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8ABSTRACT
This study assessed the implementation of e-government in the Tanzanian Public Sector.
It paid a specific focus on the e-recruitment in the Public Service Recruitment Secretariat.
Thus, the study illuminates three key themes, namely the perception held by applicants
who use e-recruitment platform managed by the Public Service Recruitment Secretariat
to apply for jobs in the Public Service, the challenges facing the implementation of erecruitment in the Public Service Recruitment Secretariat; and ways to improve erecruitment in the Public Service Recruitment Secretariat in Tanzania.
The study employed a qualitative approach to collect data from forty respondents who
were purposively and randomly sampled to inform the study through interviews, which
were triangulated by documentary reviews. Data were analyzed qualitatively using
thematic and content analysis, pattern matching and themes and contents development
that were followed by descriptions and discussions.
The findings of the study revealed that the applicants perceive e-recruitment as a useful
recruitment platform in the public service, which helps them to cut bureaucracy in the
application processes. It also serves time to physically visit the secretariat to file
applications and enhance transparency and accountability in the recruitment process.
However, despite this significant traction, the e-government platforms managed by the
Public Service Recruitment Secretariat face several challenges related to connectivity
issues, timely feedback of the application processes, meager budgets to run and maintain
the entire e-government infrastructure and political interference in the recruitment
process.
The study recommends the Government to take a leading role in making sure that there
are an adequate budget, enough ICT personnel and address challenges of network
connectivity, and minimize political interference in the recruitment process.

v

TABLE OF CONTENTS
DECLARATION ....................................................................................................................... i
AND ............................................................................................................................................ i
COPYRIGHT............................................................................................................................. i
CERTIFICATION .................................................................................................................... ii
ACKNOWLEDGEMENTS ..................................................................................................... iii
DEDICATION ......................................................................................................................... iv
8ABSTRACT ............................................................................................................................ v
TABLE OF CONTENTS ......................................................................................................... vi
LIST OF FIGURES .................................................................................................................. x
LIST OF TABLES ................................................................................................................... xi
LIST OF ABBREVIATIONS ..................................................................................................xii
CHAPTER ONE ....................................................................................................................... 1
INTRODUCTION ...................................................................................................................... 1
1.0. Chapter Introduction ..................................................................................................... 1
1.1. Background of the Study .............................................................................................. 1
1.2. Statement of the Research Problem ............................................................................... 7
1.3. Objectives of the Study................................................................................................. 8
1.3.1. General Objective ...................................................................................................... 8
1.3.2. Specific Objectives .................................................................................................... 8
1.4. Research Questions....................................................................................................... 8
1.5. Significance of the Study .............................................................................................. 9
CHAPTER TWO .................................................................................................................... 10
LITERATURE REVIEW .......................................................................................................... 10

vi

2.0. Introduction ................................................................................................................ 10
2.1. Conceptualization of Key Terms ................................................................................. 10
2.1.1. E-government .......................................................................................................... 10
2.1.2. E-recruitment........................................................................................................... 11
2.2. Theoretical Review ..................................................................................................... 11
2.3. Empirical Literature Review ....................................................................................... 12
2.3.4. Challenges of E-recruitment..................................................................................... 21
2.5. Conceptual Framework ............................................................................................... 24
CHAPTER THREE ................................................................................................................ 26
RESEARCH METHODOLOGY .............................................................................................. 26
3.0. Introduction ................................................................................................................ 26
3.1. Study Area ................................................................................................................. 26
3.2. Research Design ......................................................................................................... 26
3.4. Sampling Procedures .................................................................................................. 27
3.5. Data Collection Methods and Tools ............................................................................ 28
3.5.1. In-depth Interviews .................................................................................................. 29
3.5.2. Documentary Review .............................................................................................. 29
3.6. Data Analysis Plan ..................................................................................................... 29
3.7. Data Presentation ........................................................................................................ 30
3.8 Reliability and Validity................................................................................................ 30
3.8.1. Validity ................................................................................................................... 30
3.8.2. Reliability................................................................................................................ 31
3.9. Research Ethics Considerations .................................................................................. 31
CHAPTER FOUR................................................................................................................... 33
FINDINGS AND DISCUSSION............................................................................................... 33

vii

4.0. Introduction. ............................................................................................................... 33
4.1. The Perception of Applicants on the E-recruitment in the Public Service Recruitment
Secretariat ......................................................................................................................... 33
4.1.1. Applicant Perceptions of E-recruitment. ................................................................... 33
4.1.2. Applicants’ Perception on the Implementation of E-recruitment in the Public Service
Recruitment Secretariat ..................................................................................................... 37
4.1.3. Difference between the E-recruitment and the Manual Recruitment in the Public
Service Recruitment Secretariat ......................................................................................... 38
4.1.4. The status of e-recruitment in the Public Service Recruitment Secretariat ................. 40
4.1.4. The effectiveness of e-recruitment in the Public Service Recruitment Secretariat...... 43
4.1.5. Awareness programs to applicants on how to make use of e-recruitment in the Public
Service Recruitment Secretariat ......................................................................................... 45
4.2. The Challenges Facing the Implementation of e-recruitment in the Public Service
Recruitment Secretariat ..................................................................................................... 50
4.2.1. Challenges Facing the Implementation of E-recruitment in PSRS............................. 50
4.2.2. Major Challenge Faced in the Implementation of E-recruitment ............................... 53
4.2.3. Identifying the Individuals Affected from these Challenges of E-recruitment in the
Public Service Recruitment Secretariat .............................................................................. 54
4.2.4. The hindrance of Challenges to the Achievement of the General Objective of the
Implementation of E-recruitment in the Public Service Recruitment Secretariat ................. 56
4.3. Ways to Improve E-recruitment in the Public Service Recruitment Secretariat ............ 60
4.3.1. Improvement of E-recruitment in the Public Service Recruitment Secretariat ........... 60
4.3.2. Whose Responsibility in Improving the E-recruitment in the Public Service
Recruitment Secretariat ..................................................................................................... 62
4.3.3. Adequate Budget and Improvement of the E-recruitment in the Public Service
Recruitment Secretariat ..................................................................................................... 63
4.3.4. Enough IT Personnel and Improvement of the E-recruitment in the Public Service
Recruitment Secretariat ..................................................................................................... 64
CHAPTER FIVE .................................................................................................................... 69

viii

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS ................................................ 69
5.0. Introduction. ............................................................................................................... 69
5.1. Summary of the Study ................................................................................................ 69
5.2. Conclusions ................................................................................................................ 70
5.2.1. The Perception of Applicants on the E-recruitment in the Public Service Recruitment
Secretariat ......................................................................................................................... 70
5.2.2. The Challenges Facing the Implementation of E-recruitment in the Public Service
Recruitment Secretariat ..................................................................................................... 71
5.2.3. Ways to Improve E-recruitment in the Public Service Recruitment Secretariat.......... 71
5.3. Recommendations ...................................................................................................... 72
5.3.1. Recommendation to the Government ....................................................................... 72
5.3.2. Recommendations to PSRS...................................................................................... 72
5.3.3. Recommendations to the Applicants ........................................................................ 73
5.4. Areas for Further Studies ............................................................................................ 73
REFERENCES ....................................................................................................................... 75
APPENDICES......................................................................................................................... 80
APPENDIX I ............................................................................................................................ 80

ix

LIST OF FIGURES
Figure: 2.1. Conceptual framework ................................... Error! Bookmark not defined.
Figure 4.1: Summary on Ways to Improve E-recruitmentError! Bookmark not defined.

x

LIST OF TABLES
Table 4.1: Best Practice Vs Not the Best Practice ............ Error! Bookmark not defined.
Table 4.2: Difference between Manual and E-recruitment ............. Error! Bookmark not
defined.
Table 4.3: Challenges of E-recruitment ............................. Error! Bookmark not defined.
Table 4.4: Effects on Employers and Job Seekers ............ Error! Bookmark not defined.

xi

LIST OF ABBREVIATIONS
e-GA

e-government Authority

EWURA

Energy and Water Utility Regulatory Authority

ICT

Information and Communication Technology

IT

Information Technology

NBS

National Bureau of Statistics

POPSM

President's Office for Public Service Management

PSRP

Public Service Reform Program

PSRS

Public Service Recruitment Secretariat

RDP

Reconstruction and Development Program

TANESCO

Tanzania Electricity Supply Company

TRA

Tanzania Revenue Authority

UN

United Nations

URT

United Republic of Tanzania

US

United States of America

xii

CHAPTER ONE
INTRODUCTION
1.0. Chapter Introduction
This chapter introduces the background of the study, statement of the problem, research
objectives, research questions as well as the significance of the study.
1.1. Background of the Study
Many governments around the world have adopted and launched e-government
programmes as a way of lowering costs, upgrading services, saving time and increase
efficiency and effectiveness in the Public Sector (Alshehri and Drew, 2007). The aim of
e-government is not just to turn conventional data into bits and bytes and make it
available via internet websites, or to provide computers for Government Officials or to
automate old activities on an electronic platform. It also calls for rethinking the aspects in
which government roles are conducted to optimize the procedures and convergence
(Alshehri and Drew, 2007). The term e-government emerged in the late 1990s; however,
the history of computers in government institutions can be mapped back to the early days
of the history of computers. IT in government goes back at least to the 1970s (Danziger
and Andersen, 2002).
In implementing the e-government programme, it took a lot of effort and money for many
countries in the world to transform from the traditional government to electronic
government. For example, the Russian Government approved the “Electronic Russia
2002-2010” initiative of 2.6 billion US dollars to improve its country's e-commerce and
Internet use (Kolachalam, 2002). E-Russia aims to offer government services online by
reducing red tape for its residents and enterprises. This 9-year strategy tackled four main
areas. Legislative and legal climate, internet connectivity, e-government, and e-education
are prerequisites for the development and sustainable use of e-government (Kolachalam,
2002). Currently, the leading e-government user in the world is South Korea, according
to the United Nations E-government Survey (2014), the highest possible scores in the
Online Service Index and the E-participation Index categories rank South Korea the first
1

among all UN member countries. By exploiting the world's best information and
communications technologies, like the broadband internet, South Korea has aggressively
adopted e-government as a means of making the economy more efficient. In South
Korea, the introduction of e-government has achieved visible results: both administrative
job performance and accountability have dramatically improved. Further, there is an
improvement in the administrative civil services and opportunities for citizens to engage
in the policy-making process are as well improved (Solinthone and Rumyantseva, 2016).
Though it is imported model e-government has already arrived in Africa (Heeks, 2002).
In several African countries, there is an increasing number of e-government initiatives,
some of which have contributed to the restructuring of the public sector and produce
productivity and/or improvements through a large agenda (Heeks, 2002; and Sæbø,
2012). E-government programmes in Africa, however, are said to face difficulties. Where
e-government programmes are applied; the results are largely in either partial or complete
failure. Besides, it is claimed that, due to a lack of e-government preparation and lack of
sensitization to the wide differences that often occur between project architecture and the
realities of the African Public Sector, e-government slowly expands throughout Africa
(Heeks, 2002). The failure of the e-government project is due in particular to the fact that
e-government ideas and prototypes emerge in the West and are substantially different
from African realities (Sæbø, 2012; Mutula and Mostert, 2009).
Despite the challenges, the e-government is implemented by many governments in Africa
to spearhead the development and sustain good governance. For example, in addition to
other poverty alleviation projects, the South African Government promotes e-government
to raise the living conditions of its citizens. For example, the Reconstruction and
Development Program (RDP) seeks to address basic needs, such as food,
accommodation, schooling, water, energy, health, to name just a few. On top of this, the
e-government implemented by the South African government aims at improving the
managerial effectiveness and overall performance of the South African public sector
(Mutula and Mostert, 2009). Therefore, this indicates that African governments have
accepted and implemented e-government.
2

Tanzania is one of the many developing countries that has also adopted and
implementing e-government. It is argued that, in Tanzania, multiple e-government
initiatives are being introduced to support poverty reduction, sustain good governance
and improving performance in the public sector (Sæbø, 2012). These initiatives are
motivated by the pledge of efficiency and openness in governance to address the sluggish
pace of development and are exemplified by Tanzania's 2003 ICT Policy. It is at this
point where e-government was adopted as a key engine of sustainable socio-economic
progress and increased poverty reduction, both nationally and internationally (Sæbø,
2012). Tanzania acknowledged the importance of e-government in the administration and
distribution of public services and, thus, embraced these projects (Sæbø, 2012 and
Mwakyusa, 2015).
Some efforts have already been made to deploy e-government programmes in Tanzania
that include updating internal procedures, delivering government information by
electronic means, and offer online purchases to the general public (Mwakyusa, 2015).
These programmes include Phase II Public Service Reform Programme (PSRP), which
focused on supporting e-government and information management as a way of
strengthening governance and service delivery by going forward to improve its ICT
technology and expanding the capacity to provide services using emerging technologies
(Hoyle and Wamukoya, 2007). Also, an e-government Authority (e-GA) was set up
under the President's Office for Public Service Management (POPSM). In April 2012, the
Agency and in 2019 transformed to authority. Its primary function is to inform, organize
and monitor the implementation of the country's e-government initiatives.
Despite these attempts, the country's e-government programmes have been ad-hoc and
uncoordinated at times (Mwakyusa, 2015). The e-government deployment is still facing
several setbacks. For example, the number of e-government programmes carried out by
the public sector organizations has not been able to produce the anticipated final
performance. In comparison, before the completion, deployment programmes are
discontinued. Some of the main factors leading to such circumstances include finances,
the disparity in expertise, lack of knowledge, lack of leadership and political support/will,
3

and insufficient e-readiness (Sæbø, 2012 and Mwakyusa, 2015). Regardless of the
setbacks, Tanzania is still implementing the e-government. Various government
institutions, like TRA, TANESCO, and EWURA use IT to issue bills and collect revenue.
Moreover, institutions, like the National Bureau of Statistics (NBS) receives data from
other institutions and MDAs electronically. NBS stores, analyses, and disseminate the
data about different social-economic activities for data to be accessible by citizens or
businesses (Sæbø, 2012). Therefore, this indicates that the e-government is in practice
and it is of great significance in Tanzania.
The establishment of e-government in Tanzania and elsewhere in the world was to
facilitate governance but also to facilitate the recruitment process in the public sector.
Recruitment nowadays by far large percent is done online in both the private and public
sector. Mwasha (2013) claims that for many governments and organizations around the
world, online recruiting has become a motivating way to hire their employees. Online or
e-recruitment has been used as a new tool for the achievement of highly skilled and
successful talented workers who can serve as a mentor in the achievement of the
corporate objectives (Cappelli, 2001). Omolawal (2008) argues that the reason for many
public and private organizations to shift towards online recruitment activities, and use of
Web technology for more Human Resource Management functions is mostly due to the
inadequacy of the paper-based process. Most hiring managers and line managers
indicated that the lack of a systematic log of information and improper storage of paper
applications lead to inevitable delays in application processing time. Yazdani, (2010)
posits that online attitude and aptitude tests are becoming more popular as a means of
selecting the right candidates. According to Mathis and Jackson, (2006), provided that the
major benefits of the use of the hardcore ICT, otherwise known as internet recruitment
include cost-saving, time-saving, generation of an expanded pool of applicants, and
global catchment opportunity.
Nevertheless, following the fact that the public sector in Tanzania has undergone a major
transformation process over the last two decades and the reason for the changes has been
to make the public sector more open to citizens' interests by growing standards of
4

transparency, fostering productivity and efficacy, and implementing participatory
decision-making and customer orientation (Lufunyo, 2013). Following the amendment of
the Public Service Act Cap 298, Public Service Recruitment Secretariat was established
as an initiative of improving the recruitment process in the Public Service towards having
public service with a talented workforce (Mwasha, 2013). The Secretariat was established
with the main objective of facilitating the recruitment process in the Public Service by
ensuring that facilitation is done with adherence to principles of equity, transparency and
merits. However, the other reason was to centralize the recruitment process in the public
service to relieve employers from dealing with non-core functions and make them
concentrate on their core functions (Mwasha, 2013 and Lufunyo, 2013).
With time and changes in technology and the labor market, the Public Service
Recruitment Secretariat improved the recruitment process by using Information and
Communication Technologies (ICTs). This is a vital role to enhance service delivery and
improve the process and management of Governmental functionaries (Lufunyo, 2013).
The secretariat recognized the importance of ICT as a strategic tool in transforming the
public service recruitment process on how to modernize the said secretariat core
functions. Introduction of e-recruitment process aimed at improving a basis for effective
investment decision, planning, implementation, reducing the uncertainty of decision
making, creating overview and transparency by including all relevant facts for project
evaluation, providing project success controlling instrument as well as enabling objective
comparison of alternative projects.
According to Depardieu and Islam (2008), provide that automated systems greatly
increase the efficiency of traditional recruitment methods and selection tools. Due to the
growth of the internet, and the obvious benefits that Applicant Tracking Systems bring,
more and more organizations are streamlining their recruitment process with erecruitment software. E-recruitment is said to have created online databases, where job
seekers could store their CVs thereby allowing employers to search for candidates who fit
the required profile. This can speed up the application process and give people who are
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interested in changing their job the initiative to show their availability, without actively
applying for jobs (Elkington, 2005; McCurry, 2005).
Despite all efforts by the government to ensure qualified candidates, still there are
challenges of the ineffective and inefficient recruitment process; costs of recruitment are
said to be higher than manual recruitment process, the said old patronage, nepotism and
corruptions exist. The said challenges of the existing e-recruitment process result in the
employment of incompetent individuals in the public that challenge the efforts of the
Government to provide good, reliable and quality services to the citizens. According to
Anderson (2003), Mathis and Jackson (2006), and Armstrong, (2009), the positives
associated with internet recruiting come with several challenges. In getting broader
exposure, employers also may get more unqualified applicants. Internet recruitment
creates additional work for HR staff members who now need to review more resumes,
more e-mails and the need to install expensive software to track the numerous
applications (Mathis and Jackson, 2006).
A related concern is that many of the individuals who access job sites are just browsers
who are not actively looking for jobs. Another major concern, according to them is that
some applicants may have limited internet access, especially individuals from lower
socio-economic groups and certain regions of the world (Armstrong, 2009). Anderson
(2003) provides that privacy is another potential disadvantage of this new process:
Sharing information gleaned from people who apply to job boards or even company
websites have become common, but information sharing is being done in ways that raise
ethical issues and violate discrimination.
Thus, this study was proposed to investigate the implementation of e-government on the
recruitment of public servants to identify the challenges of the existing e-recruitment
process in Tanzania related to costs of recruitment to the Government, favoritism during
the recruitment process, coverage of e-recruitment. The assessment was important to
provide suggestions for improving the recruitment process in Tanzania's public services.
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1.2. Statement of the Research Problem
The public sector in Tanzania has undergone a massive restructuring process over the last
two decades. The reason for this restructuring was to make it more responsive to the
interests of people by increasing the level of transparency, encouraging productivity and
effectiveness as well as implementing participatory decision-making and embracing
customer-focused strategies through e-government (Lufunyo, 2013). Consequently, this
urge for responsive governance triggered the government to adopt ICTs to improve
service delivery. In this endeavor, e-governance was sought as a remedy to achieve
efficiency and effectiveness in the public sector (Stier, 2015). Recognizing the
importance of e-government in the public service, the Tanzania Government embraced
the technology in its quest to human resource management issues, including solving
recruitment challenges.
e-recruitment in Tanzania is still a new phenomenon or others might term it as
experimentation (Lufunyo, 2013) and therefore still has a long way to go and it is curbed
by various challenges. Anderson (2003), Mathis and Jackson (2006), and Armstrong,
(2009) posit that E-recruitment comes with different challenges these include the
organization not being able to get qualified applicants, costs in the installation of the new
recruitment software, inaccessibility of the internet by some users and privacy problems.
These challenges place forward by these scholars they do face the Tanzania e-recruitment
system. However, despite the challenges Tanzania is still pushing forward to implement
e-government and e-recruitment.
However, it is needless to say that, despite this is an interesting subject for discussion
little is known on how this technological tool for recruiting in the public sector. Taking
into consideration studies conducted in Tanzania is very scant and many of them have
placed their focus on either assessing effectiveness or status of e-government. For
example, studies conducted by Sæbø (2012), Mwakyusa (2015), and Robert (2013) all
have focused on e-government for instance Sæbø (2012), conducted a study on the
current status and future challenges of e-government in Tanzania, Mwakyusa (2015) has
assessed the effectiveness of e-government in Tanzania. On top of this many of the
7

studies have not focused on appropriate intervention to strengthen innovation and
practice in the implementation of e-government particularly e-recruitment.
Thus, this appears this subject has been ignored by researchers and scholars of which
possess a paucity and situated the research problem. Therefore, this research bridged the
gap by assessing the implementation of e-government in the Tanzania public sector,
focusing on the e-recruitment in the Public Service Recruitment Secretariat.
1.3. Objectives of the Study
1.3.1. General Objective
The general objective of this study was to investigate the implementation of egovernment in the public sector, with a focus on e-recruitment in public service
recruitment secretariat.
1.3.2. Specific Objectives
This study was guided by the following objectives:
i.

To assess the perception of applicants on the e-recruitment system in the public
service recruitment secretariat.

ii.

To assess the challenges facing the implementation of e-recruitment in public
service recruitment secretariat.

iii.

To suggest ways to improve e-recruitment in the public service recruitment
secretariat.

1.4. Research Questions
i.

What are the perceptions of applicants on the e-recruitment system in the public
service recruitment secretariat?

ii.

What are the challenges facing the implementation of e-recruitment in public
service recruitment secretariat?
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iii.

What ways can be used to improve e-recruitment in the public service recruitment
secretariat?

1.5. Significance of the Study
First and foremost the study provides awareness and insights to the policymakers and the
government in general on what policies are to be made, action to be taken and strategies
to be developed to foster the implementation of e-recruitment by the PSRS. The study
also provides awareness to the different stakeholders on the challenges that are facing the
PSRS in implementing e-recruitment but also providing the solution on what to be done
to overcome the challenges that face the PSRS in implementing e-recruitment as it
provides automated systems significantly improve the effectiveness of conventional
recruitment and selection tools. The study also intends to provide additional knowledge
to the existing body of knowledge about the implementation of e-recruitment in the
public sector and particularly on the implementation of e-recruitment as it is considered
to be a new phenomenon termed as experimentation. Lastly, the study intends to provide
awareness to the general public and the job applicants on the importance of e-recruitment
and that they have to nature themselves to become ICT savvy so as they can be able to
make an application via the PSRS recruitment portal.

9

CHAPTER TWO
LITERATURE REVIEW
2.0. Introduction
This chapter is centered on reviewing the literature concerning the implementation of egovernment in the public sector, with a focus on e-recruitment in the public service
recruitment secretariat. The chapter begins by presenting a conceptualization of the key
terms followed by a theoretical review, empirical literature review, as well as a
conceptual framework.
2.1. Conceptualization of Key Terms
Conceptualization of the key term is important in research as it provides the meaning of
the terms or concepts that are used in the study and by conceptualizing the terms the
reader gets to know the meaning of the used terms. Therefore, this subsection presents the
definitions of the key concepts that appear in the study to provide the reader with clarity
of what they mean, thus the key terms in this study include; e-government and erecruitment.
2.1.1. e-government
E-government is essentially the use of ICT to enhance the governmental process. In a
narrow sense, e-government is often described as citizens' services, technology reengineering, or internet procurement (Kolachalam, 2004). Alshehri and Drew (2007),
characterize e-government as using the internet and the world-wide-web to provide
people, business and other government agencies with government information and
services. E-government is described by Solinthone and Rumyantseva (2016), as the use
of information technology for the free flow of information to transcend the physical
limits of conventional paper and physical-based structures "to" the use of technology to
improve access to and delivery of government services for the benefit of citizens,
business partners and workers. In this study, e-government refers to the use of ICT to
foster or facilitate government activities by coordinating the different ministries and
10

departments of the government for the better and efficient delivery of service to the
public.
2.1.2. e-recruitment
Online or e-recruitment was described by Galanaki (2002) and Marr (2007) as the action
of advertising jobs via the internet and other sources of online job information. Erecruitment is the practice of using online technology, particularly websites, as a means
of evaluating, interviewing, and recruiting workers (Rouse, 2012). E-recruitment is the
latest recruitment tool that has made it easier for job seekers and corporate websites to
connect as job seekers can upload their resumes to corporate websites so that recruiters
can fit their skills and existing job openings (Mwasi, 2013 and Sharma, 2011). In the
context of the study, e-recruitment refers to the action of using the internet or website to
advertise jobs and finding eligible applicants for a certain position in the company or
public organization.
2.2. Theoretical Review
Bacharach (1989) understands theories as explanations of natural or social behavior,
incident, or phenomenon, and also considers the theory to be a system of constructs and
proposals that collectively provides a rational, systematic and consistent explanation of
the phenomenon of interest under certain assumptions and boundary conditions. This
study was guided by Organizations: A Systems Approach by Stefan Kühl's to illustrate,
predict and explain the implementation of e-government in the public sector, with a focus
on e-recruitment in the public service recruitment secretariat to question and broaden
existing understanding within the limits of essential boundary assumptions. Stefan Kühl
is a professor of sociology at the University of Bielefeld, Germany, and a senior
consultant for the Princeton, Hamburg, Shanghai, Singapore, Versailles, and Zurichbased consulting company Metaplan. His research focuses on societal theory, job,
industrial and organizational sociology, and sociology of interaction. Kühl (2014)
indicated that Organizations: A Systems Approach is based on the assumption that
organizations do evolve. This theory is a management fashion that holds that an
organization will be better off than beforehand after it has run through the various phases
11

of the change process. The theory starts by stipulating the characteristics of the
organization including membership, goals, hierarchy, and decision-making autonomy.
The theory emphasizes that the evolvement of the organization is highly influenced by
many factors including Information and Communication Technology (ICT).
According to Cascio and Montealegre (2016), we live in a global era where technology,
particularly information and communication technology, is transforming the manner
companies build and capture value, how and where we operate, and how we connect and
communicate. Consider the five innovative technologies that change the very foundations
of global business and the organizations that drive it: cloud and mobile computing, big
data and machine learning, sensors and smart manufacturing, advanced robotics and
drones, and renewable energy technologies. These technologies not only empower
individuals to do tasks easier and quicker, but also allow for a fundamental shift in the
way organizations operate.
However, despite the theory to be useful in the study by explaining the evolvement of the
organization by adopting and harnessing the new technology the theory is subjected to
several criticisms. The first critic is that the theory has not highlighted the implication of
the organization using ICT to facilitate its activities. The second critic is that the theory
has not explored the challenges that organizations will face once they orient themselves
in using ICT. Although, despite the critics placed forward the theory is relevant to the
study. In the context of this study, the theory is important as it explains the importance
and the application of Information and Communication Technology, such as erecruitment in public sectors and how technology has made the work to be done easily as
a part of organizational change. Therefore, this theory will be useful in understanding the
implementation of e-recruitment in public service.
2.3. Empirical Literature Review
This section reviews the empirical studies related to the issue under investigation. The
review focuses on the previous studies conducted about e-recruitment. The review
involves, journal articles, books, and reports published and unpublished thesis.
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2.3.1. Usage of e-recruitment.
The world today is dominated by the forces of science and technology which permeate
every aspect of life and human activities. According to Ajayi, (1996) and Held, (2003),
the rapid changes taking place in the world economy and industrial development are
driven by three technological waves: information and communication technology (ICT),
biotechnology and materials. Of these three, the first has the greatest influence, affecting
virtually every aspect of human activities. There is growing evidence that organizations
are using Internet technology and the World Wide Web as a platform for recruiting and
testing (Greenberg, 1999; Harris, 1999, 2000). Cappelli (2001) notes in the Harvard
Business Review that the use of the Internet for recruitment and testing has grown rapidly
in recent years. However, as Bartram (2000), Lievens and Harris(2003), and Anderson
(2003) note, usage and adoption of Internet-based recruitment is mainly restricted to
larger multi-national organisations recruiting large numbers of employees (graduates), or
to those with national/international pools. There is some optimism by these authors that
smaller organisations will follow suit, but it is unclear what the trend will be outside of
this larger sector.
Dineen et al. (2002) reported that up to 2002, 90 percent of large corporations in the USA
use net-based recruitment (Cappelli, 2001; Martin,1998), and 12 percent use online
screening methods (Coberetal., 2000), all of which illustrates the extensive exposure of
applicants (at least in the US) to Internet-based modes of delivery. Anderson (2003) also
notes, in his analysis of the adoption of new technology in recruitment and selection, that
there is ‘undoubtedly considerable variation between organisations and HRM
departments in their level of technical sophistication’. This will have an impact on what
they view as being radically innovative in adopting new technology in an election
context.
The effects of technological change on the global economic structure are creating
immense transformations in the way industrial organisations and nations organize
production, trade goods, invest capital, and develop new products and processes.
Sophisticated information technologies permit instantaneous communication among the
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far-flung operations of global enterprises. New materials are revolutionizing sectors as
diverse as construction and communications. Advanced manufacturing technologies have
altered long-standing patterns of productivity and employment. Improved air and sea
transportation has greatly accelerated the worldwide flow of people and goods and they
all point to enhanced changes, competition and turbulence in the global economy. At the
level of organizational operations, most activities have been transformed by the
utilization of information and communication technology. One of such is the human
resource management function of recruitment, selection and placement, otherwise
referred to as the staff acquisition function.
Traditionally, organisations depended on fairly low technology, including newspaper
advertisements and employee referrals to locate and attract qualified candidates. Other
traditional tools used for recruitment include manual typewriters, hand delivery/dispatch
riders, postal services, handbills, radio, television, and courier services. But today, the
recruitment function has undergone dramatic changes as a result of information and
communication technology gadgets such as the computer, computer software, webcam,
internet, websites, telephone/cell phone, e-mail, video-conference and so on, leading one
observer to remark: “few markets have been hit as hard by the power of the web and ecommerce as the recruiting industry; while there are still changes underway, it is clear
that the web has quickly and dramatically changed the way recruiting industry works”
(Kay 2000; Sign and Finn, 2003). The process of using the more sophisticated aspects of
modern information and communication tools for staff recruitment functions is referred
to as e-recruitment, also referred to as online recruitment.
2.3.2 Benefits of e-recruitment.
It is argued that there are several benefits of using e-recruitment. According to the IES
survey conducted in 2003, the organisations were asked to identify the key drivers for
using or introducing e-recruitment. That is the reasons and benefits that they felt they
would gain from such an approach, over traditional forms of recruitment. The results of
the IES survey indicated that the primary drivers behind the decisions to pursue erecruitment were: 80 percent of the organization indicated to improve corporate image
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and profile, 78 percent indicated to reduce recruitment costs, 62 percent indicated to
reduce administrative burden, and 62 percent indicated to employ better tools for the
recruitment team.
Anderson, (2003); Reynolds and Sinar, (2001), shows that Internet-based selection
procedures can have a positive impact on perceptions of the organisation (i.e. company
image) amongst potential applicants. The increasing popularity of the Internet as a
recruitment channel can, therefore, be attributed to several key perceived advantages.
Much of the evidence accentuates the time and cost-effectiveness of e-recruiting. The
speed at which several steps of the recruitment process are carried out reportedly leads to
a shorter recruitment cycle (Hogg, 2000). Applications can be processed and delivered
within minutes rather than weeks, saving both companies and job seekers valuable time.
Additionally, companies can save considerable amounts of money when recruiting
online.
Other benefits include the fact that as there are no severe space constraints when
advertising online, companies can develop comprehensive adverts with links to job
descriptions and person specifications, and can ‘pass far more information in a much
more dynamic and consistent fashion to candidates than was the case in the past’
(Lievens & Harris, 2003, p. 4). Through intranet systems, information can be updated
quickly and efficiently following a company’s changing recruiting needs (IDS, 2000).
Thus, organisations are provided with the opportunity to promote themselves to potential
candidates and improve their corporate image.
According to Mathis and Jackson, (2006), major benefits of the use of the hardcore ICT,
otherwise known as internet recruitment include cost-saving, time-saving, generation of
an expanded pool of applicants, and global catchment opportunity. Other scholars
(Newell and Shackleton, 2000; Taylor, 2002; IRS, 2002b; Torrington, Hall & Taylor,
2007) argue that advantages derived include:


It lowers costs to the organisation



Posting jobs online is cheaper than advertising in the newspapers
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It does not involve intermediaries



There is a reduction in the time for recruitment (over 65% of the hiring time)



It facilitates the recruitment of the right type of people with the required skills.



It enhances improved efficiency of the recruitment process



It gives 24-hour access to an online collection of resumes.



It helps the organisations to weed out the unqualified candidates in an automated
way

Recruitment websites also provide valuable data and information regarding the
compensation offered by the competitors, and so on, which helps the HR managers to
take various HR decisions like promotions, salary adjustment based on trends in the
industry and so on. In a related manner, Armstrong (2009) argues that much of the
evidence supporting the use of e-recruitment points to time and cost savings: The speed
with which several steps of the recruitment process can be carried out online reportedly
leads to a shorter recruitment cycle. Applications can be processed and delivered within
minutes rather than weeks, saving both organisations and job seekers valuable time.
Additionally, organisations can save considerable amounts of money when recruiting
online. Job seekers have greater access to more job advertisements and have the
possibility through the company's website to research their potential employer and make
a more informed choice in selecting the jobs they are interested in. Employers have a
wider choice if more applications reach them in time. In addition to this, by not having
hard-copies, both employer and applicant save on time, printing costs and postage. Softcopies can be deleted or stored at little expense.
Furthermore, a survey of 50 organisations in the United Kingdom that used e-recruitment
found that the organisations decided to pursue e-recruitment to improve their corporate
image and profile, reduce recruitment costs, reduce administrative burdens, and employ
better tools for the recruitment team. The survey showed that 55 percent of respondents
expected their organisation to reduce their use of other recruitment methods in the future.
Similarly, research on U.S. Federal Government recruitment methods found that erecruitment

can serve several recruitment purposes, including improving an
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organization’s image through branding, educating applicants about the organisation and
its career opportunities, and making it easier for applicants to update their resumes and
contact information. Other benefits according to Torrington et al, (2007), Storey, (2007)
and Onyeonoru & Omolawal (2013), include the fact that there are no strict space
constraints for position announcements posting online, which allows publishing
comprehensive advertisements with links to job descriptions, applicant specifications,
and job previews. Furthermore, information about open positions and applicants can be
updated quickly and efficiently. E-recruiting allows hiring executives to publicize a job
opening widely and almost immediately by typing a job description into the e-recruitment
system. The system can post the opening on thousands of Web sites, including general
job-search sites, niche sites devoted to specific industries, and professional association
sites. Sites may be free to both the hiring organisation and the applicant or may require
the hiring organisation to pay a fee to post jobs (Williams, 2010)
Advertising open positions on the Internet also facilitates the recruitment of local,
national, and international job candidates thereby enhancing workplace diversity.
Furthermore, the integration of e-recruitment systems and agencies' human resource
information systems (HRIS) can enable recruiters to access several databases in the core
HRIS, extract data on previous hires and the workforce, and import data on the new ones.
Such integration is also useful for recruiters and line managers who need to think
strategically when doing workforce planning, assessments, and diversity management.
According to Kettley and Reilly (2003) and Soonhee & O'Connor (2009), e-recruitment
has also led to improved internal customer relationship management. For example, erecruitment can facilitate the decentralization of many HR operations, with
responsibilities for many aspects of the recruitment process being given to staff at the
business unit, departmental, or line management level.
Scholars such as Elkington, (2005) and Torrington et al (2007) posit that online
recruitment is also capable of generating the following benefits:


Enhances the applicants’ experience;
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Communicates the employer's image and culture better;



Makes the recruitment process faster, more accountable and standardized;



Increases the diversity of applicants;



Provides better management information on applicants;



Finds the right candidate for the job.

It also provides opportunities for building a pool of talented candidates, retaining
speculative and star candidates for the future, and then contacting them when an
appropriate vacancy is advertised, effectively generating applicants for free. There is also
reduced administration as all applicants are held on a single e-recruitment system and
they can be contacted individually or collectively with ease at the click of a mouse,
reducing the time, effort and cost of the administration staff.
In pre-filtering candidates, the use of job-specific (killer) questions and selection
techniques allows the employer to focus quickly on the most appropriate applicants and
efficiently communicate with them especially in the contemporary labor market where
good candidates have many options and expect an instant response to their applications.
Additionally, applicants receive a much higher quality of service, ranging from prompt
and timely communications through to the ability to select their own interview time
through an online interview zone all of which enhances the employer's brand, making it
easier in the long term to attract staff
The study of Reddick (2009), cited in Bondarouk et al (2009) classified the impact of ICT
on recruitment into three stages namely operational impact, relational impact and
transformational impact. The outcome of the study showed that the first stage
(operational impact) tests positive on many organisations which he studied. According to
him, efforts to automate record-keeping and routine clerical activities such as choosing
the appropriate candidates and scheduling interviews make sense. By doing away with
paperwork, automated processes have the likelihood to shrink company overheads and
enhance major cost savings. On the relational impact, Reddick found that since
organisations can achieve more efficiency and productivity by increasing service
timeliness in the recruiting process, therefore, IT has a positive relational effect on
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recruitment and selection processes. Lastly, he found that the highest impact of IT on
recruitment is its transformational role which is owed to the fact that unlike before,
recruiters are now able to attract potential candidates from any part of the world and
communicate much more closely with them without spending much money.
2.3.3. e-recruitment in Tanzania.
Lufunyo (2013) revealed that there have been several reforms of public service in many
countries, including Tanzania. Among other areas of reforms included administrative
reform that focused on improving the public sector, specifically on ensuring that public
service is responsive, efficient, with performance culture, compliance to rules laws and
regulations towards ensuring that individuals in the public service are highly motivated,
retained and provide services to the citizens as anticipated. Administrative reform
facilitated the formulation of the Public Service Management and Employment Policy of
1998 (as amended) which was enacted by the Public Service CAP 298 and its regulations
of 2003 (URT, 2007).
In 2007, the Government of Tanzania amended the Public Service Act Cap 298 and the
Public Service Recruitment Secretariat (PSRS) was established as an initiative of
improving the recruitment process in the Public Service towards having public service
with a talented workforce. The Secretariat was established with the main objective of
facilitating the recruitment process in the public service by ensuring that facilitation is
done with adherence to principles of equity, transparency and merits. However, the other
reason was to centralize the recruitment process in the public service to relieve employers
to deal with non-core functions and make them concentrate on their core functions.
According to Section 29(6) of Public Service Act Cap 298, among other functions of the
Public Service Recruitment Secretariat includes searching for various professions with
special skills and prepare the database for such professionals for easier recruitment. Other
functions include registering graduates and professionals for purposes of ease of
reference in filling vacant posts, advertising vacant posts in the public service and
engaging appropriate experts for interviews and advising employers on various matters
related to recruitment.
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The reason for many of the African countries to shift towards online recruitment
activities and the use of Web 2.0 technology for more Human Resource Management
functions is mostly due to the inadequacy of the paper-based process. A study conducted
by Singh and Finn, (2003) eluded that most hiring managers and line managers indicated
that the lack of systematic log of information and improper storage of paper applications
lead to inevitable delays in application processing time. This increases the time to hire
and thus the cost to hire while compromising the quality of hire due to incompetent
practices, human errors and biases (Depardieu and Islam, 2008). Findings in a CIPD
survey show that e-recruitment sections on employers' websites are now the fourth most
popular recruitment method.
With time and changes in technology and labor market, the Secretariat improved the
recruitment process by using Information and Communication Technologies (ICTs) as a
vital role to enhance the service delivery and improve the process and management of
Governmental functionaries. The secretariat recognized the importance of ICT as a
strategic tool in transforming the public sector recruitment process. Introduction of erecruitment process aimed at improving the basis for effective investment decision,
planning and implementation, reducing the uncertainty of decision making, creating an
overview, and transparency by including all relevant facts for evaluation, providing
success controlling instrument as well as enabling objective comparison of alternative
(URT, 2015: URT, 2017) as the way to implement Tanzania’s Public Service
Management and Employment Policy, 2008 and Tanzania's 2003 ICT Policy motivated
by the pledge of efficiency and openness in governance to address the sluggish pace of
development and are exemplified by enhancing skills and competencies, Promoting equal
access to employment opportunities and safeguarding the basic rights and interests of
applicants. E-recruitment is used to post jobs and accept resumes on the internet, and to
contact candidates by e-mail or recruitment portals. The key success factors of erecruitment are cost-effectiveness, speed, customized solutions, value-added services
offered by the job sites, helping to develop relationships with human resources managers
and promoting the company's brand-building (Dhamija, 2012).
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2.3.4. Challenges of e-recruitment
Nowadays, the traditional recruitment method has been revolutionized by the wave of the
Internet. E-recruitment is the latest trend and it has been adopted by large and small-sized
Organizations. In their study, Hada and Gairola (2015) on opportunities and challenges of
e-recruitment revealed that the internet has made a great impact on recruitment processes.
Job platforms, corporate websites and social networking all speed up recruiting and help
find the right fit for vacant roles. E-recruitment is becoming common among recruiters
and job seekers because of its benefits, such as time, cost and efficiency, etc. Individuals
can find jobs according to their qualifications, education and professional experience by
just clicking on the mouse or tapping on the screen of the smartphone or tablet. (Rao,
2009).
In their study, on critical success factors of the e-recruitment system, Ghazzawi and
Accoumeh (2014) argue that online recruiting has both advantages and disadvantages.
The benefits of online recruitment are that it can attract a larger variety of potential
candidates, and it is easier and cheaper than conventional advertising methods. On the
web, more information on positions and businesses can be given, curriculum vitae (CVs)
can be matched, and applications can be electronically submitted. The drawbacks are that
so many irrelevant or bad applications may be generated and it is still not the first choice
of many job seekers. Kim and O'Connor (2009) evaluated the implementation of
electronic recruitment in state governments and identified the following e-recruitment
challenges; fake profile, especially if one applies on behalf of another person. Applicants
often show fake diplomas or certificates. There are instances in which potential
candidates have used the credentials of other individuals, especially relatives of the same
surnames. due to the high unemployment rate, some job applicants have fake
qualifications, high access fees, casual attitude of job seekers, lack of personal contact,
internet usage may not be a priority for all job seekers, impersonal, privacy problems,
obsolete job posting, no company answer, and not suitable for all types of jobs.
In his research, Zinyemba (2014) clarified that misrepresentation can occur during a
selection process by the use of e-recruitment when an eloquent communicator can get the
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job only to discover later that he/ she is incapable or does not have the right skills or
experience. Relevant qualifications for the job are often used during the selection process
to screen and shortlist the candidates. Organizations should employ the services of
recruitment agencies that can pick fake qualifications and misrepresentation. According
to Njuguna (2014), effective electronic recruitment practices should be a two-way
process that effectively favors both recruiter and the recruited since the recruiter has a
choice of who to recruit while the recruited can select the proper organization for him to
apply for employment. The study further indicated that electronic recruitment should
also play a pervasive role since all organization activities are connected with recruiting
function however the volume and nature of recruitment varies with the size, nature and
environment of the particular organization.
In his report, Sæbø (2012) suggested that the lack of understanding of the possibilities
and future effects of the implementation of e-government systems in the public sector is a
significant obstacle for inclusive e-government (e-recruitment). The resistance to change
stays high without an understanding of possible advantages. Lack of funding is a major
obstacle that not only means a lack of money as such, but also a lack of existing
processes and structures to make funding available, to manage budgets and to assign
money. The lack of control on how to prioritize is further questioned by the fact that
equipment funding. Internet subscriptions and software procurement are highly
dependent on donors.
According to Anderson (2003), Mathis and Jackson (2006), and Armstrong, (2009), the
positives associated with internet recruiting come with some challenges. In getting
broader exposure, employers also may get more unqualified applicants. Internet
recruitment creates additional work for HR staff members who now need to review more
resumes, more e-mails and the need to install expensive software to track the numerous
applications. A related concern is that many of the individuals who access job sites are
just browsers who are not actively looking for jobs. Another major concern, according to
them is that some applicants may have limited internet access, especially individuals
from lower socio-economic groups and certain regions of the world. Also, privacy is
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another potential disadvantage of this new process: Sharing information gleaned from
people who apply to job boards or even company websites have become common, but
information sharing is being done in ways that raise ethical issues and violate
discrimination.
The challenges identified by other scholars (Anderson, 2003; McCurry, 2005) include:


Screening and checking the skill mapping and authenticity of millions of resumes
is a problem and time-consuming exercise for organisations.



There are low Internet penetration and no access and a lack of awareness of the
internet in many locations across the world.



Organisations cannot be dependent solely and totally on online recruitment
methods. In countries like India, the employers and the employees still prefer
face-to-face interaction rather than sending e-mails.

Other major issues and challenges with e-recruitment center on the quantity and quality
of candidates using Web-based tools, the lack of knowledge of e-recruitment within the
HR community, and limited commitment to e-recruitment by senior managers. For
example, many applications from unqualified candidates have been received by
organisations using e-recruitment systems, at the same time, the lack of knowledge of erecruitment among HR professionals and the limited commitment of senior managers
have hindered the effective implementation of e-recruitment in some organisations.
Furthermore, recruiting through the Internet has raised concerns among potential
applicants about keeping their personal information secure and confidential. Many
organizations’ recruitment sites display privacy statements that detail how the
information applicants provide will be stored and used. However, data security remains a
major concern, particularly when it comes to online testing and making hiring decisions.
Shrivastava & Shaw (2004) noted that the accuracy, verifiability, and accountability of
applicants' data are also major issues for managers whose organisations use e-recruitment
systems. Also, Robertson, (2001) wrote that the lack of personal interactions during the
process of applying for employment online limits the flow of communication between
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potential employees and the employer, leading to frustration on the part of the job
candidates and missed opportunities to share or gather additional information by
employers. To improve such communication, some e-recruitment systems incorporate email follow-ups by recruitment personnel or managers with applicants. As Storey (2007)
notes, online testing raises issues related to applicants' reactions to the testing, the
equivalence of online and pencil-and-paper tests, adverse impact, and protecting
candidates' identities. Therefore, before adopting any kind of online selection method,
organisations should carefully study the impact of these methods and the strengths and
weaknesses of the methods.
2.4. Research Gap
Basing on the review above indicates that many of the studies conducted in the area of erecruitment have placed their focus on the benefits and challenges of e-recruitment. On
the other hand, taking into consideration studies conducted in Tanzania are very scant and
many of them have placed their focus on either assessing effectiveness or status of egovernment. For example, studies conducted by Sæbø (2012), Mwakyusa (2015), and
Robert (2013) all have focused on e-government for instance Sæbø (2012), conducted a
study on the current status and future challenges of e-government in Tanzania,
Mwakyusa (2015) has assessed the effectiveness of e-government in Tanzania. On top of
this many of the studies have not focused on appropriate intervention to strengthen
innovation and practice in the implementation of e-government particularly erecruitment. Thus, this appears this subject has been ignored by researchers and scholars.
Therefore, this research breached the gap by investigating the implementation of egovernment in the Tanzania public sector, focusing on e-recruitment in the public service
recruitment secretariat.
2.5. Conceptual Framework
Miles and Huberman (1994) have defined a conceptual framework either as a written or
visual presentation that explains graphically or in narrative form, the main things to be
studied, the key factors, concepts or variables and the presumed relationship among them.
The conceptual framework in this study contains independent, intervening and dependent
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variables. The independent variable in this study includes records, accuracy, timely,
speed, access, decision making.
The previously mentioned indicators for the independent variable affect the dependent
variable. As per this study the dependent variable fairness, merit-based, less cost full, less
paperwork, less prone to human error and reposting. Both the independent and dependent
variables are assumed intervened by the intervening variable with several indicators,
which are; E-policy, Political will, E-readiness, E-Capacity, Resources, Coordination of
E-government projects, EGA and connectivity. All these are illustrated in Figure 2.1
below.
Figure: 2.1. Conceptual Framework
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Source: Author’s Construct (2020).
As depicted in Figure 2.1, the variables of the study and their indicators on the other hand
the relationship between the variables are also demonstrated. The relationship between
independent, dependent and intervening and variables is indirect, as the arrows for this
relationship are in the dotted line. While the arrows in un-dotted lines indicate, the
relationship is directly between the independent and dependent variable.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.0. Introduction
This chapter presents the research methodology used to investigate the implementation of
e-government in the public sector, with a focus on e-recruitment in the public service
recruitment secretariat. Among other things, this chapter presents the area of the study,
followed by research design, sample size and sampling procedures, data collection
methods and tools, reliability and validity as well research ethics considerations.
3.1. Study Area
Study area refers to a geographical location selected by the researcher to carry out the
research (Todd, 2019). The study was conducted in Dar es Salaam at Public Service
Recruitment Secretariat (PSRS) offices. Dar-es-Salaam is the largest city and former
capital of Tanzania. It is the largest city in East Africa and the seventh-largest in Africa,
with a projected population of 5,275,315 in 2019. On the Swahili coast, Dar-es-Salaam is
an important economic center and one of the fastest-growing cities in the world (The
Guardian, 2017). Dar es Salaam is located on the east coast of Tanzania (latitude 6°45″S
and 7°25″S, and longitude 39°E and 39°55″E), bordering the Indian Ocean to the east
(Todd, 2019). Dar-es-Salaam has been purposely chosen because it is where the
headquarters of the Secretariat is located. Through the secretariat, the researcher obtained
adequate information about the implementation of e-recruitment in the Public Service
Recruitment Secretariat (PSRS). Moreover, the PSPRS was chosen because it is where all
the processes and procedures for the implementation of public electronic recruitment are
done. The Public Service Recruitment Secretariat (PSRS) is the pool of all applications
through government electronic means.
3.2. Research Design
In this study, a cross-sectional research design was used. Cross-section research design is
a type of research design that allows the researcher to carry out a study at one-time point
or over a short period (Levin, 2006). The study used a cross-sectional research design as
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the design enabled the researcher to investigate and measures the outcome and the
exposures of the study participants at the same time. The study also used the design since
the researcher intended to carry out this study within a short period. But also the design
was selected is considered to be relatively easy and quick in assisting the researcher to
conduct the study. Furthermore, since the researcher intended to collect data once the
design suits the purpose. Therefore, through a cross-sectional research design, the
researcher was able to collect data in one area within a short time.
3.3 Research Approach
The study used a qualitative research approach. A qualitative approach is one in which
the inquirer often makes knowledge claims based primarily on constructivist
perspectives. That is, the multiple meanings of individual experiences, meanings socially
and historically constructed, intending to develop a theory or pattern (Cresswell, 2017).
The approach was used as it enabled the researcher to gather more information for
intensive analysis and descriptions about E-recruitment through interviews and
discussion with the officials PSRS. Through the approach, it helped the researcher to gain
a detailed understanding of situations, meaning and experiences of the respondents on Erecruitment. Moreover, the approach was selected, as it was conversant to obtain the
thoughts, views, attitudes, experiences, and knowledge of the study population of the
issue under investigation.
3.4. Sampling Procedures
This study used both purposive and random sampling procedures. According to Foley
(2018) purposive sampling, also known as judgmental, selective, or subjective sampling
is a form of non-probability sampling in which researchers rely on their judgment when
choosing members of the population to participate in their study. This sampling method
requires researchers to have prior knowledge about the purpose of their studies so that
they can properly choose and approach eligible participants. The purposive sampling
procedure was used as it enabled the researcher to include in the study only those
members of the study population who are assumed to have rich information about the
issue under investigation. In other words, the procedure enabled the researcher to select
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the key informants who are considered to be well informed about the issue under
investigation. On the other hand, the study also employed a random sampling procedure
in selecting the non-key informants. A random sampling procedure is a way of selecting
the sample size whereby the researcher selects anyone as his/her respondent or is the
technique in which every member of the society can have a chance to participate in the
conducted research (Lavrakas, 2008). This technique was selected as the researcher
wanted to get insights from the applicants about their perception of e-recruitment in
PSRS.
1.4.1. Sample Size
Lavrakas (2008) defines a sample size as several units to be chosen by the researcher
from which data is supposed to be obtained or extracted. The sample size for the study
comprised of forty respondents who were purposively and randomly sampled. The
sample size included the PSRS staff who were purposively selected which comprised of
15 respondents and applicants of the PSRS who were randomly selected who were 35 in
number. The researcher used this sample size to get reliable insight into the
implementation of e-recruitment. The sample size was chosen for the researcher to gather
information based on the experience and perception of the PSRS staff and applicants. The
researcher obtained the 15 PSRS staff from the PSRS headquarters comprised of the head
of recruitment, IT technician, and other low-level PSRS officials who were aware of the
e-recruitment procedures. The applicants were obtained from the streets whereby the
researcher was randomly asking individuals whether they have used the recruitment
portal to apply for the job in the public service whereby the researcher was able to get 25
applicants.
3.5. Data Collection Methods and Tools
The data collection methods are techniques used by the researcher to collect data or
information from the respondents in the field or the study area (Kothari, 2007). The data
collection methods are assisted by the tools that act as a guide to the researcher in
collecting data in the field. In this study, two data collection methods were applied these
are; interview and documentary review.
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3.5.1. In-depth Interviews
The interview is a face-to-face interaction between the researcher and participants. It
allows for collecting the bulk of information through social relationships and interactions
(Khan, 2011). This method is selected since it enabled the researcher to make a followup, probe and press participants for more and more clarified information about issues
under investigation (Foley, 2018). Moreover, the method allowed the development of
positive social interactions and positive social relationships between the researcher and
the respondents as it enabled the respondents to get interested and share their views about
the issue under investigation. During all interview sessions, the researcher recorded and
wrote down the information given by the interviewees on the implementation of the egovernment in the recruitment of civil servants. Nevertheless, in collecting data via this
method, the researcher used an interview guide as a tool. The researcher constructed an
interview guide that contained both structured and semi-structured questions that enabled
the researcher to collect more information or data about the subject under investigation.
3.5.2. Documentary Review
The documentary review is a systematic method for analyzing or assessing printed as
well as electronic (computer-based and internet-based) material (Bowen, 2009). This
method allowed the researcher to collect secondary data. Secondary data were gathered
from various sources, including both published and unpublished sources, such as books,
journal articles (printed and electronic) research reports, dissertations, seminar and
conference proceedings. The researcher used this method as well to collect data by
reviewing other documents for instance studies conducted previously about the topic
under investigation and the reports from PSRS. Also, the researcher used documents that
are available on the internet. This method was used to complement the data that was
collected from the field. In doing so, the researcher used a documentary review checklist,
whereby the researcher prepared a list of issues that are related to the research questions.
3.6. Data Analysis Plan
Data analysis is defined as a critical examination of the assembled and grouped data for
studying the characteristics of the object under study and for determining the patterns of
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the relationships among the variables relating to it (Chapman, 2018). In the analysis, the
researcher employed the themes and content analysis, pattern matching, and building of
strong explanations. Data were grouped into themes and analyzed accordingly. Where
necessary to capture the real feelings of the respondents, some quotable narratives were
put forth. Data were inductively sorted to get themes and sub-themes. On this basis, they
were categorized and organized into narratives to capture the experience of respondents.
Content analysis was done to determine the meaning of words, sentences and paragraphs,
which were carried out to get the inner meanings of the qualitative data. To accompany
these, the researcher also used pattern matching together with strong explanation
building.
3.7. Data Presentation
Presentation of data involves how the data or information collected will be presented for
interpretation (Chenali, 1995). The data gathered was presented in themes and subthemes. The data were gathered via interviews and were presented by explaining and
quoting the comments of the respondents about the implementation of e-government in
the public sector, with a focus on e-recruitment in the public service recruitment
secretariat.
3.8 Reliability and Validity
3.8.1. Validity
Validity is the degree to which a study accurately reflects the specific concept that the
study intended to measure (Johnson and

Christensen, 2012). Validity applies to both

qualitative and quantitative research, despite other scholars arguing that validity is
compatible with only quantitative research and incompatible with qualitative. However,
others argue that it is as well important in qualitative studies. This study is qualitative,
validity was ensured by ensuring there is a degree of correspondence between the
explanations of the phenomena and the realities of the world. Creswell (2003) argues that
to ensure validity in qualitative research, there must be different sources of data or
information through examining evidence from the sources and using the evidence to
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construct a coherent justification for themes. Also, different methods can be applied to
ensure validity such as interviews, recordings, documentary review and observation this
will lead to more validity. Therefore, the researcher used various data sources such as
government documents, other scholars’ journals and reports but also the researcher used
multiple data collection methods such as interviews and documentary review. On the
other hand, the validity of the instruments for data collection in this study was tested
through expert review and pilot testing. The pilot study was done and the adjustments
were made accordingly with the topic under study. The results of the pilot study are not
included in the final research findings. To ensure the validity of the interviews the
researcher sorted the approval of what had been jotted down by allowing the interviewee
to read it by asking the interviewees to make comments. In some cases, the interviewees
made corrections. In such circumstances, the researcher listened and accommodated the
corrections they suggested by the interviewee.
3.8.2. Reliability
Reliability is the degree to which a test is consistent and stable in measuring whatever it
is measuring. Reliability requires the administration of the same test to the same
respondents twice with a short time interval after the first test (Johnson and Christensen,
2012). Since this study is qualitative, reliability is analyzed from a qualitative
perspective. From a qualitative perspective, according to Lincoln and Guba (1985), the
reliability or dependability of qualitative research depends on the validity of the study.
Lincoln and Guba (1985), argue that in a qualitative study, reliability and validity depend
on each other, whereby a demonstration of the validity is enough to establish the
reliability. Therefore, the reliability of this study depends on its validity. On the other
hand in this study, the informants ensured the reliability of the tools were the researcher
constructed interview questions that are simple and understood. Also, before the
respondent was asked questions the instruction was given first.
3.9. Research Ethics Considerations
Ethical consideration in research is not only essential but also necessary to ensure that
participants are treated with dignity and respect during the study. These are moral
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principles that guide researchers to conduct and report research without deception or
intention to harm the participants of the study or members of the society as a whole,
whether knowingly or unknowingly. Ethical guidelines while conducting and reporting
research are essential to establish the validity of the research (Singh, 2019). During this
study, the following ethical issues were observed; first, the researcher obtained a data
collection permit from the University of Dodoma. Second, the researcher ensured that all
respondents voluntarily participate in the study. Third, the information collected was kept
confidential and was used for the study only. Lastly, the researcher ensured an agreement
with respondents on the suitable time for interview sessions,

32

CHAPTER FOUR
FINDINGS AND DISCUSSION
4.0. Introduction.
This chapter presents the findings of the study and a discussion of the findings. The
finding and discussion are presented based on the objectives of the study. The study was
guided by three specific objectives. The first objective was to assess the perception of
applicants on the e-recruitment in the public service recruitment secretariat. The second
objective sought to assess the challenges facing the implementation of e-recruitment in
public service recruitment secretariat. The third objective was to suggest ways to improve
e-recruitment in public service recruitment secretariat.
4.1. The Perception of Applicants on the E-recruitment in the Public Service
Recruitment Secretariat
The first objective of the study was to assess the perception of applicants on the erecruitment in the public service recruitment secretariat. In assessing the perception of the
respondents about the use of e-recruitment, the researcher carried out in-depth interviews
with some key informants. The study was eager to investigate whether the use of erecruitment was the best practice. Also, the study was developed to investigate the
differences between e-recruitment and manual recruitment, the status of e-recruitment in
the secretariat, the effectiveness of e-recruitment and whether there are any awareness/
encouraging programmes to applicants on how to make use of e-recruitment in the public
service recruitment secretariat.
4.1.1. Applicant Perceptions of e-recruitment.
The study revealed that different applicants have had positive perceptions of erecruitment. However, it was also revealed that few applicants had a negative perception
of e-recruitment. In determining the perception of the applicants about E-recruitment in
the PSRS, the researcher conducted an in-depth interview with some respondents. The
findings of the study revealed that the majority of respondents indicated that erecruitment is an efficient system for recruitment in the public sector. Some respondents
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indicated that it is of great importance as it has numerous advantages as it serves time,
cost-effective, easy to track the recruitment process and limits nepotism. For other
respondents indicated that e-recruitment has simplified the job application process for the
applicants and it has simplified means to select or recruit the job applicants by the Public
Service Recruitment Secretariat. To clarify this one of the respondents had the following
to comment:
…It has been of great importance as the Government tries to
embark in the use of ICT, advantages that come with it are but
not limited to time-saving, cost-sensitive, gives easy of the
track of the recruitment process and limits and reduces
nepotism practices... (Interview conducted with PRSR staff
on 27th August 2020).
In an interview with another respondent, it was remarked that e-recruitment to be the best
tool that fastens the recruitment process in an efficient way. To quote the respondent:
….e-recruitment is among the best tools introduced in the
Public Service Recruitment Secretariat to fasten the process of
recruitment in an efficient way…. (Interview conducted with
job applicant on 26th August 2020).
Another respondent indicated that e-recruitment has simplified recruitment, a reduced
human intervention which has removed the chances of favoritism. To quote the
respondent:
….e-recruitment has improved the recruitment process in
Public Service by simplifying the recruitment process and
reduce human intervention in the process hence remove any
possibility of favoritism… (Interview conducted with PRSR
staff on 27th August 2020).
Another respondent maintained that E-recruitment is an efficient and effective system for
the applicants of which the majority have internet access. The following quote from the
interviews is taken to illustrate the point.
…e-recruitment is an efficient and effective system for job
seekers who most of them have access to internet services…
(interview conducted with job applicant on 26th August 2020).
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For one of the respondent, e-recruitment is a positive step taken by the government to
manage the recruitment process in the Public Sector. In an interview, the respondent
commented that:
…e-recruitment entails positive steps injected by the
government through e-government towards the management
of recruitment process in public service via public service
Recruitment Secretariat (PSRS) in Tanzania… (interview
conducted with PSRS staff on 27th August 2020).
A close interpretation of these findings develops the conclusion that the applicants have a
positive perception about e-recruitment. Most respondents remarked that the system
helps the public service recruitment secretariat to recruit the public servant as it cuts the
red tape, simple, flexible, time service and cost-efficient. However, some respondents
had a negative perception of e-recruitment. They perceived e-recruitment as not the best
practice. These respondents revealed that e-recruitment is not the best practice as it
imposes a huge workload for the recruiters. Also, there are security and privacy
breaches, e-recruitment not being applied to all kinds of jobs, costs in terms of
maintenance which limit the chances for the applicants since not all of them can access
the network especially, particularly those in the rural or remote areas. To clarify these
findings, the researcher conducted interviews with the informants of the study who
remarked that this is the best practice since it imposes a huge workload for the recruiters
and not every candidate has equal chances to apply for the job. To quote the respondent:
….Well, for me this is not the best practice I can say. This is
because this system imposes a huge workload on the
recruiters because they have to sort the kind of respondents
they want to which department they belong so it is not an
easy job for recruiters. On top of this, the system does not
give the applicants equal chances. For example, an applicant
can apply for a certain job which requires a certain type of
candidate but an applicant might have either in one of his
courses has pursued what was required but the system denies
automatically such a candidate of which if the candidate
could be given a chance could demonstrate better than those
who purely pursued the course. But, on top of the candidate
in the rural areas, they have no or limited access to the
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network they cannot apply this is already an automatic denial
of equal chances. So for me still this is not a best practice….”
interview conducted with job applicant on 26th August 2020.
Another respondent indicated that e-recruitment is not the best as it is risky when hacked
whereby the privacy and information of the candidate are revealed. For the respondent,
E-recruitment is prone to security and privacy breach. During the interviews, the
respondent had the following to comment:
….Well, for me is not the best since the system is prone to
security and privacy breach. You know through this system
everything is done online and on the internet, there are
hackers and these people if they manage to hack the system
they take every detail found in the system. This is where the
identity of a person is stolen and so many other effects occur
in the security breach of the system. So due to this is not the
best practice… (Interview conducted with PSRS staff on 27th
August 2020).
Therefore, for these respondents e-recruitment is not the best practice of recruitment as it
imposes a huge workload on the recruiters, prone to a security breaches, does not provide
equal chances and opportunities to job applicants. Table 4.1 summarizes the argument of
the supporters of best practice v/s, not the best practice.
Table 4.1: Applicants’ Perceptions of E-recruitment
Best Practice

Not the Best Practice

Easier to share profiles with colleagues

Huge Wok load for the recruiters

Communication is quicker

Candidates not present online

Efficiency

Security Breaches/Privacy Issues

Lower costs

Not suitable for all types of jobs

Reporting is easier

Expensive Maintenance

Overall, saves time

Limit Equal Chances for Applicants

Source: Field Data (2020).
Basing on the field findings there is a mixed feeling on the perception of the applicant s
on e-recruitment whereby the findings of the study have indicated that there are those
who perceive e-recruitment positively and those who perceive it negatively.
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4.1.2. Applicants’ Perception on the Implementation of e-recruitment in the Public
Service Recruitment Secretariat
The study was prompted to investigate the perception of applicants on the
implementation of e-recruitment in the PSRS. In this, the research sought to investigate
whether the implementation of e-recruitment in the public service recruitment secretariat
is a best practice or not. During the in-depth interviews, the majority of the respondents
indicated that implementation of e-recruitment is the best practice in the PSRS. One of
the respondents remarked that e-recruitment is the best practice as it saves time, reduces
cost, it is effective, it has shortened the hiring process and has filtration tools. To clarify
this the respondent had the following to comment:
….e-recruitment is best practice in the recruitment process
because; it is time-saving that is with internet access, no
matter where you are you can send job posting and applicants
can send their applications easily. It, therefore, reduces paper
and manual works. Another thing it minimizes hiring cost:
Implementation of e-recruitment software reduces costs in
terms of advertising the post in media platforms like a
newspaper. It is effective: Easily access to qualified applicants
and making it more effective for applicants to notify the
receipt of their applications. Shorten hiring process: By just
clicking a few buttons to screen, it is easier to filter and sort
applicant’s application particulars and CVs. Filtration tools:
the e-recruitment system has filtration tools to help the
recruitment officials to find the ideal candidates with relevant
competencies that match the job position… (Interview
conducted with job applicant on 26th August 2020).
Also, in another interview carried out by the respondent, it was argued that e-recruitment
is the best practice implemented by the PSRS as it has many advantages. To quote the
respondent:
….Indeed it is, as it has several advantages that enhance costeffective and efficiency in the recruitment process….
(Interview conducted with job applicant on 26th August 2020).
Moreover, another respondent provided that if the standards of e-recruitment are met
then it is the best practice. During the interviews, the informants had the following to
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….One can say this is the best practice towards strengthening
and creating transparency and well-systematized recruitment
procedures in the Public Service only if the standards are
met… interview conducted with job applicant on 26th August
2020.
Similarly, another respondent commented it is the best practice since many applicants
have succeeded in job interviews.
….I think so, many job applicants has succeeded to get the
call for a job interview… an interview conducted with a job
applicant on 26th August 2020.
For another respondent is the best practice as it simplifies and improves the efficiency of
the recruitment process in the public sector.
..It is a best practice as it simplifies the process and improves
the efficiency of the recruitment process in Public Services…
(Interview conducted with job applicant on 26th August 2020).
Therefore, following the interview findings revealed that this is the best practice
implemented by the secretariat as it has several advantages. The findings revealed that is
the best as it simplifies the recruitment process, saves time, is cost-effective, and has
shortened the hiring process in the Public Sector.
4.1.3. Difference between the e-recruitment and the Manual Recruitment in the
Public Service Recruitment Secretariat
In identifying the perception of the applicant on e-recruitment, the study was prompted to
examine the differences between e-recruitment and manual recruitment in the PSRS. The
findings of the study revealed that there is a huge difference between e-recruitment and
manual recruitment. The majority of the respondents indicated that e-recruitment is more
up-to-date than manual recruitment. Also, e-recruitment is error-free, effective, and gives
feedback to the applicants after they have made an application. In addition to this, erecruitment serves time and makes the recruiters avoid biases compared to manual
recruitment. To clarify these finding, in-depth interviews were conducted with the
respondents to learn the differences between e-recruitment and manual recruitment and
the following are some of the interview responses:
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One of the respondents indicated that the difference between E-recruitment and manual
recruitment is that e-recruitment minimizes biases, e-recruitment covers a large area
compared to manual recruitment, the respondent added that e-recruitment is efficient than
manual recruitment. To clarify this the respondent commented the following: “…..Minimize biases in recruitment: e-recruitment helps in
sorting and filtering the best applicants suitable for the post
than the traditional recruitment process. Coverage: erecruitment covers a large amount of job seekers and
applicants because the web design are much more accessible
and easy to use than the traditional recruitment model which
relay of newspapers and another non-web model. Efficiency:
The e-recruitment is more efficient in meeting timeless least
cost in the recruitment process because sorting is easier than
manual recruitment process because it will involve passing
through all applications and documents manually….”
interview conducted with PSRS staff on 29th August 2020.
Another respondent commented that the difference between e-recruitment and manual
recruitment is e-recruitment standards are well set, with no biasess, fair treatment of the
applicant while in manual recruitment there are high chances of tempering with the
procedures. During the interview, the respondent commented the following: “…..While talking of e-recruitment we think of well-set
standards, procedures and guidelines which binds all
applicants with reduced bias and encourage fair treatment,
unlike manual recruitment where there is a high chance of
tempering with procedures and standards….” interview
conducted with PSRS staff on 29th August 2020.
Another respondent commented that the difference between E-recruitment and manual
recruitment is that e-recruitment provides quick feedback to the job applicants while
manual does not guarantee feedback. To quote the respondent: “….There is a difference because e-recruitment provides quick
feedback to the job applicants when their application is
submitted online but manual produces doesn’t guarantee
feedback of received application….” interview conducted with
PSRS staff on 29th August 2020.
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Another respondent indicated that e-recruitment simplifies the recruitment process,
automates the process and error-free, while manual recruitment lacks all these features as
it is tedious and prone to error. To clarify these the respondent had the following to
comment: “…..Yes, a manual process is tedious, prone to error while erecruitment is automatized process, simplifying, error-free and
reduce the possibility of favoritism….” interview conducted
with PSRS staff on 29th August 2020.
Therefore, following the responses from the interviews they reveal that there is the
difference between manual recruitment and e-recruitment. These differences are
summarized in Table 4.2 below.
Table 4.2: Captured themes on the difference between manual recruitment and erecruitment.
Manual Recruitment

e-recruitment

Expensive for Employers

Cost-effective for Employers

A lot of Procedures to follow

Few procedures to follow

Prone to Error

Error Free

Characterized by Biasness

Limit Biasness

High Chances of Nepotism/Favoritism

Limit Nepotism/Favoritism

Slow on Feedback to Applicants

Quicker Feedback to Applicants

Source: Field Data, 2020
As depicted in table 4.2 above it is a clear indication that there is a huge difference
between e-recruitment and traditional or manual recruitment. Basing on the findings erecruitment is considered to be the latest way to recruit the employee and that it has
simplified the work of the recruiters compared to the traditional or manual recruitment
that is considered an outdated or obsolete way of recruiting the employees.
4.1.4. The status of e-recruitment in the Public Service Recruitment Secretariat
The study was also prompted to investigate about the status of E recruitment in the public
service recruitment secretariat. In determining this the researcher carried out interview
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with some of the respondents where they were asked to elaborate on the status of Erecruitment in the PSRS. The findings of the study have revealed that the status of Erecruitment in the PSRS is good as it now depended on the secretariat to recruit the public
servant. Although, there are respondents that indicated the status of E-recruitment to be
not good. To clarify these findings the researcher carried out an an in-depth interview with
some of the key informants. During the interviews, one of the respondents indicated that
the status of E-recruitment is in the high stage as applicants can be notified at each state
via their mobile phones. To quote the respondent: “…The Status of e-recruitment is at a high stage, where
currently there is the use of mobile applications. The applicant
can be notified every stage of the recruitment process through
his/her mobile phone….” interview conducted with PSRS staff
on 29th September 2020.
Another informant during the interview indicated that e-recruitment is highly dependent
on the secretariat as it facilitates the recruitment process in the public sector. To clarify
this the respondent commented the following: “……The Secretariat currently highly depends on the erecruitment portal to facilitate recruitment in the public
services…..” interview conducted with PSRS staff on 29th
August 2020.
Similarly, another respondent commented that: “…..The transformation from manual recruitment to erecruitment has enabled more applicants to enroll in the PSRS
system. Experience shows applicants have been at ease with
the system…..” interview conducted with PSRS staff on 29th
August 2020.
One of the respondents indicated that because e-recruitment is effective its status is good.
For the respondent, e-recruitment is much used by the PSRS to cover a big audience and
enable dynamic content to job seekers. To quote the respondent: “…..Currently, e-recruitment is more effective and much used
in public Service Recruitment Secretariat covering big
audience enables dynamic contents to job seekers…..”
interview conducted with PSRS staff on 29th August 2020.
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Therefore, the field findings have revealed that the status of e-recruitment is good and
high as is a system of recruitment that is highly dependent by the PSRS and because erecruitment has become a global central focus the PSRS also ensures that copes up with
the change whereby it uses e-recruitment to foster the recruitment process. Thus, the act of
PSRS depending on e-recruitment reveals that the status of e-recruitment is high and good.
Although, some of the respondents indicated the status of e-recruitment not to be good.
These respondents indicated that there is a need for modification of the system and the
general public, especially the applicants need to be concertized about e-recruitment. But
also there is a need to strengthen the network in the rural or remote areas. For these
respondents, they indicated that due to the poor network in the rural areas the status of erecruitment is not good. Because the applicants are not aware of how to use e-recruitment
the status is not good. Also, the system is not stable to be able to sort the applicants still
the status is not good. During the interview, the one of the respondents commented the
following: “…..The status of e-recruitment is not good since there is still a
lot to be done to improve the system. The system is still not
stable in terms of sorting the applicants’ information. But also
due to the poor network connection in the rural areas, I cannot
say that the status is good. Not only that but many of the
applicants do not know the way to use the e-recruitment portal,
therefore these individuals not knowing it means they don’t
know how to use the E-recruitment portal…..” interview
conducted with PSRS staff on 29th August 2020.
Therefore, for few respondents saw that e-recruitment status is not good as there is still
poor internet connection. The findings have revealed that e-recruitment is not in a good
status because the majority of the applicants are not aware of how to use e-recruitment.
Therefore, due to these reasons posed by a few of the respondents they position the status
of E-recruitment is not very good status.
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4.1.4. The effectiveness of e-recruitment in the Public Service Recruitment
Secretariat
The study went further to investigate the effectiveness of E-recruitment in PSRS. In this,
the respondents were asked to rate the effectiveness of e-recruitment in the public service
recruitment secretariat. As revealed in the earlier findings that the majority of the
respondents indicated that E-recruitment is effective as it simplifies the recruitment
process. In this aspect also majority rated E-recruitment to be a highly effective means of
recruiting in the public sector. An in-depth interview with one of the respondents indicated
that E-recruitment is highly effective because the recruitment objectives are met and the
challenges in traditional or manual recruitment are solved by E-recruitment. To quote the
respondent: “…..e-recruitment in the public service currently effective
because the objectives of recruiting and placing the right
qualified applicants are indeed achieved and the problem of
biases in sorting and filtering the applications manually is
solved…..” interview conducted with PSRS staff on 4th
September 2020.
Another informant also rated the effectiveness of e-recruitment to be good as it has
transformed PSRS. During the interview, the respondent had the following to comment: “…..e-recruitment system through PSRS has transformed
Public Service to a mile stage especially at this time when the
country is in the middle of economic growth. However, it has
not knocked the core where each applicant has the access to
100% enjoy service…..” interview conducted with PSRS staff
on 4th September 2020.
Another respondent commented that e-recruitment is a highly effective system for job
applicants. The respondent commented that: “…..I see e-recruitment as a highly effective system for the
job applicant as it has simplified the application procedures
where everything is done online compared to the traditional
recruitment where the applicant had to incur many costs and
follow many application procedures…..” Interview conducted
with PSRS staff on 4th September 2020.
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The same applied to another informant that rated the effectiveness of e-recruitment as
good as it has been able to make things easier for the recruiters and job applicants. To
clarify this the respondent commented the following: “…..The rate of the effectiveness of e-recruitment in PSRS
stands at – Good. e-recruitment has made things easier and
simple for bot recruiters and applicants…..” interview
conducted with PSRS staff on 4th September 2020.
Therefore, in consideration of the field findings, they have revealed that the e-recruitment
to be effective means of the PSRS as the majority of the respondents have ranked its
effectiveness as good. Regarding these findings respondents have indicated that erecruitment is an effective recruitment method. However, few of the respondents indicated
that the e-recruitment is not effective. These respondents posited that e-recruitment is not
effective in the selection of the best applicants not only that but the applicants do not get
the full picture of the company’s culture. On top of this, the respondents indicated that this
is not effective as many of the applicants are not computer savvy. In an interview, the
respondents commented the following: “…..For me, I cannot say this is the effective recruitment
method, first of all is time-consuming and because a
recruiter has to go over a million CVs and academic
certificates in the selection process. Therefore to be
effective it has to simplify the work of the recruiters in
terms of sorting the requirement of the applicants….”
interview conducted with PSRS staff on 4th September
2020.
Another respondent commented that: “…..I don’t take e-recruitment to be effective especially
for now because the applicants are not aware of what is erecruitment and how to apply using the portal so in terms
of recruitment it has not achieved the effectiveness that is
required and that is for applicants to know how to apply
via this system but many they don’t so at this moment I
cannot say it is effective…..” Interview conducted with
PSRS staff on 4th September 2020.

44

Therefore, for these respondents, e-recruitment is not an effective recruitment method. The
findings of the effectiveness and ineffectiveness of e-recruitment are summarized in table
4.3 which demonstrates the themes captured about effectiveness and ineffectiveness.
Table 4.3: Captured themes on effective v/s not effective
Effective

Not Effective

Elimination of business

Consume time

Simplification

of

the

Recruitment Not suitable for all types of jobs

process
Simplification of application procedures

Not suitable for getting the right
applicant

Limit nepotism

Prone to the security breach

Error-free

No response from the company

Quicker feedback to applicants

Outdated job posting

Source: Field Data, 2020
Therefore, based on the findings of the study they indicated that there is a mixed feeling
on the effectiveness of e-recruitment. However, based on the findings of the study
majority of the respondents indicated that e-recruitment is an effective recruitment
method. Therefore, despite the disadvantages as they cannot be compared to the
advantages of the system has, thus because it has many advantages over disadvantages Erecruitment can be regarded as an effective method for recruitment.
4.1.5. Awareness programs to applicants on how to make use of e-recruitment in the
Public Service Recruitment Secretariat
The study was interested to investigate whether there are awareness/ encouraging
programs to applicants on how to make use of e-recruitment in the public service
recruitment secretariat. To determine this the researcher carried out an in-depth interview
with some respondents who were asked to indicate whether there are any awareness/
encouraging programs to applicants on how to make use of e-recruitment in the Public
Service Recruitment Secretariat. The findings of the study revealed that there are
awareness programs done by the PSRS to inform the applicant on how to use E45

recruitment to apply for the advertised jobs. However, others indicated that the system is
self-sufficient for the applicant to understand the ways to use the E-recruitment. To
clarify these findings the researcher carried out an in-depth interviews with some of the
respondents. In an in-depth interview with one of the respondent indicated that: “….there are programs as follows: Sensitization via media:
PSRS is providing education through media and social
platforms on the importance of using e-recruitment in the
recruitment process; Training: 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 recruitment process…..”
interview conducted with PSRS staff on 4th September 2020.
Similarly, another informant indicated that awareness programs do exits and awareness
on how to use e-recruitment are done by visiting the learning institutions such as
universities and colleges. To quote the respondent: “…The awareness is done through Campus visit Visiting
Higher learning Institutions and colleges. However, more
awareness is required to applicants…” interview conducted
with PSRS staff on 4th September 2020.
An interview with one of the informant indicated that many of the individuals especially
those living in the urban areas are aware of using the e-recruitment portal
“….The majority of job applicants in urban areas are aware of
using the e-recruitment portal…” interview conducted with
PSRS staff on 4th September 2020.
For another respondent indicated that e-recruitment is friendly as it suits applicants’
needs and demands whereby before the applicant registers in the e-recruitment portal
there is guideline the applicant has to follow. The respondent further added that the
continuous updates on the system makes the system to be more suitable to the applicants.
To quote the respondent: “…..e-recruitment system is friendly and invite all applicants
before registering to go through a set of systematized
guidelines, procedures, and requirements. There are
continuous updates of which to my opinion suits applicants'
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needs and demands….” interview conducted with PSRS staff
on 4th September 2020.
Therefore, based on the study findings they revealed that there are awareness campaigns
to the users on how to use the e-recruitment portal. However, the findings have also
revealed that others regard the system not to be friendly to the applicant and therefore,
there is no need for awareness programs. Therefore, more efforts are required to make
people aware of e-recruitment and ICT in general.
To sum up, the findings of the study have revealed that individuals/applicants perceive erecruitment to be the best, simple, cost-efficient, effective and error-free means or
practice of facilitating the recruitment process by the PSRS. The findings of the study
have revealed e-recruitment is perceived to be the best practice as it differs very much
from manual or traditional recruitment which was biased, had long procedures, prone to
errors and was expensive. In concurrence with these findings the study carried out by
Mwasha (2013) explains that online recruitment has been a motivating method for many
Organizations around the globe to recruit their employees. Sharma, (2011) provides that
internet recruitment is the latest hiring tool that enabled the job seekers and corporate
websites to interact more easily as the job seekers can upload their resumes in the
corporate websites so that recruiters can match their qualifications and the present job
vacancies.
Further, Pin et al. (2001) argue that online recruitment has great potential to any
organization as its up-to-date recruiting method provides current information; opens up
geographical borders searching for talents and is time and cost-saving. Stone et al.,
(2005) revealed that there is a difference between E-recruitment and traditional
recruitment. According to Stone et al., (2005), E-recruitment enhances the effectiveness
of the recruitment process. Not only can the costs be lowered and the time of the hiring
cycle be reduced but the range of aspirants can also be expanded immensely of which are
not in traditional recruitment. On the other hand, e-recruitment allows organizations to
provide prospective applicants with both job descriptions and other information about the
organization of which the traditional method provides just job description to the applicant
(Braddy, Meade, and Kroustalis, 2006).
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On the other hand, few considered e-recruitment not to be the best practice. They
perceive e-recruitment to be prone to a number of weaknesses and disadvantages. For
instance prone to a security breaches, not suitable for all types of jobs and it is expensive
in terms of maintenance. Contrary to these findings, Singh and Gairola (2015) provided
that e-recruitment may not be the best because it misses or some issues need to be
addressed. Also, e-recruitment has several disadvantages, according to Singh and Gairola
(2015), e-recruitment is prone to the security breach, e-recruitment is not suitable in all
types of jobs and e-recruitment is expensive in terms of maintenance requires a huge
budget to maintain the system.
On top of this, the findings of the study have revealed that e-recruitment holds the best
status in the PSRS whereby most regarded is the method that is highly reliant by the
PSRS. Haas et al, (2001) asserted that many companies advertise their jobs on corporate
websites. For example, iLogos Research, (2000) conducted a survey which involved
Global 500 companies in 2000, about 79% recruit their employees through their websites.
According to Fortune magazine, (2013) the Global 500 companies are the world's biggest
companies with high gross revenue. The survey conducted by Taleo, (2003) for the use of
companies’ website for recruitment show that in 1998 was 29% which rise to 94% in
2003. This indicates that the status of e-recruitment is high as it the system that is
dependent upon by different organizations to recruit their employees.
However, it was also considered not to hold a very good status as it has several
disadvantages, therefore, due to the drawbacks e-recruitment has was considered not to
be in good status. Mwasha (2013) indicates that because many of the applicants are not
computer savvy and because internet of network connection to be a problem in many of
the rural areas in Tanzania these factors hinder the prosperity and development of erecruitment.
Also, the findings have revealed that e-recruitment is effective when it comes to
recruitment. Khan (2016) provided that the effectiveness of e-recruitment is measured
through the attributes of advantages and disadvantages. Khan (2016) added that because
E-recruitment has many advantages is considered to be effective means of recruiting
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employees in an organization. Finn, (2000) provides that one of the main advantages of
electronic recruiting methods is accessibility. Anyone from anywhere can apply for an
advertised job. It does not matter if the applicant is located in Timbuktu and the
employers in Sydney. The system is available for both parties 24/7, which in turn is
another advantage. Bemus, Henle and Hogler (1998) indicated that the system is effective
as the applicant gets feedback immediately regarding their possible success for the job.
However, it was also revealed that e-recruitment was not effective, e-recruitment is not
effective in the selection of the best applicants not only that but the applicants do not get
the full picture of the company’s culture.
On top of this, it was revealed that e-recruitment is not effective as many of the
applicants are not computer savvy. In concurrence with the findings of the study Shahila
(2013) indicated that e-recruitment is not effective in finding a suitable applicants.
Fredrick (2012) adds that e-recruitment is not effective as it time-consuming Fredrick
(2012) poses that screening and checking the skill mapping and authenticity of millions
of resumes is a problem and time-consuming exercise for organizations and recruiters.
But also due to the existence of several disadvantages that e-recruitment has to be termed
not to be effective for example such disadvantages included privacy issues, outdated job
posting, no response from the company, and e-recruitment is not suitable for all types of
jobs (Singh and Gairola, 2015).
Furthermore, the findings have revealed that despite being the best practice but there is
little awareness among the applicants and therefore the PSRS is initiating different efforts
to promote awareness to the applicant and other stakeholders in general. Mwasha (2013)
this is because the ICT literate rate is low in Tanzania despite the efforts done by the
government of introducing ICT in the education policy. Swart and Wachira, (2010) argue
that ICT education is not taught to all schools in Tanzania, although it is already in
primary schools and secondary school curriculum still many people have not yet
benefited from this program Swart and Wachira, (2010) indicated that some of the
students’ learn ICT while they are at the university level. Therefore, more efforts are
required to make people aware of E-recruitment and ICT in general
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Therefore, this can be concluded that applicants perceive e-recruitment as the best
practice of recruiting the employees in the public and private sector as it is revealed to be
simple, cost-efficient, and effective means for recruiting the personnel. e-recruitment is
perceived as the best practice as it exposes the applicant to focus on multiple job
vacancies at the same time but also allows the applicant to have an idea of the company
profile. Therefore, it is the best practice as it simplifies the process for both recruiters and
applicants. However, e-recruitment being the best does not mean e-recruitment has no
weaknesses.
4.2. The Challenges Facing the Implementation of

e-recruitment in the Public

Service Recruitment Secretariat
The second objective of the study was to identify the challenges facing the
implementation of e-recruitment in the PSRS. Under this objective, the study was
prompted to determine the opinion of the respondents about the challenges facing the
implementation of e-recruitment in the public service recruitment secretariat. Also, the
study was prompted to identify the major challenge in the implementation of erecruitment in the Public Service Recruitment Secretariat. Further, the study investigated
who is affected by these challenges of e-recruitment in the Public Service Recruitment
Secretariat. Whether the identified challenges hinder the achievement of the general
objective of the implementation of e-recruitment in the Public Service Recruitment
Secretariat.
4.2.1. Challenges Facing the Implementation of e-recruitment in PSRS
In identifying the challenges facing the implementation of e-recruitment by the PSRS, the
researcher conducted an in-depth interview with several respondents to identify
challenges facing the implementation of e-recruitment. The findings of the study revealed
that there is a number of challenges the PSRS face in implementing e-recruitment this
includes poor internet connection for the individuals residing in the rural areas, lack of
awareness among the applicants, and financial constraints. To clarify these challenges the
researcher carried an in-depth interview with some of the respondents where they
commented on the following:50

An in-depth interview with one of the respondents revealed that the challenges facing the
implementation of e-recruitment include poor internet connection, screening is timeconsuming, lack of awareness of the applicants on the ways to use the e-recruitment
portal, and applicants submitting false information. To clarify these the informants
commented the following:
…..Internet connections in rural areas are a big challenge in
the implementation of the e-recruitment process; Screening
and checking the skills mapping and authenticity of thousands
of resumes is time consuming; Some organization can not
totally and solely depend one-recruitment method and some
organizations still prefer face to face interactions with the
applicant's Lack of awareness: Not all graduates are aware that
e-recruitment is used by PSRS to attract competent and
qualified applicants Submitting false information: Some
applicants provide false information because they tend to
commit mistakes like filling names wrongly, native places
wrongly, duplicate resumes and therefore difficult to ensure its
authenticity Internet usage in a job application is not a priority
for all job seekers…..(interview conducted with job applicant
on 31st August 2020)
Similarly, another respondent indicated that because the majority of the individuals are
living in the area accessibility to the internet becomes an obstacle for them to make job
applications using an e-recruitment portal. To quote the informant: ……e-recruitment is online-based system of recruitment
procedures but the fact that majority of applicants emerge
from the local area where accessibility to the fine network
becomes a hump hence not each qualified applicants has the
chance to enroll and enjoy the service… (Interview conducted
with job applicant on 31st August 2020)
Another informant commented that poor internet access is a challenge and lack of
awareness among the applicants on technical issues found in the portal. In an in-depth
interview, the respondent had the following to comment: …..there is the number of challenges such as accessibility of
internet service for job applicants allocated in a rural area,
traffic in opening the portal sites, lack of understanding among
job applicants about certain technical procedures used in the
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portal such as uploading applicant attachment, rejection of job
application due to small differences of academic qualification
of job applicants compared with the qualifications served in
the system…..(interview conducted with job applicant on 31st
August 2020)
One of the informants commented that besides poor internet access but there is a
challenge of budget limitation. The informant commented that: ….Budget Limitation to facilitate the recruitment process.
Some applicants is residing in a remote parts of the country
where there is network limitation, a high number of applicants
compare to available vacant…. (interview conducted with
PSRS staff on 4th September 2020)
Therefore, according to the field finds they have indicated that there are challenges faced
while implementing e-recruitment. The findings revealed that these challenges include
poor internet access, user’s lack of awareness and financial constraints. These findings
are summarized in Table 4.4 below.
Table 4.4: Captured themes on the challenges of e-recruitment.
Challenges to Employers

Challenges to Job Seekers

Consuming Time

Poor Network/Internet

Obtaining Unqualified Candidate

ICT Illiteracy

Lack of Knowledge on e-recruitment by HRs

Privacy Issues

Use of the internet may not be a Priority for all job seekers

Outdated job posting

HRs limited commitment to e-recruitment

Privacy issues

Source: Field Data, 2015
Despite the above findings to reveal that implementation of e-recruitment to face
challenges, some respondents indicated that implementation of e-recruitment does not
face any challenges. These respondents indicated that e-recruitment has been improved to
overcome the challenges, which existed before. The respondents claimed that in terms of
network connectivity this has been improved as in many rural areas they can now access
internet connectivity. The government has increased the budget to improve the system,
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there are many, and high qualified IT personnel. During the interview with one of the
respondents, the respondents commented on the following: “….For me, for now, I don’t think we can talk about the
challenges as many have been solved. To give you an
example, in the previous years’ internet connection was not
easily accessible in the rural area. But now there are
network companies for example Tigo and Halotel have
increased their network range even to the remote areas of
Tanzania they can be accessible. Therefore, even the
potential candidates can now apply for the job anywhere
they are here in Tanzania. Speaking of the IT personnel,
they are now many in the PSRS the budget has also been
increased to strengthen the security and to make other
system updates. Therefore, for me it see like we are heading
in the right direction whereby the challenges have been
minimized…. (Interview conducted with PSRS staff on 4th
September 2020)
Therefore, based on these findings, they have indicated that the challenges in
implementing e-recruitment have been minimized as many of the issues of e-recruitment
have been addressed. A study conducted by Mwasha (2013) indicated that the Tanzanian
government has ensured the increase of communication companies that provide the
services including internet services at low or cheaper price. Mwasha (2013) added that
this is an effort to improve e-recruitment in Tanzania. Although, this does not mean that
there are no challenges faced in implementing e-recruitment.
4.2.2. Major Challenge Faced in the Implementation of e-recruitment
The study was further prompted to identify the major challenge facing the
implementation of e-recruitment. In identifying this, the researcher also conducted an indepth interview with several respondents. The findings of the study have revealed that the
major challenges include, majority of the applicants cannot access good internet
connections due to the remoteness of the areas they live in, and another major challenge
the screening process is time-consuming.
To clarify these the researcher carried out interviews with respondents they had the
following to comment about the major challenge facing the implementation of e53

recruitment: one of the respondents commented that one of the major challenges of
implementing e-recruitment is time-consuming of the screening process. To quote the
informant: …..The major challenge is screening and checking the skills
mapping between the advertised post and the qualification of
the applicants as well as authenticity of thousands of resumes
is time-consuming…. (interview conducted with PSRS staff
on 4th September 2020)
Another respondent indicated that the major challenge are poor access to the internet by
the majority of the individuals since they live in remote areas. During the interviews, the
respondent had the following to comment: …..The major challenge of e-recruitment might appear to be
an uneven distribution of e –net resources. Most places
especially remote areas are not connected to fine internet
access this still appears to be a big problem…. interview
conducted a job applicant on 31st August 2020.
In another interview with one of the respondents commented the same as the first two
commented that the challenge is network connectivity since many of the individuals
residing in local and remote areas. To quote the respondent: ….Many Tanzanian live in rural areas where Network
Connectivity in some areas in Tanzania is a big challenge.
Thus, due to the poor or absence of network connectivity, it
becomes difficult for many individuals to apply via the Erecruitment portal…. interview conducted a job applicant on
31st August 2020.
Therefore, on these, findings the major challenges are lack of internet connection in many
local areas in Tanzania and another challenge is a screening of applicants is timeconsuming.
4.2.3. Identifying the Individuals Affected from these Challenges of e-recruitment in
the Public Service Recruitment Secretariat
The study also investigated the individuals who are affected by these challenges of
implementing e-recruitment. In identifying this, the researcher carried out in-depth
54

interviews with many respondents whereby the majority of them indicated the most
affected by the challenges are applicants especially those Tanzanians living in the local
areas. One of the in-depth interviews with one of the respondents revealed that the most
affected by these challenges are Tanzanians living in rural areas. To quote the informant:
…..The most affected individuals I can say are the Tanzanian
who lived in rural areas. They are the most affected as they
don’t have good network connectivity that allows them to use
the internet and make application of the available vacancies
that are on the portal website….. Interview conducted a job
applicant on 31st August 2020.

Another respondent had a similar view with the former respondent. Whereby the
respondent commented that the most affected by these challenges are the job applicants
and this is due to poor connectivity in their areas: ….Job Applicants are much more affected by those
challenges. Poor Connectivity puts the PSRS and its erecruitment questionable and therefore its integrity in doubt…
interview conducted with job applicant on 31st August 2020.
The same applies to this respondent, the respondent indicated that the individuals that are
most affected are the applicants and this is because they do not have room to fix or adjust
the challenges. During an interview, the informant commented the following: …The most affected group with these challenges are the
primary users (applicants) because they don’t have room to
adjust to those challenges unlike PSRS or Employers…
interview conducted job applicant on 4 th September 2020)
Therefore, based on these findings they have revealed that the most affected individuals
due to these challenges are the applicants particularly those living in rural and remote
areas who have poor internet connectivity. According to Swati (2015) the most affected
as the results of the challenges of e-recruitment are employers and job seekers. Table 4.2
summarizes the effects outlined by Swati (2015) on both employers and job seekers.
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Table 4.5: Captured themes on effects to employers and job Seekers
Effects to Employers

Effects on Job Seekers

High fees for access

No response from the company

The casual attitude of job seekers

Not suitable for all types Of
jobs

Lack of personal touch

No response from the company

Use of the internet may not be a Priority for all job Outdated job posting
seekers
Privacy issues
Source: Swati (2015).
As depicted in Table 4.1 above Swati (2015) has outlined the effects that both employers
and job seeker encounter as the results of the challenges facing e-recruitment. In addition
to this Bhupendra and Swati, (2015) they provide that Some company makes their
website quite multifaceted due to over-engineering which makes it difficult for job
seekers to find relevant opportunities and apply for the same as not everyone is computer
savvy. Also, employers cannot judge the personality of candidates online as there is a
lack of face-to-face interaction. In case of candidates comes out to be a total change than
what was expected at the time of the interview, it leads to a complete waste of time for
employers, as they have to restart the process again.
4.2.4. The hindrance of Challenges to the Achievement of the General Objective of
the Implementation of e-recruitment in the Public Service Recruitment
Secretariat
The study further was motivated to investigate whether the challenges experienced hinder
the achievement of the general objective of the implementation of e-recruitment in the
secretariat. The findings of the study have revealed that to some extent these challenges
are a hindrance to the implementation of e-recruitment in the PSRS. In the process of
identifying these hindrances, the researcher carried out an in-depth interviews with
several respondents. Some respondents indicated that the challenges somehow hinder the
implementation process and others indicated that the challenges do not hinder the
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implementation of e-recruitment. To clarify this during the interview one of the
respondent made the following remarks:….Somehow it may hinder the achievement of PSRS,
especially where there are poor internet connections….
interview conducted with PSRS staff on 4th September 2020).
Another respondent commented that the challenges do no hinder the achievement of the
general objective of implementing e-recruitment rather they create gaps, which need to be
addressed. To quote the respondent: …..These challenges do not hinder any procedures towards the
general objectives rather they create gaps of which effort are
made to bridge them for effective process through PSRS….
(Interview conducted with PSRS staff on 4 th September 2020)
For another respondent revealed that the challenges hinder the objectives of
implementing e-recruitment whereby many of the Tanzanians miss the opportunity to
work in the public sector and institutions. To quote the respondent: ….it hinder the objective of allowing all Tanzanians to seek a
job in the public institutions. Job seekers who are potential
from remote areas may fail to apply due to the absence of
network connectivity…. (Interview conducted with PSRS staff
on 4th September 2020)
In light of these findings, they have revealed that the challenges hinder the general
objective of implementing e-recruitment.
Therefore, based on the findings of the study have revealed that the implementation of erecruitment is prone to several challenges. The findings of the study have revealed the
implementation of e-recruitment faces challenges like financial constraints, lack of IT
personnel, poor network connectivity and lack of awareness about e-recruitment among
the applicants. In concurrence to the findings of the study the field findings Mwasha
(2013) revealed some challenges facing the implementation of e-recruitment in Tanzania,
the challenges pointed include a lack of enough human capital workforces. Behitsa and
Diyamett, (2010) provided that in Tanzania the ICT experts are not enough to
accommodate the emerging problems in the human resource sector. Another challenge is
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the operating cost for the internet. Mathis and Jackson (2006), argued that the internet
costs are high and some cannot afford the costs. Other challenges are unreliable internet
and low-speed services. Sife, (2013) asserted that 41.9% of the respondents about internet
services were complaining about connectivity. These make job seekers spend much time
searching for one website and sometimes cannot allow them to upload their Curriculum
Vitae. Therefore many of them missing a lot of job opportunities within and outside the
country.
Swati, (2015) argues that e-recruitment since its inception has to turn out to be successful
but it has faced quite a several challenges. These challenges include some applicants or
candidates fails to provide correct information online, as they are not computer savvy.
They tend to commit mistakes like filling their name wrongly, their native place wrongly,
or their qualifications. Online resumes/CV easily is duplicated and hence chances of
neglecting the real candidates instead of duplicate increases. Bhupendra and Swati, (2015)
provide that job-portals have the challenge of filtering the information they showcase and
removing the fake job offers as well as the job seeker. Armstrong (2009), argues that
internet recruitment comes with some challenges; employers may get more unqualified
applicants. Internet recruitment also creates additional work for HR staff members who
now need to review more resumes, more e-mail and need to install expensive software to
track the numerous applications. A related concern is that many of the individuals who
access job sites are just browsers who are not actively looking for jobs. Another major
concern is that some applicants may have limited internet access, especially individuals
from lower socio-economic groups and certain regions of the world.
The findings have also revealed that the major challenges facing the implementation of erecruitment include poor internet connectivity, ICT illiteracy among the applicants and
budgetary constraints. According to Reddick (2009), indicated that the major challenge
facing e-recruitment is the illiteracy of the users. The majority of the individuals are not
educated about ICT usage despite the efforts of the government efforts to introduce ICT in
the curriculum. Another major challenge is the internet or network connectivity. Storey
(2007) argues that the network and internet connectivity are limited in some areas in
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Tanzania but also the costs are higher to be afforded by the majority of individuals in rural
areas. Mwasha (2013) argues that the internet is more accessed in towns and cities leaving
many places especially rural areas, which contain more than half-Tanzanian population
with no access to the internet. Sife, (2013) asserted that Tanzania is suffering from ICT
poor infrastructures, illiteracy in computer usage and unreliable electricity power supply.
Computers and their hardware are imported from abroad. This situation caused a high
price in both computers and internet services, which reduces the number of internet users.
Omolawal, (2015), argues that one of the major challenges with e-recruitment is the
quantity and quality of candidates using web-based tools, the lack of knowledge of erecruitment within the HR community, and limited commitment to e-recruitment by senior
managers. Omolawal, (2015) adds that data security remains a major concern, particularly
when it comes to online testing and making hiring decisions recruiting through the internet
has raised concerns among potential applicants about keeping their personal information
secure and confidential.
The findings of the study have further revealed that the challenges affect mostly the
applicants but also the challenges hinder the PSRS to achieve its objective of
implementing e-recruitment. Also, the findings have revealed that also the challenges of erecruitment affect employers. Swati (2015) has outlined the effects that both employers
and job seekers encounter as the results of the challenges facing e-recruitment. In addition
to this Bhupendra and Swati, (2015) they provide that some company makes their website
quite multifaceted due to over-engineering which makes it difficult for job seekers to find
relevant opportunities and apply for the same as not everyone is computer savvy. Also,
employers cannot judge the personality of candidates online as there is a lack of face to
face interaction. In case of candidates comes out to be a total change than what was
expected at the time of the interview, it leads to a complete waste of time for employers,
as they have to restart the process again.
Lastly, the findings of the study have revealed that the existence of these challenges
hinders PSRS from achieving its objective of implementing e-recruitment. Mwasha (2013)
indicates that the absence of instruments to facilitate e-recruitment like the internet,
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resources, qualified and competent personnel hinder the progress of e-recruitment. Swati
(2015) and Sife (2013) argue that the existence of e-recruitment challenges like poor
connectivity, ICT illiteracy, inadequate budget, inadequate ICT personnel hinder the
overall development of e-recruitment.
Therefore, this can be concluded that due to the existence of vast challenges facing the
implementation of e-recruitment by PSRS it hinders the secretariat from being able to
achieve its objectives of depending on e-recruitment as the key or major means of
recruitment in the public sector. But due to the challenges they also block the
opportunities for many job seekers to apply and work in the public sector.
4.3. Ways to Improve e-recruitment in the Public Service Recruitment Secretariat
The third objective of the study was to suggest ways to improve e-recruitment in the
Public Service Recruitment Secretariat. Under this objective, the study wanted to
determine whether e-recruitment in public service recruitment secretariat could be
improved. Also, the study under this objective wanted to identify who is responsible for
improving e-recruitment in public service recruitment secretariat. Moreover, the study
wanted to examine whether an adequate budget is one of the ways to improve erecruitment in the public service recruitment secretariat. Furthermore, the study wanted to
examine whether enough IT personnel is one of the ways to improve the e-recruitment in
public service recruitment secretariat. Lastly, the study wanted to determine the opinions
of the respondents on what ways can be used to improve e-recruitment in the public
service recruitment secretariat.
4.3.1. Improvement of e-recruitment in the Public Service Recruitment Secretariat
Under this aspect, the study was prompted to determine whether e-recruitment in public
service recruitment secretariat can be improved. In determining this, the researcher
carried out in-depth interviews with some respondents to determine whether Erecruitment can be improved. The findings of the study have revealed that e-recruitment
can be improved. The respondents indicated that e-recruitment could be improved with
enough government support, the intervention of the key stakeholders, increasing
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awareness to the applicants and to address all the challenges faced by the program. To
clarify these during the interviews carried out between the researcher and many
respondents they had the following to comment.
In an interview with one of the respondents commented that e-recruitment can be
improved, however, there is a need for strong government support by investing
financially and technically. To clarify this the respondent had the following to comment:
….Yes, it can be very well improved with enough
Government commitment and enough financial and technical
investment in the system…. (interview conducted with job
applicant 31st September 2020)

Another respondent indicated that the system can be improved by intervention and
involving key stakeholders such as employers, graduates and other users to address the
issues about the e-recruitment and suggest the ways to improve it. To quote the
respondent: …..through the intervention of the key stakeholders such as
employers, graduates, and other users’ key issues can be
addressed to improve the system…. (Interview conducted with
PSRS staff on 4th September 2020)

Another respondent indicated yes e-recruitment could be improved if more awareness is
provided to the applicants and to find the solutions to the challenges facing e-recruitment.
During the interviews, the respondent had the following to comment: …..by increase more awareness to applicants, to find a
solution to the problem of network connectivity in various
remote areas in Tanzania…. interview conducted with job
applicant on 31st August 2020.
Therefore, based on these responses they indicate that e-recruitment can be improved.
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4.3.2. Whose Responsibility in Improving the e-recruitment in the Public Service
Recruitment Secretariat
In the quest of determining whether e-recruitment can be improved the study was
prompted to identify who is responsible for improving e-recruitment in the public service
recruitment secretariat. In determining this the researcher carried out an in-depth
interview with several respondents. In the findings, they revealed that PSRS and other
stakeholders such as the government and employers from other institutions are
responsible for improving e-recruitment. To clarify this the researcher carried out an indepth interview with some respondents were they had the following to comment:During an interview with one of the respondent indicated that the PSRS, government and
other stakeholders are responsible for improving E-recruitment. To quote the
respondent:….The PSRS, Government, Other stakeholders and
Employers are responsible for making sure that E-recruitment
is improved…. (interview conducted with PSRS staff on 4 th
September 2020)
Another respondent commented that the MDAs working together could improve erecruitment. Also, the respondent added that President Office-Public Service
Management and Good Governance, The Public Service Recruitment Secretariat are
responsible for improving e-recruitment. During the interviews, the respondent had the
following to comment: …..The following are responsible for improving e-recruitment
MDA together can address the e-recruitment challenges
President Office–Public Service Management and Good
Governance, The Public Service Recruitment Secretariat eGA… (interview conducted with PSRS staff on 4 th September
2020)
Another informant indicated that since the PSRS is vested with the power to coordinate
recruitment it’s responsible to improve E-recruitment. To quote the respondent: …..Since PSRS is vested with the power to coordinate the
recruitment process, it is responsible for improving the e62

recruitment system by involving all stakeholders…. (interview
conducted with PSRS staff on 4 th September 2020)
Another informant commented that since this process involves several stakeholders they
all have to play part in the improvement of e-recruitment. To quote the respondent:…..The recruitment process involves several stakeholders, all
have a part to play and should all be involved in the
improvement process with the public spearheading the
process…. (interview conducted with PSRS staff on 4 th
September 2020)
Therefore, this indicates that there are different parts, institutions and stakeholders that
are responsible for the improvement of e-recruitment.
4.3.3. Adequate Budget and Improvement of the e-recruitment in the Public Service
Recruitment Secretariat
The study was also prompted to examine whether an adequate budget is one of the ways
to improve e-recruitment in public service recruitment secretariat. In examining this the
researcher also carried out in-depth interviews where the respondents were asked to
indicate whether an adequate budget is one of the ways to improve e-recruitment in the
public service recruitment secretariat. The findings of the study revealed that an adequate
budget is one of the ways to improve e-recruitment in the public service recruitment
secretariat. To conform to this during the in-depth interviews the respondents had the
following to comment:…..An adequate budget is indeed a key element in the erecruitment improvement processes. Because of the overall
processes of improving the system…. interview conducted
with PSRS staff on 4th September 2020.
Another respondent commented that the budget facilitates all requirements in a required
standard. In an in-depth interview, the respondent commented that: ….adequate budget define what is required, at what standards
and under what capacity hence its availability matters to the
improvement of e-recruitment in the Public Service
Recruitment Secretariat… (Interview conducted with PSRS
staff on 4th September 2020)
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Another respondent commented that:
… Budget allocation is one way of improving the recruitment
process… (Interview conducted with PSRS staff on 4 th
September 2020)
With these remarks from some of the respondents interviewed by the researcher, they
indicate that an adequate budget is one of the ways to improve e-recruitment in the public
service recruitment secretariat.
4.3.4. Enough IT Personnel and Improvement of the E-recruitment in the Public
Service Recruitment Secretariat
The study was prompted to examine whether enough or availability of IT personnel is
one of the ways to improve the e-recruitment in the public service recruitment secretariat.
In determining this the researcher conducted in-depth interviews with several respondents
asking them whether having enough IT personnel is one of the ways to improve erecruitment in the public service recruitment secretariat. The findings of the study
revealed that it is true that availability or having enough IT personnel is one of the ways
to improve the e-recruitment in public service recruitment secretariat.
To confirm this during the interviews one of the respondents commented that if the IT
personnel are enough, are potential and efficiently utilized they contribute to the
development of E-recruitment. The respondent during the interview had the following to
comment:
….If those IT is potentially and efficiently utilized at their
sufficient they can have a good contribution to change the
system…. (Interview conducted with PSRS staff on 4 th
September 2020)
Another respondent agreed that having enough IT personnel is one of the ways to
improve e-recruitment. The respondent argued that the IT personnel with a desire for
technical know-how and reliable experience can contribute to the improvement of erecruitment. To quote the respondent: -

64

“…. enough IT personnel with the desired technical know, the
reliable experience is one of the ways to improve and realize
desired e-recruitment…. (Interview conducted with PSRS
staff on 4th September 2020)
Another respondent indicated that it is true that having enough IT personnel can lead to
the development and improvement of e-recruitment. The respondent argued that the IT
personnel with different experience and expertise can brains storm on the simplest ways
to improve the system to become reliable and dependable by both the applicants and
PSRS.
…. having enough IT personnel will contribute heavily to the
improvement of e-recruitment. If the IT personnel with
different expertise and experience brainstorm on the best ways
to make the system more reliable and dependable by the PSRS
and applicants…. (Interview conducted with PSRS staff on 4 th
September 2020)
Therefore with these regards from the respondents, they indicate that having enough IT
personnel is one of the ways to improve the e-recruitment in the Public Service
Recruitment Secretariat.
4.3.5. Ways to Improve the e-recruitment in the Public Service Recruitment
Secretariat
The study was also promoted to examine the opinions of the respondents of the ways to
be used to improve e-recruitment. The findings of the study revealed that numerous ways
can be used by the PSRS to improve e-recruitment. This includes increasing awareness
about e-recruitment, improving internet connection infrastructure in the rural and remote
areas, conducting regular training, ensuring the availability of the resources, establishing
e-recruitment center in LGAs and involving different stakeholders. To clarify these the
researcher carried out an in-depth interview with several respondents where they
commented on the following: During the interview with one of the respondent commented that for e-recruitment to
improve there is a need for conducting awareness and sensitization to the applicant and
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other stakeholders. The respondent added that e-recruitment should be made user
friendly. To quote the respondent: ….Awareness and sensitization on the process should be
widely conducted to the key players of the process with
special attention to the job seeker, nevertheless e-recruitment
process should be made more user-friendly with limited
technical defaults that would not stress user of the process
whilst using the e-recruitment…. (Interview conducted with
PSRS staff on 6th September 2020).
Another respondent commented that to improve e-recruitment there is a need to improve
internet connection, provide awareness to the public, ensuring all public entities use Erecruitment and provision of training to all the officials and applicants. To quote the
respondent: …..Improve internet connections, Provide more sensitization
to the public on the importance of using e-recruitment,
ensuring that all public entities are using the PSRS erecruitment system. Provide training to all officers and
applicants on how to effectively use the e-recruitment portal…
(Interview conducted with PSRS staff on 6 th September 2020)
Another respondent added that for e-recruitment to improve the PSRS must have all
available resources to act upon, there is a need for regular researches and join seminars
and a participatory approach based on improving the system. To quote the respondent: …..Assuming that PSRS has all the resources to act upon the
other way to improve the system is through researches, joint
seminars and a participatory approach based system to
improve system… (interview conducted with PSRS staff on
6th September 2020)
Furthermore, one of the respondents commented that there is a need to establish an erecruitment center in the LGAs, to train the graduate about the usage of the e-recruitment
portal and to use the mass media to promote e-recruitment. To quote the respondent: …establish e-recruitment Centres at District and Local
Government Offices. Train expected to graduate at the
University and College about the usage of e-recruitment portal
Promote e-recruitment by using TV and Radio programs…
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(interview conducted with PO PSM staff on 9 th September
2020)
Another respondent commented that to improve e-recruitment the PSRS must have
enough budget, there should be regular training to ICT personnel, improve network
connectivity in the rural areas, the involvement of different stakeholders and promoting
awareness to the job applicants: ….Have enough Budget allocations, Training to ICT
personnel who are operating the system, Enhance the network
connectivity at the list at District level, Involvement of
Stakeholders, Awareness to job applicants…. (Interview
conducted with PO PSM staff on 9 th September 2020)
Therefore, based on the field findings have revealed that numerous ways can be used to
improve e-recruitment this is to include adequate budget for the PSRS, enough ICT
personnel, regular training to both the applicants and PSRS employees, and sensitization
of the applicants on the way to use e-recruitment. Figure 4.1 below summarizes the ways
to improve E-recruitment in the PSRS.
Figure 4.1: Summary on Ways to Improve e-recruitment. 1

Government
support and
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Source: Researcher’s Construct (2020)
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Therefore, the findings of the study have revealed that e-recruitment can be improved in
different ways. It is revealed that e-recruitment can be improved when there is an adequate
budget to facilitate the development e-recruitment. Also, the findings of the study have
revealed that e-recruitment can be improved when there is enough IT personnel. To
support these findings a study conducted by Williams, (2010) indicated that there are
efforts taken by the governments and public sector to improve online recruitment these
include: introduction of ICT in the school curricular, improving internet connectivity by
landing a marine fiber optic cable, increasing the enrollment of ICT students in Higher
learning institutions. International Records Management Trust, (2007) provides that the
key component of the Tanzania Public Service Reform Program was to promote and
improve e-governance and service delivery through aggrandizing the underlying
framework of ICT. Moreover, the findings of the study have revealed that the government
together with its ministries and department are responsible for improving the status of erecruitment in Tanzania in concurrence to the findings of the study Mwasha (2013)
indicated that the Establishment of the Public Service Recruitment Secretariat was a
government strategy to address the recruitment and selection challenges. Among other
functions, it is responsible for the recruitment and selection in all government sectors by
advertising vacant posts through the internet by using its website and newspaper.
Furthermore, the findings of the study have revealed that there are other ways to improve
e-recruitment such as improving network connectivity infrastructures, government
support, promoting awareness to the users and applicants and conducting regular training
about e-recruitment.
This can be concluded that there is a need for regular improvement of e-recruitment;
however, this is only possible when there is government support, improvement of network
connectivity infrastructures, promoting sensitization and awareness about e-recruitment to
the applicant and other stakeholders. In this way, e-recruitment may improve.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.0. Introduction.
This chapter presents the summary, conclusion and recommendation of the study. The
chapter begins by presenting a summary of the study, then followed by the conclusions,
recommendations, and suggestions of areas for further studies. The conclusions are made
in this study are based on the objectives and the findings of the study.
5.1. Summary of the Study
This study assessed the implementation of e-government in the Tanzanian public sector.
It pays a particular focus on the e-recruitment in the public service recruitment
secretariat. The study is organized into three related themes, namely the perception held
by applicants who use e-recruitment platform managed by the public service recruitment
secretariat to apply for jobs in the public service, the challenges facing the
implementation of e-recruitment in the public service recruitment secretariat; and the
ways to improve e-recruitment in the public service recruitment secretariat in Tanzania.
The study employed a qualitative approach to collect data from forty respondents who
were purposively and randomly sampled to inform the study through interviews, which
were triangulated by documentary reviews. Data were analyzed qualitatively using
thematic and content analysis, pattern matching and themes and contents development
that were followed by descriptions and discussions
5.2. Summary of the key findings
The findings of the study revealed that the applicants perceive the e-recruitment as a
useful recruitment platform in the public service, which helps them, cut bureaucracy in
the application processes, serves time to visit the secretariat to file applications and
enhances transparency and accountability in the recruitment process. However, the
findings also show that, despite this significant traction, the e-government platforms
managed by the public service recruitment secretariat faces several challenges related to
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connectivity issues, timely feedback of the application processes, meager budgets to run
and maintain the entire e-government infrastructure as well as political interference in the
recruitment process. The findings of the study have also revealed that these challenges
affect both the PSRS in implementing e-recruitment and they also affect applicants. The
findings of the study have indicated that several ways need to be implemented to improve
e-recruitment. The findings have revealed that the responsibility of improving erecruitment lies to the PSRS, the government and other stakeholders.
5.2. Conclusions
This section provides conclusions of the study based on the findings and objectives of the
study.
5.2.1. The Perception of Applicants on the e-recruitment in the Public Service
Recruitment Secretariat
As revealed in the findings of the study the perception of the individuals towards erecruitment is good. The findings of the study have revealed that individuals perceive this
to be the best, simple, cost-efficient, effective, and error-free means of facilitating the
recruitment process by the PSRS. The study revealed that e-recruitment is the best as it
differs very much from manual or traditional recruitment, which was biased, had long
procedures, prone to errors, and expensive. However, the findings have also revealed that
despite that, e-recruitment is considered the best; it has several disadvantages that
disqualifies it as the best practice for recruitment. Further findings revealed that erecruitment poses a huge workload to the recruiters and, due to the poor network
connectivity, applicants in the rural areas cannot apply for the jobs. Sometimes, the
applicant cannot get feedback from the organization and it is expensive in terms of
maintenance.
Therefore, it is concluded that there is a mixed feeling on the perception of e-recruitment
since it is perceived to be the best practice and others perceive it not the best practice. erecruitment is the best practice of recruiting the employees in the public and private sector
as it is revealed to be simple, cost-efficient, and an effective means of recruiting the
70

personnel. e-recruitment is the best practice since it exposes applicants to focus on
multiple job vacancies and at the same time allows applicants to have an idea of the
company profile. Therefore, it is the best practice as it simplifies the process for both
recruiters and applicants. e-recruitment is perceived as not the best practice since it is
prone to several weaknesses and disadvantages. Since the advantages outrun the
disadvantages, a general conclusion is that e-recruitment is the best practice of recruitment
that needs to be relied upon by PSRS.
5.2.2. The Challenges Facing the Implementation of

e-recruitment in the Public

Service Recruitment Secretariat
The findings of the study have revealed that the implementation of e-recruitment is prone
to several challenges. The findings of the study have revealed that the implementation of
e-recruitment faces several challenges, like financial constraints, lack of IT personnel,
poor network connectivity infrastructures, and lack of awareness about e-recruitment
among the applicants. The findings have revealed these to be the major challenges facing
e-recruitment. The findings of the study have revealed that the challenges do not only
affect the applicants but also hinder the PSRS from achieving its objective of
implementing e-recruitment. It is, therefore, concluded that due to the existence of vast
challenges facing the implementation of e-recruitment by PSRS, the secretariat is hindered
from achieving its objectives of fully utilizing e-recruitment as the key or major means of
recruitment in the public sector. The challenges also contribute to a blockage of the
opportunities for many job seekers to apply and work in the public sector.
5.2.3. Ways to Improve e-recruitment in the Public Service Recruitment Secretariat
The findings of the study have revealed that e-recruitment can be improved in different
ways. It is revealed, through this study, that e-recruitment can be improved when there is
an adequate budget to facilitate the development of e-recruitment. Also, the findings of the
study have revealed that e-recruitment can be improved when there is enough IT
personnel. Furthermore, t other ways to improve e-recruitment include the improvement of
network connectivity, government support, promoting awareness to the users and
applicants, and conducting regular training about e-recruitment.
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Therefore, there is a need for regular improvement of e-recruitment. The improvements
are, however, possible when there is government support, improvement of network
connectivity, promoting sensitization and awareness about e-recruitment to the applicant
and other stakeholders. In this way, e-recruitment may be improved and sustainably used.
5.3. Recommendations
The study makes recommendation the following to the government, the PSRS and the
applicants.
5.3.1. Recommendation to the Government
The study recommends that the Government should support the PSRS in strengthening
and implementing the e-recruitment program since the absence of government support
will cause rigidness to the PSRS. The Government needs to provide financial support by
providing an adequate budget. Also, the government needs to support PSRS technically
by providing enough IT technicians and personal to improve and regularly update the
system. The Government needs to make sure that it deals with the problem of network
connectivity in the rural areas to provide an opportunity for qualified applicants in the
rural areas to apply for the job vacancies in the public sector. The government should
make sure that ICT education is provided at different educational levels.
5.3.2. Recommendations to PSRS
The study recommends that the PSRS need to develop different strategies that will
maintain a good status and positive perception towards the applicant and the general
public. Also, the PSRS needs to develop strategies that will act as the solution to the
challenges that impend the implementation of e-recruitment. For example, the PSRS
might opt to agree with the mobile network companies to improve the internet
connectivity in the rural and remote area. This will reduce the challenge of the applicant
not being able to apply for the jobs. Another strategy to be developed by PSRS is to
involve different stakeholders in the implementation of e-recruitment. This is because
different stakeholders will support the implementation of the program by providing both
financial and technical support to strengthen the program. Also, PSRS needs to add and
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conduct regular training for its IT personnel for them to contribute to the improvement of
the system. Furthermore, PSRS needs to invest more in e-recruitment to ensure that the
system does not demise but prospers as it is considered to be the best recruitment system.
Lastly, the PSRS needs to promote more awareness to the applicants on the ways to use
the e-recruitment portal.
5.3.3. Recommendations to the Applicants
The study recommends that the applicants need to develop more interest in learning about
ICT. The applicants need to make sure that they are fully aware of how to use the erecruitment portal. They need to make sure that they have some knowledge of ICT for
them to easily make an application via the e-recruitment portal. Also, applicants need to
attend seminars conducted by PSRS on how to use e-recruitment portals to know how to
use e-recruitment and avoid mistakes in the application for jobs.
5.4. Areas for Further Studies
The study unveiled some important aspects concerning e-recruitment in the Public
Service Recruitment Secretariat. Since this study could not explore all areas on erecruitment, thus there is a need for other studies to cover the areas that have not been
covered in this study. Thus, the research opportunities still available are as follow: The
further studies need to use a different methodology while investigating the issue that has
been investigated in this study for instance the approach used in the study was qualitative
whereby further studies need to conduct a study that will use a different approach either
to use a mixed approach or quantitative approach. The need for further studies to use a
different approach is to provide more information and more measurement of the variables
used in this study. The further studies need to use a different data analysis plan in this
study the data were analyzed qualitatively using theme and content analysis, therefore, to
get more statistical inferences the further studies need to opt for a quantitative data
analysis plan. Apart from the methodology used in the study, the further studies need to
focus on the following issues that have not been covered in this study these are; further
research is needed to investigate the extent to which PSRS has invested in the
implementation of e-recruitment. Further research is needed to investigate the extent to
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which PSRS receive support from the government. Further research is needed to
investigate the extent to which PSRS is promoting awareness about E-recruitment.
Furthermore, further studies need to investigate the pros and cons of e-recruitment to the
applicants. Therefore, the above-mentioned are recommended to be covered by further
studies.
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APPENDICES
APPENDIX I
INTERVIEW GUIDE QUESTIONS
THE PERCEPTION OF APPLICANTS ON THE E-RECRUITMENT IN THE
PUBLIC SERVICE RECRUITMENT SECRETARIAT
1. What is your perception about e-recruitment in the public service recruitment
secretariat?
2. Do you think the implementation of e-recruitment in the public service
recruitment secretariat is a best practice?
3. Is there any difference between e-recruitment and manual recruitment in the
public service recruitment secretariat?
4. What is the status of e-recruitment in the public service recruitment secretariat?
5. How do you rate the effectiveness of e-recruitment in the public service
recruitment secretariat?
6. Are there any awareness/ encouraging programs to applicants on how to make use
of e-recruitment in the public service recruitment secretariat?

THE CHALLENGES FACING THE IMPLEMENTATION OF ERECRUITMENT IN THE PUBLIC SERVICE RECRUITMENT SECRETARIAT
1. Is there any challenges facing the implementation of e-recruitment in the public
service recruitment secretariat?
2. What do you think are the challenges facing the implementation of e-recruitment
in the public service recruitment secretariat?

80

3. Among the mentioned challenges, which do you think is the major challenge in
the implementation of e-recruitment in the public service recruitment secretariat?
4. Who is affected by these challenges of e-recruitment in the public service
recruitment secretariat
5. Do these challenges hinder the achievement of the general objective of the
implementation of e-recruitment in the public service recruitment secretariat?

WAYS TO IMPROVE E-RECRUITMENT IN THE PUBLIC SERVICE
RECRUITMENT SECRETARIAT
1. Do you think the implementation of e-recruitment in the public service
recruitment secretariat can be improved?
2. Who do you think is responsible for improving e-recruitment in the public service
recruitment secretariat?
3. Do you think an adequate budget is one of the ways to improve e-recruitment in
the public service recruitment secretariat?
4. Do you think enough IT personnel is one of the ways to improve the e-recruitment
in the public service recruitment secretariat?
5. From your opinions, what ways can be used to improve the e-recruitment in the
public service recruitment secretariat?

THANK YOU FOR YOUR PARTICIPATION
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