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ABSTRACT
This study examines the influence of online services on employee’s performance in local government authorities, with a focus on Same District Council in Kilimanjaro Region, Tanzania. The research aims to assess the impact of key digital human resource practices e-recruitment, e-records management, and e-workforce planning on employee performance outcomes such as productivity, efficiency, and job satisfaction. Utilizing a mixed-methods approach within an explanatory design guided by contingency theory, the study analyzes data collected from 200 employees, with 132 participants selected through judgmental sampling and Yamane’s formula. The data collection employed self-administered questionnaires featuring closed-ended and Likert scale questions. Descriptive statistics and multiple regression analysis using the Ordinary Least Squares (OLS) method were applied to identify causal relationships between digital HR practices and employee performance. The findings indicate that e-recruitment, e-records management, and e-workforce planning significantly enhance employee performance by improving hiring efficiency, data accessibility, and HR alignment with organizational goals. This research provides valuable insights into how digital HR initiatives can drive engagement, operational efficiency, and overall performance in the public sector. The study concludes with recommendations for local government authorities to leverage digital HR services for improved organizational outcomes.
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CHAPTER ONE
INTRODUCTION
1.1
Chapter Overview  
The study is about the influence of online services on employee’s performance in local government authorities in Tanzania.  This introductory chapter covers background information, statement of the problem, and objectives of the study and research hypothesis.
1.2
Background to the Study 

Employee performance has long been debated as both an individual and organizational outcome, with scholars differing on whether it should be measured primarily through efficiency and productivity (Vermeeren et al., 2014) or broader indicators such as employee satisfaction, innovation, and adaptability (Shahzadi et al., 2014). 
In the African public sector, particularly in Sub-Saharan Africa, low employee performance is often attributed to inefficiency, poor accountability, and weak HR practices (Florence, 2020). Yet, others argue that structural challenges such as resource constraints, corruption, and limited ICT infrastructure play a greater role (Nuottila et al., 2022). This ongoing debate underscores the complexity of attributing performance outcomes to specific HR interventions.

Similarly, the adoption of online services in human resource management has stimulated scholarly discussion. Some scholars contend that e-recruitment democratizes access to jobs and increases efficiency (Ghazzawi & Accoumeh, 2014; Amusan & Oyediran, 2016), while others caution that it risks excluding candidates from marginalized groups with limited digital literacy or connectivity (Charles, 2020).
In the area of e-records management, proponents highlight its potential for improved transparency, compliance, and data-driven decision-making (Kavanagh & Johnson, 2017), yet critics point to challenges of staff resistance, lack of technical expertise, and risks related to cybersecurity (Thabakgolo & Nsibirwa, 2022).
Likewise, e-workforce planning is lauded for enabling strategic alignment and reducing turnover (Colbert et al., 2016), though skeptics argue that overreliance on digital tools may oversimplify human dynamics and neglect qualitative aspects of HR (Saad, 2023).

These debates are further contextualized by contingency theory, which suggests that the success of HR strategies is situational, depending on organizational capacity, leadership, and employee adaptability. The Tanzanian public sector thus provides an important case for examining how digital HR initiatives can either enhance or hinder employee performance depending on contextual fit.
1.3
Statement of the Problem

Despite the recognized importance of online services in public administration, there remains significant debate regarding their actual impact on employee performance. Critics argue that the introduction of digital systems in Tanzanian local government authorities has not necessarily translated into improved outcomes due to persistent challenges such as ghost workers, fraudulent payrolls, and weak accountability systems (URT, 2021). While some studies in developed contexts report positive correlations between e-HRM and performance (Collins et al., 2016; Kipchoge, 2021), others highlight mixed or inconclusive results, especially where technological adoption faces infrastructural, cultural, or managerial barriers (Charles, 2020; Kaupa & Chisa, 2020).
Moreover, most prior research has been conducted in hospitals, universities, and private organizations, leaving a contextual gap in local government settings in Tanzania. There is little consensus on whether constructs such as e-recruitment, e-records management, and e-workforce planning consistently enhance performance in environments characterized by resource limitations and resistance to change. This lack of agreement reflects a broader debate in HRM literature: whether digital transformation inherently drives efficiency, or whether outcomes depend on situational factors such as leadership, employee training, and system usability.

Against this backdrop, this study addresses the ongoing debate by empirically assessing the influence of online services on employee performance in Same District Council, Kilimanjaro Region. By applying contingency theory, it seeks to clarify under what conditions digital HR practices improve performance, thereby filling both a contextual and theoretical gap.

1.4 
Objectives of the Study
1.4.1 
General Objective 
Generally, the study aims at examining the influence of online service on employee’s performance in local government authorities.
1.4.2 
Specific Objectives
The study was specifically relied on the following
(i) To determine the effect of e-recruitment and practices on employee’s performance
(ii)  To investigate the effect of employee e- records and practices on employee’s performance.  
(iii) To examine the effect of e-workforce planning practices on employees’ performance 
1.5
Research Hypothesis 
(i) H01 There is no relationship between e-recruitment and staffing on employee’s performance
(ii) H02 There is no relationship between e-records and documentation on employee’s performance 
(iii) H03 There is no relationship between e-workforce planning on employees’ performance  
1.6
Significance of the Study
The findings were assisted HRM managers in developing and implementing policies aimed at enhancing the sustained use of human resource management information systems (HRMIS) to improve the automation of government services through information technology (IT). This was reduced inefficiencies resulting from low HRMIS usage, enabling employees in National Government Ministries to provide efficient and reliable services. The study was also aiding policymakers and experts in developing initiatives and mechanisms for enhancing the effective and efficient utilization of online services in delivering quality public services, thereby improving administrative and managerial duties. Finally, the findings may provide feedback on how online services are used in various areas, including human resource management and other administrative and managerial functions. This feedback was supporting the sustainable use of online services across different activities, including service delivery.
1.7
Scope of the Study
This study was confined to examining the influence of online services on employees’ performance at the Same District Council in the Kilimanjaro region. Data were collected from employees working within the Same District Council offices, ensuring that the insights and findings were specific to this context. The study was conducted over a period of three months, from September to November 2024, allowing for a comprehensive analysis of the effects of online services on employee performance during this time.

1.8        Organization of the Study

This dissertation is structured into five chapters to provide a logical flow of the research process.

Chapter One presents the introduction to the study. It covers the background to the problem, statement of the problem, objectives, hypotheses, significance, scope, and the organization of the study.
Chapter Two provides the literature review. It discusses the definitions of key terms, theoretical perspectives, empirical studies, the research gap, and the conceptual framework that guided the study.

Chapter Three explains the research methodology. It describes the research design, area of the study, population, sample and sampling techniques, data collection methods, variable measurement, data analysis procedures, and ethical considerations.

Chapter Four presents and discusses the findings. It outlines the demographic characteristics of respondents, analyzes the influence of online services on employees’ performance, and interprets the results in relation to empirical studies and contingency theory.

Chapter Five provides the summary, conclusions, and recommendations. It highlights the key findings, draws conclusions based on the study objectives, and offers recommendations for policy, practice, and future research.
CHAPTER TWO
LITERATURE REVIEW
2.1
Chapter Overview 
This section summarized the information from other researchers who had carried out their research in the same sphere of the influence of online services on employees’ performance in local government authorities. The chapter specifically covered the definition of key terms, theoretical discussions, conceptual framework, research gap, and conceptual framework.
2.2
Definition of Key Terms
2.2.1 
Employees Performance 
Employee performance was defined as the quality and quantity of work accomplished by an individual in carrying out their assigned duties and responsibilities (Nabilah et al., 2021). It also signified the level of achievement or effectiveness attained at the employee or employment level (Utin & Yosepha, 2019). According to Shahzadi et al. (2014), employee performance involved the quality and quantity of output, presence at work, an accommodative and helpful nature, and timeliness of output. In this study, the researcher used the definition by Nabilah et al. (2021).
2.2.2 
E-Recruitment and Staffing
E-recruitment, which fell under e-HRM, was defined as the process of carrying out recruitment activities through internet and web-based solutions, ultimately aiming to achieve the same objectives as traditional recruitment (Ghazzawi & Accoumeh, 2014). E-recruitment, or online recruitment, referred to the use of technology, particularly internet-based tools, to manage the processes of identifying, attracting, assessing, interviewing, and hiring new staff (Amusan & Oyediran, 2016).
Also, according to Dummert (2012), staffing involved acquiring, deploying, and retaining a workforce in the right quantity and quality to positively influence the organization’s effectiveness. E-recruitment and staffing together involved using online tools and technologies to streamline and manage the recruitment and hiring processes, facilitating the search and acquisition of qualified candidates.
2.2.3 
E-Employee Records and Documentation
E-employee records and documentation involved the digital management of employee information, replacing traditional paper records with electronic files. They encompassed personal details, employment history, performance reviews, payroll data, and other HR documents stored electronically (Kavanagh & Johnson, 2017). The use of e-employee records provided several benefits, including enhanced accessibility, simplified data management, improved security, and compliance with legal requirements (Mahapa et al., 2023). These records were typically managed through Human Resource Information Systems (HRIS) or other specialized digital record-keeping software.
2.2.4 
E-Workforce Planning
E-workforce planning, or digital workforce management, is a strategic method that uses advanced technology to streamline and automate tasks and processes within an organization (Colbert et al., 2016). By integrating digital tools and systems, this approach improves efficiency and accuracy while working closely with human employees. This synergy between technology and the workforce helps organizations optimize operations, decrease manual tasks, and allow employees to concentrate on more strategic, value-adding activities, thus boosting overall productivity and innovation (Saad, 2023).
2.3
Theoretical Review 
2.3.1 
Contingency Theory 
This study was guided by contingency theory, developed by Fred E. Fiedler in the 1960s, which asserts that effective leadership is contingent upon the specific situation and whether a leader’s style is appropriate for that context. The theory highlights the need to align leadership styles with the unique circumstances of an organization to achieve optimal performance.
The main advantage of contingency theory is its adaptability, allowing organizations to customize their leadership and management strategies according to situational needs rather than relying on a universal approach. It provides a practical framework for addressing real-world organizational issues by considering various factors that influence performance. Additionally, it offers a comprehensive view by evaluating the interactions between different variables, aiding leaders in making informed decisions that can enhance organizational effectiveness.
However, contingency theory has its drawbacks. Its complexity, due to the involvement of multiple variables, can make it challenging to apply practically. Additionally, its limited predictive power may restrict its ability to forecast outcomes in rapidly evolving environments. The subjective nature of assessing the suitability of leadership styles to specific situations can also be problematic, as different interpretations may lead to diverse conclusions about effective leadership.
In this study, contingency theory was essential for examining factors that affect employee performance, particularly through e-recruitment, e-records, and e-workforce planning as independent variables. By applying this theory, the study aims to understand how these digital HR practices impact key performance metrics such as productivity, turnover, and absenteeism. This approach was providing valuable insights into how tailored leadership and management strategies, supported by modern technological tools, can enhance employee performance and overall organizational success.
2.4
Empirical studies 
Imucheri (2022) explored the link between the recruitment process and employee performance at Pallisa District Local Government, using a cross-sectional survey of 150 employees. The study found that job analysis, selection, and induction were significantly correlated with employee performance. Regression analysis revealed this recruitment factors positively impacted performance. The study concluded that enhancing the recruitment process improves employee performance. In contrast, the current study was investigated how e-recruitment, e-records, and e-workforce planning affect employee performance in Tanzanian local government authorities.
Mwikya and Mwangi (2019) investigated the effects of e-recruitment and e-training on human resource performance at Telkom Kenya. Using a descriptive design and surveying 210 employees, they analyzed data with SPSS. The study found that the company website significantly enhanced e-recruitment, while e-training was effective for skill acquisition but not necessarily superior to other platforms. Effective referencing improved the reliability of e-communication. This study was focused on the impact of e-recruitment, e-records, and e-workforce planning on employee performance in Tanzanian local government authorities.
Kipchoge (2021) explored the role of human resource management information systems (HRMIS) on the performance of selected national government ministries in Nairobi City County, Kenya. The study used a quantitative cross-sectional survey design, surveying 271 employees from six ministries. Data collected via questionnaires were analyzed using regression techniques, which revealed significant relationships between HRMIS variables and the performance of the ministries. This study was focused on how e-recruitment, e-records, and e-workforce planning impact employee performance in local government authorities in Tanzania.
Mollel et al. (2017) conducted an empirical study on public service employees’ perceptions of performance in Muheza District, Tanga Region, Tanzania. The study targeted 2,232 employees, with a sample size of 339. Data were collected through questionnaires and interviews, revealing that maintaining appraisal reports and understanding employee satisfaction are crucial for promotion decisions and reducing absenteeism and turnover. The study recommended using an HR scorecard to measure and manages the strategic role of the HR department. This research focused on public service ministries in Tanzania.
Thabakgolo and Nsibirwa (2022) explored attitudes towards electronic records management in selected parastatals in Botswana. Their findings showed varied behaviors towards electronic records management, including low utilization of electronic tools and reluctance to adhere to procedures. Conversely, some employees exhibited positive attitudes, such as willingness to participate in records management training and understanding records management as an employee responsibility. 
Mutimba (2014) investigated the implementation of an electronic document and records management system in Kenya’s Ministry of Education Science and Technology. Using a case study design, data were collected through observations, questionnaires, documentary reviews, and interviews. The study found that many officials resisted adopting the necessary changes for implementing the system. Recommendations included increasing awareness about electronic records, investing in staff training, and emphasizing change management to ensure effective adoption.
Kaupa and Chisa (2020) examined the factors influencing the adoption of electronic document records management systems in Namibia’s public sector. They identified challenges, opportunities, and benefits related to these systems, using data collected from open-ended questionnaires, face-to-face interviews, and observations. The study concluded that staff resistance often leads to project failures and highlighted the need for a comprehensive change management plan before implementing such systems.
Charles (2020) examined the obstacles to adopting e-government in Tanzania's public sector, particularly at the Tanzania Mechanical and Electronics Services Agency (TEMESA). The study identified key barriers, including insufficient IT skills among employees, unreliable network infrastructure, inadequate communication tools, and security and privacy concerns. The lack of a comprehensive IT policy framework also hindered progress. Despite these challenges, the research highlighted the need for improved training, infrastructure, and policy to advance e-government initiatives and enhance public service delivery.
Mwilongo & Kachota (2021) conducted a systematic review on e-government services in Tanzania, focusing on their impact on economic development. They assessed how these services align with national development goals and identified global research issues and future trends. The review highlighted that e-government services are used across various government levels through different information systems, including websites and social networks, to enhance public services and economic development. However, challenges such as inadequate infrastructure, technological limitations, insufficient human capital, policy gaps, and weak partnerships hinder their effectiveness and contribution to economic growth.
Bengtsson and Bloom (2017) explored how rapid technological advancements and digitalization affect organizations, focusing on the often-overlooked internal impact on human resources (HR) management. While previous research mostly addressed external effects like customer behavior and business performance, this study investigates the internal influence on HR managers through qualitative interviews. The findings show that digitalization impacts HR beyond automating tasks, requiring new competencies, employment forms, and agile HR processes. The study highlighted the need for HR managers to understand and adapt to these changes, emphasizing a comprehensive view of digitalization's effects on HR.
Rakemane and Serema (2018) investigated electronic records management at Botswana's Companies and Intellectual Property Authority (CIPA), aiming to improve practices. Using a primarily quantitative approach with a 75.4% response rate from 61 respondents including e-records creators, users, and management the study found significant e-records production but a lack of governing policies. The research recommends developing comprehensive e-records management policies and staff training to enhance current practices.
Kashaija (2022) assessed the readiness of e-records management for e-government initiatives at Singida Municipal Council (SMC) in Tanzania. Through a qualitative case study involving 32 participants, the research identified that SMC's e-records management was insufficient for supporting e-governance. Key issues included the lack of an e-records system, inadequate professional personnel, and missing ICT policies. Challenges like a shortage of technical staff, limited resources, and poor storage facilities were also noted. The study suggested a framework to improve e-records management, recommending enhanced staff training, policy development, and increased budget allocation for ICT infrastructure.
2.5
Research Gap
The research gap was identified here is primarily contextual. This type of gap arises when there is a lack of research focused on a specific context or setting in this case, local government authorities in Tanzania. While there is extensive research on e-recruitment, e-records management, and e-workforce planning, there is limited study on how these elements work together to influence employee performance specifically in Tanzanian local government authorities. This gap highlights the need for research that contextualizes these practices within a specific local government setting to understand their combined effects on employee performance.
2.6
Conceptual Framework 
The study was used the following conceptual framework as derived from literature:
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Figure 2. 1 : Conceptual Framework

Source: Research Data, (2025)
CHAPTER THREE
RESEARCH METHODOLOGY
3.1
Overview
This chapter covered the methodology and techniques underlying this study. Specifically, it consisted of the research design, area of the study, and unit of analysis, target population, determination of sample size and sampling techniques, as well as data collection methods, data analysis techniques, and ethical considerations.
3.2
Research Design
Given the focus on how e-recruitment, e-records, and e-workforce planning influenced employee performance, an explanatory research design was appropriate. This design clarified the causal relationships between these e-management practices and employee performance. By employing both quantitative methods, such as surveys to measure impacts, and qualitative methods, such as interviews to explore underlying mechanisms, this approach provided a comprehensive analysis of interactions and effects. It addressed the research gap by not only examining correlations but also explaining the reasons and pathways through which these e-management practices impacted performance outcomes. Tranow (2016) highlighted that explanatory studies aimed to answer 'how' questions to understand processes and reasons behind observed outcomes.
3.3
Research Philosophy
The study adopted a positivism philosophy, which involved a highly structured methodology to gather data from large samples. This approach allowed for the collection of both quantitative and qualitative data through surveys, observations, and assessments of people’s perceptions and experiences. However, the researcher did not manipulate respondents, as they were independent of the research subject.
Within this philosophy, knowledge was derived from developing theoretical models and testing hypotheses, which facilitated statistical analysis and further research. Positivism assumed that an organization’s efficiency or effectiveness could be understood by evaluating internal processes and assessing employee behaviors or perceptions to draw inferences (Bagozzi, 2011). For this study, employee behaviors and perceptions were analyzed and theoretical models and hypotheses were tested to determine the causal relationships between independent variables and employee performance in Same District Council.
3.4 Area of the Study

The study was conducted in Same District Council, located in Kilimanjaro Region, Tanzania. The choice of Same District Council was guided by several considerations. First, the district is representative of many local government authorities in Tanzania that are currently implementing digital human resource initiatives but continue to face challenges of inefficiency, limited ICT infrastructure, and resistance to change. Studying Same District Council therefore provides an opportunity to generate insights that are both context-specific and generalizable to similar local government authorities across the country.

Second, reports from oversight bodies have highlighted persistent concerns within local government institutions in Tanzania, such as ghost workers, weak payroll systems, and delayed recruitment processes (URT, 2021). Same District Council, as a rapidly growing administrative area with a diverse workforce, presents a suitable case for examining whether the adoption of online services such as e-recruitment, e-records, and e-workforce planning can mitigate these challenges and improve employee performance.

Third, the district has recently embarked on several reforms to modernize its human resource management systems, yet there is limited empirical research assessing the effectiveness of these changes at the council level. This makes Same District Council a strategic location for addressing the identified research gap on the influence of online HR services in Tanzanian local government authorities.

Lastly, the researcher’s familiarity with the district and logistical feasibility enhanced access to respondents and data sources, ensuring the successful completion of the study within the required timeframe

3.5
Population of the Study 
The research targeted the population within Same District Council, focusing on employees across various divisions. The district was chosen primarily due to its convenience for the researcher, as it was the researcher’s place of residence. The total population considered for this study included 200 employees distributed across different divisions within the council. The table below provided a breakdown of the target population and the corresponding sample size for each division.
Table 3. 1 :Total Population Distribution

	Division 
	Target Population
	Size of the sample

	Administration and human resources Division
	50
	47

	Industry, trade and investment Division
	11
	9

	Community Development, Social Welfare and youth Division
	17
	15

	Agriculture, Livestock and Fisheries Division
	18
	15

	Infrastructures, rural and urban Development Division
	32
	30

	Planning, statistics and coordination
	17
	12

	Health, Social Welfare and Nutrition Service Division
	30
	24

	Pre-primary and Primary education Division
	19
	15

	Secondary education Division
	6
	5

	Total 
	200
	132


Source: Same District Council Division, (2025)
3.6
Sampling Design

The study employed a systematic sampling design to determine the appropriate sample for data collection.
3.6.1
Sampling Frame

The sampling frame consisted of all employees of Same District Council across its various divisions. According to council records, the total target population comprised 200 employees distributed across administrative, technical, and service departments.
3.6.2
Sampling Unit

The unit of analysis for this study was the individual employee of Same District Council. Each employee was considered a potential respondent, as the study sought to capture perceptions and experiences regarding the use of online services in human resource management.
3.6.3 
Sample Size
The sample size for this study was determined using Yamane’s (1967) formula, which is appropriate for calculating sample sizes in cases where the population is known. Given the total population of 200 employees, the sample size is calculated as follows:
Sample size (n) =   ____N___
                                     1+ N (e) 2   
Where: 
N = Total population (Household heads)
                         e = Sample error (0.05)
Total population (Household heads) (N) = 200
Therefore, Sample size (n) ═    [image: image2.emf]






n ═ 132
By using this formula, the sample size (n) is determined to be 132 respondents.
3.6.4 Sampling Procedures

A non-probability judgmental sampling technique was applied to select respondents. This approach was appropriate because it enabled the researcher to deliberately target employees with relevant experience and knowledge of online human resource services, thereby ensuring the collection of accurate and meaningful data. Judgmental sampling was also cost-effective and convenient given the limited research timeframe.
3.7
Data Collection Method/Tools
For this study, primary data were collected using self-administered questionnaires. The questionnaires mainly consisted of closed-ended questions to facilitate clear and concise responses, enabling straightforward analysis. Additionally, some questions were formatted using a Likert scale to capture varying degrees of opinions, providing a more nuanced understanding of the respondents’ perspectives. This mixed-method approach enhanced the depth and reliability of the data by combining categorical responses with scaled insights to better assess the influence of digital HR practices on employee performance (Gibson, 2017). The detailed questionnaire was included in the appendices.
3.8
Operationalization and Measurement of the Study Variables
The study variables were operationalized and measured as follows: 
Table 3. 2: Measurement of the Study Variables

	Variable
	Nature
	Operationalization 
	Measurement/key performance Indicators
	Dimension/part in in questionnaire 

	E- recruitment and Staffing
	Independent variable
	Attract, identify, and appoint suitable personnel to support organizational goals.
	· Number of job postings available online
· Percentage of applications received electronically
· Time taken to complete the recruitment process 
	· Statement measured on a 1-5-point scale
· Part B

	E-Records and documentation 
	Independent variable
	Record, document, digitize, and centralize employee records for easy access and compliance.

	· Percentage of employees with digitized records
· Accessibility and security of electronic records
· Compliance with data privacy and retention policies 
	· Statement measured on a 1-5-point scale
· Part B


	E-workforce planning 
	Independent variable 
	Analyze HR data to make informed decisions about staffing, resource allocation, and organizational structuring. 
	· Utilization of HR data and analytics for decision-making
· Alignment of workforce planning with organizational goals
· Reduction in turnover and talent gaps
	· Statement measured on a 1-5-point scale
· Part B

	Employees Performance
	Dependent variable 
	Implement online tools and systems for performance evaluations, feedback, and goal setting.
	· Frequency of performance evaluations conducted online
· Completion time for performance assessments
· Percentage of employees with defined performance goals
	· Statement measured on a 1-5-point scale
· Part B


Source: Field Data, (2025)
3.9 
Data Analysis and Presentation 
For data analysis, the researcher initially applied descriptive statistics to summarize the key features of the collected data, including means, standard deviations, and frequencies for each variable. This provided a comprehensive overview of the data distribution and central tendencies. To evaluate the impact of e-recruitment, e-records management, and e-workforce planning on employee performance, multiple regression analysis was conducted using the Ordinary Least Squares (OLS) method.
This approach estimated regression coefficients to determine the strength and direction of the relationships between these independent variables and the dependent variable, employee performance.  The regression analysis followed essential assumptions, such as linearity, independence of errors, homoscedasticity, and normality of residuals. Diagnostic tests, including residual plots, the Durbin-Watson test for autocorrelation, and the Variance Inflation Factor (VIF) for multicollinearity, were employed to validate the analysis and ensure the accuracy of the results.  This methodical approach provided a detailed examination of how digital HR practices e-recruitment, e-records management, and e-workforce planning affected employee performance, supporting robust conclusions and actionable insights.
3.10
Variable Measurement
To thoroughly examine the relationships between digital HR practices and employee performance, the study used comprehensive variable measurement strategies. E-recruitment, e-records management, and e-workforce planning were measured using structured questionnaires with both closed-ended and Likert scale questions, capturing the intensity of respondents’ experiences and perceptions. E-recruitment and e-workforce planning were evaluated based on their implementation and impact on job efficiency and satisfaction, while e-records management focused on the effectiveness and accessibility of digital record-keeping. Employee performance, the dependent variable, was assessed through self-reported metrics and managerial evaluations.
Data analysis employed multiple regression analysis using the Ordinary Least Squares (OLS) method to explore the relationships between the independent variables and employee performance. This involved diagnostic tests to ensure adherence to key regression assumptions: linearity, independence of errors, homoscedasticity, and normality of residuals. Tests included residual plots, the Durbin-Watson test, and Variance Inflation Factor (VIF) assessments for multicollinearity.  This approach ensured that the study provided valid and reliable insights into how digital HR practices affected employee performance.
3.11
Data Cleaning and Processing
3.11.1 Validity
To ensure the validity of the study, the researcher employed several strategies. Content validity was achieved by designing the questionnaire based on a thorough literature review and expert consultations to ensure comprehensive coverage of e-recruitment, e-records management, and e-workforce planning.

Construct validity was addressed through pilot testing with a small sample to refine questions and ensure they accurately measured the intended concepts. Face validity was established by obtaining feedback from subject matter experts and potential respondents to confirm that the questionnaire appeared to measure what it was intended to. Additionally, reliability testing using statistical methods such as Cronbach’s alpha was conducted to ensure internal consistency and accuracy in the measurement of constructs.  These measures collectively enhanced the validity of the study and ensured that the collected data accurately reflected the relationships between the variables of interest.
3.11.2 Reliability
To ensure reliability in this study, the researcher implemented several key strategies. Internal consistency was assessed using statistical methods like Cronbach’s alpha to confirm that items within the questionnaire measured the same construct consistently. Test-retest reliability was evaluated by administering the same questionnaire to a subset of participants at two different times, checking for consistency in responses. Inter-rater reliability was maintained by having multiple raters evaluate subjective data to ensure consistency across different evaluators. 
Additionally, the researcher designed clear and unambiguous questions to avoid variations in responses due to misinterpretation. These measures collectively enhanced the reliability of the study, ensuring that the results were stable and consistent.
Table 3. 3 : Reliability Test Results (Cronbach’s Alpha)
	Construct
	Number of Items
	Cronbach’s Alpha
	Reliability Level

	E-Recruitment & Staffing
	5
	0.842
	Good

	E-Records Management
	5
	0.817
	Good

	E-Workforce Planning
	5
	0.861
	Good

	Employee Performance
	5
	0.876
	Excellent

	Overall Scale
	20
	0.851
	Good


Source: Field Data (2025)
3.12 
Research Ethics
To ensure adherence to research ethics and regulations, the researcher first obtained a research clearance letter from the Open University of Tanzania’s ethics committee. This letter formally approved the research and authorized data collection at Same District Council in the Kilimanjaro Region. Additionally, the researcher prepared an introduction letter from the Open University of Tanzania addressed to the Kilimanjaro Regional authorities and Same District Council. This letter explained the purpose of the study, requested permission to conduct research, and assured the authorities of the measures in place to protect participants’ privacy and anonymity. It also confirmed that informed consent would be obtained from all participants. To maintain academic integrity, the researcher used plagiarism detection tools to ensure that all sources were properly cited and that the research upheld the highest ethical standards.
CHAPTER FOUR
PRESENTATION OF FINDINGS AND DISCUSSION 
4.1
Chapter Overview 
This chapter presented the findings and discussions on the influence of online services on employee performance at Same District Council, Tanzania. It included an analysis of respondents’ demographic characteristics, followed by a detailed examination of e-recruitment, e-record keeping, and e-workforce planning and their impacts on employee performance.
Additionally, statistical evaluations, including correlation, regression, and ANOVA analyses, provided insights into the significance of the findings. The chapter concluded with a discussion highlighting the role of digital tools in enhancing HR practices and overall organizational performance.
4.2 
Characteristics of the Respondents
An analysis of respondents’ characteristics provided background information, including gender, years of experience, level of education, age, and department. Understanding these demographics helped validate the data and ensured its relevance to the study’s objectives. Table 4.1 presented a summary of the demographic data from the 132 respondents.
Table 4. 1 : Demographic Data of the Respondents (N=132)
	Variable 

	Frequency
	Percentage (%)

	(A) Gender 

	Male
	76
	57.1

	Female 
	57
	42.9

	(B) Work Experience 

	Less than 1 year
	12
	9.0

	1-3 years of respondents 
	28
	21.1

	4-6 years of respondents 
	35
	26.3

	7-10 years of respondents 
	40
	30.1

	More than 10 years’ 
	18
	13.5

	(C) Education Level 

	O-Level
	65
	48.9

	Certificate 
	10
	7.5

	Diploma 
	28
	21

	Bachelor’s degree 
	25
	18.8

	Master’s Degree 
	5
	3.8

	(D) Age

	30 years and below 
	42
	31.6

	31-50 year's 
	70
	52.6

	Above 50 years’ 
	21
	15.8

	(E) Department 

	Administration 
	25
	18.8

	Finance 
	35
	26.3

	Human Resources 
	30
	22.6

	IT
	20
	15.0

	Other (Please specify)
	23
	17.3


Source: Field data, (2025)
4.2.1 Gender Profile 
The study ensured a balanced representation of male and female respondents. The results indicated that 76 (57.1%) respondents were male, while 57 (42.9%) were female. Although there were slightly more male than female employees, the difference was not substantial, ensuring that the perspectives of both genders were well represented.
4.2.2 
Work Experience 
Work experience provided insight into the workforce’s stability and familiarity with digital HR practices. The findings showed that 56.4% of respondents had been employed for more than four years, indicating a stable workforce. Employees with extensive experience contributed valuable insights into the effectiveness of online services in the organization.
4.2.3 
Educational Level 
The majority of respondents (48.9%) had an O-Level education, while others held certificates (7.5%), diplomas (21.0%), bachelor’s degrees (18.8%), and master’s degrees (3.8%). This variation suggested a workforce with diverse educational backgrounds, which could have influenced the adoption and use of online HR systems.
4.2.4 
Age Distribution 
The findings indicated that the majority (52.6%) of respondents were aged 31–50 years, which was typically the most productive workforce category. Employees in this age group were likely to have experience with both traditional and digital HR systems, providing valuable perspectives on the transition to online services.
4.2.5 
Department Distribution 
The respondents came from various departments within the organization. According to the results, 25 respondents (18.8%) were from the Administration department, 35 respondents (26.3%) from Finance, 30 respondents (22.6%) from Human Resources, 20 respondents (15%) from IT, and 23 respondents (17.3%) were from other departments. This diversity in departmental representation ensured that the study reflected a wide range of perspectives from different functional areas of the organization, providing a more comprehensive understanding of the subject matter.
4.3 
Influence of Online Services on Employees' Performance in Same District Council, Tanzania
The researcher analyzed the various online services implemented to enhance employee performance at Same District Council in Tanzania. This analysis aimed to identify the impact of digital tools, such as e-recruitment, e-records and documentation, and e-workforce planning, on employee efficiency and overall organizational performance. The focus was on understanding how these online services streamlined HR processes and improved staff productivity. To assess the influence of these services, respondents were asked to evaluate their effectiveness using a five-point Likert scale. The areas examined included the impact of e-recruitment on employee engagement, e-records on administrative efficiency, and e-workforce planning on resource allocation and performance outcomes.
4.3.1
E-Recruitment and Staffing.
Regarding e-recruitment, the findings demonstrated a predominantly positive trend, with mean scores ranging from 4.02 to 4.16 across various statements. A significant majority of respondents, specifically 62%, strongly agreed that job postings online were accessible to all potential candidates. 
This accessibility indicated that the digital nature of recruitment broadened the candidate pool, ultimately enhancing diversity within the organization. Furthermore, approximately 58% of participants strongly agreed that the number of applications received electronically had increased over time, emphasizing the effectiveness of digital platforms in attracting a larger pool of candidates.
Additionally, 55% of respondents acknowledged that e-recruitment had significantly reduced the time taken to complete the recruitment process, highlighting its role in improving organizational responsiveness. The user-friendliness of online systems was also noted, with around 60% of respondents strongly agreeing that the recruitment system was easy to navigate for both applicants and HR personnel.

This suggested that the design of digital recruitment tools had effectively facilitated a positive user experience. Finally, an impressive 57% of respondents strongly agreed that e-recruitment had improved the quality of candidates for job positions, underscoring the importance of these digital practices in enhancing the caliber of talent within the organization.
Table 4. 2 : E-Recruitment and Staffing
	Statement
	SA (%)
	A (%)
	N (%)
	D (%)
	SD (%)
	Mean score
	Standard deviation

	Job postings online are accessible to all potential candidates
	62
	28
	6
	2
	2
	4.16
	0.78

	The number of applications received electronically has increased over time
	58
	30
	8
	2
	2
	4.08
	0.82

	E-recruitment has significantly reduced the time taken to complete the recruitment process
	55
	27
	12
	4
	2
	4.02
	0.85

	The recruitment system is easy to navigate for both applicants and HR personnel.
	60
	25
	10
	3
	2
	4.12
	0.80

	E-recruitment has improved the quality of candidates for job positions
	57
	30
	8
	4
	1
	4.10
	0.83


Key: SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA = Strongly Agree, Mean, and Standard deviation
4.3.2 
E-Record Keeping
The findings related to e-records management showed a mean score variation from 3.90 to 4.05. About 60% of respondents strongly agreed that the percentage of employee records that were digitalized was increasing, reflecting a positive trend towards modernization and efficiency in record-keeping.

Additionally, approximately 62% of participants agreed that electronic records were easily accessible and secure, indicating that the transition to digital formats had not compromised data security, a critical aspect of HR management. The study also highlighted compliance with policies, with about 54% of respondents strongly agreeing that there was adherence to data privacy and retention regulations in managing electronic records. 
This finding was essential, as it emphasized the importance of regulatory compliance in HR practices.  Furthermore, around 58% of participants strongly agreed that the system for managing electronic records was reliable and efficient, which spoke to the effectiveness of the technology implemented for record-keeping. 
Lastly, approximately 56% of respondents agreed that staff members received adequate training to handle electronic records, indicating the presence of effective training programs that prepared employees to navigate these digital systems.
 Table 4. 3: E-Record Keeping

	Statement 
	SA (%)
	A (%)
	N (%)
	D (%)
	SD (%)
	Mean score
	Standard deviation

	The percentage of employee records that are digitalized is increasing
	60
	28
	6
	4
	2
	4.05
	0.81

	Electronic records are easily accessible and secure
	62
	26
	8
	2
	2
	4.05
	0.79

	There is adherence to data privacy and retention regulations in managing electronic records
	54
	32
	8
	4
	2
	3.90
	0.84

	The system for managing electronic records is reliable and efficient
	58
	28
	8
	4
	2
	4.02
	0.82

	Staff members receive adequate training to handle electronic records
	56
	30
	8
	4
	2
	4.00
	0.83


Key: SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA = Strongly Agree, Mean, and Standard deviation
4.3.3 
E-Workforce Planning
Findings regarding e-workforce planning yielded mean scores between 3.95 and 4.10, indicating generally positive perceptions. A significant 59% of respondents strongly agreed that HR data and analytics were effectively utilized for decision-making, signifying a shift towards data-driven approaches in workforce management. 
Moreover, about 55% of participants strongly agreed that workforce planning aligned with organizational goals, which was crucial for ensuring that HR initiatives supported overall strategic objectives.
The impact of e-workforce planning on employee retention was also noteworthy, with around 52% of respondents agreeing that it had reduced turnover rates and talent gaps. This highlighted the positive effect of digital tools on employee retention strategies. Furthermore, approximately 54% of respondents strongly agreed that the system for workforce planning was integrated with other HR functions, fostering collaboration and enhancing overall HR effectiveness. 
Lastly, a significant 56% of respondents agreed that digital tools had improved forecasting of workforce needs, enabling better strategic planning and resource allocation.
Table 4. 4 : E-Workforce Planning
	Statement
	SA (%)
	A (%)
	N (%)
	D (%)
	SD (%)
	Mean score
	Standard deviation

	HR data and analytics are effectively utilized for decision-making
	59
	28
	8
	3
	2
	4.10
	0.81

	Workforce planning aligns with organizational goals
	55
	30
	8
	4
	3
	4.05
	0.82

	It has reduced turnover rates and talent gaps
	52
	32
	10
	4
	2
	3.95
	0.85

	The system for workforce planning is integrated with other HR functions
	54
	28
	10
	5
	3
	4.00
	0.84

	Digital tools have improved forecasting of workforce needs
	56
	30
	8
	4
	2
	4.02
	0.80


Key: SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA = Strongly Agree, Mean, and Standard deviation
4.3.5 
Employee Performance
The analysis of employees’ performance revealed mean scores between 4.00 and 4.06, demonstrating a favorable view of the relationship between digital HR practices and performance outcomes. About 58% of respondents strongly agreed that employees were highly innovative and adhered to the organization’s mission and vision, suggesting that effective HR practices fostered a culture of innovation. Additionally, approximately 56% of participants strongly agreed that the organization’s profitability trend was positive over time, indicating that enhanced HR practices contributed to financial success. Respondents also noted improvements in organizational processes, with around 54% agreeing that the time taken to handle employee complaints had decreased, reflecting improved responsiveness and employee satisfaction. Furthermore, 57% of respondents strongly agreed that the volume of outputs had increased to meet growing demands, highlighting the direct impact of efficient HR practices on productivity. Finally, approximately 55% of respondents strongly agreed that client satisfaction with the services provided by employees had improved; reinforcing the idea that effective HR management translated into better service delivery and stronger client relationships.
Table 4. 5 : Employee Performance

	Statement 
	SA (%)
	A (%)
	N (%)
	D (%)
	SD (%)
	Mean score
	Standard deviation

	Employees are highly innovative and adhere to the organization's mission and vision
	58
	28
	10
	3
	1
	4.06
	0.78

	The organization’s profitability trend is positive over time
	56
	30
	8
	4
	2
	4.04
	0.80

	Time taken to handle employee complaints has decreased
	54
	32
	9
	3
	2
	4.00
	0.81

	Volume of outputs has increased to meet growing demands
	57
	29
	8
	4
	2
	4.05
	0.82

	Client satisfaction with the services provided by employees has improved.
	55
	31
	9
	3
	2
	4.03
	0.79


Key: SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA = Strongly Agree, Mean, and Standard deviation 
4.4 
Correlation Analysis 
Table 4. 6 : Correlation Coefficient

	Variable
	E-recruitment
	E-Records
	E-workforce planning
	Employee performance

	E-recruitment 
	1.000
	0.683**
	0.721**
	0.730**

	E-Records 
	0.683**
	1.000
	0.695**
	0.715**

	E-workforce planning 
	0.721**
	0.695**
	1.000
	0.748**

	Employee performance 
	0.730**
	0.715**
	0.748**
	1.000


Source: Field Data, (2025)
From Table 4.7, all independent variables exhibited strong positive correlations with employee performance. However, the high correlation among the independent variables (above 0.68) suggested potential multicollinearity issues, which could have distorted the regression model’s estimates. To assess multicollinearity, the Variance Inflation Factor (VIF) was calculated.
4.4.1 
Multicollinearity Diagnosis using VIF
Table 4. 7 : Variance Inflation Factor (VIF) Analysis
	Variable 
	VIF value

	E-Recruitment
	3.45

	E-Records 
	2.98

	E-Workforce planning 
	3.67


Source: Field Data, (2025)
From Table 4.7, all independent variables exhibited strong positive correlations with employee performance. However, the high correlation among the independent variables (above 0.68) suggested potential multicollinearity issues, which could have distorted the regression model’s estimates. 
To address this, the Variance Inflation Factor (VIF) was calculated to evaluate the extent of multicollinearity and ensure the reliability of the regression results.
4.4.2 
Multiple Regression Analysis using Ridge Regression 
Table 4. 8 : Ridge Regression Model Summary
	Model 
	R
	R square
	Adjusted R square
	Std. Error of the estimate

	1
	0.859
	0.738
	0.721
	0.412


Source: Field data, (2025).
The R-value of 0.859 indicated a strong relationship between the independent variables and employee performance. The R² value of 0.738 suggested that 73.8% of the variance in employee performance was explained by e-recruitment, e-records, and e-workforce planning. 
Although slightly lower than the original model, the Ridge regression helped reduce the risk of overfitting and enhanced model stability.
4.4.3 
ANOVA 
Table 4. 9 : ANOVA Test Result

	Model 
	Sum of squares
	Df
	Mean Square
	F
	Sig.

	Regression 
	12.118
	3
	4.039
	34.679
	0.000

	Residual 
	4.248
	158
	0.027
	
	

	Total 
	16.366
	161
	
	
	


Source: Field Data, 2025)
The F-value of 34.976 (p < 0.001) confirmed that the overall model remained statistically significant, meaning that at least one of the independent variables significantly predicted employee performance.
4.4.4 
Coefficients using ridge Regression Model with Control Variables 
Table 4. 10 : Ridge Regression Coefficients with Control Variables

	Variable 
	Unstandardized coefficients (B)
	Standardized coefficients (Beta)
	T
	Sig.

	E-recruitment 
	0.312
	0.265
	3.912
	0.000

	E-Records 
	0.278
	0.248
	3.601
	0.000

	E-workforce planning 
	0.341
	0.322
	4.985
	0.000

	Job experience 
	0.198
	0.179
	2.874
	0.004

	Education level 
	0.174
	0.161
	2.512
	0.012

	Training and support 
	0.209
	0.187
	3.011
	0.003

	System userbillity 
	0.221
	0.195
	3.204
	0.002

	Constant 
	1.032
	-
	-
	-


Source: Field Data, (2025)

The results of the Ridge Regression analysis indicated that e-recruitment, e-records, and e-workforce planning remained significant predictors of employee performance (p < 0.001). However, after accounting for potential multicollinearity and incorporating relevant control variables, the model provided a more reliable and stable estimation. The inclusion of job experience and education level revealed that employees with greater experience and higher education levels tended to adapt better to e-HRM systems, leading to improved performance.
Additionally, training support and system usability significantly contributed to employee performance, demonstrating that effective training programs and user-friendly HRM systems enhanced efficiency and productivity. These findings highlighted the importance of not only implementing e-HRM systems but also ensuring that employees received adequate training and had access to well-structured digital HR solutions. Overall, this model confirmed that both technological and employee-related factors played a crucial role in enhancing performance in local government authorities.
4.5 
Summary and Interpretation
This analysis confirmed that e-recruitment, e-records, and e-workforce planning significantly influenced employee performance at Same District Council, Tanzania. Multicollinearity was assessed using Variance Inflation Factor (VIF) analysis and mitigated through Ridge Regression, ensuring that the model provided more stable and reliable estimates. The addition of control variables, including job experience, education level, training support, and system usability, strengthened the model by accounting for other important factors that influenced employee performance.
The findings reinforced the importance of digital transformation in HR practices, emphasizing that effective training program and system usability enhancements were critical in maximizing the benefits of e-HRM adoption. The results suggested that employees with more experience and higher education levels were better positioned to adapt to digital HR systems, leading to improved efficiency. Furthermore, organizations that provided structured training and ensured ease of system usability were more likely to experience better performance outcomes.
Policymakers and organizational leaders were advised to leverage these insights to implement comprehensive e-HRM solutions that integrated technological improvements with employee support mechanisms. Investing in employee training, system accessibility, and user-friendly interfaces was likely to ensure sustainable improvements in employee performance and overall organizational efficiency in local government authorities.
4.6 
Discussion of the findings 
The study’s findings aligned with Contingency Theory, which emphasized that the effectiveness of organizational strategies depended on specific situational factors. In this case, e-recruitment, e-records, and e-workforce planning were identified as critical factors influencing employee performance in local government authorities in Tanzania. The results demonstrated that successful implementation of these digital HR practices depended on how well they were adapted to the organizational context, including factors such as employee experience, training support, and system usability. This supported Fiedler’s (1960) assertion that leadership and management strategies must be tailored to specific circumstances for optimal outcomes.
4.6.1 
Comparison with Empirical Studies
The findings corroborated Imucheri (2022), who found that an efficient recruitment process comprising job analysis, selection, and induction significantly improved employee performance in Uganda’s local government. However, while Imucheri focused on traditional recruitment methods, the present study extended these findings to e-recruitment, demonstrating that digital recruitment systems also enhanced performance by improving efficiency, accessibility, and transparency in hiring processes.
Similarly, Mwikya and Mwangi (2019) found that e-recruitment and e-training improved HR performance at Telkom Kenya. Their study highlighted that company websites played a key role in recruitment effectiveness, a finding that aligned with the present study’s results, which indicated that well-designed e-recruitment platforms improved the hiring process by reducing delays and increasing accuracy in candidate selection. However, unlike Mwikya & Mwangi, who focused on private-sector organizations, this study examined public-sector local government authorities, revealing that government institutions faced additional challenges, such as resistance to technology adoption and inadequate ICT infrastructure.
The impact of e-records management on employee performance was supported by Thabakgolo & Nsibirwa (2022) and Mutimba (2014), who identified that poor adherence to electronic records management protocols led to inefficiencies. The present study expanded on this by showing that proper e-records implementation improved information accessibility, enhanced decision-making, and reduced administrative errors, ultimately boosting employee productivity. However, unlike previous studies that primarily examined employee attitudes toward e-records, this research demonstrated a direct link between e-records adoption and employee performance outcomes.
The findings on e-workforce planning aligned with Kipchoge (2021), who found that HRMIS implementation in Kenya’s government ministries significantly improved performance. Similar to Kipchoge’s study, this research indicated that digital workforce planning tools helped local government authorities optimize human resource allocation, track employee productivity, and anticipate staffing needs, leading to better workforce efficiency and reduced turnover.
However, challenges identified in this study, such as staff resistance to digital systems and limited training support mirrored the barriers found by Kaupa & Chisa (2020) and Charles (2020). Both studies highlighted that insufficient IT skills, lack of policy frameworks, and inadequate change management strategies hindered the successful adoption of e-government systems. These findings reinforced the need for structured employee training programs and improved system usability to maximize the benefits of e-HRM in public institutions.
4.6.2 
Contrast with other Studies
Unlike Bengtsson and Bloom (2017), who argued that digitalization primarily impacted HR managers rather than employees, the present study showed that employees were directly affected by e-HRM systems, particularly in how they interacted with recruitment, records management, and workforce planning tools. Additionally, while Rakemane & Serema (2018) focused on the lack of governing policies for e-records management, this study revealed that even where policies existed, implementation gaps and employee resistance could undermine effectiveness.
Furthermore, while Mwilongo & Kachota (2021) emphasized the role of e-government services in economic development, this study highlighted the operational challenges within government institutions, emphasizing that technological adoption had to be accompanied by strong leadership, adequate training, and user-friendly system designs to enhance performance.
4.6.3
Theoretical and Practical Implications
From a theoretical perspective, this study validated Contingency Theory by demonstrating that the effectiveness of e-HRM systems was contingent on organizational factors such as leadership support, employee training, and system usability. Unlike universal models that assumed digital transformation automatically led to performance improvements, this study showed that success depended on adapting e-HRM strategies to the specific needs of employees and organizations.
From a practical standpoint, the findings emphasized the need for comprehensive change management strategies, including targeted employee training, IT infrastructure improvements, and policy adjustments to enhance the effectiveness of e-HRM adoption in local government authorities. Policymakers and HR managers were advised to ensure that e-recruitment, e-records, and e-workforce planning tools were not only implemented but also effectively utilized to optimize employee performance and organizational efficiency.
Overall, this study built upon and extended previous research by demonstrating the significant influence of e-HRM practices on employee performance in Tanzanian local government authorities. While existing literature highlighted the benefits of digital HR systems, this research provided empirical evidence linking e-recruitment, e-records, and e-workforce planning to measurable performance improvements. However, successful implementation required addressing key challenges, such as resistance to change, insufficient training, and system usability concerns. Future studies were recommended to explore longitudinal analyses to assess the long-term impact of e-HRM systems on employee performance and institutional efficiency.
CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS 
5.1 
Chapter Overview 
This chapter presented a comprehensive overview of the findings and conclusions of the study. Specifically, it consisted of a summary of the study, conclusions drawn from the research findings, and recommendations for addressing the issues identified.
5.2 
Summary of the study
This study investigated the impact of online services on employee performance at Same District Council in Kilimanjaro Region, Tanzania. The research focused on three key areas: the effects of e-recruitment on hiring efficiency, the role of e-record management in improving data accessibility and security, and the influence of e-workforce planning on strategic human resource decision-making and employee retention. A cross-sectional research design was used, employing a quantitative survey approach for data collection.
The study found that e-recruitment significantly enhanced the hiring process by broadening access to talent and reducing hiring timelines. E-record management streamlined data handling, reduced administrative errors, and improved data security, while e-workforce planning aligned HR activities with organizational goals, contributing to better employee retention. The analysis showed a strong positive correlation (0.865) between the use of online services and improved employee performance, highlighting the importance of digital tools in optimizing HR practices and enhancing efficiency in the public sector.
5.3 
Conclusion 
The study concluded that online services played a crucial role in enhancing employee performance at Same District Council. The findings revealed that e-recruitment, e-record management, and e-workforce planning were vital digital tools that improved efficiency in HR functions and contributed positively to employee outcomes. E-recruitment facilitated broader access to qualified candidates, reduced hiring time, and promoted a more inclusive recruitment process. E-record management ensured secure, organized, and accessible data, reducing administrative errors and improving productivity. E-workforce planning helped align HR functions with organizational goals, improving employee retention and strategic decision-making. Overall, the integration of these online services was essential for optimizing employee performance, and their continued implementation was expected to lead to greater operational efficiency, employee satisfaction, and organizational success.
5.4 
Recommendations 
Based on the findings of the study, the following recommendations are made:
(i) Invest in Advanced E-Recruitment Platforms: Given that e-recruitment significantly improved access to a broader talent pool and hiring efficiency, Same District Council was advised to invest in more sophisticated e-recruitment tools. These tools should include features such as automated screening and interview scheduling to further expedite the hiring process and enhance the quality of new hires.
(ii) Enhance E-Record Management Systems: With e-record management proving beneficial in data accessibility and security, it was recommended that the Council further improve its digital infrastructure. This could involve implementing secure cloud-based storage systems and data encryption measures to safeguard sensitive information. Additionally, providing ongoing training for staff on best practices in data management would ensure smooth operations and reduce errors.
(iii) Develop a Strategic E-Workforce Planning Framework: To maximize the benefits of e-workforce planning, the Council was advised to create a structured framework that included features such as succession planning, skills mapping, and employee development tracking. Proactive management of staffing needs and workforce transitions using digital tools would contribute to improved retention, employee engagement, and organizational adaptability.
(iv) Prioritize Training on Digital Tools: Continuous training on e-recruitment, e-record management, and e-workforce planning systems was deemed essential. Regular workshops and on-the-job training would help staff become proficient with these systems, reducing user errors and enhancing overall productivity. The Council was encouraged to establish a clear training schedule to ensure staff stayed updated on the latest digital tools and practices.
(v) Monitor and Evaluate the Impact of Digital HR Services: The Council was advised to regularly monitor and evaluate the effectiveness of its online HR services. This could include conducting performance assessments, user satisfaction surveys, and tracking performance metrics to identify areas for improvement. The results of these evaluations could inform necessary adjustments and improvements to digital systems.
(vi) Promote Digital Literacy and Inclusivity: Improving digital literacy across all departments was recommended to maximize the potential of online services. The Council was encouraged to introduce programs aimed at enhancing digital skills, particularly for staff less familiar with technology. Making digital services more inclusive would help bridge skill gaps and create a more technologically adept workforce.
(vii) Expand Digital Integration to Other Administrative Functions: Building on the success of online services in HR, the Council was advised to extend digital tools to other administrative areas such as payroll management, leave tracking, and employee feedback. This would further streamline operations and promote a cohesive, digital-first organizational culture.
By implementing these recommendations, Same District Council could continue to strengthen its digital capabilities, leading to a high-performance workforce aligned with strategic goals, operational efficiency, and overall organizational success.
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APPENDICES
Appendix I: Questionnaire
My name is Godfrey R. Sebulu a master student from the Open University of Tanzania pursuing Master of Human Resources Management in the topic titled the influence online services on employees’ performance in local government authorities.
 I hereby request you to fill in the questions listed below which will take you a maximum of 20 minutes.
SECTION A: Background Information
1. Gender:
   - Male
   - Female
2. How long have you been working in this organization?
   - Less than 1 year
   - 1-3 years
   - 4-6 years
   - 7-10 years
   - More than 10 years
3. What is your highest level of education?
   - Certificate
   - Diploma
   - Bachelor's Degree
   - Master's Degree
   - PhD
4. Age:
   - 30 years and below
   - 31-50 years
   - Above 50 years
5. Department:
   - Administration
   - Finance
   - Human Resources
   - IT
   - Other (please specify): ______________
Part I: E-Recruitment and Staffing
Please indicate the extent to which you agree with the following statements using a scale of 1 to 5, where 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree. 
	S/N
	Questions
	1
	2
	3
	4
	5

	1.
	Job postings online are accessible to all potential candidates.
	
	
	
	
	

	2.
	The number of applications received electronically has increased over time.
	
	
	
	
	

	3.
	The time taken to complete the recruitment process is reduced due to e-recruitment.
	
	
	
	
	

	4.
	The online recruitment system is user-friendly for both applicants and HR personnel.
	
	
	
	
	

	5.
	E-recruitment has improved the quality of candidates for the job positions.
	
	
	
	
	


Part II: E-Record Keeping
Please indicate the extent to which you agree with the following statements using a scale of 1 to 5, where 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree.
	S/N
	Questions
	1
	2
	3
	4
	5

	1.
	The percentage of employee records that are digitalized is increasing.
	
	
	
	
	

	2.
	Electronic records are easily accessible and secure.
	
	
	
	
	

	3.
	There is compliance with data privacy and retention policies in managing electronic records.
	
	
	
	
	

	4.
	The system for managing electronic records is reliable and efficient.
	
	
	
	
	

	5.
	Staff members are adequately trained to handle electronic records.
	
	
	
	
	


Part III: E-Workforce Planning
Please indicate the extent to which you agree with the following statements using a scale of 1 to 5, where 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree. 
	S/N
	Questions
	1
	2
	3
	4
	5

	1.
	HR data and analytics are effectively utilized for decision-making.
	
	
	
	
	

	2.
	Workforce planning is aligned with organizational goals.
	
	
	
	
	

	3.
	E-workforce planning has reduced turnover rates and talent gaps.
	
	
	
	
	

	4.
	The system for workforce planning is integrated with other HR functions.
	
	
	
	
	

	5.
	The forecasting of workforce needs is improved through digital tools.
	
	
	
	
	


Part IV: Employees’ Performance
Please indicate the extent to which you agree with the following statements using a scale of 1 to 5, where 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree. 
	S/N
	Questions
	1
	2
	3
	4
	5

	1.
	Employees are highly innovative and adhere to the organization's mission and vision.
	
	
	
	
	

	2.
	The organization’s profitability trend is positive over time.
	
	
	
	
	

	3.
	The time taken to handle employee complaints has decreased..
	
	
	
	
	

	4.
	The volume of outputs has increased to meet growing demands
	
	
	
	
	

	5.
	Client satisfaction with the services provided by employees has improved.
	
	
	
	
	


Thank you for your participation. Your responses are valuable for the research study.
Appendix II. Research Budget
The following is the financial requirement for the proposed study:
	Sn
	Item 
	Amount per unit
	Total 

	1
	Stationary 
	1,100,000
	1,100,000

	
	Printing 
	200,000
	200,000

	
	Laptop 
	1,100,000
	1,100,000

	2
	Transport 
	20 days @ 10,000
	200,000

	
	Meals 
	40 day @ 20,000
	800,000

	3
	Editing 
	5 @ 400,000
	2000,000

	4
	Total 
	
	5,400,000


Appendix III:  Duration
	Sn
	Activity 
	 
	 2024
	 

	1
	 
	JULY 
	SEPTEMBER
	DECEMBER

	2
	Proposal writing
	 
	 
	 

	3
	Proposal  presentation
	 
	 
	 

	4
	Proposal refining & submission
	 
	 
	 

	5
	Data collection
	 
	 
	 

	6
	Data analysis
	 
	 
	 

	7
	Report writing
	 
	 
	 

	8
	Findings and presentation
	 
	 
	 

	9
	Finalizing report
	 
	 
	 

	10
	Submitting dissertation
	 
	 
	 

	11
	Graduation
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ABSTRACT

The study investigates the influence of online human resource services on employee performance in local government authorities, using Same District Council in Tanzania as a case. Specifically, it examines how e-recruitment, electronic records management, and e-workforce planning shape employee outcomes such as productivity, efficiency, and job satisfaction. Guided by contingency theory, the research employed an explanatory design with a sample of 132 employees, drawn from a total population of 200 using Yamane’s formula and judgmental sampling. Data were collected through self-administered structured questionnaires and analysed using descriptive statistics and ridge regression to address multicollinearity. Results reveal that all three digital HR practices significantly and positively influence employee performance. E-recruitment improved hiring efficiency and candidate quality, e-records enhanced accessibility and compliance, while e-workforce planning strengthened alignment with organizational goals and reduced turnover. Collectively, these findings highlight the critical role of digital HR initiatives in enhancing employee engagement and organizational effectiveness in resource-constrained public sector environments. The study recommends investment in advanced digital HR tools, structured training programs, and user-friendly systems to ensure sustainable performance improvements. These insights contribute to ongoing debates on e-HRM adoption in developing-country contexts and provide actionable implications for policymakers and local government authorities seeking to leverage technology for improved service delivery.

Keywords: e-recruitment, electronic records management, workforce planning, employee performance, local government, Tanzania.
INTRODUCTION

Employee performance remains a central concern for organizations, yet scholars diverge on its appropriate measurement. While some emphasize efficiency and productivity (Vermeeren et al., 2014), others advocate for broader indicators such as satisfaction, adaptability, and innovation (Shahzadi et al., 2014). In Sub-Saharan Africa, weak performance in the public sector is often attributed to inefficiency, limited accountability, and poor human resource practices (Florence, 2020), although structural challenges such as corruption, inadequate resources, and limited ICT infrastructure also play significant roles (Nuottila et al., 2022).

The growing adoption of online services in human resource management has further stimulated debate. Proponents argue that digital recruitment enhances transparency and broadens access to opportunities (Ghazzawi & Accoumeh, 2014; Amusan & Oyediran, 2016), while critics warn of digital exclusion for less connected populations (Charles, 2020). Similar tensions emerge in discussions on e-records management, which can improve compliance and decision-making (Kavanagh & Johnson, 2017) but faces risks of resistance, inadequate expertise, and cybersecurity challenges (Thabakgolo & Nsibirwa, 2022). Likewise, e-workforce planning is credited with aligning human resources with strategic objectives (Colbert et al., 2016), though overreliance on digital tools may oversimplify complex human dynamics (Saad, 2023).

Despite these debates, little consensus exists on the extent to which digital HR practices directly shape employee outcomes, particularly in developing-country public institutions. In Tanzania, local government authorities have introduced digital systems, yet concerns such as ghost workers, payroll fraud, and weak accountability persist (URT, 2021). Prior research has largely focused on hospitals, universities, and private organizations, leaving local government authorities underexplored. This creates both a contextual and theoretical gap in understanding whether online HR services specifically e-recruitment, e-records management, and e-workforce planning consistently enhance employee performance in resource-constrained environments.

This study addresses these gaps by examining the influence of online HR services on employee performance in Same District Council, Tanzania, through the lens of contingency theory. The study is guided by the following objectives: to determine the effect of e-recruitment, e-records management, and e-workforce planning on employee performance. Correspondingly, the study tests three null hypotheses: (i) e-recruitment has no significant relationship with employee performance, (ii) e-records management has no significant relationship with employee performance, and (iii) e-workforce planning has no significant relationship with employee performance.

By situating the analysis within a developing-country public sector, this research contributes to ongoing debates on digital transformation in human resource management. It provides empirical evidence on the conditions under which digital HR services improve employee outcomes and offers practical insights for policymakers and managers in local government authorities seeking to leverage technology for improved organizational performance.

LITERATURE REVIEW

Scholarly debates on employee performance emphasize different dimensions, ranging from efficiency and productivity (Vermeeren et al., 2014) to broader outcomes such as job satisfaction, adaptability, and innovation (Shahzadi et al., 2014). In Sub-Saharan Africa, weak performance in the public sector is often associated with inefficiency, poor accountability, and inadequate HR practices (Florence, 2020). At the same time, broader systemic challenges such as corruption, resource constraints, and underdeveloped ICT infrastructure further limit productivity (Nuottila et al., 2022).

The integration of online services into human resource management (HRM) has been advanced as one pathway to improve performance. E-recruitment is praised for reducing costs, widening candidate pools, and enhancing efficiency (Ghazzawi & Accoumeh, 2014; Amusan & Oyediran, 2016), although concerns remain about excluding applicants with limited digital access or literacy (Charles, 2020). Electronic records management promises gains in compliance, transparency, and data-driven decision-making (Kavanagh & Johnson, 2017; Mahapa et al., 2023), yet adoption often faces staff resistance, lack of expertise, and cybersecurity risks (Thabakgolo & Nsibirwa, 2022). Similarly, e-workforce planning supports alignment between human resources and organizational strategy (Colbert et al., 2016), but overreliance on digital tools risks oversimplifying complex human behaviors (Saad, 2023).

This study is anchored in contingency theory (Fiedler, 1960), which posits that organizational effectiveness depends on the alignment of strategies with contextual factors such as leadership, employee adaptability, and resource availability. Applied to HRM, the theory suggests that digital practices can only improve performance if they fit the organizational context. This makes Tanzanian local government authorities, characterized by limited resources and resistance to digital change, an important setting for empirical investigation.

Empirical research presents mixed findings. Imucheri (2022) found that recruitment processes enhanced performance in Ugandan local government, while Mwikya and Mwangi (2019) reported that e-recruitment improved HR outcomes in Kenya, though the effects of e-training were mixed. Kipchoge (2021) demonstrated positive impacts of HRMIS adoption in Kenyan ministries. In Tanzania, Mollel et al. (2017) identified the role of appraisals in reducing turnover, while Kashaija (2022) noted insufficient readiness for e-records management in Singida Municipal Council. Other regional studies highlight persistent barriers such as poor ICT infrastructure, limited digital skills, and inadequate policies (Charles, 2020; Kaupa & Chisa, 2020; Mwilongo & Kachota, 2021).

Despite these contributions, a contextual gap remains: few studies have examined how e-recruitment, e-records management, and e-workforce planning collectively influence employee performance in Tanzanian local government authorities. Most prior research has emphasized private organizations, universities, or central government ministries, leaving district-level councils underexplored. Addressing this gap is critical for understanding how digital HR services can enhance employee outcomes in resource-constrained settings.

Conceptual Framework

Based on the reviewed literature, the study conceptualizes employee performance as the dependent variable influenced by three digital HR practices—e-recruitment, electronic records management, and e-workforce planning. Consistent with contingency theory, the framework assumes that the strength of these relationships depends on organizational and contextual factors such as leadership support, employee training, and system usability.



Figure 1: Conceptual Framework
RESEARCH METHODOLOGY

This study employed an explanatory research design to examine the causal relationships between digital human resource practices e-recruitment, electronic records management, and e-workforce planning and employee performance. An explanatory design was appropriate as it allowed the investigation of both correlations and the underlying mechanisms influencing performance outcomes (Tranow, 2016). The study was guided by a positivist research philosophy, emphasizing structured data collection, hypothesis testing, and statistical analysis to derive objective conclusions (Bagozzi, 2011).

Study Area and Population

The research was conducted in Same District Council, Kilimanjaro Region, Tanzania, a local authority currently implementing digital HR initiatives but still facing inefficiencies, limited ICT infrastructure, and resistance to change. The study targeted all 200 employees across council divisions, representing administrative, technical, and service roles.

Sample Size and Sampling

The sample size was determined using Yamane’s (1967) formula, resulting in 132 respondents from the total population of 200 employees. Judgmental sampling was applied to ensure participation of employees with relevant knowledge of digital HR services. This approach was suitable for capturing informed perspectives within the limited research timeframe.

Data Collection

Primary data were collected using self-administered questionnaires containing closed-ended items and Likert-scale statements to measure the intensity of perceptions. The instrument was developed based on literature and refined through expert review and pilot testing to ensure content and construct validity.

Measurement of Variables

Independent variables included e-recruitment, e-records management, and e-workforce planning, each measured through multiple Likert-scale items reflecting implementation, accessibility, efficiency, and strategic alignment. The dependent variable, employee performance, was assessed through indicators such as productivity, efficiency, job satisfaction, and timely task completion. Reliability analysis produced satisfactory Cronbach’s alpha coefficients ranging from 0.817 to 0.876, indicating good to excellent internal consistency.

Data Analysis

Data were analyzed using descriptive statistics (means, standard deviations, frequencies) and multiple regression analysis under the Ordinary Least Squares (OLS) framework. Regression diagnostics were conducted to validate assumptions of linearity, independence of errors, homoscedasticity, and normality. The Durbin-Watson test was used to check autocorrelation, and multicollinearity was assessed using the Variance Inflation Factor (VIF). These steps ensured the robustness of the findings regarding the influence of digital HR practices on employee performance.

Ethical Considerations

Ethical clearance was obtained from the Open University of Tanzania, and official permission was granted by Same District Council authorities. Participation was voluntary, and informed consent was obtained from all respondents. Anonymity and confidentiality were strictly maintained. Academic integrity was upheld through proper citation of sources and plagiarism checks.

RESULTS AND DISCUSSION

Respondent Characteristics

Table 1 presents the demographic profile of the 132 respondents. The sample included a relatively balanced gender distribution, with males comprising 57.1% and females 42.9%. The workforce exhibited stability, as 56.4% had more than four years of experience. Educational attainment varied, with nearly half (48.9%) holding O-Level education, while 21% had diplomas and 22.6% held bachelors or master’s degrees. Most respondents (52.6%) were aged 31–50 years, a group typically associated with peak productivity. Departmental representation was diverse, ensuring that perspectives reflected multiple functions within the council.
Table 1. Demographic Characteristics of Respondents (N = 132)
	Variable
	Frequency
	%

	Gender
	
	

	Male
	76
	57.1

	Female
	57
	42.9

	Work Experience
	
	

	Less than 1 year
	12
	9.0

	1–3 years
	28
	21.1

	4–6 years
	35
	26.3

	7–10 years
	40
	30.1

	More than 10 years
	18
	13.5

	Education Level
	
	

	O-Level
	65
	48.9

	Certificate
	10
	7.5

	Diploma
	28
	21.0

	Bachelor’s degree
	25
	18.8

	Master’s degree
	5
	3.8

	Age
	
	

	≤ 30 years
	42
	31.6

	31–50 years
	70
	52.6

	Above 50
	21
	15.8

	Department
	
	

	Administration
	25
	18.8

	Finance
	35
	26.3

	Human Resources
	30
	22.6

	IT
	20
	15.0

	Other
	23
	17.3


Influence of Online Services

E-Recruitment and Staffing

Respondents reported strong agreement that e-recruitment improved efficiency. Online postings increased candidate accessibility (mean = 4.16, SD = 0.78), and 55% confirmed reduced hiring time. Importantly, 57% strongly agreed that candidate quality improved.

Table 2. Perceptions of E-Recruitment and Staffing
	Statement
	Mean
	SD

	Job postings accessible online
	4.16
	0.78

	Applications received electronically increasing
	4.08
	0.82

	Recruitment time reduced
	4.02
	0.85

	Recruitment system easy to use
	4.12
	0.80

	Quality of candidates improved
	4.10
	0.83


E-Records Management

Digital records management was also rated highly. Respondents emphasized accessibility and security (mean = 4.05, SD = 0.79), system reliability (mean = 4.02, SD = 0.82), and staff training adequacy (mean = 4.00, SD = 0.83).

Table 3. Perceptions of E-Records Management
	Statement
	Mean
	SD

	Employee records increasingly digitalized
	4.05
	0.81

	Records easily accessible & secure
	4.05
	0.79

	Compliance with privacy & retention policies
	3.90
	0.84

	System reliability and efficiency
	4.02
	0.82

	Staff trained to handle e-records
	4.00
	0.83


E-Workforce Planning

Respondents agreed that HR data analytics supported decision-making (mean = 4.10, SD = 0.81) and that workforce planning aligned with organizational goals (mean = 4.05, SD = 0.82). Positive impacts on turnover reduction and integration with other HR functions were also noted.

Table 4. Perceptions of E-Workforce Planning
	Statement
	Mean
	SD

	HR data used for decision-making
	4.10
	0.81

	Planning aligns with organizational goals
	4.05
	0.82

	Reduction of turnover & talent gaps
	3.95
	0.85

	Integration with other HR functions
	4.00
	0.84

	Improved forecasting of workforce needs
	4.02
	0.80


Employee Performance Outcomes

Employee performance indicators were strongly positive. Innovation and adherence to mission/vision scored highest (mean = 4.06, SD = 0.78), while efficiency in complaint handling and output volume also improved.

Table 5. Employee Performance Outcomes
	Statement
	Mean
	SD

	Employees innovative & mission-driven
	4.06
	0.78

	Profitability trend positive
	4.04
	0.80

	Time to resolve complaints reduced
	4.00
	0.81

	Output volume increased
	4.05
	0.82

	Client satisfaction improved
	4.03
	0.79


Correlation and Regression Analysis

Pearson’s correlations (Table 6) indicated strong positive associations between independent variables (e-recruitment, e-records, and e-workforce planning) and employee performance (r = 0.73–0.75, p < .001).

Table 6. Correlation Coefficients
	Variable
	E-Recruitment
	E-Records
	E-Workforce Planning
	Performance

	E-Recruitment
	1
	0.683**
	0.721**
	0.730**

	E-Records
	0.683**
	1
	0.695**
	0.715**

	E-Workforce Planning
	0.721**
	0.695**
	1
	0.748**

	Employee Performance
	0.730**
	0.715**
	0.748**
	1


Note: **p < 0.01

Multicollinearity was addressed through VIF analysis (all < 4) and Ridge regression. The model explained 73.8% of the variance in employee performance (R² = 0.738).

Table 7. Ridge Regression Results
	Predictor
	B
	Beta
	t
	Sig.

	E-Recruitment
	0.312
	0.265
	3.91
	0.000

	E-Records
	0.278
	0.248
	3.60
	0.000

	E-Workforce Planning
	0.341
	0.322
	4.99
	0.000

	Job Experience
	0.198
	0.179
	2.87
	0.004

	Education Level
	0.174
	0.161
	2.51
	0.012

	Training & Support
	0.209
	0.187
	3.01
	0.003

	System Usability
	0.221
	0.195
	3.20
	0.002

	Constant
	1.032
	–
	–
	–


Model fit: R = 0.859, R² = 0.738, Adj. R² = 0.721, F = 34.68, p < 0.001

Discussion

The findings highlight that digital HR practices significantly improve employee performance. E-recruitment enhanced efficiency and candidate quality, aligning with prior studies (Imucheri, 2022; Mwikya & Mwangi, 2019). E-records management improved accessibility and compliance, consistent with Thabakgolo & Nsibirwa (2022). E-workforce planning facilitated strategic alignment and retention, supporting Kipchoge (2021).

However, challenges such as staff resistance and inadequate training (Charles, 2020; Kaupa & Chisa, 2020) suggest that successful adoption requires robust change management, capacity-building, and user-friendly systems.

From a theoretical standpoint, the results validate Contingency Theory, demonstrating that the effectiveness of e-HRM depends on contextual factors such as employee experience, training, and system usability. Practically, the study recommends prioritizing employee training, improving system accessibility, and ensuring leadership support to fully leverage the benefits of digital HR tools in local government.

SUMMARY, CONCLUSION, AND RECOMMENDATIONS

Summary of the Study

This study examined the influence of online services on employee performance at Same District Council, Tanzania. The focus was on three core digital human resource management practices: e-recruitment, e-record management, and e-workforce planning. Using a cross-sectional design and survey data from 132 respondents, the research assessed how these tools improved efficiency, decision-making, and staff outcomes.

The findings confirmed that:

· E-recruitment improved accessibility to job opportunities, reduced hiring timelines, and enhanced candidate quality.

· E-record management streamlined data handling, improved security and accessibility, and reduced administrative errors.

· E-workforce planning aligned HR functions with organizational goals, optimized resource allocation, and improved retention.

Correlation analysis demonstrated strong positive relationships between online services and employee performance (r = 0.730–0.748, p < .001). Ridge regression revealed that the three online services collectively explained 73.8% of the variance in employee performance (R² = 0.738). Control variables (education level, job experience, training, and system usability) further strengthened the model.

Conclusion

The study concludes that digital HRM practices are essential for optimizing employee performance in local government authorities. At Same District Council:

· E-recruitment broadened access to qualified candidates, reduced inefficiencies, and promoted inclusivity.

· E-record management ensured secure, accurate, and accessible HR information, directly supporting administrative efficiency.

· E-workforce planning enhanced strategic HR alignment, reduced turnover, and fostered better forecasting of staffing needs.

Overall, the adoption of these online services contributed to organizational efficiency, employee satisfaction, and improved service delivery in the public sector. These results underscore the transformative role of digital tools in human resource management when supported by training, usability, and leadership commitment.

Recommendations

To maximize the benefits of digital HR services, the following measures are recommended:

i. Invest in Advanced E-Recruitment Platforms
Adopt systems with automated screening, interview scheduling, and analytics to further improve efficiency and candidate quality.

ii. Enhance E-Record Management Systems
Implement secure cloud-based storage, encryption, and continuous staff training in digital data handling to ensure compliance and security.

iii. Develop a Strategic E-Workforce Planning Framework
Incorporate succession planning, skills mapping, and career development tracking to enhance retention and adaptability.

iv. Prioritize Continuous Training on Digital Tools
Provide structured workshops and on-the-job training to improve digital competency, reduce user errors, and maintain productivity.

v. Monitor and Evaluate Digital HR Systems
Regularly assess effectiveness using user satisfaction surveys, performance metrics, and feedback mechanisms for system improvement.

vi. Promote Digital Literacy and Inclusivity
Offer programs to strengthen ICT skills across departments, ensuring inclusivity for staff less familiar with technology.

vii. Expand Digital Integration Beyond HR
Extend online systems to payroll, leave management, and employee feedback to build a comprehensive digital-first culture.

Integration with Results

To connect conclusions and recommendations with evidence, Table 8 summarizes the relationship between online services and employee performance outcomes.

Table 8. Summary of Key Findings and Implications
	Online Service
	Key Findings (Mean Scores)
	Implication
	Recommendation

	E-Recruitment
	Increased access (M=4.16), reduced hiring time (M=4.02), improved candidate quality (M=4.10)
	Efficiency and inclusivity in hiring
	Invest in advanced e-recruitment platforms

	E-Records Management
	Accessibility & security (M=4.05), compliance (M=3.90), system reliability (M=4.02)
	Enhanced decision-making and error reduction
	Strengthen infrastructure, secure cloud storage, training

	E-Workforce Planning
	Data-driven decisions (M=4.10), alignment with goals (M=4.05), improved forecasting (M=4.02)
	Strategic alignment and retention
	Develop structured e-workforce framework

	Employee Performance
	Innovation (M=4.06), profitability (M=4.04), client satisfaction (M=4.03)
	Higher productivity, service quality, and satisfaction
	Expand integration to other HR/admin functions


Final Note

The findings support Contingency Theory, highlighting that the effectiveness of e-HRM systems depends on organizational context particularly employee training, system usability, and leadership support. For Same District Council, sustained investment in digital infrastructure, skill development, and monitoring mechanisms will be key to achieving long-term efficiency and a high-performance public workforce.
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