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ABSTRACT 

For a business to achieve success in recruiting qualified candidates without bias, it 

must utilize an E-recruitment process. This paper assesses the determinants of E-

recruitment efficacy in Tanzania, specifically focusing on the Public Service 

Recruitment Secretariat (PSRS). The researcher aimed to evaluate three specific 

objectives: to examine the influence of computer usage rates on E-recruitment 

efficacy, to determine the impact of staff competency on E-recruitment efficacy, and 

to assess the influence of organizational infrastructures on E-recruitment efficacy at 

the PSRS office in Dodoma municipal.The study employed a mixed approach, cross-

sectional research design while purposive and simple random sampling was used to 

get a sample of 84 respondents from a population of 107 staff at PSRS offices. Data 

were collected through interviews and surveys. Analyzed by using Content analysis 

and binary analysis through the help of Statistical Package for Social Sciences 

(SPSS).  

Findings revealed that the E-recruitment efficacy has been influenced by the number 

of users determines the efficiency and system effectiveness of E-recruitment 

processes due to positive significant within the computer usage rate. Also indicatesa 

positive significanceof required technical skills, and professionalism on the E-

recruitment efficacy. Also revealed that information access, internet availability and 

website design to the E-recruitment efficacy. Therefore, the determinants of E-

recruitment are important to E-recruitment Efficacy.The researcher recommended 

improvements of possible government support, network improvement, and 

improvement on training, to make people awareness, shared and understand the E-

recruitment system and improve communication and coordination among 

departments. 
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CHAPTER ONE 

1.0  INTRODUCTION OF THE STUDY 

Today, every business that wants to survive requires access to the internet. 

Using new technology also becomes crucial for business success and 

competition strategy(Anand, 2016).This chapter introduces basic information 

by presenting the background, statement of the problem, core objective and 

specific objectives, study questions, and the significance ofthe research. 

1.1  Background of the study  

Human resources are important precious resources in organizations. Online 

recruitment is a method of identifying and inviting potential employees via the 

internet, or it is a technology for recruiting people online (Rahman et al, 

2020).They assist an organization's efficacy, efficiency, and overall level of 

service quality. This is why various human resource policies have been 

implemented to uphold and improve the organization's productivity and 

performance. Lushiku, (2014) asserts that since the creation of the internet and 

the World Wide Web in private and public organizations, e-recruitment has 

grown in favour among companies. There have been several explanations put 

up for this increase, but one that stands out is the efficiency and efficacy of 

internet use 

With the use of electronic recruiting, it is possible to gather an endless pool of 

candidates at a fair price. Both job seekers and recruiters are said to have 

gained influence as a result of the rapid development of this web-enabled 

strategy (Uyi, 2019).Even though traditional recruiting techniques are 
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successful in luring candidates, new technologies have evolved with a focus 

on the internet and digital networks are examples of digital communication 

channels that have altered how organizations interact with potential applicants 

(Uyi, 2019). 

The processes for attracting, hiring, and retaining employees have been 

completely transformed in Africa by HR practice. The implementation and 

adoption of e-recruitment in firms are difficult because it is a new technology. 

The majority of research on electronic recruitment is concentrated on South 

Africa, with little literature on other regions aimed at examining the power of 

electronic recruitment systems on decision planning particularly to find out the 

importance and challenges of having electronic systems in human resource 

management activities of South African tertiary institutions (Violyne, 

2021).Several E-recruitment initiatives in African countries havehelpedthe 

private sector and public sector to invite applicants through online systems, 

although this study is specifically based onthe public sectors in Tanzania 

which have helped to restructure the public sector and produce productivity 

and/or improvements through a broad agenda about e-government.For 

instance,the Tanzanian Government designed the Public Service Management 

and Policy of Employment 2007 to address issues of long and cumbersome 

recruitment procedures (Mshanga, 2020). However, currently, in 2021 

Tanzania has an unemployment rate of 2.65% which is equivalent to 

1,685,091 (NBS, 2022) whereas the number of registered job seekers in the 
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“Ajira portal”is 103,353. This number is equivalent to 6.13%which reflects 

minimal use of the technology in HR practices (Mwasha, 2013). 

While the HR practice is minimally going digital in Tanzania, however, other 

countries in the East African regions have gone a little far. For example, all 

institutions in Kenya have built websites where they post corporate 

information. The websites offer a platform where open positions are 

advertised and information about positions within the institutions isprovided to 

reach out to the local and global audience (Walela, 2020; Njina, 2018).In 

addition, the Enterprise Resource Planning (ERP) software system,was 

implemented to aid in managing some financial and administrative operations 

(Mirowe, 2018). Usage of online social media has also been utilized to 

improve e-Recruitment practices. E-resources Universities have used virtual 

meeting technologies like Google Meet, Zoom, WebEx, and Kenet to conduct 

online meetings and training (Namasaka, 2020). 

E-Recruitment was established in Tanzania to facilitate governance and public 

institutionsin the hiring process for the public sector. At many different 

businesses and institutions, technology has been employed to help HR 

activities; they include hiring new employees, rewarding them by managing 

their performance at work, paying salary, providing them with benefits, 

training, and performance measurement(Paineto, 2013).According to a survey 

done in several Tanzanian regions, job seeking was done by 30.7% of 

Morogoro Region internet users (Sife, 2013) and 64% of Dar es Salaam 

internet users (Nnafie, 2015& Mwasha,2013). 
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It is evidenced that Inadequate funding for the acquisition of hardware and 

software to assist application programs, together with expenses of 

maintenance and updating, is one of the key barriers to utilizing HRIS to its 

fullest potential. In a similar line, the greatest obstacle to HRIS adoption and 

deployment is the cost of setting up and maintaining the system 

(Matimbwa&Masue, 2019). Also matters raised on the deficit of IT knowledge 

and skills of employees in conducting announcinge-recruitment, and non-

adherence torules, regulations and procedures governing the values relyon 

recruitment and selection (Namasaka, 2020). 

Public Service Act, Cap. 298 were changed to form the PSRS organ to amend 

the recruitment procedureforthe public service and supply it with qualified 

individuals. The goal formed by the Secretariat ensured that recruitment 

procedures in the Public Service arefacilitated while adhering to the ideals of 

justice, transparency, and merit. The centralization of the hiring process in the 

public sector had another purpose, namely to free employers from non-core 

duties and force them to focus on core duties (Mshanga, 2020).  

Due to the rise in investors and the dynamic character of the human resource 

environment, Tanzania's labour market has assumed the utmost significance. 

Tanzania's foreign direct investment increased by 39% in 2013 compared to 

2012 (UNCTAD1,2013). This has caused human resources managers to 

concentrate on the best method of hiring new personnel to fill open positions, 

effective recruiting is essential for the company to produce a sufficient number 

of qualified individuals at affordable rates (Njovu, 2015). Also, it's crucial to 
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ensure that organizational outcomes are favourable for worker performance 

and this can be done by learning the right kind and a number of skills (Daniel, 

2019).On top of this many of the studies have not focused on appropriate 

intervention to strengthen innovation and practice in the determinants of the E-

recruitment efficacy particularly in e-recruitment system operators in PSRS.   

Therefore, this shows that the subject has been ignored by researchers and 

scholars which creates a gap in assessing the determinants of the E-

recruitment efficacy in Tanzania public sectors, basedon the e-recruitment in 

the Public Service Recruitment Secretariat Dodoma. 

1.2 Statement of the Problem 

Online recruitment has emerged as a major recruitment strategy for 

recruitment and selection of employees Violyne (2021).The E-recruitment 

function plays a significant role in reducing the organization's costs, 

increasing interaction between the manager and employees, effectively 

increasing the organization‟s commitment and seekingto improve employee 

fairness and satisfaction(Kinange, 2018; Anduru&Goril, 2021).Furthermore, 

studies show that e-recruitment improves capability and HR functions in the 

organization, building the organization's image and facilitatingeasy access 

and on-time response (Rahman, 2020; Daniel, 2019). 

 

As technology is growing fast, Tanzania adopted e-recruitment as an HR 

practice (Kinange, 2018).The government of Tanzania established PSRS in 

2007 to oversee all matters related to recruitment and selection in public 
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institutions. Similarly, in 2014, an automated recruitment and selection 

process using an online recruitment portal was introduced with the aim of 

simplifying the application process forjob seekers(Benson, 2020).  

Despite the efforts, there have been complaints regarding E-recruitment. 

Some users complained that the E-recruitment process takes a long time to 

complete and sometimes unqualified candidates are hired (Njovu, 2015; 

Lipumba, 2018; Anduru&Goril, 2021). This problem was also cemented by 

Hon Dr Samia SH, 14, Feb (2023) in her speech to PSRS regarding “Vibali 

vyaajira” which takes a long time to be filled. The persistence of the 

mentioned problem will lead to customer dissatisfaction, increased 

organizational costs and ineffectiveness in the E-recruitment process. 

 

Various scholars investigated the implementation and the adoption of 

electronic recruitment approach (Ahmad & Lodhia, 2015; Shah  &Chalu, 

2020; Sultan & Asim, 2022, Mshanga, 2020), but few in Tanzania have 

touched on the efficacy of the e-recruitment system. The study on 

determinants of E-recruitment efficacy is important in identifying the 

effectiveness of computer usage rate, staff competence and organizational 

infrastructure towards E-recruitment efficacy in Tanzania.  

1.3 Research Objectives 

1.3.1  General Objective 

The objective generally is to assess determinants ofthe e-recruitment efficacy 

in the Public Service Recruitment Secretariat office at Dodoma City Council. 
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1.3.2  Specific Objectives 

i. To examine the influence of computer usagerateonthe E-recruitment 

efficacy inthe PSRSoffice at Dodoma City Council. 

ii. To determine the influence of staff competency onthe E-recruitment 

efficacy in the PSRS office at Dodoma City Council. 

iii. To assessthe influence of organization infrastructures for the e-

recruitment efficacy in the PSRSoffice at Dodoma City Council. 

1.4  Research questions 

i. What are the influences of computer usage rate onthe e-recruitment 

efficacy in the PSRSoffice at Dodoma City Council? 

ii. How does staff competency influence e-recruitment efficacy in the 

Public Service Recruitment Secretariat office at Dodoma City Council? 

iii. What isthe influence of organization infrastructures onthe e-recruitment 

efficacy in the PSRS office at Dodoma City Council? 

1.5  Significance of the Study 

Results of the research report have benefits to the Public Service Recruitment 

Secretariat (PSRS) by highlighting how the skills of employee, infrastructure 

and awareness of the usage rate influence carry out their duties more 

affordably as well as instil a positive influence on the overall organizational 

performance Further more to other decentralized organization who recruit 

through the system be encouraged and acquire solution based on the 

challenges facing their operation. 
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Government bodiesand policy makers specifically when making assessments 

on the e-recruitment process identifiedE-recruitment conditions particularly 

the development of difference policies. Also,the study helps the research to 

develop knowledge of understanding ofdifferent causal relationships, 

measurement and analytical and finally to acquire an award of Master degree, 

not only that but also it acts as a reference to other academician and scholars 

that compared the study with their new study.  

The study added knowledge to the existing body of knowledge about the 

determinants of E-recruitment efficacy in the public sector particularly on e-

recruitment as considered a new phenomenon mentioned in the study. Lastly, 

on a theoretical basis,the study aims to provide consciousness to the public 

and job applicants to know the importance of e-recruitment and they should 

nature themselves to practice ICT toolsto be able to make an application 

through the PSRS recruitment system. 
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CHAPTER TWO 

2.0  LITERATURE REVIEW 

2.1 Introduction 

The part covers definitions of concepts and terms related to the study. It also 

discusses theoretical literature review, empirical literature review, gap and 

conceptual framework. 

2.2 Definitions of key terms 

2.2.1  Recruitment 

  Is a process which provides the management with a pool of fit job candidates 

from which to choose qualified candidates. The company before planning to 

recruit, must implement proper employee plans and forecasting to know how 

many employees are needed to be recruited. Sometimes can be seen as easy, 

recruitment of the exact talent, inthe right area and at the exact time, takes 

skill, knowledge and practice, but the important is to take strategic planning. 

Successful Recruitment provides practical guidance andawareness is needed 

for recruiting the right people, at the right place and at the right time help to 

avoid mistakes which can happen in the process of recruitment (Okolie & 

Irabor, 2017). 

2.2.2  E-recruitment 

  E-recruitment can be defined as a system which provides career seekers with 

wide information from business organizations and their opportunitiesand also 

permits job seekers to register on the organization‟swebsitesthrough 

theinternet. So, we can conclude that e-recruitment is a vital part of human 
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resources management as it attractshuman capital to the organization,there 

are many channels used for online recruitment which career seekers can use 

to search for a job vacancy (Hegazy, 2022). The channels are the website of 

the organization, job sites, and social media like Facebook, Twitter & 

LinkedIn, and networks, Professional networks like MySpace and 

Foursquare, and Internet search engines like Google+and e-recruitment is a 

technique of identifying and inviting potential employees via the internet, or 

it is a technology for recruiting people online(Rahman et al, 2020). 

2.2.3  Efficacy of E-recruitment 

Efficacy is „the ability of a treatment to produce benefit if applied ideally‟. 

The study shows the efficacy of E-recruitment by providing the existing 

literature on the online recruitment process and staff retaining. The practical 

explanation isuseful to human resource expertise for making theirawareness 

of the up-to-date online recruitment process and the effect of their 

executionon the organization‟s level of staff retaining (Kowo et al, 2019). 

Furthermore, e-recruitment is the procedure of searching candidates for an 

open vacancy in an organization through the internet. E-recruitment is 

utilizing internet technologies to increase applicants' competency in 

employing procedures. Moreover, quicker and better hiring might give 

businesses competing in the same industry an advantage. Also,web-based 

internet is currently common in many places that businesses fit it into their 

company information structure and plans to providesmart results(Okolie, 

2017; Hada & Gairola, 2015) 
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2.2.4 Computer usage rate 

Computer usage refers to the use of an electronic machine which used for 

storing, organizing, word finding, calculating and controlling the E-

recruitment system forthe public(Joo et al, 2018). Computer usage rate refers 

to the number or sizeable of staff use computers for E-recruitment purposes 

(Joo et al, 2018). Nowadays, frequent usage of computers brings 

improvements in many organizations that make HR managers focus on e-

recruitment methods in many countries to get large returns due to investment 

in the long-term viewpoint (Nasreem, 2016). Therefore, in this study 

computer usage rate is measured by the number of users of E-recruitment 

efficacy, number of computerson E-recruitment efficacy, system 

effectivenesson E-recruitment efficacy and personal characteristics on the use 

of e-recruitment to influence its efficacy. 

2.3 Theoretical review 

2.3.1  Technology Acceptance Model (TAM) 

  The Technology Acceptance Model (TAM) developed by Davis (1989) has 

been used in many research studies and become fairly important to the 

literature concerned with technology acceptance. The Technology and 

Acceptance Model is a strong model which applies to forecasting the 

acceptance of different technologies. TAM startedin the USA, so the 

theoryreveals the Determinants ofe-recruitment efficacy in Tanzania in 

selected Public Service Recruitment Secretariat (Salloumetet al, 2019).The 

TAM method developed from psychological theory, which states the 



12 

 

capability of technology operators, relieson competence, usage rate and 

infrastructure (Zulkarnain et al, 2022). 

  The TAM is a technology framework that guidesusers‟ adoption and use of 

developed technologies mostly in the work environment are tested in big 

population. The theory suggests that a person‟s need to use or accept 

technology which means company and usage behavior or actual use of 

technology which means usage rate is forecasted by the person‟s perceptions 

of the specific benefit from using the technology and ease of use which 

means infrastructure. The TAM also suggests that perceptions of usefulness 

and ease of use are mediated by external variables which are from three 

specific objectives including computer usage rate, the competence of staff 

and infrastructures (network availability) (Portz et al, 2019). 

 This theory is selected purposely based on the fact that applications of 

technologyare importantto the organization because it makes work easy, it 

makes staff know what is exactly and expected to accomplish their daily 

activities and makes quality life forthe organization. The applications of 

technology used by peoplethere different perceptions ofthe application of E-

recruitment from employees. The technology enables human resource officer 

activities like identifying the perception of employees using E-recruitment 

due to the application of the TAM model.The proper use, dailyuse, and ease 

ofuse of ITare the factors which may influenceE-recruitment as an action on 

benchmarking the scope of technology. This theory is relevant to the work 

because the efficacy of electronic recruitment depends much on the usage 
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rate, competence and infrastructures (network) within the organization 

including the internet, e-journal, e-books and other technology to facilitate 

communication, but also human resources available who had a skill enough 

to run the system. 

2.4 Empirical Literature Review 

This part presents the related studies that were conducted outside and within 

the country. The approach of the presentation with the related studies that 

were conducted abroad (foreign studies) and thereafter, the presentation of 

related studies that were conducted in Tanzania follows; 

Zhang, (2018) surveyed E-recruitment adoption among Chinese job seekers 

in China. A researcher shows that China has the second largest economy in 

the world, and businessesin the country are robust. In line with technological 

changes, businesses have also been fast in adopting newer technological or 

digital trends such as E-recruitment. The purpose of this study was to analyze 

which personal factors can affect jobseekers to use E-recruitment. The results 

showed that perceived ease of use for E-recruitment is higher when the 

candidates havea high level of self-internet efficacy. Also, the findings 

indicate useful and valuable insight for the E-recruitment adoption among 

Chinese candidates. Recommended that HR managers who need to attract 

jobseekersto apply online should design their websites in a manner that the 

applicants can understand and use. Also,encouragingE-recruitment 

adoptersprovides significant insight into the importance of projecting useful 

or helpful features in recruitment websites. 
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Kisyang‟a, (2021) surveyed on a web-based job application portal for 

Strathmore University in Nairobi, Kenya. The objective of the project was to 

create further modules to the nowStrathmore CDS(career development 

service) whereby when the organization system is allowed by the campus, the 

organization may register and create a profile of candidates. Findings show 

that the methodshave been implemented to decrease the paper work in the 

company, and can be assessed from their website by the students. Findings 

help to reduce the stress of students to send emails every now and then to the 

Career Development Officers. The study concluded that the problem in 

applying, management, and tracingthe applications, and acceptingweb-based 

application methods isefficacy when the candidatesare able to use and view 

the various applications and the career development officers are able to 

achieve and save a track of the applications that decrease the paperwork in 

the career development.And recommended that the system is online so the 

internet is required to be stable andshould be accessed anywhere and not only 

within the institution‟s premises. 

Anduruet al, (2021) surveyed on E-recruitment System for Schools and 

Hospitals in the Ecclesiastical province of Arusha in Tanzania. The 

researcher stated that many developed countries have been using this system 

of recruitment in finding and hiring highly skilled workers from different 

countries and thus directly benefiting from the use of E-recruitment in finding 

better employees. This issue is particularly challenging for African countries 

and many developing countries where the e-recruitment issue seems to be 
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emerging more for hiring and staffing companies. The findings indicatethat 

the changes inthe e-recruitment system technologies are bringing 

improvement to the organizations‟ recruiting strategies and practices. Also, 

indicates that the internet is a beneficial and cost-effective source of 

recruiting for organizations. The study recommends those who wish to apply 

for the advertised posts through online sources read the instructions given 

properly and ask for assistance from anexperienced person during the 

application stage. Moreover, the study advises the organization to try to 

create achecklist in the application platforms they use to facilitate easier 

checkout for the prospective employee and the recruitment team during the 

reviewing stage. 

Benedict,(2018) surveyed the impact of Information Technology on Human 

Resource Management in public organizations. The study wascarried out at 

the Public Service Recruitment Secretariat in Dar es salaam, Tanzania which 

dealswith human resource activities like recruiting and selecting public 

employees in public organizations. The main or general objective was to 

assess the impact ofthe application of technology in Resource Management in 

the context of public organization. The Findings indicated that the impact of 

Information technology on human resource management can be seen in the 

usage that it has greatly affected the operations ofpublic institutions by 

increasing performance and reducing the operation cost within the 

organizations. The researcher recommends that the government should make 

sure employees are aware of the technological changes within the 
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organization to make it easy toadopt new technology to increase 

performance.   

Mshanga, (2020) Surveyed the implementation of e-government in 

Tanzania'spublic sector that deals with e-recruitment in the PSRS at Dodoma. 

The study shows three subjects, which are the perception of applicants‟deals 

with e-recruitment practices done by the PSRS to apply for jobs in the Public, 

the difficult hindering the implementation of e-recruitment in the Public 

Service Recruitment Secretariat are ways to advancerecruitment in the PSRS 

in Tanzania. Findings show that the candidates perceive e-recruitment as a 

better recruitment method in communityservice that enables the applicants to 

cut paperwork in the application procedures. Also,it saves time forthe 

physical visit secretariat to collect applications and ensure transparency and 

accountability in the recruitment process. Researchers recommended that the 

Government should take support in terms of budget, IT expertise, and solve 

the difficult of the connected networkand minimize politics in E-recruitment 

methods. 

AlHamad et al, (2022) study aimed at examining the impact of E-HRM on 

organizational health. It focused on telecommunications companies operating 

in Jordan. Data were primarily gathered through self-reported questionnaires 

created in Google Forms and distributed to a purposive sample of senior 

managers via email. The results of the study show that E-HRM has a positive 

impact on organizational health. Based on the obtained results, the 

researchers recommend managers and decision-makers of the 



17 

 

telecommunications companies in Jordan invest in electronic human 

resources systems, which can help them fully implement human resources 

practices electronically, to obtain economic savings and to be able to attract 

talent. The study also highlights the importance of focusing more on the 

electronic training and development process in order to raise individuals‟ 

practical capabilities, which is reflected in their creativity. 

2.5 Research Gap 

Basedon the review above indicates that many of the studies conducted in the 

area of e-recruitment have placed their focus on the adoption, job application 

portal, impact and implementation of E-recruitment. On the other hand, 

taking into consideration studies conducted in Tanzania and other countries, 

many of them have placed their focus on the Shared Values of E-Recruitment 

Portals and Determinant Factors of Job-Seekers‟ Intention to use Job Portals 

example research conducted by Rahman, (2020) and a researcher assisted that 

the come up of the Internet networks and information technology progress 

added many changes in the organization, the reducing hierarchy and 

administrative levels number, authority levels, and decision 

making(Alshurideh et al., 2019; Kurdi et al., 2020; Alzoubi et al., 2021). On 

top of this many of the studies have not focused on the determinant of theE-

recruitment efficacy. Thus, this shows that the subject has been ignored by 

researchers and scholars. Therefore, this research breached the gap 

byassessing the determinant of the efficacy of the online recruitment process 

in Tanzania atthe public service recruitment secretariat (PSRS) in Dodoma. 
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2.6 Conceptual Framework 

The conceptual framework brings the connection between the independent 

variable intermediate variables and dependent variables (Kothari, 2008). The 

conceptual framework for the determinant of e-recruitment efficacy 

isdescribed as follows: 

The study‟s independent variables are the determinants of e-recruitment 

which include usage rate, competency andinfrastructure. Such determinants 

influence the efficiency of the e-recruitment method.However,the 

intermediate variable isthe institution supportshowsa link betweenthe 

independent variables and dependent variables. Institution support includes 

budget, resources and accountability of the organization. Also,the dependent 

variable is E-recruitment efficacywhichacts as an outcome variable which 

measures the efficacy of the E-recruitment method in the organization's 

recruitment process includingtime for the recruitment process, cost 

effectiveness and compliance with the government. 

Therefore, the conceptual frameworksignifiesthat the determinants of e-

recruitment influencing the E-recruitment efficacy to be achieved by saving 

time, reducingcost and causingadherence toprocedure or methods but the E-

recruitment are more effective if there is support from the institution in term 

of budget, resources and accountability. 
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Figure 1: Conceptual Framework Model 

Independent variables    Intermediate variable         Dependent variables 
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Source: Researcher (2023). 
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CHAPTER THREE 

3.0  RESEARCH METHODOLOGY 

3.1 Introduction 

This section presents the Research Design, research approach, data collection, 

data analysis study area, population, sample process, sample size, validity, 

reliability and estimated budget. 

3.2 Research Design 

It is intended to provide an appropriate framework for a study (Kassu, 2020). 

The studyusesa cross-sectional designto enable a researcher to gather data in 

one  

participants at the same time(Mshanga, 2020). 

3.3 Research Approach 

This study involvesa mixed approachthatincludesquantitative and qualitative 

approaches which help to obtain information aboutthe examining the 

influence of computer usage rate for the E-recruitment efficacy in the PSRS 

office at Dodoma municipal It obtains quantitative information, determining 

the influence of staff competency for the E-recruitment efficacy in PSRS 

office at Dodoma municipal it contains quantitative and qualitative 

information, and assessing the influence of organization infrastructures for 

the e-recruitment efficacy in PSRS office at Dodoma municipal contain 

qualitative and quantitative information. The quantitative approach gathers 

data through a survey by structured questionnaire and qualitative data gather 

data through open-ended interviewby interview guide. A mixed research 
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approachgivesanunderstanding ofthe determinants of the E-recruitment 

efficacy in PSRS. 

3.4 Description of Study Area 

Study area refers to a geographical location selected by the researcher to 

conduct the research (Todd, 2019). The study was conducted in Dodoma at 

the Public Service Recruitment Secretariat (PSRS) offices because it is where 

all the recruitment processes are done andit is aconducive area for the 

researcher since it has an efficient information system about recruitment and 

itreduces cost in term of transport to a researcher. 

3.5  Study population 

The study population includes all number of staff in PSRS which is 107 from 

all the departments as shown in the table below: 

Table 1: Population 

Category  Population 

HRM staff of PSRS 17 

ICT staff of PSRS 14 

Administrator of PSRS 8 

Procurement of PSRS 13 

Internal Auditor 7 

Accountant  6 

Other staff of PRSR 42 

Total 107 

Source: Researcher (2023) 
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3.6  Sampling Process 

Sampling can be defined as a technique thata researcher uses to collect 

things, object, people and placesforthe study. The sampling process for this 

study is categorized by the Probability methodwhichrelieson selecting 

random sampling and the non-probability method whichrelies on selecting 

non-randomly sampling (Benedict, 2018). Therefore, this study uses 

purposive sampling for selecting key informants for interviews who are 

Human Resource employees, IT managers, and employees from top 

management and simple random sampling for selecting 

surveyrespondentswho areprocurement staff, administrator staff, internal 

auditor, accountant staff and other supporting employees of different levels at 

PSRS.Thesesampling procedures enablea researcher to focus on 

therespondents whobelieve that they have information which arerelevant to 

the study.Also,thetechniques enablea researcher to select respondents from 

PSRS who have experience with online recruitment activities in the 

organization. 

3.6.1  Sample size 

It is the number of the objects to be chosen propertyfrom the whole 

population to get a sample. The sample size should be an optimum that 

fulfilsthe requirements of efficiency, representativeness, flexibility and 

reliability (Kothari, 2018).A samplewas selected from 107 populations and 

the selection ple included all available participants of the PSRS. 
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The samplesize for the known population and computation of sample size 

isdone by using  Yamane‟s formula = N/1+N (e)
 2 

n=107/1+107(0.05)
2 

n=107/1+107* 0.0025 

n=107/1.2675 

n=84. 

The sample size is 84 respondents from 107 respondents of PSRS. Of the 84 

questionnaires provided to PSRS staff and the returned questionnaires are 76, 

the sample size used in this study is 76 respondents from 84 sample sizes. 

3.7 Data Collection Methods 

Interviewswerethe method done withkey informants Human Resource 

staff,IT staff,and top management to provide experienced and detailed 

information,and alsohelp to collect qualitative data from them. This 

methodisimportant to the researcher because it enablesthem to acquire of 

multiple data on the determinants of the E-recruitment efficacy in PSRS. 

Interviews help a researcher to collect rich information and formulate a 

detailed conclusion. Then a researcher usesan interview guide as a tool forthe 

interview. 

The survey is a method of collecting data which contains a number of 

questions written in a convinced order on a form or set of forms (Kothari, 

2004). Surveys enable a researcher to come up with a detailed way to analyze 
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and view data. The questionnaire was used as atool forcollecting data. The 

information obtained by the survey isaboutthe number of users, Number of 

computers on E-recruitment, Frequency of use on E-recruitment, system 

effectiveness, technical SkillsofE-recruitment, experiencein E-recruitment, 

KnowledgeofE-recruitment, professionalismin E-recruitment, personal 

characteristicson E-recruitment, website Interneton E-recruitment, 

Computeron E-recruitment, and Access to informationon E-

recruitment.Surveysaredoneonthe procurement staff,administrative staff, 

internal auditors, accountant staff and other supporting employees of different 

levels at PSRS to answer clear questions which help to achieve quantitative 

data. 

3.8 Data Analysis 

Thecollected informationis edited by the researcher to ensurefullness, 

uniformity and reliability then iscoded. Content analysiswas used for 

qualitative data to recognize the presence of determinants of theE-recruitment 

efficacy in PSRS employees.Quantitative datawas analyzed by descriptive 

analysis and binary logistic regression, which enabled a researcher to review 

a detailed model of the data in the organization and that information was 

achieved through a survey. The methods aredone with the help of the 

statistical package for social science (SPSS) version 26. 

The following are the binary logistic regression equations for each specific 

objective: 
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Usage rate 

          ⁄                         …………………. (i) 

 

Where by  

   = Probability of the event occurrence 

   =E-Recruitment 

    =Number of users 

    =Number of computers 

    =Frequency of use 

    =System effective 

 

Competency 

          ⁄                              …………. (ii) 

Where by  

  = Probability of the event occurrence 

  = E-Recruitment 

   =Knowledge 

   =Technical skills 

   =Professionalism 

   =Experience 

   =Personal characteristics 

 

 Infrastructure 

          ⁄                         …………………. (iii) 

Where by  

  = Probability of the event occurrence 
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  = E-Recruitment 

   =Internet access 

   =Computer 

   =access to information 

   =website 

3.9  Reliability and Validity of Data 

The credibility of research findings relies on the attention paid to two 

particular emphases on research design: reliability and validity (Saunders et 

al, 2000 p.100). In this study, reliability and validity aspects are handled with 

great concern to avoid getting wrong answers to the research questions and 

objectives.  

3.9.1  Reliability of Data 

Reliability of the measures ensures all the questionnaires and interview 

guides are uniform or equal to the respective respondents. The collected data 

are processed uniformly to ensure that conclusions reached are similar to any 

other study that would be conducted using a similar approach.  Gliem (2003), 

claims that Cronbanch‟s alpha is a measure used to test data reliability, it 

ranges between 0 and 1; the closer the alpha coefficient to 1 the greater the 

internal consistency of the items in the scale. For this study, therefore, 

Cronbanch‟s alpha isused basedon questions in the data collection tools.   
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Table 2: Reliability Statistics 

Specific Objectives Cronbach’s Alpha N of Items 

Computer usage rate .874 9 

Staff competence .832 10 

Organization infrastructure .915 9 

 Source: Researcher (2023). 

As asserted by George and Mallery (2003), Cronbach‟s alpha is a very 

common reliability coefficient which estimates internal consistency by 

determining how all items on a test relate to all other items and to the total 

test - internal coherence of data, where “_ > .9 – Excellent, _ > .8 – Good, _ > 

.7 – Acceptable, _ > .6 – Questionable, _ > .5 – Poor, and < .5 – 

Unacceptable”. Based on the reliability test the value of Cronbach‟s alpha in 

all constructs in the questionnaire wasabove the suggested value of 0.7. Table 

2showsthat computer usage rate factors had a reliability of 0.874; staff 

competence factors had a reliability value of 0.832, and organization 

infrastructure factors had a reliability value of 0.915. These signify that, the 

scales used in this study are reliable in capturing the constructs and could 

fairly represent the opinions of other respondents. 

3.9.2  Validity of Data 

Validity is concerned with whether the findings are really about what they 

appear to be about (Saunders et al, 2000 p.101). Validity of the measures 



28 

 

isensured by analyzing data and making tests before, within and after field 

work and thorough data cleaning is carried out. 

Under this study, the validity of the scale was assessed based on the content 

validity analysis that,  identify the presence of determinant of the E-

recruitment efficacy in PSRS employeesto the construction being measured 

was accomplished by employing expert opinion (Marczyk, et al. 2005). Also, 

the study used external validity to validate the study. According to Mugenda 

(2003), external validity involves the use of other authors' work to support 

and critique the study as a means of validating the study. Validity refers to 

the extent to which the measurement instrument measures what it was 

intended to measure by providing adequate coverage of the topic under the 

study (Kothari, 2004; Pallant, 2013).    

3.10 Ethical Consideration 

The study was exposed to certain ethical issues. First thing, participants were 

informed about the objectives of the study and were assured thatthe answers 

provided were treated as confidential as possible and to be used only for 

academic purposes and only for this field research report. The respondents 

were assured that no harmed or abused, both physically and psychologically 

during the conduction of the research. A researcher created and maintained 

acomfort ability climate in all sessions of data collection. Furthermore, 

respondents from the interview were given code numbers to protect their 

indent for confidential purposes. 
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CHAPTER FOUR 

4.0  FINDINGS AND DISCUSSION 

4.1 Introduction 

This section includes all findings fromthe survey and interview based on 

research objectives which are to examine the influence of computer usage 

rate on E-recruitment efficacy, to determine the influence of staff competency 

onE-recruitment efficacy and to assess the influence of organization 

infrastructures onthe E-recruitment efficacy in PSRS office at Dodoma 

municipal by using descriptive analysis and Binary logistics regression 

model. The first part presents the demographic information, followed by the 

presentation of findings from three research objectives. 

4.2 Demographic information 

Demographic characteristics that influenced the study topic were analysed 

and discussed by establishinga descriptive analysis based on frequency and 

percentage. Specifically, the study sought to understand the age, gender, 

experience and level of education that were examined this shown in table 3 

below: 
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Table 3: Respondents demographic 

Demographic  Statement  Frequency  Percentage  

Sex  Male  52 68.4 

 Female  24 31.6 

Age  18-24 11 14.5 

 25-34 40 52.6 

 35-44 15 19.7 

 4 and above 10 13.2 

Education level  Certificate 11 15.5 

 Diploma 19 26.3 

 Degree 46 58.2 

Experience  Less than 1 29 38.2 

 1-10 30 39.5 

 11-20 15 19.7 

 21and Above  2 2.6 

Source: Field data (2023) 

4.2.1  Gender 

Table 3above presented that, in the PSRS male respondentswere 52 (68.4%). 

The PSRS attracted a small number of 24(31.6%) of women. This implies 

that women are less attractedtoPSRS activities than males. The findings are in 

line with Benedict, (2018) revealed that out of 30 respondents 17 (56.7%) 

were male and 13 (43.3%) female. It is clear from the findings that more 

respondents were male than female.Therefore, according to the results, the 
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difference between male and female respondents didnot mean that the study 

was biased as far as gender is concerned.  

4.2.2 Age 

As shown in table 3 above the employees with 25-34 years are 40 formed 

52.6%, and the employees with 45 and above are 10 with 13.2%. This implies 

that youths are more involved in HR activities compared to any other group 

because are still energetic, creative and active to work in their assigned 

activities.Mahamoud(2021) found that 54 participants equivalent to 43.2 

percent aged 12 equivalent to 9.6 percent aged above 50 years the practice of 

multigenerational workplace mentoring through a mixed-age workforce. 

Therefore staff of all ages have achance to teach, share and learn from one 

another their skills experience and knowledge.  

4.2.3 Working experience 

Table number 3 found that 61.8% of respondents had work experience of one 

year and above, and lastly, the minority of 2.6% had been working above 21 

years.This implies that experience was important since respondents‟ 

knowledge of these findings show that the respondents had difference 

experience from 3 to more than 5 years. Benedict,(2018) found that work 

experienceof more than three years increases the confident of the employees 

at the work place. Therefore, learning and experience can often determine the 

success of the E-recruitment process. 
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4.2.4 Level of education, 

As presented in Table 3, the respondents with a Bachelor's degree 46 

employees 60.5% and diplomas 14 employees 6.8%. This implies that the 

PSRS employed ahigh number of educated peoplewith knowledge and skills. 

As known education is a pillar of development of all countries the world 

over. Benedicts, (2018) in his study found thata number of Bachelor's degrees 

overdue other academic qualifications as most universities (correct the 

reporting tense) provide Bachelor's degrees thus the elites with degrees were 

widely available in different public organizations. Therefore, it is important 

to hire an educated one who helps to provide answers to the problems that we 

face in the E-recruitment process.  

4.3 The Determinants Of The E-Recruitment Efficacy In Tanzania 

Binary logistic regressionwas used to analyze data for the influence of usage 

rate of the E-recruitment efficacy, the influence of staff competence of the E-

recruitment efficacy and the influence of organization infrastructure of the E-

recruitment efficacy.    This model was performed to predict the influence of 

the independent continuous variable which is the determinant of E-

recruitment to the dependent categorical variable which isE-recruitment 

efficacy with a dummy variable. In this study dummy variable was coded (O, 

1) for (NO, YES). Before the analysis, the data were subjected to test the 

assumptions of the logistic regression model which are very similar to any 

other regression model. The Information under this subheading provides a 
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summary of analyzed cases, coding of the dependent variable as well as 

percentage accuracy of dependent viable without the predictors. 

Table 4: Case Processing Summary 

 

 

 

 

 

a. If weight is in effect, see the classification table for the total number of 

cases. 

Source:Researcher’s data, (2023). 

Logistic regression table 4 shows that the number of cases which was 

subjected toanalysis was76 subjected for analysis and there were no missing 

cases. This implies that a researcher collected all 76 questionnaires from a 

staff of PSRS. 

Table 5: Dependent variable encoding 

Original Value Internal Value 

Yes 1 

No 0 

 

Table 5 shows the coding of the dependent variable which was E-recruitment 

efficacy subjected to the model. In the study dependent variable was coded 0 

Unweighted Cases
a
 N Percent 

Selected 

Cases 

Included in Analysis 76 100.0 

Missing Cases 0 0 

Total 76 100.0 

Unselected Cases 0 .0 

Total 76 100.0 
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for No and 1 for Yes. In this case, whether computer usage rate has an 

influence onE-recruitment efficacy or not. 

Table 6: Classification Table
a,b 

 

 

 

 

 

 

 

 

 

 

Source: Researcher’s data, (2023). 

The information presented in table 6 above shows the overall prediction of 

the dependent variable without the predictors. In this case, the overall 

percentage is 53.6 where 33 respondents said No and 43 said yes. 

4.3.1 The assumption of testing the modal of study 

4.3.1.1 Testing for Goodness fit 

The Omnibus Tests, Hosmer and Leme show Test, Cox &Snell, and 

Nagelkerke R square were used to assess the goodness fit for the model. 

 

 

 

 Observed Predicted 

 B2 Percentage 

Correct 
 Yes No 

Step 0 

B2 
Yes 43 0 100.0 

No 33 0 .0 

Overall 

Percentage 

  
56.6 

a. Constant is included in the model. 

b. The cut value is .500 
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Table 7: Omnibus Tests of Model Coefficients 

 Chi-square Df Sig. 

Step 

1 

Step 24.165 4 .000 

Block 24.165 4 .000 

Model 24.165 4 .000 

Source: Researcher’s data, (2023). 

Table 7above gives us an overall indication of how well the model performs. 

For this set of results, the result should be less than 5% equal to 0.05. In this 

study, the value is .000 (which means p<.005). Therefore, the model with our 

set of variables was used as a predictor. With chi-square,the results are 

24.165 with 4 degrees of freedom. 

Table 8: Hosmer and Lemeshow Test 

Step Chi-square Df Sig. 

1 6.907 4 .547 

Source: Researcher’s data, (2023). 

Hosmer-Leme shows that a Goodness of Fit less than a .05 significant value 

is used to test poor fit (Pallant, 2005). Therefore, to support our model we 

want a value greater than .05. In this study, the value for the Hosmer-Leme 

show Test in table 8 is 6.907 for Chi-square with a significance level of 

0.547. This value is larger than .05, so it indicates the model was good 

enough to predict the outcome of the study. 
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Table 9: Model Summary 

Step -2 Log 

likelihood 

Cox & Snell R Square Nagelkerke R Square 

1 99.984
a
 .437 .631 

 

Source: Researcher’s data, (2023). 

The results of Cox & Snell, and Nagelkerke R squared estimates indicated 

that the model explained between 43.7% and 63.1% of the variance that can 

be predicted from the independent variables. 2 Log-likelihood of variations 

was explained to be 99.9 which was below 100 as it was argued by Pallant, 

(2005) the less  2 Log likelihood presents better the model to predict an 

outcome. 

4.3.1.2 Computer usage rate and E-recruitment efficacy in PSRS office at 

Dodoma city council 

Table 10present binary analysisresults thatthe system effectiveness of E-

recruitment has p-Value=0.001, number of users had p-Value=0.001. Results 

found that the system effectiveness of the E-recruitment process, and 

thenumber of users in the E-recruitment system had a significance value of 

less than 0.05 indicating significance in predicting the computer usage rate 

has an influence onthe E-recruitment efficacy. 
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Table 10: Result of binary analysis 

 

 

 

 

 

 

 

Source: Researcher’s data, (2023). 

System Effectiveness of E-recruitment in streamlining the recruitment 

process 

The revealed positive significant of the Effectiveness of the E-recruitment 

system E-recruitment efficacy implies that the E-recruitment system is the 

best practice because of savesorganization resources in terms of time and 

cost. This is supported by Sabha (2018) stated that the e-recruitment system 

is usefulon the side of cost and faster time to employment due to 

fewerprocesses involved. The TAM also suggests that perceptions of 

usefulness and ease of use are mediated by external variables which are the 

computer usage rate (Port, 2019). Therefore, e-recruitment is the best practice 

due tosaving time and reducing the cost of employment activities. 

VARIABLE B Wald Sig. Exp(B) 

 System Effective -.484 2.950 .001 .062 

Number of users -.036 2.936 .001 .134 

Frequency of use .931 4.722 .130 1.537 

Number of 

computers 

.357 3.281 .093 1.552 

Constant 2.171 4.940 .030 19.915 
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The higher number of Users onthe E-recruitment system among staff 

members leads to a more efficient E-recruitment process 

The observed positive significant relationship between the number of users 

andE-recruitment efficacy Implies that the number of using the system is high 

and was due to the positive behaviour and perception of the employer, so the 

employer ispositive on the use of the system and that influence E-recruitment 

efficacy. Based on the TAM model found that perceived usefulness was one 

of the determinants of intention to use the e-recruitment system by 

employers. With related study bySHRM (2018) stated that recruiting online is 

one of the primary strategies of employers. Staff found such sites useful 

because many job seekers have to use the system andlink itto the 

organization's HRIS or applicant tracking system. Therefore, the use of online 

systems is higherand the best because it provides information and explains 

the benefits of working for the company and how to apply for jobs. 

The findings indicate that thegovernment has a key role to supportin 

improving and makingpeople aware ofthe use of E-recruitment methods to 

increase the number of systems in different institutions, organizations, 

universities and colleges. 

4.3.2 The influence of staff competency of the E-recruitment efficacy in the 

PSRS office at Dodoma council 

A researcher aims to determine the influence of staff competency on the E-

recruitment efficacy which ismeasured by staff knowledge, technical skills, 

professionalism, experience and personal characteristics of the E-recruitment. 
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4.3.2.1 Testing for Goodness fit 

The Omnibus Tests, Hosmer and Lemeshow Test, Cox & Snell, and 

Nagelkerke R square were used to assess the goodness fit for the model to the 

second objective. 

Table 11: Omnibus Tests of Model Coefficients 

 

 

 

 

 

Source: Researcher’s data, (2023). 

Table 11 shows us an overall indication of how well the model performs in 

the second specific objective. For this set of results, the result of a significant 

level should be less than 5% equal to 0.05. In this study, the value is .007 

(which means p<.005). Therefore, the model with our set of variables was 

used as a predictor. With chi-square,the results are 24.212 with 5 degrees of 

freedom. 

Table 12: Hosmer and Lemeshow Test 

 

 

 

 Source: Researcher’s data, (2023) 

 Chi-square Df Sig. 

Step 1 Step 24.212 5 .007 

Block 24.212 5 .007 

Model 24.212 5 .007 

Step Chi-square Df Sig. 

1 20.258 5 .091 
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Hosmer-Leme shows that the Goodness of Fit is less than a .05 significant 

value used to test poor fit(Pallant, 2005). Therefore, to support our model we 

want a value greater than .05. In this study, the value for the Hosmer and 

LemeshowTest is 20.907 for Chi-square with a significance level of 0.091. 

This value is larger than05, so it indicates the model was good enough to 

predict the outcome of the study. 

 Table 13: Model Summary 

 

 

 

Source: Researcher’s data, (2023). 

The results of Cox & Snell, and Nagelkerke R squared estimates indicated 

that the model explained between 27.3% and 39.5% of the variance that can 

be predicted from the independent variables. 2 Log-likelihood of variations 

was explained to be 65.649 which was below 100 as it was argued by Pallant, 

(2005) the less 2 Log likelihood presents better the model to predict the 

outcome. 

4.3.2.2 Staff competence and E-recruitment efficacy in PSRS office at Dodoma 

city council 

Binary analysis indicatesthe significance of every predictor to the dependent 

variable. Pallant (2005) states that a p-value less than 0.05 indicatesthe 

significance of the predictor in predicting the dependent variable.Results 

Step -2 Log likelihood Cox & Snell R 

Square 

Nagelkerke R 

Square 

1 65.649
a
 .273 .395 
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presented in Table 14 revealed thattechnical Skills had p value=0.034 and 

professionalism had p value=0.008. The study findings show that technical 

skills and professionalism in the E-recruitment system had a significance 

value of less than 0.05. This indicatespositive significance in predicting the 

influence of staff competency in the E-recruitment efficacy. 

Table 14: Result of binary analysis 

 

 

 

 

 

 

Source: Researcher’s data, (2023). 

The professionalism of staff on the E-recruitment efficacy 

The observed positive significant relationship between professionalism to E-

recruitment efficacy implies that professionalism in terms of qualification, 

quality of training provided and information intended from the system used 

influencesE-recruitment efficacy. There areprofessionalism dimensions of 

Information System success namely system quality, qualification, practices, 

programs, training, and organizational impact. Information quality 

encompasses the characteristics that are desirable fora professional 

information system‟s output (Woon1 et al, 2019; Urbach & Müller, 2012). 

            Variable B Wald Sig. Exp(B) 

 

 

 

 

 

 

 

 

 

 

 

Knowledge -.254 1.882 .0570 .285 

Experience -.239 2.114 .0854 .752 

Personal characteristics .940 4.692 .071 .587 

Professionalism -.396 2.467 .008 3.485 

Technical Skills .370 3.190 .034 .254 

Constant 2.830 5.451 .042 16.235 
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The TAM model explainsthat the professionalism that produces the system is 

an antecedent of usefulness for the user and user satisfaction. Therefore, 

professionalism is more important, especially in the E-recruitment occupation 

related to life and death decisions and quality training should be provided to 

the staff to ensure the satisfaction ofthe user of the E-recruitment method. 

Professionalism and development programs to enhance employee’s E-

recruitment skills. 

Findings show that in effectively handlingE-recruitment at the Public Service 

Recruitment Secretariat (PSRS), professionalism in various areas isimportant. 

Here are some professionalism and program areas of focus that can enhance 

e-recruitment practice at PSRS. One respondent said that:  

… Our staff attendprofessionalism training sessions or workshops 

that provide in-depth knowledge of e-recruitment tools, applicant 

tracking systems (ATS), and online recruitment platforms. These 

programs help to maximize the functionality of the systems used at 

PSRS and streamline the recruitment process….. (Interview no 2, 

June 2023). 

One of the respondents agreed that the PSRS office provides regular 

professionalism training and developing program by IT to enhance the E-

recruitment process as explained below; 

…..yes we have regular professional training and a new developing 

program, until this moment there are staff who arein South Africa for 

training. Also when IT officers develop the program they give us 
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training to be aware and be able to use……. (Interview no 3, June 

2023). 

This implies that adequate professionalism training is provided to keep staff 

up to date with new or upcoming technology to overcome technical issues 

that appear inthe E-recruitment process. Mshanga, (2020) found that there are 

programs as follows: Sensitization via media: PSRS provides education 

through media and social platforms on the importance of using e-recruitment 

in the recruitment process; Professionalism training in PSRS has organized 

and conducted training among HR Officers across the public service to 

ensure they are aware of e-recruitment its Effectiveness and Efficiency in the 

recruitment process. Therefore, professionalism training programs provided 

to staff are important to make the E-recruitment system increase skills, and 

knowledge and to be recognized in different areas. 

Technical skills of the e-recruitment system to the E-recruitment efficacy 

The Observed significant relationship between therequired skills of the e-

recruitment system to the E-recruitment efficacycontributes to 

improvementin terms of time management of work, efficiency and cost-

effectiveness. Verma, (2023) Indian employers are increasingly emphasizing 

skills and competences. They made websites that evaluate individuals based 

on their coding skills, like determiningHacker Rank which emerged to 

improve operational performance. Therefore, skills-based hiring is important 

to the E-recruitment method since helps to reduce issues that arise in the 

system. 
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Necessary skills and knowledge used by the HR team to ensure E-

recruitment effectively 

Findings show that to ensure effective e-recruitment, HR teams require a 

range of skills such as technical skills, data management, project management 

and Relationship Building and Networking. One respondent said that: 

…..in our organization to make effective e recruitE-recruitment an 

HR team must have technical skills, and should know how to manage 

data and build relationships with other organizations to increase the 

performance ofthe organization…….(Interview no 1, June 2023). 

This implies that the hiring of skills competence-based is important to ensure 

an effective and efficient E-recruitment process. AlHamad et al, (2022) found 

that E-recruitment adoption enabled companies to attract qualified individuals 

from multiple geographical areas that contributed to workforce diversity and 

new organizational culture creation with diverse knowledge and skills that 

possess creative ideas, through teamwork. Therefore, the necessary skills and 

knowledge used enable the employees to increase their abilities in the E-

recruitment system. 

4.3.3 The influence of organization infrastructures onthe e-recruitment 

efficacy in the PSRS office at Dodoma municipal 

The respondents were requested to answer a questionnaire about the influence 

of organization infrastructures onthe e-recruitment efficacy in the PSRS 

office on statements about internet access on simplifying the E-recruitment 

process, security of the system on contributing to the E-recruitment efficacy, 
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accessibility of relevant information during E-recruitment process and the 

presence of website with current information regarding E-recruitment 

method. 

4.3.3.1 Testing for Goodness fit 

The Omnibus Tests, Hosmer and Lemeshow Test, Cox & Snell, and 

Nagelkerke R square were used to identify the goodness fit for the model to 

objective number three. 

Table 15: Omnibus Tests of Model Coefficients 

 Chi-square Df Sig. 

Step 

1 

Step 24.934 4 .003 

Block 24.934 4 .003 

Model 24.934 4 .003 

Source: Researcher’s data, (2023). 

4.3.3.2 Omnibus Tests 

Table 15 shows us an overall indication of how well the model performs in 

the second specific objective. For this set of results, the result of a significant 

level should be less than 5% equal to 0.05. In this study, the value is .003 

(which means p<.005). Therefore, the model with our set of variables was 

used as a predictor. With chi-square,the results are 24.934 with 4 degrees of 

freedom. 
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Table 16: Hosmer and Lemeshow Test 

Step Chi-square Df Sig. 

1 29.496 4 .059 

Source: Researcher’s data, (2023). 

Hosmer-Leme shows that a Goodness of Fit less than a .05 significant value 

is used to test poor fit (Pallant, 2005). Therefore, to support our model we 

want a value greater than .05. In this study, the value for the Hosmer and 

Lemeshow Test is 29.496 for Chi-square with a significance level of 0.059. 

This value is larger than .05, so it indicates the model was good enough to 

predict the outcome of the study. 

Table 17: Model Summary 

 

 

 

 

The results of Cox & Snell, and Nagelkerke R squared estimates indicated 

that the model explained between 27.5% and 38.6% of the variance that can 

be predicted from the independent variables. 2 Log-likelihood of variations 

was explained to be 70.308 which was below 100 as it was argued by Pallant, 

(2005) the less 2 Log likelihood presents better the model to predict an 

outcome. 

Step -2 Log likelihood Cox & Snell R 

Square 

Nagelkerke R Square 

1 70.308
a
 .275 .386 

Source: Researcher’s data, (2023).Source: Researcher’s data, (2023). 
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4.3.3.2Organization infrastructure and E-recruitment efficacy 

Binary logistic analysis indicatesthe significance of every predictor to the 

dependent variable.Pallant (2005), stated that the p-value was smaller than 

0.05 indicating the significance of the predictor in predicting the dependent 

variableResult presented in Table 18 reveals that information accessp 

value=0.004, Internet availability hada p value=0.005, andwebsite hada p-

value =.031 had a significance value less than 0.05 indicating positive 

significance in predicting the influence of the E-recruitment efficacy. 

Table 18: Result of binary analysis 

Variable B Wald Sig Exp(B) 

Information access .338 2.637 .004 .062 

System Security .033 1.663 .197 1.542 

Internet available .961 1.241 .005 .382 

Website .334 2.893 .031 .063 

Constant 2.236 8.719 .003 16.264 

Source: Researcher’s data, (2023). 

Availability of relevant information on the influence of E-recruitment 

efficacy 

Having a result thatshows theinfluence of information accessibility onE-

recruitment efficacyImplies that each organization must have combined 

components for the operation and management of the organization‟s IT 

service and IT environmental to ensure quick access toinformation from one 

department to another.Cavaliere et al, (2021) found that Organizations use 

Information access to make candidate sourcing and evaluation time, location-

independent, using websites, social media, job portals, computerized and 
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online assessment techniques, and mobile device communication. Therefore, 

organizations should focus on innovation inE-recruitment talent acquisition 

by conducting a study onthe availability of Information technologies and 

strategies adopted by talent management in public organizations.  

Information security and confidentiality of data within the E-

recruitment system 

The Findings show that there was information security and confidential of the 

information to an applicant because the corporate web job application portal 

maintains confidentiality of information, has a server and always updates the 

system. One respondent said that; 

….well the information ismaintained secure and confidential by PSRS 

offices, there is a sever and we have an ITs doing prompt updates…. 

(Interview no 4, June 2023). 

This implies that hackers can stealthe identity of a person and so muchother 

information, also effects may occur in the security and confidentiality of a 

person. Everything is done online and on the internet, security and 

confidentiality must appear because there are hackers and these people if they 

manage to hack the system take every detail found in the system and can lie 

to an applicant (Sabha, 2018). Therefore, the PSRS should make sure to have 

security and confidentiality of information. 

Internet Availability to the public service Recruitment Secretariat 

The positive significant relationship between internet availability in the 

organization and E-recruitment efficacy as shown in table 18 aboveImplies 
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that E-recruitment is a mean internet thatemployers useas a wayof inviting an 

eligible applicant for existing work.So the higher speed cause the 

effectiveness and efficiency of the E-recruitment process.The availability of 

the internet improved the sphere and contributed a lot toeveryday life 

especially in business during the recruitment process. E-recruitment was the 

technology which made changes to the company sphere were the 

establishment of the internet has improved the information and 

communication spread to the community as well as the recruitment 

method(Daniel, 2018). The Technology and Acceptance Model (TAM) is a 

strong model which applies to forecasting the acceptance of different 

technologies through the use of the internet (Salloumet et al, 2019). 

Therefore,the internet is the major available resource for inviting applicants 

for available jobs andE-recruitment is the method of using the internetto 

recognize and inviteeligible people to an organization. 

Internet provision with other organizationsin the E-recruitment system 

Findings indicate that there is an internet connection with another 

organization system after the introduction of the E-recruitment method such 

as EGA whichprovide a network to PSRS and NECTA which help to identify 

fake certificate as explained below; 

… E-recruitment method with other organizations was easy through 

the internet, there for cheating on any applicant was hard, and in case 

of any doubt, the use of the internet made it easy to trace the 

applicant'sbackground. It has enabled employees to communicate and 
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validate the employee’s documents during selecting and recruiting 

employees currently. Electronic Government Authority is the one that 

controls the internet system of PSRS…. (Interview no 5, June 2023). 

This implies that the PSRS can‟t manage and everything by itself and must 

outsource other activities to ensure the efficacy of the E-recruitment process. 

IT has managed to link different governmental institutions like NECTA and 

PSRS through the internet, so that they may know directly within ashort time 

if the certificate the employee has providedisgenuine or fake simply by 

putting the Registration number from NECTA (Benedict, 2018). Therefore, 

with internet availability, the PSRS has managed to reduce cheating during 

the recruitment process of government employees.  

Website availability to the public service Recruitment Secretariat 

The revealed positive significantrelationship between website availability and 

E-recruitment efficacy Implies that the organization must design a website to 

achieve information easily from employer to applicant who iseligible and fit 

to the company published post.Hashiyanaet al, (2021) found that there was a 

designedE-recruitment system that allows Employers to announce and set 

qualification criteria that a candidate should meet, provide detailed 

information, and uploada CV and certificates. After registration, an applicant 

can apply foradvertised jobs from the system through the available website. 

Related toTAM found that the purpose of developing new technologies and 

systems depends on support for some constructs towards behavioural 

intention to use the website and actual use of the systems or website (Joo et 



51 

 

al., 2018). There is web web-based government recruitment system to make 

recruitment more effective, efficient and available to smartphone-enabled 

internet devices. Therefore,the current system is fair,and a web-based system 

is preferred overa hardcopy system. 

Issue or limitation encountered due to the Website system compatibility 

with other systems 

Findings indicate that there werePSRS website network problems, financial 

problems and decision-making between other organizations and PSRS within 

a meeting as explained below: 

…..fine, as I said before the ones who control the system in PSRS are 

EGA located at Mtumba Dodoma, so when their network shookthe 

same as us shake took which made a long time to accomplish the work 

and fill information to the PSRS website delay due to poor network 

connectivity. Also reachinga conclusion when we have a meeting with 

the organization on howwe should implement their application takes a 

long process too and not only that even the maintenance cost of the 

system is high….(Interview no 6, June 2023). 

Thisimplies that even though the website system is fine for improving 

performance in the organization, there arechallenges that should be solved so 

as to ensure service satisfaction to employers and candidates. Findings of the 

related study Mwasha (2013) & Mshanga(2020) have revealed the 

implementation of e-recruitment faces challenges like financial constraints, 
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lack of IT personnel, poor network connectivity and lack of awareness about 

e-recruitment among the staff. Therefore, awareness should be made to make 

e-recruitment the key or major means of recruitment in the public sector and 

training to be provided to candidates on how to use the PSRS website. 
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CHAPTER FIVE 

5.0  SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction  

This part included the summary, conclusion and recommendation of the 

study. The chapter begins by presenting a summary of the study, followed by 

the conclusions, recommendations, and suggestions of areas for further 

studies. Conclusions made in this study are based on the specific objectives 

and the findings. 

5.2 Summary of the study 

A researcher assessed the determinants of the E-recruitment efficacy in the 

Public Service Recruitment Secretariat office. It focuses on the E-recruitment 

efficacy in the public service recruitment secretariat. The study is organized 

into three related themes, namely the influence of computer usage rate onE-

recruitment efficacy, the influence of staff competency onE-recruitment 

efficacy as well andthe influence of organization infrastructures onthe E-

recruitment efficacy in the PSRS office at Dodoma. The study employed both 

a qualitative and quantitative approach to collect data from PSRS respondents 

who were purposively and simplyrandomly sampled to inform the study 

through interviews and surveys. Data were analyzed qualitatively using 

content analysis and quantitative by using binary logistic analysis. The 

following isthe summary ofthe findings of each objective: 
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5.2.1 The influence of computer usage rate onE-recruitment efficacy 

The findings revealed that thenumber of users determines the efficiency and 

system effectiveness of E-recruitment processes and hasa positive 

significanceonE-recruitment efficacy. Implies that there is an influence 

between computer usage rate and E-recruitment Efficacy. However, computer 

availability on the E-recruitment efficacy and the frequency of use of the E-

recruitment system by users have negative significanceto the E-recruitment 

process to the PSRS. 

5.2.2 The influence of staff competency onE-recruitment efficacy 

The findings show that technical skills determine the efficacy of E-

recruitment and professionalism during the E-recruitment process has a 

positive significance onE-recruitment efficacy. It implies that there is an 

influence of staff competence onthe E-recruitment practices. However, Staff 

experience withE-recruitment efficacy,Personal characteristics of users on the 

effectiveness of the E-recruitment process and the security of the system E-

recruitment have a negative significanceonE-recruitment performance. 

5.2.3 The influence of organization infrastructures onthe E-recruitment 

efficacy 

Findings revealeda positive significant relationship betweenInternet access 

which simplifies the E-recruitment process, accessibility of relevant 

information during the E-recruitment process and the presence of a website 

with current information regarding the E-recruitment process contributes to 

its effectiveness. It implies that there is a strong influence of organization 
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infrastructure on the E-recruitment. However, the Security of the system 

contributes to the E-recruitment efficacy and has a negative significant 

relationship to the E-recruitment efficacy. 

5.3 Conclusion of the research study  

The study concludes that individuals determine the number of users control 

the efficiency and system effectiveness of E-recruitment processes signifying 

better performance in the organization because it is an error-free means of 

facilitating the recruitment process to the PSRS. But computer availability on 

the E-recruitment efficacy, and the frequency of use of E-recruitment system 

by users does not contribute to E-recruitment efficacy. This was due to the 

available challenges that disqualify the E-recruitment process. Such 

challenges revealed in E-recruitment pose a huge workload to the recruiters 

due to the poor network connectivity provided byEGA, Sometimes, an 

applicant cannot get feedback from the organization at a time and it is 

expensive in terms of maintenance. Therefore, it is concluded that computer 

usage rate forE-recruitment is the best practice when there is support from the 

Organization in terms of budget, resource provision and manager 

accountability. The use of E-recruitment is more important in recruiting 

employees to the different sectors as it is revealed to be an easy method, cost 

reduction, and an effective way of recruiting Persons. The use of E-

recruitment is the best practice because it exposes staff to focus on multiple 

works and at the same time allows staff to have new ideasforthe company 

profile. Therefore, it is the best practice as it simplifies the process for both 
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recruiters and applicants. The use of E-recruitment is taken as not the best 

practice since it is prone to several weaknesses and disadvantages. Since the 

advantages outweighthe disadvantages, a general conclusion is that the use of 

E-recruitment is the best practice of recruitment that needs to be trusted by 

PSRS.    

The influence of staff competency leads toE-recruitment efficacy due to 

technical skills determining the efficacy of E-recruitment and professionalism 

during the E-recruitment process. However, Staff experience withE-

recruitment efficacy, Personal characteristics of users on the effectiveness of 

the E-recruitment process and the security of the system havenot much 

influence on E-recruitment efficacy.This is due to the lack of awareness on 

the importanceof using the E-recruitment system, unclear and unshared 

understanding of the E-recruitment process and low budget for the training 

process which make few employees attend training outside the countries such 

as in South Africa and those few ones come to provide training to the 

remaining staff.  

The PSRS haveInternet access which simplifies the E-recruitment process, 

accessibility of relevant information during the E-recruitment process and 

presence of a website with current information regarding the E-recruitment 

process. But lack enough Security inthe system which contributes to the E-

recruitment efficacy. This can lead to poor communication,insufficient 

hardware resources such as computers and savers for the E-recruitment 

process;a backup system in place to protect E-recruitment data and prevent 
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loss;inadequate security measures such as firewalls and encryption to protect 

against unauthorized access; and coordination mechanisms among different 

department involved in E-recruitment process. 

5.4 Recommendations 

With regard to what has been found in this research study researcher has 

found that there are necessary recommendations to be worked out as follows; 

E-recruitment playsa greater role in running institutions, offices, or 

companies. PSRS need to develop different strategies which can help to 

maintain a good status and positive determinants of E-recruitment towards 

the members and the public. However, the PSRS needs to develop strategies 

that can act as a solution to the challenges that appear in the implementation 

of the E-recruitment process. For example, the PSRS might opt to agree with 

the mobile network companies to improve the internet connectivity during the 

activities to reduce workload. Another strategy to be developed by PSRS is to 

involve different stakeholders in the implementation of E-recruitment 

methods. This is because different stakeholders support the implementation 

of E-recruitment by providing both financial and technical support to 

strengthen the program, provide feedback quickly and reduce the cost 

involved in the E-recruitment process.  

Since the government needs to build VETA centresin eachdistrict, the PSRS 

has a project for improvement that recommended establishing an E-

recruitment system in each district forthose building VETA centres.So the 

government should consider invitingdifferent people from South Africa or 
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anywhereto come to Tanzania and provide training to all staff and all 

interviews to be done in those centresinstead of travelling from one country 

or region to another for training or interview process. This ensures awareness, 

clarityand a huge understandingofthe E-recruitment process and 

itsimportanceto the public. PSRS needs to prepare enough budget and 

conduct regular training for its HRs and IT personnel for them to contribute 

effectiveness and efficiencyto improve the E-recruitment system. 

There is a need for regular review and improvement of the e-recruitment 

process. The improvements are possible when there is government support on 

the infrastructure facilities such as computers and savers for the E-

recruitment process; a backup system in place to protect E-recruitment data 

and prevent loss; adequate security measures such as firewalls and encryption 

to protect against unauthorized access; and coordination mechanism among 

different department involved in E-recruitment process. Also, PSRS in 

collaboration with the government should offer sensitization onE-recruitment 

to the staff and other stakeholders this enables to have proper communication 

and coordination among the different departments.Furthermore, PSRS needs 

to invest morein improving the internet to ensure that the E-recruitment 

system is active, updated and considered to be the best recruitment 

system.Also should improve the common questions to have an answer within 

their website to reduce frequent calls for the same answer to the PSRS office. 
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5.5 To the future researchers (further study) 

The study shows some important determinants concerning E-recruitment 

efficacy in the Public Service Recruitment Secretariat. Since this study could 

not explore all areas ofrecruitment, there is a need for other studies to cover 

the areas that have not been covered in this study such asthe need to use a 

different methodology while assessing the issue that has been assessed in this 

study for instance the data collection used in the study was Interview and 

survey whereby further studies need to conduct a study that use a different 

data collection methods either to use a documentary review and focus group 

discussion or observation.Further studies need to use a different data analysis 

plan the study wasanalyzed qualitatively using content and quantitatively by 

descriptive analysis and binary analysis, therefore, to get more data further 

studies need to opt for qualitative thematic analysis and quantitative data by 

multiple regression analysis plans. Apart from the methodology used in the 

study, further studies need to focus on the following issues that have not been 

covered in this study these are; need to investigate the extent to which PSRS 

has invested in the implementation of E-recruitment. Need to investigate the 

extent to which PSRS receive support from the government. Further research 

is needed to investigate the extent to which PSRS is promoting awareness 

about E-recruitment efficacy. Furthermore, need to add key informants such 

as stakeholders of PSRS to achieve realistic results from both sides. 
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5.6 Limitations of the Study 

In this research study researcher has limited toonly assessing the determinants 

of the E-recruitment efficacy in the Public Service Recruitment Secretariat 

office at Dodoma City Council. There were other limitations andobstacles 

that a researcher also faced which were time factors, and financial constraints 

as the research study was subjected to financial costs such as printing, and 

travelling for data collection. Not only those challenges but also some of the 

respondents failed to bring back questionnaires since they were onofficial 

trips and some were misplaced which also led to a loss of questionnaires 

hence even the sample size anticipated was not attained. Given that the 

research did not losefocus onthe schedule and achieved the objectives of the 

study by complying with the principle of SMART. 
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APPENDICES 

INTERVIEW GUIDE 

My name is Jacqueline Ponsian; I am currently conducting my research on 

“Assessing the determinants of the E-recruitment efficacy in Tanzania at public 

service recruitment secretariat Dodoma”. I am kindly begging you to participate with 

me in answering the following interview questions for my research study.  

INTERVIEW GUIDE FOR E-RECRUITMENT EFFICACY ON STAFF 

COMPETENCY AND INFRASTRUCTURE. 

i. How do you ensure that your HR team has the necessary skills and 

knowledge to use e-recruitment effectively? 

ii. Does the office provide regular professional training and development 

programs to enhance employees' e-recruitment skills?  

iii. How does your organization ensure the information security and 

confidentiality of applicant data within the e-recruitment system? 

iv. How well does the internet provision integrate with other organizational 

systems, such as human resource management? 

v. Have there been any issues or limitations encountered due to the website 

system's compatibility or integration with other systems 

Thank you for your valuable insights and participation in this interview. Your input 

will contribute significantly to our understanding of the influence of usage rate, staff 

competency and organizational infrastructures on e-recruitment efficacy. If you have 

any additional comments or suggestions, please feel free to share them. Once again, 
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your responses will remain confidential, and the recorded interview will be used 

solely for analysis purposes. 

2.0   QUESTIONNAIRE FOR PSRS EMPLOYEES 

My name is Jacqueline Ponsian; I am currently doing my research on “Determinants 

of the E-recruitment efficacy in Tanzania at public service recruitment secretariat 

Dodoma”. I am kindly begging you to participate in fulfilling my research questions 

for my research study. 

Please choose one option that best represents your opinion or experience by putting a 

tick (√) 

2.1 PART A: Demographic Information 

i. Gender: 

Male 

Female 

ii. Age: 

a) 18-24 years 

b) 25-34 years 

c) 35-44 years 

d) 45-54 years 

e) 55 years and above 
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iv. How long have you been working at the Public Service Recruitment 

Secretariat Office? 

a. Less than 1 year 

b. 1-10 years 

c. 11-20 years 

d. 21 and above years 

v. What is your education level? 

a. Certificate 

b. Diploma 

c. Bachelor/advanced diploma 

d. Masters and above 

PART B: This section identifies how computer usage rate influences E-recruitment 

efficacy at PSRS. Please provide √ a tick where appropriate in the given 5 Likert 

scales. 

Strongly disagree 2. Disagree 3. Neither Disagree nor Agree 4. Agree 5. Strongly 

agree 

 

 

COMPUTER USAGE RATE 1 2 3 4 5 

The number of users determines the 

efficiency and effectiveness of E-

recruitment processes 

     

Computer availability stimulates the E-

recruitment efficacy 

     

The frequency of use of the E-recruitment 

system by users influences the efficacy of 

the system 

     

The system performance influences the 

effectiveness of the E-recruitment process. 
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PART C: This section determines the influence of staff competence onthe E-

recruitment efficacy at PSRS. Please provide √ a tick where appropriate in the given 

5 Likert scales. 

1. Strongly disagree 2. Disagree 3. Neither Disagree nor Agree 4. Agree 5. 

Strongly agree 

 

 

 

 

 

 

 

 

STAFF COMPETENCE 1 2 3 4 5 

Staff knowledge ofE-recruitment has impacts 

on its efficacy. 

     

Application of staff skills determines the 

efficacy of E-recruitment. 

     

Observing professionalism during the E-

recruitment process affects its efficacy. 

     

Staff experience influences E-recruitment 

efficacy. 

     

The personal characteristics of users plays a 

major role in the effectiveness of E-recruitment 

process. 
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PART D: This section determines the influence of organizational 

infrastructuresonthe E-recruitment efficacy at PSRS. Please provide √ a tick where 

appropriate in the given 5 Likert scales. 

1. Strongly disagree 2. Disagree 3. Neither Disagree nor Agree 4. Agree 5. 

Strongly agree 

 

PART E: This section determines the E-recruitment efficacy at PSRS. Please provide 

√ a tick where appropriate in the given 5 Likert scales. 

1. Strongly disagree 2. Disagree 3. Neither Disagree nor Agree 4. Agree 5. 

Strongly agree 

ORGANIZATION INFRASTRUCTURE 1 2 3 4 5 

Internet access simplifies the E-recruitment 

process 

     

Security of the system contributes to the E-

recruitment efficacy.  

     

Accessibility of relevant information during the 

E-recruitment process influences its efficacy 

     

The presence of a website with current 

information regarding the E-recruitment process 

contributes to its effectiveness.  

     

E-RECRUITMENT EFFICACY 1 2 3 4 5 

The use of E-recruitment saves time in the whole 

process of conducting recruitment 

     

The cost of operation during recruitment hasbeen 

reduced due to the introduction of E-recruitment 

     

The use of E-recruitment follows the established 

procedures and standards of recruitment. 
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Estimated budget  

S/No. Research activities Total 

1. Concept note and proposal preparation 200,000 

2. Field expenses 900,000 

3. Stationaries 500,000 

4. Research production 300,000 

5. Data Analysis and Interpretation 150,000 

6. Internet bundle 100,000 

7. Proposal submission 50,000 

Total  2,200,00 

Source: Researcher (2023). 

 

 

 


