212549688]Validity
[bookmark: _Hlk148622518]Validity refers to the extent to which the methods and tools used to measure a phenomenon can accurately measure that phenomenon accurately. An instrument is valid if it measures what it is expected to do. To ensure that the instruments and methods used were valid, a pilot study was conducted by the researcher to assess the feasibility of the study before commencing the study. A pilot study helped to ensure that the questions posed in the questionnaires were clear and understandable, enabling the provision of reliable data and results. Pilot study also helped the researcher to estimate how long it took to complete the questionnaire. It can even provide an idea of unexpected challenges that the researcher might encounter, allowing him/her to do in advance. (Bahariniya et al, 2021).

[bookmark: _Toc179716973] Kumar (2011) found that the validity of an instrument and data is based on the relationship between the research questions and the aims of the research, leading to an appropriate conclusion. Validity can also be tested by comparing two different assessments: when the results are the same, the instrument used to measure the construct is appropriate and the validity is deemed high. 

3.7.6 [bookmark: _Toc201049077][bookmark: _Toc212549689]Research Ethics
These are specific principles, rules, guidelines and norms of a research related behaviors that a research community has decided are proper, fair and appropriate. It protects participant’s rights.

The research is said to be ethical if it is reliable, valid, legitimate and representative. This research followed the guidelines and ethical research principles to make sure that the right of each research participants is protected (Barrow et al,2022)
[bookmark: _Toc117032002][bookmark: _Toc117032071][bookmark: _Toc117031933]

[bookmark: _Toc179716974][bookmark: _Toc212549690]CHAPTER FOUR
[bookmark: _Toc201049078][bookmark: _Toc212549691]FINDINGS AND DISCUSSION

4.1 [bookmark: _Toc201049079][bookmark: _Toc212549692]Introduction
The optimum effectiveness and efficiency of an organization do not merely depend upon its financial resources or using the best strategy, rather it is determined by the extent to which and how it is using its human resources (Hosain, 2017).

This chapter presents quantitative data collected through questionnaires using tables. Descriptive results are presented using frequency and percentage in tables, and inferential analysis is presented using Correlation analysis and regression analysis. The systematic presentations of the results reveal the depth and richness of the data within the context of Electronic Human resource in Tanzania public organization.

The chapter is organized in three parts which are Demographic characteristics of the respondents such as age, marital status, literacy level, position in job and sex. Also, this chapter presents correlation between independent variables and dependent variables. Furthermore, this chapter will present regression analysis to predict the influence of independent variable to the dependent variable using three tables which are ANOVA, Modal summary and coefficient. 

4.1.1 [bookmark: _Toc212549693]Demographic Findings
4.1.2 [bookmark: _Toc201049080][bookmark: _Toc212549694]Respondents Age
Age of the workforce in public organization was considered as an important factor in measuring the use of e-HRM. The results in Table 4.1 show that the majority of workforce in public organization were between 30-39 yrs of age (45.9%) followed by the 20-29 (35.6%) age group. Most of these age groups are young and most of them are recently employed and they are from universities where they were well equipped with knowledge of Human resource information systems (HRIS). The employees of the age 40-49 (14.8%) and that of 50 and above (1.5%) had few respondents because the government is real trying to employ the younger generation due to much growing of Information technology. The employee of young age below 20 (2.2%) occur in very few because most of them are in school. 

Majority of workforce in public organization in Arusha city council were between 30-39yrs of age (45.9%) followed by the 20-29 (35.6%) age group. This implies that the young age workers in public institution are recently from universities and therefore are well adopted and equipped with new technology in human resource management system (e-HRM). This facilitates much the growing of public institution by fastening human resource activities.  

4.1.3 [bookmark: _Toc201049081][bookmark: _Toc212549695]Marital Status
Many public workers who participated in this study were married who formed 68.9% of all participants and the remaining participants were single who formed 31.1% of all participants.

4.1.4 [bookmark: _Toc201049082][bookmark: _Toc212549696]Literacy Level
Education is an important factor to consider when measuring the performance of government organization because it influences performance of electronic human resource activities in the public offices. It is primarily concerned with increasing general knowledge and understanding of the total use of information technology in human resource systems.

 Different levels of education affect the performance of e-HRM. Knowing this, the study categorized education levels into four major categories which include certificate, diploma, bachelor’s degree and master’s degree. Consequently, table 4.1 indicates that a significant proportion of employees in public organization in Arusha City Council have bachelor degree who form 56.3% of all employees followed by Diploma who forms 34.8%. Employee with certificate of education is very little in number since it is the minimum level of education needed in government institutions and the employee with Masters level of education is the highest level of education and it is attained by very few numbers of employees specifically in government organization. 

This result implies that in Arusha municipal council, large number of employees especially managers who had decision making authority at the highest level in government organizations has got bachelor degree. They have adequate knowledge about HRM and E-HRM practices which help them much to raise organization performance. 

UTAUT theory predicts individuals with greater levels of skills, competencies and knowledge will achieve better results than individuals with lower levels of such components, but these are sometimes unattainable (Venkatesh et al, 2003).

4.1.5 [bookmark: _Toc201049083][bookmark: _Toc212549697]Position of Job in Present Employment
In this study the large numbers of respondents are technical or professional who forms 45.2% of all participants followed by the respondents in management who forms 37% of all participants. Few respondents 17.8% fall on administration. 

In this context majority of public workers in Arusha City council are using electronic human resource because high percent of them are dealing with technical issues involving human resource information systems like employee’s Self Service system (ESS), PEPMIS, e-Watumishi, e-loan and e-transfer. This facilitates the speed of information to reach the required person hence improve performance at work place.

4.1.6 [bookmark: _Toc201049084][bookmark: _Toc212549698]Sex of the Respondents
[bookmark: _Toc173467070][bookmark: _Toc173469804]The large number of the public servant (84 employees) who participated in this study was a female who makes 62.2% of all participants and the remaining public servant (51 employees) who participated in the study was males.

[bookmark: _Toc179845538][bookmark: _Toc179716975]This implies that large percent of public workers in Arusha City Council are women because most of women are able to copy with new technology raised in any human resource department like employee’s Self Service system (ESS), PEPMIS, e-Watumishi, e-loan and e-transfer.


[bookmark: _Toc212550283]Table 4.1:	Social demographic characteristics of government workforce in Arusha City Council
	
	Count
	Column N %

	Sex of Respondent
	Male
	51
	37.8%

	
	Female
	84
	62.2%

	Age of Respondent
	Below 20 yrs
	3
	2.2%

	
	20 - 29 yrs
	48
	35.6%

	
	30 – 39
	62
	45.9%

	
	40 – 49
	20
	14.8%

	
	50 and above
	2
	1.5%

	Marital Status
	Single
	42
	31.1%

	
	Married
	93
	68.9%

	Literacy Level
	Certificate
	9
	6.7%

	
	Diploma
	47
	34.8%

	
	Degree
	76
	56.3%

	
	Masters
	3
	2.2%

	Type of job in present employment
	Administrative
	24
	17.9%

	
	Technical or Professional
	61
	45.5%

	
	Management
	49
	36.6%

	Working experience
	1 - 5 yrs
	57
	42.2%

	
	6- 10 yrs
	55
	40.7%

	
	11 - 15 yrs
	23
	17.0%

	
	16 - 20 yrs
	0
	0.0%

	
	21+yrs
	0
	0.0%


Note: N=135

4.1.7 [bookmark: _Toc212549699]Discussion of the Demographic Findings
The study showed that the large number of the public servant (84 employees) who participated in the study was a female and makes 62.2% of all participants and the remaining public servant (51 employees) who participated in the study was males. This implies that most of women employed in government institution are capable of managing man power in their institution.

Not only that but also the results in Table 1 show that the majority of workforce in public organization were between 30-39yrs of age (45.9%) followed by the 20-29 (35.6%) age group. Most of these age groups are young and most of them are recently employed and they are from universities where they were well equipped with knowledge of Human resource information systems (HRIS). The employees of the age 40-49 (14.8%) and that of 50 and above (1.5%) had few respondents because the government is real trying to employ the younger generation due to much growing of Information technology. 

Moreover, many public workers who participated in this study were married and formed 68.9% of all participants and the remaining participants were single who formed 31.1% of all participants. This implies that married employee abides well with job ethics which facilitate much performance of the public institution.

Also, different levels of education affect the performance of e-HRM. Knowing this, the study categorized education levels into four major categories which include certificate, diploma, bachelor’s degree and master’s degree. Consequently, figure 3 indicates that a significant proportion of employees in public organization in Arusha City Council have bachelor degree who form 56.3% of all employees followed by Diploma who forms 34.8%. Employee with certificate of education are very fiew in number since it is the minimum level of education needed in government institutions and the employee with Masters level of education is the highest level of education and it is attained by very few numbers of employees specifically in government organization. 

In this study the large numbers of respondents are technical or professional who forms 45.2% of all participants followed by the respondents in management who forms 37% of all participants. Few respondents 17.8% fall on administration. 
4.1.8 [bookmark: _Toc212549700]Reliability and Validity analysis
A measurement will be reliable when it eliminates any threats that can cause bias or errors. A research instrument will be reliable when another researcher at another time can conduct the same study using the same methodology and obtain the same findings (Coleman, 2022).

4.1.9 [bookmark: _Toc212549701]Cronbach's Alpha
[bookmark: _Hlk155795976]The Cronbach’s alpha coefficient is a measure of the internal consistency or reliability of a set of questionnaire items (Aryanti & Perkasa, 2024). It is used to assess the reliability of a scale by measuring the extent to which all items on a scale are positively correlated with each other (Amirrudin et al, 2021).).  High Cronbach’s alpha values indicated that the response values for every participant across a set of questions were consistent. Conversely, low values indicate that the set of items does not reliably measure the same construct. According to (Malapane & Ndlovu, 2024), Cronbach’s alpha estimates should be equal to or greater than 0.70. The results show that the Cronbach’s alpha coefficient of performance expectance (0.731), effort expectancy (0.802), facilitating condition (0.756), Social influence (0.853), Knowledge expectance (0.749), and Performance management (0.881) which is above the threshold level, indicating that the measurement terms had a good relationship, and the validity was decent. Therefore, it is evident that each instrument’s internal reliability and validity were satisfactory.



[bookmark: _Toc212550284]Table 4.2: Cronbach's Alpha
	SN
	Variable
	Cronbach's Alpha
	N of Items

	1
	PE
	.731
	4

	2
	EE
	.802
	4

	3
	FC
	.756
	4

	4
	SE
	.853
	4

	5
	KI
	.749
	4

	6
	PM
	.881
	9


[bookmark: _Toc201102612]Note: Cronbach’s alpha estimates should be equal to or greater than 0.70 (Malapane & Ndlovu, 2024)
PE = Performance Expectancy, EE =Effort Expectancy, SE = Social influence, KE = Knowledge Inertia and PM = Performance Management.

4.1.10 [bookmark: _Toc212549702]Explanatory Factor Analysis (EFA)
The method used is the Principal Component Analysis (PCA) to obtain Loading factors, which used to calculate Composite Reliability (CR) and Average Variance Extracted (AVE) to check validity.

[bookmark: _Hlk155793958][bookmark: _Hlk145512718]Loading factor is a method in which a researcher examines various items to identify factors that have high loading on the same construct and those that have high loading on multiple constructs (Shrestha, 2021). According to (Shrestha N. 2021), factor-loading estimates should be equal to or higher than 0.70. On the other hand, researchers should omit formative indicators when the outer loading is <0.7 and not significant as they do not have any effect on the latent variable. However, a factor loading value of 0.65 is still acceptable if the study is exploratory in nature.

AVE = Average Variance Extracted (acceptable value 0.5 and above)
CR = Composite Reliability ((acceptable value 0.7 and above)

In respect to performance expectancy PE1=0.81, PE2=0.800, PE3=0.740 and PE4=0.700. These results indicate that all the factor loadings are higher than the threshold level (>0.7).  Furthermore, Effort expectancy loading factors is higher than threshold level (>0.7) EE1=0.800, EE2 = 0.850, EE3 = 0.710 and EE4 = 0.700. In terms of facilitating condition, the results show that all the modified factor loadings are higher than the threshold level (>0.7) which are FC1= 0.880, FC2 = 0.870, FC3 = 0.730 and FC4 = 0.720. In relation to social influence the validity and reliability of its indicators show that all the modified factor loadings are higher than zero point seven (>0.7), including SE1 = 0.780, SE2 = 0.778, SE3 = 0.741 and SE4 = 0.711. Concerning knowledge expectancy, the results show that all the modified factor loadings are higher than the threshold level (>0.7), including KE1 = 0.711, KE2 = O.702, KE3 = 0.721 and KE4 = 0.708. Regarding performance management, the results show that all the modified factor loadings are higher than the threshold level (>0.7), including PM1= 0.750, PM2 = 0.800, PM3 = 0.700, PM4 = 0.660, PM5 = 0.770, PM6 = 0.830, PM7 = 0.710, PM8=0.900 and PM9 = 0.800. The study omitted one indicator (PM4 = 0.660) because its factor loadings were less than (<0.7) and not significant, as it did not have any effect on the latent variable.
	Latent Variables
	Indicators or Items
	Factor loading
	SMC
	1-SMC
	Composite Reliability (CR)
	Average Variance Extracted (AVE)
	Explanation

	Performance Expectancy
	PE1
	0.810
	0.640
	0.360
	0.838
	0.565
	Valid and Reliable

	
	PE2
	0.800
	0.630
	0.350
	
	
	

	
	PE3
	0.740
	0.510
	0.410
	
	
	

	
	PE4
	0.700
	0.490
	0.510
	
	
	


Note: Loading factor ≥ 0.7, Composite Reliability (CR) ≥ 0.7 and Average Variance Extracted (AVE) ≥ 0.5 and loading factor ≥ 0.7 (Shrestha N. 2021)


	Latent Variables
	Items
	Factor loading
	SMC
	1-SMC
	Composite Reliability (CR)
	Average Variance Extracted (AVE)
	Explanation

	Effort Expectancy
	EE1
	0.800
	0.640
	0.360
	0.851
	0.589
	Valid and Reliable

	
	EE2
	0.850
	0.723
	0.278
	
	
	

	
	EE3
	0.710
	0.504
	0.496
	
	
	

	
	EE4
	0.700
	0.490
	0.510
	
	
	


Note: Loading Factor ≥ 0.7, Composite Reliability (CR) ≥ 0.7 and Average Variance Extracted (AVE) ≥ 0.5

	Latent Variables
	Indicator or Items
	Factor loading
	SMC
	1-SMC
	Composite Reliability (CR)
	Average Variance Extracted (AVE)
	Explanation

	Facilitating Condition
	FC1
	0.880
	0.774
	0.226
	0.878
	0.646
	Valid and Reliable

	
	FC2
	0.870
	0.757
	0.243
	
	
	

	
	FC3
	0.730
	0.533
	0.467
	
	
	

	
	FC4
	0.720
	0.518
	0.482
	
	
	


Note: Loading Factor ≥ 0.7, Composite Reliability (CR) ≥ 0.7 and Average Variance Extracted (AVE) ≥ 0.5

	Latent Variables
	Indicators or Items
	Factor loading
	SMC
	1-SMC
	Composite Reliability (CR)
	Average Variance Extracted (AVE)
	Explanation

	Social Influence
	SE1
	0.780
	0.608
	0.392
	0.840
	0.567
	Valid and Reliable

	
	SE2
	0.778
	0.605
	0.395
	
	
	

	
	SE3
	0.741
	0.549
	0.451
	
	
	

	
	SE4
	0.711
	0.506
	0.494
	
	
	


Note: Loading Factor ≥ 0.7, Composite Reliability (CR) ≥ 0.7 and Average Variance Extracted (AVE) ≥ 0.5

	Latent Variables
	Items
	Factor loading
	SMC
	1-SMC
	Composite Reliability (CR)
	Average Variance Extracted (AVE)
	Explanation

	Knowledge Inertia
	KI 1
	0.711
	0.506
	0.494
	0.803
	0.505
	Valid and Reliable

	
	KI 2
	0.702
	0.493
	0.507
	
	
	

	
	KI 3
	0.721
	0.520
	0.480
	
	
	

	
	KI 4
	0.708
	0.501
	0.499
	
	
	


Note: Loading Factor ≥ 0.7, Composite Reliability (CR) ≥ 0.7 and Average Variance Extracted (AVE) ≥ 0.5

[bookmark: _Toc212550285]Table 4.3: Explanatory Factor Analysis (EFA)
	Latent Variable
	Indicators or Items
	Factor loading
	SMC
	1-SMC
	CR
	AVE
	Explanation

	Performance Management
	PM1
	0.750
	0.563
	0.438
	0.929
	0.596
	Valid and Reliable

	
	PM2
	0.800
	0.640
	0.360
	
	
	

	
	PM3
	0.700
	0.490
	0.510
	
	
	

	
	PM4
	0.660
	0.436
	0.564
	
	
	

	
	PM5
	0.770
	0.593
	0.407
	
	
	

	
	PM6
	0.830
	0.689
	0.311
	
	
	

	
	PM7
	0.710
	0.504
	0.496
	
	
	

	
	PM8
	0.900
	0.810
	0.190
	
	
	

	
	PM9
	0.800
	0.640
	0.360
	
	
	


[bookmark: _Toc201102614][bookmark: _Toc201049085]Note:Loading Factor ≥ 0.7, Composite Reliability (CR) ≥ 0.7 and Average Variance Extracted (AVE) ≥ 0.5

4.1.11 [bookmark: _Toc212549703]Modal Summary
Model summary table in multiple regressions is used to explain variations of independent variables to a dependent variable in a model. The modal summary table in the study explains variations of independent variables which are performance expectancy, effort expectancy, Facilitating condition, social influence and knowledge inertia into dependent variable Performance Management. This revealed how much the variables fit in the proposed model as shown in table 4.4.

[bookmark: _Toc212550286]Table 4.4: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.604a
	.365
	.341
	.34809



Findings from table 4.6 indicated that the value of R Square is 0.365 (36.5%) while adjusted R square is 0.341 (34.1%). This implies that model was fit while proportion of the variation in the dependent variable (Performance management) was clarified by independent variables (performance expectancy, effort expectancy, Facilitating condition, social influence and Knowledge inertia) by 36.5%. Hence statistically the model is fit and able to predict the impact of all five independent variables of the study mentioned above on dependent variable (Performance Management) through multiple regression analysis.

4.2 [bookmark: _Toc212549704]Correlation Analysis
[bookmark: _Toc212550287]Table 4.5: Correlations
	
	PE
	EE
	FC
	KI
	SE
	PM

	PE
	Pearson Correlation
	1
	-.125
	.103
	-.212*
	.213*
	.094

	
	Sig. (2-tailed)
	
	.150
	.234
	.013
	.013
	.277

	
	N
	135
	135
	135
	135
	135
	135

	EE
	Pearson Correlation
	-.125
	1
	.151
	-.208*
	.054
	.108

	
	Sig. (2-tailed)
	.150
	
	.080
	.015
	.530
	.213

	
	N
	135
	135
	135
	135
	135
	135

	FC
	Pearson Correlation
	.103
	.151
	1
	.025
	.024
	.146

	
	Sig. (2-tailed)
	.234
	.080
	
	.775
	.780
	.091

	
	N
	135
	135
	135
	135
	135
	135

	KI
	Pearson Correlation
	-.212*
	-.208*
	.025
	1
	-.349**
	.092

	
	Sig. (2-tailed)
	.013
	.015
	.775
	
	.000
	.291

	
	N
	135
	135
	135
	135
	135
	135

	SE
	Pearson Correlation
	.213*
	.054
	.024
	-.349**
	1
	.502**

	
	Sig. (2-tailed)
	.013
	.530
	.780
	.000
	
	.000

	
	N
	135
	135
	135
	135
	135
	135

	PM
	Pearson Correlation
	.094
	.108
	.146
	.092
	.502**
	1

	
	Sig. (2-tailed)
	.277
	.213
	.091
	.291
	.000
	

	
	N
	135
	135
	135
	135
	135
	135

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

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


Note: PE=Performance expectancy; EE=Effort expectancy; FC=Facilitating condition; KI= Knowledge Inertia; SE=Social Influence and PM= Performance Management 

4.2.1 [bookmark: _Toc212549705]Correlation between Performance Expectancy (PE) and Performance Management (PM)
The Pearson correlation value is 0.094 and Sig (P value) is 0.277 which is greater than 0.05. This implies that there is correlation between performance expectancy indicators like use of e-web learning, virtual classroom, video modules and social media training influence and performance in public institution in Arusha city council. The values for correlations are detailed in Table 4.4. This table reveals that a correlation is significant and has positive relationship among all the constructs including independent and dependent variables (Ali et al, 2024).
4.2.2 [bookmark: _Toc212549706]Correlation between Effort Expectancy (EE) and Performance Management (PM)
The Pearson correlation value is 0.108 and Sig (P value) is 0.213 which is greater than 0.05. This implies that there is correlation between effort expectancy indicators like e-recruitment; use the resource potential candidate on social media platform, using application tracking system to track applicant and interview candidate online and performance of public institution especially in Arusha City Council. (Elsawy, 2021). 

4.2.3 [bookmark: _Toc212549707]Correlation between Facilitating Condition (FC) and Performance Management (PM)
The Pearson correlation value is 0.146 and Sig (P value) is 0.091 which is greater than 0.05 which implies that there is a correlation between facilitating condition and performance of public organization. Therefore, the use of social influence indicators like the use hardware devices to deliver wages and salary to the employees, delivering salaries through mobile phones transaction, delivering salaries through credit and debit card and delivering incentives directly between financial accounts through computer connected to the internet influence performance of government institutions (Khammadee, 2023).

4.2.4 [bookmark: _Toc212549708]Correlation between Knowledge Inertia (KI) and Performance Management (PM)
The Pearson correlation value is 0.092 and significant (P value) is 0.291 which is greater than 0.05 which implies that there is a correlation but not significant. This implies that the use of knowledge inertia indicators like financial literacy, internet literacy and knowledge of ICT does not influence much performance in public institutions (Oyoru, 2023).

4.2.5 [bookmark: _Toc212549709]Correlation between Social Influence (SE) and Performance Management (PM)
The Pearson correlation value is 0.502 and Sig (P value) is 0.00 which is less than 0.05. This implies that the correlation is significant. Therefore, use of social influence indicators like the use hardware devices to deliver wages and salary to the employees, delivering salaries through mobile phones transaction, delivering salaries through credit and debit card and delivering incentives directly between financial accounts through computer connected to the internet have correlation to the performance of government institutions.

4.3 [bookmark: _Toc201049086][bookmark: _Toc212549710]Multiple Regression Analysis
The regression analysis is the one which predict the influence of independent variable to the dependent variable. The study was used multiple regression analysis to predict the impact of performance expectancy, effort expectancy, facilitating condition, social influence and Knowledge inertia as independent variable to the dependent variable which is performance of public institution in Tanzania specifically in Arusha city council. The result of multiple regression analysis was presented by using three tables which are ANOVA, Model summary and Coefficient. 

4.3.1 [bookmark: _Toc212549711]Analysis of Variance (ANOVA)
ANOVA table in multiple regression analysis is used to present or indicate the model fit. The model fit show significance in model to elaborates the deviations within the dependent variable (Performance management) from the predictors or independent variables (performance expectancy, effort expectancy, facilitating condition, social influence and knowledge inertia) of this study as shown in table 4.5.

[bookmark: _Toc212550288]Table 4.6:Analysis of Variance (ANOVA)
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	8.991
	5
	1.798
	14.841
	.000b

	
	Residual
	15.631
	129
	.121
	
	

	
	Total
	24.622
	134
	
	
	



The finding from table 4.5 show that the model which include five (5) independent variables (performance expectancy, effort expectancy, facilitating condition, social influence and knowledge inertia) and a dependent variable (performance management) is fit at the confidence interval of 95% since the significant value is less than 0.05 (Sig. is 0.000 and F value is 14.841). This implied that statistically the model is fit and able to predict the influence of independent variables: performance expectancy, effort expectancy, Facilitating condition, social influence and knowledge inertia and dependent variable performance management in Tanzania specifically Arusha City Council.

4.3.2 [bookmark: _Toc179716976][bookmark: _Toc212549712]Coefficients
Coefficients table is used to present the contribution of individual independent variable to dependent variable through Standardized Coefficients (Beta). The multiple regression analysis in this study provides contribution of performance expectancy, effort expectancy, facilitating condition, social influence and Knowledge inertia to the Dependent Variable Performance Management as shown in Table 4.7.
[bookmark: _Toc212550289]Table 4.7: Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-7.124
	1.442
	
	-4.942
	.000

	
	PE
	.047
	.078
	.045
	.601
	.549

	
	EE
	.197
	.107
	.136
	1.834
	.069

	
	FC
	.240
	.176
	.098
	1.363
	.175

	
	KE
	.473
	.110
	.336
	4.302
	.000

	
	SE
	1.605
	.203
	.600
	7.921
	.000



4.3.2.1 [bookmark: _Toc205675656][bookmark: _Toc212548832][bookmark: _Toc212549713]Hypothesis
In respect to objective of this study, the following hypotheses have been tested.
Null hypothesis 1(H01): 	Performance expectancy will have no influence on behavioral intentions to use e-HRM activities in public institution.
Null hypothesis (H02): Effort expectancy will have no influence on behavioral intentions to use e-HRM activities in public institution.
Null hypothesis (H03): Social Influence will have no influence on behavioral intentions to use e-HRM services in the public organization.
Null hypothesis (H04): 	Facilitating conditions will have no influence to use e-HRM services in public organization.
Null hypothesis (H05): 	Knowledge inertia of using e-HRM systems will have no influence on using e-HRM in the public organization.

4.3.2.2 [bookmark: _Toc205675657][bookmark: _Toc212548833][bookmark: _Toc212549714]Hypothesis Testing
A regression analysis was conducted to examine mediating relationship between 
performance of government institution and performance expectancy, effort expectancy, Facilitating condition, social influence and personal inertia. For the path to be significant, t value ≥1.96 and, p-value ≥0.05, confidence level.
The relationship between performance expectancy and performance of government organization (H01): The first objective is to determine the influence of performance expectancy of e-HRM on the performance of public organization. To this end, the researcher tested one null hypothesis which states that performance expectancy will have no influence on behavioral intentions to use e-HRM activities in public institution and the result was presented in the table 4.7 as shown above.

Result finding from the table 4.7 shows that beta value of Performance Expectancy (PE) is 0.045 (4.5%), t value is 0.601which is less than required t value of 1.96 and Sig (P value) is 0.549 which is greater than required P value of 0.05. Therefore, it rejects null hypothesis. This implies that Performance Expectancy (PE) has influence on behavioral intention to the use of e-HRM activities. This means that use performance expectancy indicators like use of e-web learning, virtual classroom, video modules and social media training influence much performance in public institution in Arusha city council. 

[bookmark: _Toc179716977]The relationship between effort expectancy and performance of government organization (H02): The second objective was to determine the influence of effort expectancy of e-HRM on the performance of public organization. In this objective one null hypothesis “Effort expectancy will have no influence on behavioral intentions to use e-HRM activities in public institution” was tested and the result was shown in table 4.7.

Result findings from table 4.7 shows that beta value of effort expectancy (EE) is 0.136 (13.6%), t value is 1.834 which is less than the required t value of 1.96 and Sig (P value) is 0.069 which is greater than required P value of 0.05. Therefore, it reject null hypothesis. This means that the use of effort expectancy indicators like e-recruitment, use the resource potential candidate on social media platform, using application tracking system to track applicant and interview candidate online influence performance of public institution especially in Arusha City Council.

The relationship between social influence and performance of government organization (H04): The objective three was to determine the influence of behavioral intentions to use e-HRM services in the public organization. In this objective one null hypothesis “social influence will have no influence to use e-HRM services in public organization” was tasted. The result findings from table 4.7 shows that beta value of Social Influence (SE) is 0.6 (60%), t value is 7.921 which is greater than the required value which is 1.96 and Sig (P value) is 0.00 which is less than P value of 0.05. Therefore, this accepts null hypothesis. This implies that the use of indicators of social influence in e-HRM system for all recruitment process, Sourcing potential candidates on professional social media platforms, using hardware devices such as computers, modems and mobile phone transactions to deliver wages, salaries, allowances and other incentives to the employees through digital ways and Interviewing candidates online via video conferencing software do not facilitate the influence of performance in public organization.

The relationship between Facilitating condition and performance of government organization (H04): Objective four was to determine facilitating condition of e-HRM in the performance of public organization. In this objective one null hypothesis “facilitating condition will have no influence to use e-HRM services in public organization.” was tasted. Result findings from table 4.7 shows that beta value of Social Influence (SE) is 0.098 (9.8%), t value is 1.363 which is less than the required t value of 1.96 and Sig (P value) 0.175 which is greater than required P value of 0.05. Therefore, this also reject null hypothesis. This implies that use of facilitating condition indicators like the use hardware devices to deliver wages and salary to the employees, delivering salaries through mobile phones transaction, delivering salaries through credit and debit card and delivering incentives directly between financial accounts through computer connected to the internet influence performance of government institutions.

[bookmark: _Toc179716980]The relationship between knowledge inertia and performance of government organization (H05): The objective five was to determine the influence of knowledge inertia of e-HRM on the performance of public organization. One null hypothesis “Knowledge inertia of using e-HRM systems will have no influence on using e-HRM in the public organization” was tasted.

The result findings from table 4.7 shows that beta value of Knowledge Inertia (KE) is 0.336 (33.6%), t value is 4.302 which is greater than the required value which is 1.96 and Sig (P value) is 0.00 which is less than P value of 0.05. Therefore, this accepts null hypothesis. This implies that the use of knowledge and personal inertia indicators like financial literacy, internet literacy and knowledge of ICT does not influence much performance in public institutions.

[bookmark: _Toc201049087][bookmark: _Toc212549715]CHAPTER FIVE
[bookmark: _Toc201049088][bookmark: _Toc212549716]SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 [bookmark: _Toc179716981][bookmark: _Toc201049089][bookmark: _Toc173467107][bookmark: _Toc173469841][bookmark: _Toc212549717]Introduction
[bookmark: _Hlk164417797][bookmark: _Hlk144730391]This chapter summarizes the findings, draws conclusions, and provides recommendations based on the findings discussed. The chapter first summarizes the findings; second, revisits the conclusion of the study findings and third, presents recommendations for solving the problems.

5.2 [bookmark: _Toc173469842][bookmark: _Toc179716982][bookmark: _Toc173467108][bookmark: _Toc201049090][bookmark: _Toc212549718]Summary of the Study
The first chapter introduces this study and outlines the background of the research problem. Furthermore, the research problem is explained to explore the gap, and the research objectives and research questions are formulated. Then, the research hypothesis and significance of the research is then discussed.  In addition, the scope and organization of the dissertation is highlighted.

[bookmark: _Toc179716983][bookmark: _Toc179845564]Chapter two reviews the literature and genesis of electronic human resource (e-HRM) on its critical role in influencing performance. The chapter first explained the key concepts, second, reviewed theoretical literature and empirical literature and finally sketched the theoretical model of the study. The theories reviewed were Unified Theory of Acceptance and Use of Technology (UTAUT), Technology Acceptance Model (TAM) and knowledge inertia theory. To gain a broader understanding of these phenomena, the chapter also reviews the conceptual literature regarding Performance expectancy, effort expectancy, social influence, Facilitating condition and Knowledge inertia of e-HRM.
The third chapter describes the research philosophy, research design and methodology used to conduct the study. The chapter starts with the description and justification of the study area, where the study was conducted in Arusha City Council. The research philosophy and research design and approach used was also explained. The population of this study consisted of public servants with a sample size of 135. The study used simple random sampling to select participants in each government institution. In terms of data collection instruments, the questionnaire was used to collect quantitative data from each participant. Referring to data processing, the collected primary data were processed using IBM- SPSS Statistics Version 20, which involved data coding, data capturing, and data cleaning. In data coding, the process of assigning a number to every single response obtained from respondents in the survey was conducted, followed by data capturing, where the information of every respondent was entered into a computer, and in data cleaning, checking for errors or missing values, and editing them was performed. Regarding data analysis, IBM SPSS Statistics Version 20 software was used to analyze descriptive statistics of the demographic characteristics of respondents and performance indicators. After a researcher explained the methods of data analysis, the credibility of the findings in terms of reliability and validity of the methods was discussed. A pilot study was conducted to assess the feasibility of the study before its commencement.

[bookmark: _Hlk148641937]The fourth chapter presents quantitative data collected through questionnaires. The data presented were related to the demographic characteristics of government employees and performance measures of government institution. In this step hypothesis was tasted through (coefficient) mediation analysis where standardized coefficient Beta, T value and Sig (P value) were used to show the correlation between indicators of e-HRM (Performance expectancy, effort expectancy, facilitating condition, social influence and knowledge inertia) and dependent variable (performance of public organization. The results from performance expectancy, effort expectancy and facilitating condition had a positive significant effect on the performance of government institution (null H1, H2 and H3 were rejected) while social influence and knowledge inertia had a very little insignificant effect on the performance of public organization (null H4 and H5 were accepted). 

Chapter five discusses the final results of the hypotheses presented in chapter four. To address the first objective which determines the influence of performance expectancy of e-HRM on the performance of public organization, the researcher tested one null hypothesis which states that performance expectancy will have no influence on behavioral intentions to use e-HRM activities in public institution. Therefore, it rejects null hypothesis. This implies that Performance Expectancy (PE) has influence on behavioral intention to the use of e-HRM activities. This means that use performance expectancy indicators like use of e-web learning, virtual classroom, video modules and social media training influence much performance in public institution in Arusha city council.

5.3 [bookmark: _Toc201049091][bookmark: _Toc212549719]Conclusion
5.3.1 [bookmark: _Toc201049092][bookmark: _Toc212549720]The Influences of Performance Expectancy of e-HRM on the Performance of Public Organization
The study found a positive effect between performance expectancy and performance 
of public organization in Arusha city council which includes use performance expectancy indicators like use of e-web learning, virtual classroom, video modules and social media training. Therefore, Performance of government institution cannot ignore the part played by e-HRM such as e-web learning, virtual classroom, video modules and social media training. Thus, the study validated that public institution performance needs to constantly maintain and sustainably improve e-HRM sectors to be in a better position to win competitive advantage among other institutions especially private one.
[bookmark: _Toc201049093][bookmark: _Toc212549721]
5.3.2 The Influences of Effort Expectancy of e-HRM on the Performance of Public Organization
The study found a positive effect between effort expectancy and performance of public organization in Arusha city council which includes use of effort expectancy indicators like use the resource potential candidate on social media platform, using application tracking system to track applicant and interview candidate online influence performance of public institution especially in Arusha City Council. Therefore, the public organization has to realize the potential benefits of using electronic human resource in their offices.

5.3.3 [bookmark: _Toc201049094][bookmark: _Toc212549722]Social Influences of e-HRM in the Performance of Public Organization
The study finds negative result on social influence in the performance of government institution such as the use of social influence indicators like the use hardware devices to deliver wages and salary to the employees, delivering salaries through mobile phones transaction, delivering salaries through credit and debit card and delivering incentives directly between financial accounts through computer connected to the internet. This imply that social influence has very little impact on the performance of public organization. This is because demographic characteristic of this study shows that majority of the respondent of this study were women and women in nature do not like to interact in whatever happen in the office whether a new employee, new knowledge or new customer unless necessary. Thus, this study concludes that the implementation of electronic human resource results into an increase in performance of government institution.

5.3.4 [bookmark: _Toc201049095][bookmark: _Toc212549723]The Influences of Facilitating Conditions of e-HRM on the Performance of Public Organizations
The study find positive result on Facilitating condition in the government institutions when using hardware devices and software programs in e-HRM system for all recruitment process, Sourcing potential candidates on professional social media platforms, Using hardware devices such as computers, modems and mobile phone transactions to deliver wages, salaries, allowances and other incentives to the employees through digital ways and Interviewing candidates online via video conferencing software. Therefore, the government as the owner of public institution should make sure that the hardware devices and software programs that can manipulate human resource activities are available in every institution. Also, the government should make sure that every employee is well trained and equipped with the knowledge of electronic human resource since every employee is seeming to be affected with electronic human resource in one way or another. 

5.3.5 [bookmark: _Toc201049096][bookmark: _Toc212549724]The Influence of Knowledge Inertia of e-HRM Influences Performance of Public Organization
The study finds the significant negative result on using of knowledge inertia indicators like financial literacy, internet literacy and knowledge of ICT in implementing human resource activities. This is because Majority of employees in government institutions have a tendency to use already established knowledge and routines when facing new problems or situations, rather than discovering new solutions or adapting to change. According to this study human resource practitioner are seem to basically resist to change from past experiences to present knowledge constructions regardless of the knowledge they have about electronic human resource. 

Therefore, the government should encourage their employee to use their knowledge of electronic human resource in order to win competitive advantage among other institutions.   

5.4 [bookmark: _Toc201049097][bookmark: _Toc212549725]Recommendation
The study recommends that, due to advancements in technology, the government institutions mast encourage the use of electronic human resource when implementing human resource activities since the result of the study show that it facilitate cost reduction during transaction, making payroll more accurate with fewer mistakes, reduce the use of paper work in the office, enhances timely access and good service delivery to the citizen, reduce time spent and cost on training activities, bring cost reduction in recruitment process, brings job satisfaction and enhances organization commitment.
In view of the observations made during this study, the following strategies are recommended to enhance the performance of government institution
i) The results indicate that performance expectancy influence performance in public organization. Thus, the government should encourage the use of e-learning, virtual classroom during training their employees and use of social media training like Instagram, face-book and twitter in human resource implementation process in order to fastening their services.
ii) Nevertheless, the result of this study indicate that effort expectancy facilitates and influence performance of public organization. Therefore, the government as the owner of the public organization should encourage the use of e-recruitment systems, source potential candidate on professional social media platform and applicant tracking system for all recruitment process.
iii) Moreover, the result of this study indicates that facilitating condition influence performance of public organization. Thus, the government should put more effort in investing of the hardware devices such as computers, hubs, printers and internet devices to facilitate electronic human resource management.
iv) Furthermore, the results show that social influence does not influence much the performance of public institution. This is because demographic characteristic of this study shows that majority of the respondent of this study were women and women in nature do not like to interact in whatever happen in the office whether a new employee, new knowledge or new customer unless necessary. Therefore, the government should organize events like hosting inspiration speaker session, establishing recognition awards for outstanding women, organizing workshop and mentor-ship programs and team working activities for female employee. This will socially influence much female employee on using electronic human resource systems in their working place.  
v) Also, the results show that knowledge inertia does not influence much the performance of government institution. This is because employees and organizations depend on established knowledge and routines when facing new problems or situations, rather than discovering new solutions or adapting to change. Government employees are rigid to change from past experiences to present knowledge. Relaying on the past knowledge can be helpful in some situations but can hinder innovation and getting new knowledge when new approaches are required. Also, social influence show negative result on using e-HRM because some of the government employees especially those employed earlier before the introduction of ICT in human resource are not attracted on using electronic human resource management since, they are not well equipped with enough knowledge on using the process of electronic human resource. Therefore, the government as the owner of government institution should make sure that their employees are well trained and updated when new electronic human resource systems are introduced in their institution.

5.5 [bookmark: _Toc212549726]Empirical and Theoretical Implications
The study has key empirical and theoretical contributions for government institution and citizen in general. Practically, the study found that electronic human resource was an important influencing factor in the performance of government institutions. Hence, electronic human resource should pay more attention to government institution performance including performance expectancy, effort expectancy, facilitating condition, social influence and knowledge inertia.

5.5.1 [bookmark: _Toc212549727]Empirical Contribution
This study empirically contributes to literature. Previous studies indicate that the use of digital technologies and a higher level of ICT in electronic human resource influences the performance of government institutions. This study found that the majority employee in government organizations is found using smartphones as most computer applications such as employee self-service (ESS), applicant tracking system and video conference. Therefore, I expect to find government employee using their smartphones in electronic learning and ESS application in their offices. 

5.5.2 [bookmark: _Toc212549728]Theoretical Contribution
[bookmark: _Hlk212267528][bookmark: _Hlk164418790]This study is governed by three Unified Theory of Acceptance Modal (UTAUT), TAM theory and Knowledge inertia theory. UTAUT was considered as one of the highest among theories in the first half of the twentieth century. Electronic human resource concepts and performance are perhaps UTAUT most distinctive contribution to economic development. UTAUT literatures examines the role of electronic human resource management in the economic growth in Tanzania. UTAUT AND TAM theory highlighted four key construct which are effort expectancy, performance expectancy, facilitating condition and social influence which help much in the performance of public organization. UTAUT theory argued that any government seeking high performance must use electronic human resource in their institutions. UTAUT theory believed that e-HRM is an essential driver of competitiveness and economic dynamics, and that is the center of economic change. As the UTAUT theory believes, the results of this study found that performance expectancy, effort expectancy, facilitating condition and social influence affect the performance of government institution; hence, this study has built the foundation from the point of view of the UTAUT new concept that electronic human resource particularly performance expectancy, effort expectancy, facilitating condition and social influence is a key factor of competitiveness and performance in in government organization. Thus, the study agreed UTAUT theory proposition and contribute the e-HRM (performance expectancy, effort expectancy, facilitating condition and social influence).

5.5.3 [bookmark: _Toc212549729]Future Research Directions
[bookmark: _Hlk164419307]This research focused on electronic human resource (e-HRM) in government organization. The selection of which is due to the lower amount of research in this sector as compared to other countries. As many studies have been conducted on other developed countries in the government and private institution, future studies may focus on both government and private institution or non-government institution.  
As this study is based on primary data from Arusha city council, future researchers can use secondary data from different region and compare the results to determine whether they are similar to all government institution in Tanzania. This will help to learn more about the e-HRM practices performed in different region.
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APPENDIX I: Research Questionnaire
Dear respondent,
My name is BENEDICT M. MARTIN a master candidate from Open University of Tanzania. I am collecting data for a research study to see the influence of electronic human resource (e-HRM) in the organization performance in public institutions here in Tanzania particularly Arusha City Council. You have been chosen randomly as one of the participants for this study. We expect that the results from this research will help the Tanzanian government as well as other governments to develop policies and procedures that improve the services of the citizen in general.

Your participation in this study will not affect you in any way as the study is only for research purposes. Your name and any other identifying information will be accessible only to the researchers and will never appear in any sort of report that might be published.
Thank you.

SECTION A: Personal characteristics and Organization experience
Instruction: Please tick or fill in the gap where necessary
1. Sex: Male (  ) Female (   ) 
2. Age: Below 20years(    ) 20-29years(   ) 30-39years(   ) 40-49years(   ) 50-above(  )
3. Marital Status: Single (   ) Married (   )
4. Literacy Level: Certificate (  ); Diploma (  ) Degree ( ), Masters (  ) 
5. Type of job in present employment: Administrative (  ) Technical/ Professional (  ) Management (  )
6. For how long is your experience. 1-5years (  ) 6-10years (  ) 11-15years (  ) 16-20years (  ) 21 + years (  )



SECTION B: Performance expectancy, effort expectancy, social influence, facilitating condition and knowledge inertia measure in public organization
Below are several statements that describe electronic human resource practices of your selected public office. Please respond by indicating your agreement or disagreement with these statements using ‘1-5 scale’
	Strongly Agreed
	Agreed
	Neither agree nor disagree
	Disagreed
	Strongly Disagreed

	5
	4
	3
	2
	1



To what extent were the performance expectancy implementations in your office in the last three years related to the following kinds of activities? 
	No.
	Performance expectancy in electronic learning practice
	1
	2
	3
	4
	5

	01
	Our organization believes that the use web e-learning enhances good performance.
	
	
	
	
	

	02
	Our organization believes that the use virtual classroom which base on video conferencing software raises good performance.
	
	
	
	
	

	03
	Our organization believes that the use of video modules normally raises good performance.
	
	
	
	
	

	04
	Our organization believes that the use of social media training which base on the using platform like what sup, facebook, instagram, and twitter to delivers the required knowledge to employees and raises organization performance.
	
	
	
	
	



To what extent were the effort expectancy implementations below in your office in the last three years related to the following kinds of activities? 
	No.
	Effort expectancy in electronic recruitment and selection practices
	1
	2
	3
	4
	5

	01
	My organization believes that the more we use e-recruitment system for all recruitment process the more we understand the system.
	
	
	
	
	

	02
	Our organization believes that the more we use the source potential candidates on professional social media platforms the more we understand the system.
	
	
	
	
	

	03
	Our office as public organization believes that the more, we use an applicant tracking system to track numerous applicants the more we understand the system.
	
	
	
	
	

	04
	Our organization believes that the more we interview candidates online via video conferencing software the more we understand the system.
	
	
	
	
	



To what extent does facilitating condition were implemented in electronic compensation practice in your office in the last three years related to the following kinds of activities? 
	No.
	Facilitating condition practices in electronic compensation
	1
	2
	3
	4
	5

	01
	Our organization use hardware devices such as routers, switches, bridges, hubs and modems to deliver wages, salaries, allowances and other incentives to the employees through digital ways.
	
	
	
	
	

	02
	Our organization delivers wages, salaries, allowances and other incentives to the employees through mobile phone transaction.
	
	
	
	
	

	03
	Our organization delivers wages, salaries, allowances and other incentives to the employees through credit and debit card.
	
	
	
	
	

	04
	Our organization delivers wages, salaries, allowances and other incentives directly between financial accounts through computers connected to the internet.
	
	
	
	
	



To what extent were the social influence implementations below work in your office in the last three years related to the following kinds of activities? 
	Na
	Social influence practices in e-HRM
	1
	2
	3
	4
	5

	01
	The use of e-HRM system for all recruitment process in our department has an effect of others to use the system.
	
	
	
	
	

	02
	Sourcing potential candidates on professional social media platforms influence many candidates to apply for a job vacancies.
	
	
	
	
	

	03
	Using hardware devices such as computers, modems and mobile phone transactions to deliver wages, salaries, allowances and other incentives to the employees through digital ways influence much the employee to use the devices and the system.
	
	
	
	
	

	04
	Interviewing candidates online via video conferencing software influence much candidate to use the system. 
	
	
	
	
	



To what extent were the Knowledge inertia implementations below in your office in the last three years related to the following kinds of activities? 
	No.
	Knowledge inertia practice in e-HRM
	1
	2
	3
	4
	5

	01
	Financial literacy is a must for using e-HRM properly.
	
	
	
	
	

	02
	Internet literacy is necessary for using e-HRM
	
	
	
	
	

	03
	Knowledge of ICT is very crucial when implementing e-HRM
	
	
	
	
	

	04
	My office use traditional methods of transactions as everyone is aware of it.
	
	
	
	
	



Performance Measures
Below are several statements that describe the influence of different electronic human resource management practices in the performance achievements and improvements of your selected public institution. Please respond by indicating your agreement or disagreement with these statements using the 1-5 scale: ‘1=strongly disagree, 2=Disagree, 3=neither Agree nor disagree, 4=agree, 5=strongly agree’
	No.
	Performance measure of public organization
	1
	2
	3
	4
	5

	01
	E-HRM facilitate the reduction of cost during transaction
	
	
	
	
	

	02
	E-HRM makes payroll process more accurate with fewer mistakes.
	
	
	
	
	

	03
	E-HRM applications improve efficiency in work by reducing the use of paper work in my organization.
	
	
	
	
	

	04
	E-HRM application enhances timely access and good service delivery to the applicant.
	
	
	
	
	

	05
	E-HRM reduces time spent and cost on training activities.
	
	
	
	
	

	06
	E-HRM encourages and strengthens technical and behavioral skills of workforce and improves their performance at my working station.
	
	
	
	
	

	07
	E-HRM application brings cost reduction in recruitment process in our institution.
	
	
	
	
	

	08
	E-HRM brings about Job satisfaction in our organization.                                                                                             
	
	
	
	
	

	09
	E-HRM enhances organization Commitments in our organization
	
	
	
	
	


Thank you for your participation in this study. Your contributions are highly appreciated.
APPENDIX II: Research Clearance Letter
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THE UNITED REPUBLIC OF TANZANIA

MINISTRY OF EDUCATION, SCIENCE AND TECHNOLOGY

THE OPEN UNIVERSITY OF TANZANIA

Ref. No OUT/PG201900586 7' June, 2024

City Director,
Arusha City Council,

P.O Box 3013,

ARUSHA.

Dear Director,

RE: RESEARCH CLEARANCE FOR MR. BENEDICTI M. MARTIN REG NO:
PG201900586

2. The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 1'March 1993 by public notice No.55 in the
official Gazette. The Act was however replaced by the Open University of Tanzania
Charter of 2005, which became operational on 1%'January 2007.In line with the Charter,
the Open University of Tanzania mission is to generate and apply knowledge through
research.

3 To facilitate and to simplify research process therefore, the act empowers the Vice
Chancellor of the Open University of Tanzania to issue research clearance, on behalf of
the Government of Tanzania and Tanzania Commission for Science and Technology, to
both its staff and students who are doing research in Tanzania. With this brief
background, the purpose of this letter is to introduce to you Mr. Benedicti M. Martin
Reg.No: PG201900586), pursuing Master of Human Resource management (MHRM).
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We here by grant this clearance to conduct a research titled “The Influence of
Electronic Human Resource Management (e-HRM) in the Performance of Public
Organization. The Case of Arusha City Council. He will collect his data at your area
from 10" June to 30" July 2024.

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

Yours sincerely,
THE OPEN UNIVERSITY OF TANZANIA

e el

Prof.Gwahula Raphael Kimamala

For: VICE CHANCELLOR

Kinondoni Biafra, Kawawa Road; P.O 23409; Dar es Salaam; Tel: +255 22 2668 445;
E-Mail:ve@out.ac.tz|| Website:www.out.ac.tz




