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Abstract 

With the advent of the twenty-first century came the ever increasing effect of globalization and 

technology. There is, therefore, a tremendous surge in the implementation of new technology and 

organizations have amplified the use of information systems in various functions and 

departments for organizational competitive advantage and success. Even though Human 

Resource Information Systems (HRIS) propels this technology rush, little information exists on 

HRIS in Kenyan public universities and hence forms the focus of this study. To get a clear 

understanding of the influence of human resource information systems’e-recruitment on the 

performance of Kenyan public universities, this study sought to assess the levels of systems 

manipulation of the human resource recruitment utilities like accuracy, ease of access, 

effectiveness and efficiency of information for decision making and cost reduction in the 

recruitment process. This study used a descriptive survey method, which employed both 

qualitative and quantitative approaches. The target population of the study was human resource 

information system users and service providers who have served in the public universities for 

more than two years. Questionnaires and interview tools were used to collect both quantitative 

and qualitative data respectively. Stratified sampling was adopted to identify category of 

university staff for the study. Simple Random Sampling technique was then employed to identify 

individual staff for the interviews. Qualitative data was analyzed under the thematic method and 

quantitative data under statistical method. A total of 187 questionnaires with self-explanatory 

questions were administered to both academic and non- academic employees of 3 public 

universities in Kenya. Separately, 23 interviews were carried out and 20 of the respondents were 

interviewed and recorded.  Data collected was analyzed by use of statistical tools for data 

analysis namely, MS-Excel and Statistical Package for Social Sciences (SPSS). The results of the 

research give valuable insights about the success and effectiveness of human resource 

information systems in organizations. The findings of the study are discussed in the context of 

the theoretical and empirical background of HRIS application on human resource management 

http://www.ijbsse.org/


International Journal of Human Resource and Procurement/ Ijbsse.org 

297 | P a g e  

www.ijbsse.org/ International Journal of Human Resource & Procurement/IJHRP 

 

function of recruitment. The findings indicate that HRIS application on recruitment provide 

quality, accurate and consistent data that enables effective and efficient decision making for 

organizational competitive advantage, while lack of financial support and poor computer 

competency impede the effective application of human resource information systems. The results 

further confirm that HRIS’e-recruitment reduces operational cost compared to manual systems as 

it helps to maintain data with more accuracy and in less time. Based on the findings of this study, 

it is concluded that applying an effective HRIS e-recruitment can be an assurance for HR to stay 

competitive in its bid to deliver more effective and streamlined services that can influence the 

performance of public universities. It is further concluded that HRIS function of e-recruitment 

enhances human resource management in terms of administrative and analytical purposes. It is, 

therefore, recommended that a continuous assessment on the influence of HRIS, especially e-

recruitment on overall performance is necessary if the public universities are to maintain the 

competitive advantage resulting from human resource information systems.  

Keywords: Human Resource Information systems. E-recruitment, Human resource management 

1. Introduction 

It is believed that future economic and strategic advantage will rest with the organizations that 

can most effectively attract, develop, and retain diverse group of the best and the brightest 

human talent in the market place. This strategy of highly skilled human capital can now be 

effectively accomplished through the application of human resource information systems (HRIS) 

on the human resource management functions. Human resource information systems has 

increasingly transformed since it was first introduced at the General Electric in the 1950s.To put 

it another way, a human resource information systems can now be viewed as a way, through 

software, for businesses big and small to take care of a number of activities including solutions 

in recruiting and other human resource functions.  A human resource information system allows 

a company to plan its human resource (HR) costs more effectively, as well as to manage them 

and control them without needing to allocate too many resources towards them. In most 

situations, human resource information systems will also lead to increases in efficiency when it 

comes to making decisions in HR and as a result enabling the HR practitioner to obtain many 
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hours that would otherwise be spent dealing with mundane activities required to run the 

administrative-side of HR. The decisions made should also increase in quality and as a result, the 

productivity of both employees and managers should increase and become more effective 

(Rietsema, 2015).When HRIS is integrated to the ERP solutions, organizations can enjoy the 

ultimate benefit of an all-in-one system that can decrease errors, reduces responsive time and 

support management decisions (Teotia, 2012). On the other hand, e - recruitment is a sub –

system of human resource information systems and one of the most critical.HR functions, 

because choosing the right people at the right time is very important for organizational success. E 

– recruitment, it is believed, can make the recruitment process much easier (Rietsema, 2015). 

This automated utility can enable prospective employees to submit applications and resumes 

online, which saves costs associated with printed applications and helps to keep the hiring 

process much more organized. Using HRIS’ e-recruitment for hiring may attract more qualified 

applicants that find using technology to be more convenient. HRIS recruitment systems also 

make it easier for organizations to track exactly how much money is spent on recruitment and 

recruitment-related expenses so that budgets can be planned with more accuracy. 

In Kenya, deliberate strides have been taken to get the country to some high technology levels. 

The Government sees ICT as a driver towards economic and social development, hence National 

ICT Policy 2008. The human resource information systems implementation team for Capacity 

Kenya (CK) has championed the use of human resource information systems in Kenya since 

2009 and in 2010 their own Dr. Wakibi collaborated with the ministry of public health and 

sanitation to ensure all HR data for hiring, training, transferring and retiring health workers are 

electronically entered into human resource information systems by the complement section. 

However, continuous monitoring and evaluation is vital in determining whether results are being 

achieved and what needs to be improved. Once a human resource information systems 

investment has been implemented by an organization, management needs to assess how 

successful it has been in achieving its goals. Many companies find this hard and may take an 

informal approach to evaluation (Stair et al, 2010); few organizations systematically attempt to 

measure the effectiveness of their information systems or even know how to do so (Teotia 2012). 

The evaluation should determine whether or not human resource information systems is 
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performing up to its expectations and if it is being used to its full advantage and return on 

investment.(Mohammed 2012), Though the demand for useful measures for assessing the overall 

opportunities of information systems investments has long been acknowledged, there is neither 

any one acceptable nor overall framework that organizes the important aspects of effective 

human resource information systems in a way that supports implementation of human resource 

information systems and influence. The single available option is by looking through the lens of 

well - known theories and model of IS effectiveness, by which the value of human resource 

information systems can be usefully assessed.  It follows then that when assessing the impact and 

effectiveness of the human resource information systems’ e -recruitment at the Kenyan public 

universities, one should be guided by among others; whether or not there is reduced amounts and 

costs in human resources (HR) data storage; improvements in time and accuracy; improved 

service standards. Together with improved status of the HR function. Previous studies carried out 

in Kenyan public universities, shed light on the implementation and use of human resource 

information systems. Hezbon Otieno (2011) a human resource information systems team leader 

at university of Nairobi argues in his evaluation of human resource information systems 

functionality, that regular assessment of HRMIS is necessary to establish performance and return 

on investment (ROI). Kananu (2013) carried out a comparative survey between the private and 

public universities in Kenya to assess the human resource information systems on service 

delivery.  Consequently this study reviewed extant literature related to human resource 

information systems and influence on performance of public universities, and eventually verified 

and validated a multi measurement model, based on IS effectiveness theories such as Servqual 

and De Lone and McLean IS success model (De Lone & McLean, 2003)  

2. Statement of the problem 

In today's corporate world human resources has come to play a very critical role in a business, 

whether it concerns the hiring and firing of employees or whether it concerns employee 

motivation, the human resources department of any organization now enjoys a very central role 

in not only formulating company policies. Many developing countries encounter serious 

constraints to maintaining accurate workforce data and information, including a lack of well-
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functioning Human Resource (HR) databases. Continuous monitoring and evaluation is vital in 

determining what an human resource information system is accomplishing, what needs to be 

improved and whether results are being achieved, to enable the firm to gain a competitive 

advantage. However, one of the most significant challenges faced by public personnel executives 

today is measuring the performance of their human resource information systems in order to 

justify the value-added contribution. (Dottorato & Benfatto, 2010) and in spite of the increasing 

functionality and affordability which allows for human resource information systems to be used 

extensively in the public service organizations of all sizes, limited research is available on 

assessment to establish whether disparities exist or the impact of human resource information 

systems on the general performance. Additional studies are needed to demonstrate relationships 

between human resource information systems and firm outcomes (Kinnie, 2008) as the impact of 

this IT on productivity and performance is still being questioned mainly due to weaknesses in 

measurement and evaluation practice. 

 Africa is no exception to above viewpoints. A study on e-recruitment, e-training and 

development techniques and e - performance management in the Ghanaian public universities 

confirmed that there is significant effect between the quality of the output of human resource 

information systems and overall institutional performance, but suggested that further evaluation 

of the system is necessary (Manu, 2009). De Vries et al. (2009), in their survey   on evaluation of 

human resource information systems in Swaziland, Uganda and Rwanda, inferred that there was 

barely any monitoring and evaluation system in place in the three government departments.  

 

An evaluation of implementation of HRIS carried out by Capacity Kenya project 2009, 

expressed similar sentiments and contends that more evaluative research needs to be done to 

determine HRIS effectiveness. Besides there is inadequate information about the relationship 

between emerging technologies and business performance (Mukulu & Karimi, 2010); this is 

particularly so in the Kenyan public universities, where there is insufficient knowledge on the 

relationship between HRIS. and the performance of public universities. Furthermore, Wandago, 

Odhuno and Kambona (2011) in their study on key performance indicators in the Kenyan public 

industry revealed that most managers at Kenyan organizations are still focusing on financial 

result measures, while ignoring non-financial and other determinant measures, which makes this 
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proposed study necessary as it will establish the critical role played by human resource 

information systems applications on major HRM functions in determining organizational 

performance. A study, establishing a robust and sustainable HRIS in Kenya by Ministry of 

Public Health and Sanitation in Kenya (2010) confirms the importance of HRIS in organizational 

performance as this system provides the necessary data for effective and efficient planning and 

recruitment of high caliber workforce. However, Rodrigues in a survey of ICT research capacity 

challenges in Kenyan public universities (2009) reveals that most Kenyan public universities 

have not yet developed comprehensive ICT policies and strategies and that they allocate only 

about 1% of their revenue to ICT research, as well, Muriithi (2013) in a study of human resource 

information systems in Kenyan public sector argues that there is need to investigate the entire 

information system to ascertain impact on organizational performance. Kamar, Ongondo and 

Katanga (2009) confirm that human resource information systems, has come to the Kenyan 

public universities, only recently. Further, Kananu (2013) of Moi university argues that even 

though human resource information systems has gained popularity as a strategy for competitive 

advantage little information exists on HRIS in Kenyan public universities. There was, therefore, 

the need for further research to contribute to the knowledge gap; clarify the influence that human 

resource information systems has on the performance of public universities by further exploring 

this phenomenon.  

3. Purpose of Research 

This study was purposed to establish the influence of human resource information systems in the 

performance of public universities in Kenya. Specifically this study is to assess the influence of e 

- recruitment on the performance of Kenyan public universities. 

4. Literature Review 

This section provides a detailed understanding of issues related to the study. Specifically the 

section focuses on human resource information systems and how this initiative influences the 

performance of Kenyan public universities. The measurement of information systems (IS) 

success is critical to our understanding of the value of IS management actions and investments.  

Therefore to reach the objective of this research, the researcher employed theoretical models that 
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allow measurement of the effectiveness of HRIS and apply this framework within the Kenyan 

public universities to measure its effect on performance. This is followed by a conceptual 

framework which provides clear link of the literature to the objectives.  For purposes of this 

study there was a review of the relevant literature to inform the discussions, conclusions and 

recommendations; also formed a framework that helped in the analysis of the study findings and 

opted for multi-dimensional models because a single theoretical model may not be sufficient to 

adequately capture the ultimate significance of HRIS and influence on the performance of public 

universities. One of the most popular models, servqual is based on the perception gap between 

the received service quality and the expected service. It can be measured as the gap between the 

service that customers expect and the performance they perceive to have received (Landrum, 

Prybutok, Kapplemen & Zhang, 2008).  It is important to note that although service quality can 

be evaluated and measured using Servqual, which measures seven service quality dimensions, 

that is, service quality, system quality, information quality, user involvement, usefulness, user 

self-sufficiency, user satisfaction; measured too by its servperf subset, which employs a 

performance only approach with the first five dimensions of customers’ perceptions of service 

provider performance. This study also applied the De Lone and McLean (2003) updated/refined 

model. As a result of several empirical studies it was found necessary to add a 3
rd

 dimension, 

Service Quality to the two original characteristics; System and Information quality and to 

combine  individual and organizational impacts into a single variable, net benefits.   The purpose 

of combining the success taxonomy with the success model was to aid in the understanding of 

the possible causal interrelationships among the dimensions of success and to provide a more 

parsimonious exposition of the relationships. 

For purposes of this research the conceptual framework will depict how human resource 

information systems influences dependent variable, public universities performance, as measured 

through independent variables, recruitment and selection; training and development; payroll 

management and performance management (see Figure 2.6). The variables which emanate from 

the specific objectives, research questions and hypotheses to be tested are clearly articulated in 

this conceptual framework. 
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Linked to the problem statement, the conceptual framework set the stage for presentation of the 

specific research question that derived the investigation being reported.  For purposes of this 

research the conceptual framework depicts how HRIS influence dependent variable, the 

performance of Kenyan public universities, as measured through independent variable, e-

recruitment (see Figure 4.1). The variables which emanate from the specific objective, research 

questions and hypotheses to be tested are clearly articulated in this conceptual framework. 
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Antecedent Variable                        Independent Variables                     Dependent Variables                                                            

Figure 4.1: Conceptual Framework 

4.1General objective: Influence of Human Resource Information Systems on 

the performance of public universities 

Efficient and effective management of human capital is increasingly an imperative and complex 

process. As a result, there has been a considerable increase in the number of organizations 

gathering, storing, and analyzing information regarding their human resources through the use of 

software which is human resource information system.  Adoption of HRIS by organizations 

presents the HR function with new challenges which demands the HR professionals to 

participate and contribute fully to their companies, as true strategic business partners (Shiri 

2012). Rawat (2010) in a study on human resource information systems and performance of 

Jordanian universities as well argues that nowadays universities face a significant task; 

improving learning environments at the same time, reducing administrative operating cost and as 

such implementation of human resource information systems to determine its influence in higher 

educational institutions; provide the utmost updateability use of resources, speed, compatibility, 

accessibility, data integrity, privacy and security. Even though extensive research has been done 

to address the benefits in the introduction of human resource information systems, little 

investigation, instead, is available to measure the effects of human resource information system 

on performance of public institutions. 

Kananu (2013) argues that despite the investment of HRIS in the surveyed universities, there is 

tremendous amount of unrealized HRIS potential in services delivery. Therefore, there is need to 

diversify the use of HRIS in the universities. This will enable the universities to efficiently and 

effectively run HRM matters. Further issues of cost saving retrieval methods, easier access and 

speedier and more comprehensive reporting will be assessed. Human resource information 

systems performance measure requires that HRIS is aligned to organizational performance 

issues. For this reason HRIS utilization should go beyond payroll management and tracking 

employee records. They should connect to the strategic objectives of the organization, for 
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instance, be aligned to organizational performance issues, like use of technology to evaluate 

organizational performance. 

 

Key performance indicators (KPI) must be key to organizational success, that is why when 

identifying the KPIs, it is critical to limit them to those factors that are essential to the 

organization  reaching its goals (Reh, 2012). For instance employee turnover, which is the total 

of the number of employees who resign for whatever reason, plus the number of employees 

terminated for performance reasons, and that total divided by the number of employees at the 

beginning of the year. This may be measured by analyzing the records that human resource 

information systems contain of each employee. The separation section lists reason and date of 

separation for each employee; monthly or when requested; the HRIS group will query the 

database and provide Departmental Heads with Turnover Reports by posting graphs of each 

report on the Intranet.  Further HR should improve on its score keeping process; measuring HR’s 

impact on organizational performance as well as alternate HR roles in the score keeping process. 

The HR score card is one of the strategies that come into focus when clarifying HR impact on 

organizational performance. Operational outcomes of the score card process may include 

customer satisfaction, service quality, speed of delivery and productivity; doing more with less 

(Hagood & Friedman, 2002). HRIS should accelerate HR role of executing the business strategy 

for HR to become more of a value-added player. HRIS therefore provides opportunity for HR to 

play a more strategic role, through their ability to generate metrics which can be used to support 

strategic decision making (Lengnick-Hall et al. 2005) 

4.2 Specific objective 1: Influence of e - recruitment on the performance of 

public universities 

Many companies have seen a need to transform the way human resource operations are 

performed in order to keep up with new technology and increasing number of employees. The 

internet has therefore become an increasingly popular way to recruit applicants. Delivering 

human resource services online supports more efficient collection, storage, distribution and 

exchange of data (Dery, Grant &Wiben, 2009). Avebrook (2012) claims that recruitment 

procedure is one of the last activities most organizations consider important for integration with 
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performance, but it really is one of the most important. As talent becomes harder to find, 

recruiters look within their own house for the next applicant for that all-important job. Recruiters 

want the ability to understand internal applicants in greater detail than the external candidates, 

including a performance history and learning details to assess their fit for open positions. The 

integration of performance into the HRIS, where recruiting data often is housed, would open a 

new door for continued focus on internal mobility.  

Aston Beadles II (2012) argues in his research on the impact of human resource information 

system that HRIS with its decision making utility, has been envisioned as having a substantial 

impact on the importance of HR departments, leading to a more strategic/managerial role and 

contributing to the organization’s competitiveness, as well as creating new paths for HR to add 

value to the organization. Besides in the context of higher  education institutions ( Rawat, 2010) 

informs that the efficiency and effectiveness of an HRIS will enable universities to format a 

profile of their staff, their strengths and weaknesses, so they will know what they have in the 

personnel sense. Accordingly they will be able to structure appropriate development promotion, 

training and recruitment. Therefore then the right people will be in the right place at the right 

time hence quality HR and personnel management. Similarly, Nankervis, Compton and Morrisey 

(2009) presume that HRIS enable their users to undertake complex analysis of recruitment 

patterns and trends evaluations of the effectiveness of such process and reports on the costs and 

benefits of different selection techniques. Other proponents of e-recruitment and selection such 

as El -kot and Leat (2011) in a survey of recruitment and selection practices in Egypt Education, 

Business and Society, realized that online recruitment can decrease cycle time and increase the 

efficiency of the process by allowing organizations to spend less time gathering and sorting data. 

Dineen and Noe (2009) in their study on applicant pool characteristics in a web-based 

recruitment, whereby results lead to more accurate assessment of applicant fit and this in effect 

reduces the number of poor fit applicants.  

Cost reduction is among the major benefits of human resource information systems’ e-

recruitment. According to Rangriz,Mehrabi and Azadegan (2011) in their study titled the impact 

of HRIS on strategic decisions in Iran, in which they concluded that it’s time the public sector 

catches the wave of technological changes. These researchers observed that on-line recruiting 
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dramatically increases exposure of an organization to applicants at a fraction of the cost of 

traditional job advertising methods. This response can further be corroborated by early advocates 

of the use of human resource information systems in the recruitment process. Johan (2014) 

proposes that use of e-recruitment saves on time and reduces the cost of recruitment process. 

Labor turnover trends can indicate particular problem areas that need to be corrected before 

further recruitment takes place. Alternatively if the problems are unavoidable the recruitment 

campaign can be modified to make allowance for them. Information such as job descriptions and 

person specifications is readily accessible for recruiters who need such, for example when 

preparing advertisements and interviewing applicants. Accordingly, human resource information 

systems can provide both background information to assist attraction, recruitment and selection 

and analytical information to evaluate its effectiveness.  

E-recruitment can be set so that only qualified applicants are able to apply, and this saves 

managers many hours of sorting through applications (Rietsema, 2015). E – recruitment function 

has sub-processes such as long and short-term candidate attraction, pre-screening and processing 

of applications.. Online job advertisements on corporate web sites and internet job boards, online 

CV databases, different forms of electronic applications, applicant management systems, 

corporate skill databases, and IS supported workflows for the contracting phase are only few 

examples of the various ways by which information systems today support recruitment processes 

(Gurol, Wolf & Ertemsir 2010). Human resource information systems can support long range 

planning with information for labor force planning and supply and demand forecast; staffing 

with information on equal employment, separations and applicant qualifications; and 

development with information on training programs, salary forecasts, pay budgets and labor or 

employee relations with information on contract negotiations and employee assistance needs 

(Shibly, 2011).  However, in Kenya a handful of evaluation studies carried out reveal that the 

need for e-recruitment is vital to an organization efficiency and competitiveness in the growing 

global economy. Kananu (2013) in a comparative assessment survey on the utilization of human 

resource information systems in Kenyan universities premises her observations on similar 

grounds and acknowledges that human resource information systems is to be commonly used for 

payroll and record management.  Besides, HRIS was also found to be used for recruitment, 
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promotions and skills inventory. Kananu study as a result urged that the management of Kenyan 

universities should allocate adequate resources for the implementation and maintenance of the 

system. HR managers should play a proactive role to support HRIS implementation in their 

organizations. Again her study advocated that since the universities in Kenya have adopted 

different types of Human Resource information systems, these systems needed to be integrated 

and exchange data in order to increase availability and readiness of information to support top 

management on decision making. 

5. Research Methodology 

This chapter intended to highlight the research methods that were used to achieve the specific 

study objectives; assessing changes brought about by human resource information system; 

determine influence on recruitment. It comprised the following: research design, population, 

sampling, instrumentation, data collection and operational measures of variables used in the 

study as well as the statistical tests used to evaluate the hypothesis during data analysis. This 

study adopted a descriptive survey design to establish the relationship and influence between 

dependent variable, the performance of public universities and independent variables, HRIS, 

concentrating on the sub-system of e – recruitment. The focus of this study was public 

universities in Kenya, then, namely the University of Nairobi, Kenyatta University, Moi 

University, Egerton University, Jomo Kenyatta University of Agriculture and Technology 

(JKUAT), Masinde Muliro University and Maseno University. However since it is not viable to 

undertake a census study, this research opted to work with a representative number of 

universities. Various factors came into play to determine the target population. The University of 

Nairobi was selected as a target population because of its period of existence as the first public 

university and its geographical distribution which also determine successful adoption of 

information technology, including HRIS. JKUAT was the first university of technology and 

Maseno University is amongst the latest fully fledged public universities. Questionnaires and 

interview tools were used to collect both quantitative and qualitative data respectively. Stratified 

sampling was adopted to identify category of university staff for the study. The method of 

stratification was by job scales/groups and this was done to ensure homogeneity during data 
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collection and ease of administration of the data collection tools like questionnaires. In this 

study, there were two strata: (academic and non-academic levels). From each of these strata, 

sampling with probability proportional to size was adopted and this was to ensure that those who 

completed the questionnaires and interview schedules were of a representative percentage of the 

target population of study.  The thirty percent (30%) plus rule was employed because the sample 

size derived from it was found to be representative for the target population for the study. Simple 

Random Sampling technique was then employed to identify individual staff for the interviews. 

Qualitative data was analyzed under the thematic method and quantitative data under statistical 

method. A total of 187 questionnaires with self-explanatory questions were administered to 

academic and non- academic employees of 3 public universities in Kenya. Separately, 23 

interviews were carried out and 20 of the respondents were interviewed and recorded.  Data 

collected was analyzed by use of statistical tools for data analysis namely, MS-Excel and 

Statistical Package for Social Sciences (SPSS).  

Since the population size is less than 10,000, the effective sample size will be:  

209

455

383
1

384

1
1











N

n

n
n f

                         
2

2

d

pqZ
n  Where:  

n = the desired sample size z = the standard normal deviate at the required confidence level P = 

the proportion in the target population estimated to have characteristics being measured q = 1 – 

p, d = the level of statistical significance set = 384. 

 

The sample size in this study (209), constituted 46% of the population (455). This is appropriate 

size because according to (Cohen, 2005) and (Mugenda & Mugenda, 2003), a sample size of 

30% and more enables the researcher to gather sufficient details and enhance the reliability of the 

study and appropriate for generalization. . 

Simple regression analysis was the model employed to test the relationship between the 

performance in public universities and the independent variable, HRIS’ e-recruitment ( 1) since 

http://www.ijbsse.org/


International Journal of Human Resource and Procurement/ Ijbsse.org 

310 | P a g e  

www.ijbsse.org/ International Journal of Human Resource & Procurement/IJHRP 

 

only one specific variable was being tested (Kothari, 2008). The simple regression model was 

articulated as: Y = α + β1 x1 + ℮, whereby,  

Y = Dependent Variable (performance of public universities)     α = constant (HRIS) 

x = Independent Variable    x1= e-recruitment      β = regression coefficient of x1.  

e = error term which is here assumed to be normally distributed with mean 0 and some constant 

variance. 

Reliability index of the instrument was established through Cronbach’s Alpha statistical model: 

0 ≤  ≤ 1 where as if ≥ 7.0  then the instrument is reliable. 

To test the significance of the of the partial regression coefficient, the prediction would be that 

each independent variable had no influence on the performance of public universities that 

was 0j  otherwise 
j ≠ 0; j = x1  

T – test was used in the hypothesis testing and articulated as: H0:   β j = ο  Vs
.  

 Ha:   β j ≠ο 

Test Statistic:     T calc =   βj / Sβj ;   Critical value    T crit = t  n - 1 (1 - ∞ /2) 

Conclusion:       Rule based on Tcalc & Tcrit 

If t calc ≤ t crit, we reject the H0 and conclude that there is some level of significance; there was 

therefore, influence of HRIS on the performance of public universities. 

 

6. Research Findings and Discussions 

 

The study sought to investigate influence of HRIS on the performance of public universities in 

Kenya. Specifically it explored how the application of this system on recruitment influenced the 

performance in Kenyan public universities. Findings of the study revealed that the majority of 

respondents agreed that HRIS influenced the performance of Kenyan public universities and 

argued for the following reasons; ease of access to information – It is faster, much quicker and 

easy to obtain and retrieve information from electronic records. User friendly – this positive 

response means that majority of staff are able to interact with the human resource information 

systems and this can enable them to perform their e-tasks effectively to influence organizational 

performance. Saves time and funds - the users can now utilize the extra time and funds to 
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concentrate on productivity and so influence universities performance. In addition, to arrive at 

these deductions the IS models were used to describe hypothesis during the analysis to determine 

inferences, such as, how the study variables function; their strength of influence on system 

effectiveness and how to optimize their interactions towards realization of strategic objectives 

and the larger organizational outcome.  

Reliability was tested using Cronbach's alpha. Normally, the variables are internally reliable if 

the Cronbach's Alpha is greater than 0.70. After applying Cronbach’s coefficient Alpha test on 

influence of HRIS’s recruitment an alpha coefficient of 0.937 was reached.  This indicated 

satisfactory reliability as the values exceed the recommended threshold 0.70, indicating good 

internal consistency among the items within each dimension, each variable, and the entire scale. 

Table 4.1 shows the Pearson correlation coefficient between the independent variable e-

recruitment and the dependent variable university performance. It reflects a significant positive 

correlation between recruitment and selection procedure and the dependent variable university 

performance of 0.234. 

Table 4.1 Correlation Coefficient between  e-recruitment and universities performance 

 

 

Variable 

 

       Universities       

        performance     E -recruitment  

University performance Pearson 

Correlation 
              1          .234 

Sig. (2-tailed)           .031 

N              85             85 

e-recruitment  Pearson 

Correlation       
          .234              1 

Sig. (2-tailed)           .031  

N              85             85 

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

 

 

Regression Analysis 

Regression analysis was carried out in order to determine whether the independent variable, 

HRIS’ e - recruitment can be relied upon in explaining the dependent variable, Kenyan public 

universities performance. The coefficient of determination (R
2
) and correlation coefficient (R) 
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shows the degree of association between HRIS’ e-recruitment and the performance of Kenyan 

public universities. In Table 4.2, the regression analysis shows a relationship of R = 0.234 and R
2 

= 0.055 which means that 5.5% of the corresponding change in the performance of Kenyan 

public universities can be explained by application of HRIS’ e-recruitment. In other words, there 

is a strong relationship and between the two variables and HRIS’s e-recruitment has significant 

influence on the performance of Kenyan public universities, according to the percentage level 

described in Table 4.2. It further implies that an increase in application of HRIS’s e-recruitment 

leads to an increase in the performance of public universities. This can be corroborated by 

Muriithi, Gachunga and Mburugu (2014), whose study on HRIS in Kenyan banks had these 

findings; their results of the linear regression indicate that R
2
=0.593 and R= 0.771. This is an 

indication that there is a strong linear relationship between Human Resource Information 

Systems and training and development in companies listed at the Nairobi Securities Exchange 

(NSE).  

  Table 4.2  Model Fitness: e -recruitment vs universities performance 

 R 

R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

 
.234

a
 .055 .043 9.07311 

a. Predictors: (Constant), Rate at which  e-recruitment influences universities performance 

b. Dependent Variable: Universities performance 

In Table 4.3 a further test on the beta coefficients of the resulting model, the constant α = 13.835 

is significantly greater than zero.  and since the p-value (.086) is greater than p = 0.05 then the 

constant is quite significant. The coefficients β1 = 0.234 is however significantly different from 

zero with p-value of 0.031.which is greater than p-value = 0.05. This implies that the 

independent variable was greater than zero. As observed during this hypothesis testing and since 

the p-value was greater than significance level (0.05) then the null hypothesis was accepted.  

Corroborators of this view are El – kot and Leaf (2011) in their survey on recruitment and 

selection practices in Egypt Education, Business and Society declared through their regression 

analysis that the recruitment practices in Egypt had a significant influence in the success of 

http://www.ijbsse.org/


International Journal of Human Resource and Procurement/ Ijbsse.org 

313 | P a g e  

www.ijbsse.org/ International Journal of Human Resource & Procurement/IJHRP 

 

education, business and society in this developing country. Saleem (2012) in his study of Impact 

of adopting HRIS on three tiers of HRM in developing countries. In his study the proposition 

that HRIS supports functional HRM processes is accepted as proved by his regression statistical 

analysis and justification. His regression equation is written as Y = 2.646 + 0.345X. It is also 

identified that HRIS adoption (Beta/ b= 0.255) is significant (p=.009), which indicates that HRIS 

adoption is facilitating for Functional HRM Processes, which in turn translates into the  

performance of these developing countries. 

 

Table 4.3 Regression Coefficient –e recruitment vs universities performance 

 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

 

  

  B Std. Error Beta 

 (Constant) 13.835 7.964  1.737 .086 

 e-recruitment  .532 .243 .234 2.193 .031 

a. Predictor:  e- recruitment  

b. Dependent Variable: universities performance 

7. Conclusions and Recommendations 

 

In light of the above findings, the study generally concluded that HRIS influenced the 

performance of Kenyan public universities by facilitating the following utilities: First, ease of 

access to information thus it is faster, much quicker and easy to obtain and retrieve information 

from electronic records. Secondly, user friendly which means that automation of the human 

resource functions provides for user friendly interface. The majority of employees are now able 

to interact with the HRIS system and this enables them to perform their e-tasks effectively to 

influence the performance of public universities. Thirdly, HRIS saves time and funds as the 

employees can now utilize the extra time and funds to concentrate on improving productivity 

levels of Kenyan public universities. On the other hand, based on the results on the usage of 

HRIS, it can be concluded that lack of computer literacy and competency is a great drawback to 
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the advancement of HRIS technology in the Kenyan public universities. Again based on the 

results of this study variable which revealed moderate influence and statistically significant  

relationship as supported by the coefficient of determination which shows that average variations 

in overall university performance is explained by automation of recruitment process. It can, 

therefore, be concluded that at the operational level, human resource information systems data 

can be used to identify potential internal applicants for job vacancies, saving on external 

vacancies costs and ensuring existing employees of career opportunities. Based on research 

findings that e-recruitment will improve institutional operations through the creation and 

frequent update of HRIS sub system applicant tracking, it can be concluded that frequent 

upgrade of the tracking utility will increase the performance of public universities since through  

its evaluation of ability and competency of potential employees in relation to what the 

universities need, will enable the institution to fill a vacancy at short notice.  

In light of the preceding conclusions, the following recommendations were made: a) Human 

resource Practitioners – The conclusions reveal that there is need to improve effectiveness and 

efficiency human resource information systems. It is, therefore, recommended that human 

resource practitioners review this study as it should help them acquire better understanding of the 

current human resource information systems status of influence. It is believed that with this new 

knowledge they would advise the university management on the strategic importance and 

contribution of HRIS to the overall performance of the public university. b)  Kenyan public 

universities - For those university institutions who have not fully digitized their systems, they 

should review their status and to update capacity of operation of their systems. c) Diversification 

of use of HRIS –based on the conclusion that a few respondents believed that HRIS was not 

serving intended purpose, the researcher recommends that here is need to diversify the use of 

HRIS in the universities. This will enable the universities to efficiently and effectively manage 

performance human resource performance matters. e) Lack of funds and required skills –Based 

on the conclusions of this study, it was recommended that the Kenyan public universities need to 

invest in modern information technology in such areas as computer hardware and internet 

connectivity. Enough funds should be made available to the respective public university 

institutions in order for their workforce to acquire the necessary IT competency.  
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Suggestions for further study 

The results for this study provide empirical evidence that human resource information systems 

(HRIS) influence the performance of Kenyan public universities. The bundle of HRIS on human 

resource management (HRM) functions adopted for this study included only recruitment. 

However, it should be appreciated that HRM practices are diverse and there’s no standard 

bundle. Further study is, therefore, recommended on other unexplored HRM factors to further 

clarify the influence of HRIS on overall organizational performance that have not been addressed 

in this study. Such clarification would provide additional valuable guidance to HR professionals 

and the university institutions as a whole. 

c) Academically this study has important implications for further studies aimed at understanding 

the human resource information systems and its influence in other public universities in 

developing countries. Further study should apply diverse models of measurement other than the 

models used in this study. 

References 

Averbook, J., (2012). Integrating Performance Management and HRIS, .Journal of Management 

Information Systems.7 (8) 25 – 38. 

Beadles II, N. A., Lowery C., & John K. (2012). The Impact of Human Resource Information 

Systems: An Exploratory Study in the Public Sector. Communications of the HMA, 5 (4)39 – 46. 

De Lone, W. H., & McLean, R. E. (2003). The De Lone & McLean Model of Information 

Systems Success: A Ten Year Up – date. Journal of Management Information Systems.19 (4), 9 

– 30. 

Dery, K., Grant, D., & Wilben, S (2009). Human Resource Information Systems: Replacing or 

enhancing HRM.  http://www.ilera-directory.org/15thworldcongress/files/papers/Track3_DERY. 

Retrieved on 12
th

 March 2015. 

De vries, D., Blair G., & Kiarie M. (2009). Evaluation of the capacity projects: HRIS 

strengthening process in Swaziland, Uganda and Rwanda. GTRI News and Publications. 

Retrieved on 8
th

 May 2015. 

Dottorato, T., & Benfatto, C. M. D. (2010). HRIS and the performance of HR Function. Rome. 

Prentice-Hall. 

http://www.ijbsse.org/


International Journal of Human Resource and Procurement/ Ijbsse.org 

316 | P a g e  

www.ijbsse.org/ International Journal of Human Resource & Procurement/IJHRP 

 

Gürol, Y., Wolff, A., & Ertemsir, Berkin, E. (2010). E-HRM in Turkey: A case study.  

Encyclopedia of E-Business Development and Management in the Global Economy. Retrieved 

on 14
th

November 2014. 

Hagood,W., & Friedman, L.  (2002). Using the balanced score card to measure performance of 

your HR information system. Public Personnel Management 9 (31) 543 -57. 

Jahan, S. (2014). Human Resource Information Systems: A Theoretical Perspective. New Delhi: 

Scientific Research Publishing Inc. 

Kananu, M. K. (2013). An assessment of HRS in Kenyan Universities: A comparative study of 

Public & Private Universities. Journal of Business Management 16 (1):2013. 

Kothari, C. K. (2008). Research Methodology: Methods & Techniques (3
rd 

ed.). New Delhi: New 

Age publishers. 

Lengnick-Hall, M. L., & Moritz, S. (2003). The impact of e-HR on the human resource 

management function. Journal of Labor Research, 6, 24 (20), 365-79. 

Mukulu, E., & Karimi, J. (2010). Relationship between Enterprise Resource Planning and 

Business Performance: A case study of Nakumatt Holdings. Journal of Human Resource & 

Entrepreneurship. 2 (2), 1 – 18.  

Muriithi, G. J., Gachunga, H., & Mburugu, C. L. (2014). Effects of Human resource information 

systems on Human resource management practices and firm performance in listed commercial 

banks at Nairobi securities exchange. European Journal of Business and Management 6 (29); 2014  

Nankervis, A., Compton, R., & Morrisey, W. (2011). Effective Recruitment & Selection (5
th

ed.). 

Melbourne: CCH Limited.  

Rangriz,H.Mehraby, H., & Azadegan, A. (2011).Impact of HRIS on Strategic Decisions in Iran. 

ccsenet.org › Home › 4 (2)28 – 35. Retrieved on 10
th

 December 2014. 

Rawash, H. N., & Seydan, S. D. (2012). The Impact of e-HRM on Organizational Market Share 

in Jordan. International Journal of Business and Social Sciences 3 (24):2012. 

Reh, F. J. (2012). Key Performance Indicators. Management Guide.25 (2), 13 – 19. 

Richards-Carpenter, C. (1997). Systems overload: People Management. London: Emerald Group 

Publishings.  

Shiri, S. (2012). Effectiveness of HRIS on HR Functions of the Organization. US – China 

Education Review. 4 (9) 830-839.  

Wandago, B., Odhuno, E., Kambona, O., & Othuon, L. (2011). Key Performance Indicators in 

the Kenyan public Industry Retrieved on 15
th

 February, 2015. 

 

http://www.ijbsse.org/
http://www.investopedia.com/terms.%20Retrieved%20on%2014thNovember%202014
http://www.investopedia.com/terms.%20Retrieved%20on%2014thNovember%202014


International Journal of Human Resource and Procurement/ Ijbsse.org 

317 | P a g e  

www.ijbsse.org/ International Journal of Human Resource & Procurement/IJHRP 

 

 

http://www.ijbsse.org/

	Janet Juma Midiwo
	PhD student in HRM at Jomo Kenyatta University of Agriculture and Technology
	Professor Elegwa Mukulu
	Jomo Kenyatta University of Agriculture and Technology
	Dr. Gichuhi Waititu
	Jomo Kenyatta University of Agriculture and Technology
	Keywords: Human Resource Information systems. E-recruitment, Human resource management

