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The Impact of Human Resource Information System Automation on Efficiency and 

Performance in Tanzania’s Public Universities 

 

This study assessed the impact of the Human Resource Information 

System in enhancing organisational performance at the University of 

Dar es Salaam and Mbeya University of Science and Technology in 

Tanzania. Adopting a quantitative research design, the study 

employed a census approach to collect data from 204 purposively 

selected supervisors in both universities. Descriptive analysis and 

partial least squares structural equation modeling (PLS-SEM) were 

utilized for the data analysis. The findings revealed a positive and 

significant relationship between HRIS automation services and 

organisational performance, with a regression coefficient of 0.220 

and a p-value of 0.000, signifying that increased HRIS automation 

services enhance performance. The study concludes that HRIS 

automation is integral to organisational performance and 

recommends strengthening ICT infrastructure, fostering employee 

engagement through training and resource allocation, and 

implementing evaluation mechanisms to align HRIS with institutional 

objectives. These measures will enhance HRIS efficiency and 

contribute to improved institutional effectiveness. 

 

 

Article History 

Received: 13th December 2024 

Revised: 15th February 2025 

Accepted: 20th February 2025 

Published: 10th March 2025 

 

Keywords 

Human Resource Information 

Systems (HRIS) 

Organizational Performance 

Public Universities Tanzania 

 

ABSTRACT 
 

ARTICLE INFORMATION 
 
 

https://doi.org/10.62277/mjrd2025v6i10003


MUST Journal of Research and Development (MJRD) Volume 6 Issue 1, March 2025 
e ISSN 2683-6467& p ISSN 2683-6475 

 

32 
 

1.0 Introduction 

The concept of human resource information 

systems (HRIS) has a long history in developed 

nations, like the United States of America, where 

the majority of large organisations began using HR-

relevant data systems in the 1970s to enhance 

organisational performance (Bilgic, 2020). To keep 

up with the needs of today's job market, companies 

are combining information technology and 

communication with human resource management 

in all areas of business (Sadiq et al., 2023). Any 

organization's ability to achieve its goals and 

objectives depends on how they integrate human 

resources into their organisational strategies. As a 

result, people and information are the most 

formidable resources that may help an organisation 

achieve its objectives (Kiruja, 2021). Public 

universities are like any other organisation; they 

require highly committed manpower with 

innovative minds to improve performance and 

ensure better service delivery. According to Valcik 

et al. (2021), the survival of any organisation 

depends on its flexibility and ability to adapt to 

positive changes to ensure better sustainable 

service delivery that complies with technological 

advancements. 

Human Resource Information System (HRIS) is a 

software package that supports a wide range of 

activities, including those related to human 

resources such as e-selection and e-recruitment, e-

communication, e-training, e-payroll, e-record, e-

appraisal, and management. HRIS is regarded as a 

crucial aspect of organisational performance since 

it provides paramount advantages, such as faster 

information processing, greater accuracy, improved 

planning and control, and improved internal 

communications. HRIS has resulted in increased 

efficiency, high levels of job satisfaction, and 

enhanced communication feedback; hence, the 

performance of the organisation has improved 

(Khan et al., 2023). The important thing is that 

HRIS can provide faster decision-making, 

development, design, and data administration 

because it is easier to store, classify, analyse, and 

update through its applicability, so the organisation 

can accommodate its human resources in a cost-

effective manner without requiring too many 

resources (Sony & Naik, 2020). 

Research and scholarly works indicate that human 

resource information systems (HRIS) are universally 

regarded as essential components of every 

organisational function (Luseno, 2023). The 

integration of information systems in human 

resources has provided viable opportunities to 

many organisations since information systems 

combine multiple human resource functions into a 

single package, such as e-recruitment selection, e-

communication, e-records, e-performance analysis, 

and payroll management (Prahl et al., 2021). Also, 

many recent studies show that many organisations, 

both public and private, around the world use HRIS 

to improve their overall performance. Adding ICT 

to human resource management has made many 

organisations more efficient, mostly in developed 

countries rather than developing ones (Ngulugulu 

et al., 202~). Also, the fact that HRIS can be used 

by organisations has made it possible for more 

reliable data, and the fact that data is easy to 

access and less paperwork needs to be done by 

hand has made it easier for many organisations to 

make decisions. Linking the social-technical theory 

to the applicability of HRIS automation services on 

organisational performance, the theory assumes 

that the use of technology in human resources has 

substantial value in fostering the management of 

human resources and financial resources, which 

contributes to an organisation's performance 

(Khashman & Al-Ryalat, 2015). This idea is related 

to the current study because it suggests that HRIS 

should be used more effectively to boost company 

performance by introducing the right strategies 

that can help the company use new technology in a 

way that boosts performance. 

In the United States, organisations in the public 

and private sectors have a high level of compliance 

with Human Resource Information Systems (HRIS). 

This is because they are increasingly seeing these 

systems as being of "strategic importance," writes 

Koury in the HRIS Review. Notably, the HRIS 

review complies with the rules and regulations 

governing system design and display of HRIS 

systems. This is very important because this review 

serves as a model for what a compliant system 
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should look like. Of course, these systems must 

also be usable, which is where good design comes 

into play. Additionally, Human Resource 

Information System (HRIS) compliance has 

advanced significantly in Asia and is becoming 

more and more associated with improved 

organisational performance in a variety of 

industries (Haider et al., 2021). According to recent 

studies (Abuhantash, 2023; Hameed et al., 2020; 

Kushwaha and Sing, 2021), nations like China, 

Japan, and India are at the forefront of 

implementing HRIS systems due to the 

requirement to assist recruitment procedures, 

optimise the payroll, and enhance people 

management. Given the significance of HRIS in 

managing sizable workforces and fostering 

efficiency in diverse organisations, particularly in 

the IT and financial services sectors, where 

performance metrics are closely monitored and 

regulated, the Asia Pacific HR technology market is 

strong, especially in the talent and performance 

management sectors. In the Asia-Pacific area, 

calculated workforce management is helped, 

decision-making is streamlined, employee 

engagement is improved, and a more alert HR 

department is promoted by HRIS. The importance 

of the concept of HRIS is amplified by empirical 

literature (Sutrisno 2023; Das & Saha, 2019; Prahl 

et al., 2021). 

Moreover, the study by Mbaoso (2020) witnessed 

that the integration of HRIS had enhanced the 

organisation’s performance through easing tracking 

of employee attendance, salary management, 

online recruitment, performance appraisal, and 

other functions. Moreover, the study by Nurlina et 

al. (2020) revealed that many companies in 

Indonesia implemented an HRIS to reduce 

paperwork and provide accurate and timely data 

about the health workforce in Asia. HRIS also 

allowed HR managers to identify vacancies and 

ensure the hiring process was efficient and 

transparent. Haziazi (2020) confirmed in Oman that 

HRIS allows for storing, processing, and sharing 

information between employees and managers. 

This increases productivity, job satisfaction, and 

organisational commitment. In Malaysia, Tong 

(2018) believes that HRIS provides quality 

information to management, allowing them to 

make informed decisions on recruitment, 

performance appraisals, remuneration, and 

regulatory communications to improve 

organisational performance. The study conducted 

by Quaosar et al. (2021) in Bangladesh found that 

despite the promising viable benefits of HRIS in 

improving organisational performance, only a few 

corporate organisations in developing countries 

such as Bangladesh have begun to adopt and use 

HRIS since this decade, so the pace of HRIS 

adoption is limited to a few mid-sized and large 

organisations. 

Although many developing countries in Africa have 

embraced the potentiality of using HRIS in public 

and private organisations to enhance organisational 

performance, its level of compliance varies from 

one nation to another (Kiruja, 2021; Udekwe et al., 

2021; Kamar et al., 2024; Nthiga & Nyang’au, 

2021). Therefore, Human Resource Information 

Systems are prevalent in this contemporary era 

where many organisations are used worldwide, 

both in the public and private sectors. The 

integration of HRIS in the organisation, particularly 

in this era, is regarded as a strategic tool for 

ensuring that the organisation attains its intended 

objective. However, this can be achieved by having 

an innovative workforce equipped with appropriate 

knowledge and skills (Kumar & Jagadeesan, 2024; 

Mbauso, 2020). 

In Tanzania, the government proposed 

implementing a computerised personnel 

management information system in response to 

economic factors in the late 1980s. Before 

implementing the computer-assisted personnel 

information system “HRIS,” the Tanzanian 

government maintained records manually, which 

increased the number of ghost employees, 

incomplete records, and delayed disclosure. 

However, Tanzania has taken initiatives to promote 

HRIS by complying with the requirement of the 

national ICT policy of 2003, which enforces the 

uptake of e-government to ensure that public 

services are delivered appropriately in government 

as well as to the private sector. The government 

introduced the Human Resource Information 

System (HRIS) in its ministries, departments, 
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agencies, authorities, and local government 

authorities to address the limitations of the 

handbook’s inclusion system for staff training and 

development plans (Matimbwa, 2023; URT, 2010; 

Mathew et al., 2023; Tesha, 2020). Apart from 

adopting HRIS due to its advantage, Tanzania has 

taken initiatives to enact ICT policy 2003 and 

enhance ICT infrastructure to ensure that there is 

crucial integration of HRIS in the public sector to 

ensure better performance in service delivery to its 

institutions (Kiwelu & Ngonzi, 2022). 

HRIS in developing countries, including Tanzania, 

has been adopted, while there is limited knowledge 

and infrastructure toward enhancing the 

organisation's use of that technology. According to 

Matimbwa & Masue (2020), the pace of adoption 

of HRIS in the private and public sectors in 

developing countries, including Tanzania, has been 

received positively. Despite the limited knowledge 

and infrastructure, HRIS has continued to receive 

special attention and careful consideration in 

Tanzania from both private and public sector 

organisations. In line with that, the Tanzania Vision 

2025, the key national development strategy, 

acknowledges ICT’s role in managing human 

resource management. The innovation of the ICT 

field has prompted the government to improve the 

efficiency and effectiveness of internal business 

operations while also relocating public services 

from government offices as well as ensuring better 

automation services for its citizens (Lukumay, 

2023). Although HRIS has been adopted globally, 

on the implementation side, applicability coverage 

remains partial in some functions of human 

resources and, to a greater extent, in large 

organisations. However, its adoption is witnessed 

as marginal in the case of Tanzania (Mwaipyana, 

2020; Mohamoud, 2021; Kiwelu & Ngonzi, 2022; 

Matimbwa, 2023; Udekwe et al., 2021). The 

available empirical studies are insufficient in 

determining the applicability of HRIS automation 

services on organisational performance rather than 

mostly sticking to the adoption of HRIS only. The 

current local literature still portrays scarcity in 

determining the applicability of HRIS automation 

services in promoting organisational performance, 

particularly in public universities. That juncture is 

the ground that fostered the researcher to conduct 

a study on the effects of HRIS automation services 

on organisational performance in public 

universities in Tanzania. 

Therefore, based on these findings, it is reasonable 

to propose this hypothesis: 

H1: There is no significant influence of HRIS 

automation services, on organizational 

performance in public universities in Tanzania 

 

1.1 Conceptual Framework 

Based on the literature review and the formulated 

hypotheses, a conceptual framework has been 

developed to guide the testing of these 

hypotheses. The automation variables derived from 

Figure 1 do not comprehensively represent all 

automation services. Instead, the six selected 

variables were chosen based on their application 

and current adoption trends in Tanzania, as 

highlighted by Mahamoud (2021), Mathew et al. 

(2023), and Tesha (2020). Therefore, figure 1 

illustrates the proposed relationships that will be 

examined in this study. 

 

2.0 Materials and Methods 

2.1 Study Area 

The study was carried out at two public 

universities, namely, the University of Dar es 

Salaam and Mbeya University of Science and 

Technology in Tanzania. The study focused on 

determining the importance of the human resource 

information system on organisational performance 

based on determining the importance of 

automation services under HRIS. The choice of 

these two case studies is further supported by the 

enactment of the ICT policy of 2003, which 
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dictates that all government sectors adopt e-

government in service delivery. 

2.2 Research Approach and Design 

The existing study is deeply entrenched in the 

philosophy of positivism, which serves as a robust 

framework for understanding the effects of HRIS 

on organisational performance (Matimbwa and 

Masue, 2020; Matimbwa and Saunder et al., 2018). 

Positivism is based on the idea that reality exists 

apart from our ability to understand it. It says that 

we can understand reality through specific 

observation and experimentation instead of our 

own interpretation. 

To observe these dynamics, the study employed a 

quantitative research approach precisely designed 

to scrutinise how HRIS automation services 

promote organisational performance, specifically in 

public universities, based on UDSM and MUST in 

Tanzania. The quantitative method involved the 

systematic collection of numerical data obtained 

through structured surveys, ensuring reliability and 

consistency in the information gathered, and the 

questionnaire was paper-based and structured in a 

Likert scale. After the data was gathered, statistical 

analysis and PLS SEM were used to find out how 

the different variables studied were related. This 

rigorous tactic facilitated the drawing of tangible 

conclusions and aimed to produce findings that 

could be generalised across similar settings in the 

applicability of HRIS in organisational performance. 

2.3 Population and Sampling  

The study employed a sample size of 204 

respondents, comprising supervisors from two 

public universities, Mbeya University of Science 

and Technology (MUST) and the University of Dar 

es Salaam (UDSM). A census approach was used to 

include all supervisors, as they are key 

implementers of HRIS automation services within 

their respective institutions. Additionally, a simple 

random sampling technique was applied to select 

key informants from both academic and 

administrative staff, ensuring a representative and 

unbiased selection of participants for the study. 

 

 

2.4 Data Analysis 

In this study, SPSS descriptive analysis and PLS-

SEM were employed to systematically capture and 

interpret respondents' attitudes and perceptions 

regarding the significance of HRIS automation 

services for enhancing organisational performance. 

The PLS-SEM approach was used to assess the 

impact of HRIS automation on performance by 

analysing regression coefficients and p-values and 

providing statistical validation for relationships. 

Data were collected using a structured 

questionnaire designed to evaluate the applicability 

of HRIS automation services in public universities 

in Tanzania. The collected data were analysed and 

presented in tables, frequencies, and percentages 

to provide a clear, structured interpretation. Using 

a structured scale, the study quantified 

respondents' levels of agreement or disagreement 

with key statements addressing the role of HRIS 

automation in organisational performance. By 

integrating both methods, SPSS offered an initial 

descriptive overview, while PLS-SEM provided 

statistical rigour for hypothesis testing, ensuring a 

comprehensive and data-driven conclusion. 

2.5 Ethical Consideration  

Ethical considerations were meticulously observed 

throughout the study to ensure compliance with 

established research standards. Formal approval to 

conduct field research was obtained from the 

University of Dar es Salaam and Mbeya University 

of Science and Technology, adhering to 

institutional and ethical guidelines. Participants 

were thoroughly informed about the study’s 

purpose, the voluntary nature of their participation, 

and the measures taken to ensure confidentiality 

before providing informed consent. Strict protocols 

were implemented to safeguard participant 

anonymity, and all personal information was 

handled with the highest level of security and 

integrity to uphold ethical research principles. 

3.0 Results and Discussion  

3.1 Demographic Information of Respondents 

The characteristics of 204 respondents who 

participated in the study are summarised and 

presented in bar charts and pie charts. Specifically, 
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the study considered respondents' gender, age 

distribution, highest education level, working 

institution, occupation (academic or supporting 

staff), and working experience in the current 

university. The findings are presented in the 

following subsections. 

Table1 

Demography Information of Respondents 
Respondents’ characteristics Frequency Per cent 

Gender   

Male 150 74 

Female 27 26 

Total 204 100 

   

Age   

18-35 years 22 11 

36-59 years 172 84 

60years and above 10 5 

Total 204 100 

   

Education Level   

Adv Diploma/Bachelor Degree 3 2 

Post Graduate Diploma/ Master 

Degree 

42 20 

PhD and above 159 78 

Total 204 100 

   

Working Institution   

MUST 63 31 

UDSM 141 69 

Total 204 100 

 

Occupation    

Academicians  168 82 

Supporting Staffs 36 18 

Total 204 100 

   

Working Experience   

1-5 years 3 2 

6-10 years 12 6 

11-15 years 100 49 

16-20 years 78 38 

21 years and above 11 5 

Total  204 100 

Source; Filed Data (2024) 

3.1.1 Gender 

The results show that most respondents integrated 

into the study sample comprised both males and 

females. Table 1 presents that out of 204 

respondents who integrated with the study, 73.5% 

were male, and the rest, 26.5%, were female. The 

results indicate that more men participated in the 

survey than their female counterparts. This 

variation can be described by the fact that the 

number of educated men is higher than that of 

women in Tanzania. Such a state could be because 

of the sociocultural setting of most societies in 

Tanzania or even in most African states that prefer 

to educate a male child as compared to a female 

child. The findings concur with Opuku et al. (2024), 

who discovered that women are less likely to enter 

the workforce. According to Masue and Kiwango 

(2020), the findings also support the need for 

affirmative action to ensure equal opportunity for 

women and men handling positions in the 

organisation. 

3.1.2 Age of Respondents  

The study findings reveal that the age of 

respondents who were integrated into the study 

was classified into three parts, as indicated in Table 

1 above. Firstly, the conclusions showed that youth 

aged 18-35 contributed 10.8% of the employed 

respondents. Secondly, the findings revealed that 

adults aged 36-59 constituted 84.3% of the total 

respondents, implying that the majority of the 

respondents were adults. This further means that 

the majority involved were senior and well-

experienced respondents, which captured potential 

information about this study. Lastly, respondents 

aged 60 years and above constituted 4.9% of the 

employed respondents. 

3.1.3 Education Level 

The education level of the respondents is shown in 

Table 1. According to the study findings, 77.9% of 

respondents held a PhD or higher, 20.6% had a 

postgraduate diploma or master's degree, and 1.5% 

held an advanced diploma or bachelor's degree. 

According to the findings, two-thirds of the 

participants held a PhD or above and were 

qualified to supervise various positions at the two 

public universities (MUST & UDSM). The minority, 

mainly those holding bachelor's and advanced 

diploma degrees, were found to be supervisors to 

the supporting staff. 

3.1.4 Working Institution 

The respondents who were integrated into the 

study were from the University of Dar es Salaam 

and Mbeya University of Science and Technology. 
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The study employed the census to reach the 

respondents to both public universities. As 

presented in Table 1, the study findings indicated 

that 69.1% of the employees engaged in the study 

were from UDSM. On the other hand, 30.9% of the 

employees integrated into the study to provide 

critical information on the application and usage of 

HRIS, management support, and organisational 

performance were from MUST. This implies that 

the employed research tool somewhat reached out 

to the two institutions. Simply put, the census 

method employed was adequate in collecting 

helpful information regarding the study subject 

lines of research. 

3.1.5 Working Occupation  

Furthermore, Table 1 presents the respondents' 

current occupation. A total of two designations 

were identified at the university. These include 

academicians and supporting staff. Of the 204 

respondents, the majority (87.3%) were 

academicians, followed by helping staff of 12.7% 

from UDSM & MUST. The response signifies that 

academicians who studied at different universities 

worldwide are leading to supervision positions; 

hence, they can propagate effective utilisation of 

HRIS toward promoting organisational 

performance. 

3.1.6 Working Experience  

The work experience of the respondents was also 

assessed, and the findings are presented in Table 1. 

This study defines work experience as the duration 

an employee has served in the institutions. This 

variable was captured based on the employee's 

years until the interview date. The worker’s 

experience was divided into five sorts, namely, 1-5 

years, 6-10 years, 11-15 years, 16-20 years, and 

more than 21 years. The results in Table 4.1 show 

that 1.5% of respondents had served in the 

institution for 1-5 years, while the rest served for 6 

-10 years (5.9%), 11 -15 years (49%), 16-20 years 

(38.2%) and more than 21 years (5.4%). The result 

indicates that most respondents have sufficient 

work experience of 11-15 years in the institutions 

where they work. 

 

3.2 Effect of HRIS Automation services on 

Organizational Performance 

The study guided by this objective examined the 

applicability of HRIS automation services (tasks) on 

organisational performance in public universities. In 

achieving this objective, the study examined the 

usage of HRIS technology under the automation 

services, which promote organisational 

performance, as stipulated below in each segment 

in achieving this objective. 

3.2.1 Tasks (Automation Services of HRIS) 

The findings of the HRIS tasks on the automation 

aspect in Table 2 pointed out that most 

respondents (90%) agree that technology has 

enhanced e-recruitment services, and the majority 

(94%) agree that technology has improved HRIS e-

training services; most (90%) agree that HRIS 

enhances e-payroll services. Regarding the 

influence of technology on HRIS e-appraisal, the 

results revealed that most (90%) respondents agree 

that technology has enhanced e-appraisal services, 

and most (92%) of respondents agree that 

technology has improved HRIS e-communication 

services. Additionally, the findings indicated that 

the majority (86%) agree that technology has 

enhanced HRIS e-records services, and the grand 

mean of 4.51 and total percent of 90.3 signify that 

the application of HRIS automation services is 

potentially toward promoting organisational 

performance. These findings are also consistent 

with the findings of other scholars who highlighted 

the applicability of HRIS in public Tanzania. For 

instance, Mohamed (2021) concluded that the 

uptake of HRIS in the public sector had propagated 

better performance. The study observed that the 

applicability of e-recruitment, e-training, and e-

communication in the human resource field has 

boosted better service delivery and performance. 

Furthermore, Mbamba and Sanga (2024) found 

that the findings revealed that using a human 

resource information system improves service 

delivery, fosters HR innovation, and lowers 

administrative expenses dramatically, all of which 

help organisations remain competitive in low-tech 

settings in which the usage of this automation 
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service promotes the performance of the 

organisation. 

Table 2 

Tasks (HRIS) Automation Services 
Test Item Mean Response % 

E-Recruitment 4.5 90% 

E-Training 4.7 94% 

E-Payroll 4.5 90% 

E-Appraisal 4.5 90% 

E-Communication 4.6 92% 

E-Records 

   Grand mean (%) 

4.3 

4.51 

86% 

90.3 

Source: Data analysis (2024) 

Response Key:    

5. Strongly Agree (SA) 4. Agree (A), 3. Not Sure 

(NS), 2. Disagree (D), 1. Strongly Disagree (SD) 

The results from Table 2 still stress that the 

applicability of these automation services had 

propagated the flexibility of service accessibility to 

users; however, the initiative of ensuring that the 

user is well engaged with the technology should 

not be neglected through frequent training of the 

user to be well equipped with the regular change in 

the field of technology and information. Doing so 

will pave the way for the proper performance of 

the organisation, particularly in the use of the 

human resource information system. The 

application of technology in human resource 

management fosters organisational performance; 

the integration of HRIS has motivated employees 

to put in a lot of effort to maintain a firm's 

competitiveness (Matimbwa, 2023). In this 

contemporary era, the adoption of HRIS by many 

organisations has increased efficiency and 

effectiveness, enabling them to capture the global 

market and gain a competitive advantage in terms 

of organisational performance. Therefore, it is 

crucial for all organisations, whether public or 

private, to prioritise the integration of HRIS usage, 

as it is considered a strategic tool for ensuring 

sustainable performance. 

3.3 PLS SEM on HRIS Automation Services and 

Organization Performance  

Furthermore, to validate the findings, this study 

used PLS-SEM to determine the structural 

associations among the variables of HRIS 

automation services and organisation performance. 

The results are as stipulated by the table below: 

Table 3 

Coefficients and P-Values 

Variables Coefficient P-value 

AS to OP 0.220 0.000 

Source: Study Findings (2024) 

Key:  

AS=Automation Services (HRIS), and 

OP=Organizational Performance 

The results indicate that there is a statistically 

significant link between HRIS automation services 

and organisational performance, with a regression 

coefficient of 0.220 and a p-value of 0.000. This 

means that an increase in HRIS automation had a 

22% effect on organisational performance, giving 

the organisation a competitive edge in this age of 

technology use. 

4.0 Discussion 

The findings from Table 3, based on HRIS 

automation services, imply that there is a positive 

and significant influence on organisational 

performance with a regression coefficient of 0.220 

and a p-value of 0.000; this implies that an increase 

(applicability) of HRIS tasks and automation 

services will lead to a rise in organisational 

performance to the extent of 0.220 in a significant 

manner. Therefore, the null hypothesis (H1) is 

rejected. The HRIS automation service has a 

significant impact on organisational performance. 

Similar findings were observed in previous studies, 

such as those of Babelova et al. (2023), who 

conducted a paper-based review study in Slovakia 

on the integration of HR information system 

utilisation in industrial enterprises. The review 

revealed that, in most cases, HRIS are only partially 

integrated with other corporate information 

systems. Similarly, Shahreki's study (2024) 

investigated how HR and IT are strategically 

aligned from the standpoint of capability-based 

mediation in Malaysian SMEs. The findings show 

that SMEs' HRIS potentialities, as a result of 
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implementing their strategies with their enterprise 

potentialities, had an impact on HR efficiency. 

The findings also align closely with the principles of 

Socio-Technical Theory. This theory emphasises 

the interdependence of social and technical 

systems within an organisation, asserting that 

optimal performance can only be achieved when 

both are designed to complement each other 

effectively. The technical aspect of HRIS, which 

includes the integration of advanced technologies 

such as data analytics, automation, and user-

friendly interfaces, supports efficient HR processes 

like recruitment, payroll, and performance 

management. When these technical tools are 

aligned with the social aspects of the organisation, 

such as employee needs, skills, and workplace 

culture, they create a balanced environment where 

both human and technical resources are utilised to 

their fullest potential. The positive and significant 

effect observed in the findings suggests that the 

technical aspects of HRIS not only enhance 

operational efficiency but also foster better 

decision-making and employee engagement, which 

are central tenets of the socio-technical approach. 

Thus, the study reinforces the relevance of socio-

technical theory in modern organisational contexts, 

demonstrating how technology, when thoughtfully 

integrated with social structures, can drive superior 

performance outcomes. 

 

5.0 Conclusion and Recommendations 

Based on findings from the field, this study 
concludes that the applicability and integration of 
HRIS in public universities is still not promising 
because of insufficient HRIS infrastructure, scarcity 
of power, and insufficient knowledge and skills to 
users. However, the government should take 
sustainable initiatives toward ensuring that the 
public universities are well equipped with HRIS 
infrastructure, as doing so will enhance 
effectiveness and efficiency in organisational 
performance, and it will be a foundation and 
building block for better sustainable service 
delivery in Tanzanian public universities. 
Furthermore, the social technical theory to be in 
place for applicability of HRIS in an organisation 
should integrate management support accordingly. 
Therefore, to ensure effective application of HRIS 

automation services in public universities, the 
following recommendations should be observed: 

i. The university should ensure that efforts are 

made to enhance communication and 

collaboration between employees by 

implementing policies that encourage 

teamwork and interaction. This could include 

workshops or team-building initiatives that 

focus on improving employee engagement 

with the HRIS. 

ii. Optimising Tasks Automation Services: 

Universities should prioritise regular updates 

to the HRIS system and ensure employees 

are well-trained in its use. Enhancing the 

user-friendliness of the system and ensuring 

the accuracy of data will contribute to better 

organisational outcomes. 

iii. Continued Evaluation and Feedback: 

Establishing mechanisms for continual 

evaluation and feedback regarding HRIS 

usage can help universities identify areas for 

improvement, ensuring the system remains 

effective and aligned with organisational 

goals. 

By addressing these key areas, public universities 

in Tanzania can improve the overall performance of 

their HRIS and, consequently, their organisational 

effectiveness. 

5.1 Limitation of the Study  

The study is partial because it is based on the two 

public universities in Tanzania, so the findings 

obtained cannot be generalised to the status of the 

whole context of Tanzania on the applicability of 

HRIS in public university adoption. Therefore, more 

research should be conducted in private and public 

universities to investigate the effect of HRIS 

automation services on organisational performance 

in order to be able to validate the results. 
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