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ABSTRACT

HR function is bedeviled with a myriad of challenges including a mundane system, low
performance, resistance to change and aging workforce that is largely unresponsive to the needs
of the customers. For that reason, there is a growing number of reforms initiatives geared
towards revamping the operation including HRMIS. Therefore, the study sought to establish
the effect of human resource information system on employee performance in the civil service
of Kenya as moderated by top level management support. To address this objective, the study
examined the effect of HRMIS design, integration, operation and planning on employee
performance in the civil service in Kenya. Furthermore, the study investigated the moderating
role of top-level management support on the relationship between HRMIS design, integration,
operation and planning on employee performance in the civil service in Kenya. The theories
that informed this study were Resource-Based Theory, Contingency theories, Human Capital
Theory, Diffusion of Innovation Theory and the updated De Lone and McLean information
system success model (modified). This study methodology used was a descriptive research
design and a positivist research philosophy. Target population of the study was 1384 personnel
assigned to human resource management (HRM) departments in various National Government
Ministries. Out of the targeted population, a sample size of 549 respondents was obtained.
Primary data was collected using questionnaires. The gathered data was analyzed using
descriptive and inferential statistics with the help of SPSS program and presented inform of
percentages and frequency tables. In order to test for the nature of relationships between
variables, regression analysis was carried out. The study findings revealed that the design,
integration, operation and planning of the human resource technology significantly influence
employee performance in the civil service of Kenya. Furthermore, it was observed that top
level management support significantly moderated the relationship between Human Resource
Information Systems and performance of employees in the Civil Service sector of Kenya.
Therefore, the study recommended that HRMIS utilization should be optimized to improve
employee performance in the civil service. Further, top level management should enhance
coordination effort among the employees, provide work instruments, recognize their

contributions and create a sense of involvement.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

The creation of a productive, responsive and dynamic workforce has always remained a top
priority for most governments globally (Pot, Totterdill & Dhondt, 2016). Organizations have
started embracing the use of information systems in many tasks and operations in the last few
decades to boost performance and productivity due to the growing effects of globalization and
technology. When using human resource management techniques, different firms exhibit
various traits. Institutions in nations like the United States of America have greater managerial
freedom, whereas in Europe, human resource management strategies are more constrained in

terms of employee development (Kaufman, 2019).

Organizational learning is developed by human resource departments in Asian transitional
economies in order to boost creativity (Wilckens, Wohrmann, Deller & Wang, 2019). To
develop employees through internal on-the-job training and teach them firm-specific
knowledge and skills to increase productivity, quality, and performance, Japanese HR gives
employees lifetime employment (Ballard & Grawitch, 2017). As a result, Japanese businesses
concentrate on internal development when hiring new personnel (Hayashi, Ozawa, Kawabata
& Takemi, 2016). In Germany, labor unions are solely responsible for negotiating wages and
working conditions. This country also uses a regional, sector-wide negotiation system to

achieve real employee involvement (Eckardstein & Konlechner, 2017).

HRMIS continues to enable organizations to innovate strategies for efficient storage,
management, retrieval of information and organizational effectiveness. Like change, additional
adoption of technology adds complexity to organizational operations and becomes unpleasant

for some employees (Garda de Soto, Agusti-Juan & Hunhevicz, 2019). Nevertheless, it allows



management to spend less time on administrative activities and more on making strategic
decisions. Most importantly, HRMIS helps organizations to gain competitive advantage and

efficiency (Sadia, 2015).

In light of the aforementioned, HRMIS uses a comprehensive strategy to maintain, gather,
store, access, and validate data on an organization's human resources (Stone et al., 2015).
Organizations may now produce real-time information, offer self-service, and foster a dynamic
work environment thanks to technological improvements (Amarakoon, Weerawardena &
Verreynne, 2018). In recent years, it has also given the human resource function a strong
platform for the transition from manual personnel records to more complex and automated
reporting and decision-making systems (Amarakoon et al., 2018). HRMIS, then, is the
automated process that combines human resource support activities, policies, and procedures

with organizational strategic and operational capabilities (Chauhan et al., 2011).

The effective use of HRMIS is touted to provide significant employee outcomes in government
ministries and functions. To realize this goal, HR managers are expected to plan, design,
integrate and finally operate an electronic platform that not only enhances employee
performance, but also, reduces processing and administrative costs associated with human
resource management. The system is also anticipated to be adaptable to user needs and capable
of enhancing human resource management while supporting government ministries' core

missions.

To realize the aforementioned benefits, managers are expected to engage in effective HRMIS
planning prior to its rollout. Planning denotes activities associated with defining HR
requirements within the confines of technology. This process requires organization-wide
participation and accommodation of innovative ideas that are in harmony with organizational

goals (Ochlin & Roberts, 2011). It is desirable that a properly planned HRMIS balances



performance appraisal and compensation. HR planning is based on the ideology that people are
the most essential part of an organization. In order to sustain them over time, it also entails
matching organizational needs with available resources. On this backdrop, it is the onus of
management to provide timely information to secure employee commitment (Ngai & Wat,

2006).

Ideally, managers are expected to use the information gathered during planning in the design
of HRMIS. This is done through a mindful and coordinated approach meant to create a human
resource management architectural tool in the confines of technology (Al Shobaki, Naser,
Amuna & El Talla, 2017). The design of the HRMIS ought to be user friendly, efficient and
adaptive to a wide range of information within human resource operation. Being of special
importance, HRMIS design bring on board a set of properties inherent to HRMIS by which a
system can be developed, implemented and permanently improved (Mueller, Strohmeier &
Gasper, 2010). To be more concrete, HRMIS design characteristics helps managers to validate
the capabilities of HRMIS and derive necessary improvement measures in order to warrant

successful implementation.

It is worth to note that a properly designed system is expected to integrate the needs of every
user department. As one of the critical pillars of HRMIS, integration promotes coherence in
execution of functions and helps government ministries to minimize; work-related errors,
operational costs at the same time promoting employee innovativeness and compliance to laid
down procedures and policies. In the process of integration, organizations create, update, and
de-activate user records associated with individuals and clusters of employees (Dilu,
Gebreslassie & Kebedeto, 2017). A properly integrated system is becoming an indispensable
aspect of HR operations that leads to improved performance. Besides the collection and storage

of data, integration enables managers to analyze and produce real-time personnel information



(Bhatia, 2016).

As a result, HRMIS operation is becoming an important part of an effectively managed
organization. HRMIS operation underpins the ability of organizations to enable teams and
individual employees to work towards the set goals within the context of organizational
efficiency and avoidance of role conflict (Maditheti & Gomes, 2017). Therefore, HRMIS
operation ensures that employees acquire the right data and enables them to organize the same
into meaningful products and services. Furthermore, HRMIS continues to be an ideal solution
for streamlining and optimization of HR processes. As managers contend with the challenge of
aligning their operations to the needs of their departments, Lee et. al. (2012) asserts that an

efficiently operated system provides motivation to a workforce for performance.

In Africa, the indigenous human resource development strategies and ideals have evolved
through time. However, this development has remained important in the majority of
developing-country institutions (Hedayati & Li, 2016). Today, there is a paradigm change and
fierce rivalry in the continent in human resource management methods as a fundamental

component of successful and efficient institution performance (Horwitz, 2017).

Implementing indigenous development methodologies and smart tactics that are tied to cultural
values and crucial business goals can improve institutional performance and human resource
management practices. Government human resource development today has the challenging
task of ensuring that employee performance matches the complex needs of a growing and

educated population (Kiiza & Basheka, 2018).

According to Lufunyo (2015) of Tanzania, decentralized local government services that are
multidimensional and integrated in character constitute a barrier to human resource
development in East Africa. They are separated into a number of groups, including performance
motivation-induced issues, policy-induced challenges, and skill, task, and organization-
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induced difficulties. Low pay-related work satisfaction, a lack of funding for training and
development, and unequal training and development opportunities for all employees are a few

of them (Ndikumana, 2018).

Several interventions have been formulated and implemented over time to address the issue of
employee performance. Locally the Kenyan government has initiated a number of Human
Resource Reform agenda. These reforms were meant to improve employee competencies,
efficacy and customer satisfaction. Reforms were captured in initiatives such as performance
Contracting of 2003, Rapid Results Approach of 2004 and the Citizen Transformative
Leadership reform of 2007 (Kilelo, 2015) which were later followed by digitization of the

human resource operations as envisaged by the Kenyan Digital Blue Print (2013).

The need to revamp operation of human resource in Kenya dates back to 1980s after the
recommendation of government Sessional papers number one of 1986 and that of 1992 as well
as 1994. The sessional papers highlighted the need for structural adjustment programs (SAPs)
which included civil service reforms. The expansion of the primary and secondary SAPs has
since been integrated as human resource policy tools (Rono, 2002). Accordingly,
rationalization in the management of human resource was undertaken in several government
functions as exemplified in staff rationalization of 1996 so as to balance operational and
maintenance expenditure. As a consequence, significant reduction of wage bill, payroll controls
and strengthening of personnel capacity and efficiency was enhanced (GOK, 2007). The Vision
2030 blue print, however introduced technological reforms in the human resource management
where operations were required to integrate automation. The Vision 2030 blueprint spelt out
the use of technology in the civil service as one of the greatest enablers in HR functions in

Kenya (Datche & Mukulu, 2015).



There exists a large variation of adoption of technology in the management of human resource
practices among organizations which largely determines their performance. Being dynamic,
adoption of technology varies significantly between countries and organizations. While
developing countries grapple with mundane technologies, their developed counterparts
continue to advance in HR technologies. For example, there exists deepened use of technology
among large corporations compared to the small enterprises. As most countries in the sub-
Saharan Africa remain at exploratory levels in their adoption of technology in human resource
operations as observed by Mutisya (2014), Jemine and Guillaume (2021), those in developed
countries such as the United states of America, United Kingdom and Germany among others

have reported advanced forms of electronic human resource systems with reduced paper work.

Unlike some countries in Africa, the rapid growth in technology provided the impetus for E-
government initiatives in Kenya. Some of the flagship technology integration in Kenya include
the e-citizen and HRMIS as shown by Datche and Mukulu (2015). As such, the Kenyan digital
blue print report shows a remarkable progress in the adoption, integration and advancement of
human resource technology among government ministries. Therefore, HR operations in
government ministries such as payroll, recruitment, leave management inter alia are now
housed in electronic platforms. Nonetheless, there is concern about top level top level
management support in integration of these technology initiatives among HR professionals,

consultants, government and academics.

1.1.1 Top level management support

Top level management support is touted to be one of the corner stone and widely cited factor
of performance (Liu & Seddon, 2009). Therefore, success or failure of HR function in
organizations or ministries depends on the intensity of support from the top-level management.

Top level management support underlies the willingness of strategic leaders of the organization



to participate and provide the much-needed support to the human resource function.

It entails giving resources to all employees in order to preserve and enhance service delivery
success and the accomplishment of the organization's vision and goal (Matata, 2015). The
management must also establish ambitious goals and ambitions for the business and present a
clear picture of its future. Organizations can only reach their goals via this unity of purpose and
direction. By building trust and removing fear, managers are expected to maintain an

environment where people can participate fully.

Organizations with bureaucratic rigidity are known to hinder close involvement of top
management in the work processes. As a matter of fact, majority of developing countries have
bureaucratically rigid systems. These includes organizations in the Middle East countries
including Pakistan (Haque & Anwar, 2012) and those in the sub-Saharan countries such as
Kenya. The systems impede close interaction between management and the human resource
department processes. On the contrary, organizations in the United states of America and those
in the United Kingdom constitute of lean structures that promote close involvement of
management in the day to day HR operations and in decision making. In the systems,
appropriate messages are easily conveyed from top level management to enhance performance
(Sial et al., 2013). Ideally, managers are expected to have direct access to the operations of HR
to enable them provide resources, enhance the flow of information and engage in collective
responsibility in order to promote employee performance (Kuesten, 2013). So, in this study,
human resource departments in the Kenyan civil service studied the impact of HRMIS practices

on employee performance as it was influenced by top-level management support.



1.1.2 Civil Service of Kenya

Kenya's civil service consists of individuals appointed by the national government based on
their professional excellence to provide support services and implementation of policy
directives in the management of ministries and departments. Kenyan civil servants are those
employees who work for the government. Twenty-one (21) Ministries currently make up
Kenya's civil service as per the Government of Kenya executive order (1) of 2020. In the
current government system, ministries are headed by cabinet secretaries who are appointed by
the President upon approval by parliament through vetting process. The Cabinet Secretaries are
assisted by Principal Secretaries who carry out administrative functions of the ministries and
also act as accounting officers. Human resource as a technical function in the ministry, is
headed by the Directorate of Human Resource Management and Development who advices on
matters of human resource acquisition and deployment. This is a critical component in service

delivery for Kenya's sustainable socio economic development.

1.2 Statement of the Problem

Ideally, A productive, adaptable, and dynamic workforce is produced through the use of
HRMIS techniques, specifically: planning, design, integration, and operation in the context of
top-level management assistance across government ministries and divisions. As a result,
human resource experts believe that technology enhances the building of organizational
capacities in the operation of the HR function. In such organizations, technology in human
resource improves employee competence, efficacy and promotes customer satisfaction.
Technology is also known to promote significant reduction in wage bill and strengthen

personnel capacity and efficiency (GOK, 2007).

However, the HR function is bedeviled with a myriad of challenges including a mundane

system and workforce that is largely unresponsive to the needs of the customers, (Public
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Service Commission of Kenya annual performance evaluation report,2017). Further, to the
subsequent performance index report for the year 2018/2019, performance in the civil service
declined from 31% in 2016/2017 to 25.32% in 2018/2019 thus causing a concern. For that
reason, the government initiated a number of reforms initiatives geared towards revamping the
performance of the civil service. The reforms included: developing strategies to re-engineer the
civil service delivery abilities, sustenance of high-performance culture, productivity
measurement framework and implementation of training programs for skills acquisition among
others. These reforms followed calls by a number of stakeholders dating back in 1990’s to
review the operations of the civil service in enabling the government to achieve its mandate as
documented in Government Sessional papers number one of 1986, 1992, and 1994 as well as

in the vision 2030 and digital blue print of 2013.

Numerous studies on employee performance and HRMIS have been carried out across
industries as alluded to by (Quereshi Mohamed Owais et al, 2013; Ahmed Tanjil, 2019; Nazari
Somaye, 2015; and Hasan Maruf et al., 2014). However, the studies which in cooperates the
moderating role of top-level management support on the aforementioned constructs remain
scanty. Most of the studies on HRMIS have been undertaken in developed countries, as noted
in investigative studies by Nagendra and Deshpande (2014) and Zhao and Xu (2016). Locally,
studies conducted by Maina and Kwasira (2015), Mbiu and Nzulwa (2018) as well as Akoyo
and Muathe (2017) for developing countries reveal that HRMIS remain at exploratory stages.
Thus, the current study seeks to examine the interaction of top level management support on

the relationship between employee performance and HRMIS.



1.3 Objectives of the Study

The study was guided by the following research objectives: -

1.3.1 General Objective
The general objective of the study was to establish the effect of human resource information
system on employee performance in the civil service of Kenya. The moderating role of top-

level management support.

1.3.2 Specific Objectives

Specific objectives of the study were: -

i. To evaluate the effect of HRMIS planning on employee performance in the civil
service in Kenya.

ii. To evaluate the influence of HRMIS design on employee performance in the civil
service in Kenya.

iii.  To evaluate the effect of HRMIS integration on employee performance in the civil
service in Kenya.

iv. To evaluate the effect of HRMIS operation on employee performance in the civil
service in Kenya.

V. To evaluate the effect of moderating role of top-level management support in the

relationship between human resource management information system and

employee performance in the civil service in Kenya.

Va Evaluate the effect of the moderating role of top level management support on the
relationship between HRMIS planning on employee performance at the civil service

in Kenya.
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vb. Evaluate the effect of moderating role of top-level management support on the
relationship between HRMIS design on employee performance at the civil service
in Kenya

V. Evaluate the effect of moderating role of top-level management support on the
relationship between HRMIS integration on employee performance at the civil
service in Kenya.

Vd. Evaluate the effect of moderating role of top-level management support on the
relationship between HRMIS operation on employee performance at the civil

service in Kenya.

1.4 Hypotheses of the Study

The study was premised on the following research hypotheses: -

Ho1: HRMIS planning has no statistically significant effect on employee performance in the
civil service of Kenya.

Ho2: HRMIS design has no statistically significant effect on employee performance in the civil
service of Kenya.

Hos: HRMIS integration has no statistically significant influence on employee performance in
the civil service of Kenya.

Hos: HRMIS operation has no statistically significant effect on employee performance in the
civil service of Kenya.

Hosa: Top level management support has no statistically significant moderating effect on the
relationship Between HRMIS planning on employee performance at the civil service of

Kenya.
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Hosb: Top level management support has no statistically significant moderating effect on the
relationship Between HRMIS design on employee performance at the civil service of
Kenya.

Hosc: Top level management support has no statistically significant moderating effect on the
relationship Between HRMIS integration on employee performance at the civil service
of Kenya.

Hosd: Top level management support has no statistically significant moderating effect on the
relationship Between HRMIS operation on employee performance at the civil service of

Kenya.

1.5 Significance of the Study

As indicated by Randall at al. (2015), human asset forms a basic section and a real wellspring
of development for organizations. As organizations attempt to get on the forefront to fulfill
their goals and mandate, several have received and grasped the use of data innovation and
especially Human Resource Management Information Systems with the aim to reinforce
productivity and adequacy within the administration of their human resource capability.
HRMIS benefit organizations through planning work, reviewing strategies, organizing, and
tracking operations. Further, they can access other functions like applying for leave, accessing
their pay slips and determining their performance level (Karanja et al., 2018). Efficiency in an
organization can also be attained through saving time using this system. To academicians and
students in the HR field, the study will help augment the current arts of HR knowledge
concerning the public sector. It will also lead to an increase in the analysis of HR functions in
the public sector with an aim of refining and expanding the field to cover relevant areas in the

Public Sector in Kenya.
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As much as the government is doing the best to boost and enhance service delivery through
programs such as Results Based Management, Rapid Results Initiative, Performance
Contracting and lately operational systems like Government Human Resource Information
system (GHRMIS), this has not yielded important positive results for much of the functional
processes are yet to be automated thus lacking behind in meeting timely performance targets
(Randall, Shaista & Huub, 2015). This study will therefore benefit the government and
organization in establishing the right policies that will ensure the operation of HRMIS vyields
the best results in employee performance and public service. Further, it will also add to the
scholarly knowledge in the HR discipline as well form a base for new research studies through

the recommendations given.

1.6 Scope and Justification of the Study

The study was focused on three constructs namely: HRMIS, employee performance and top-
level management support. The study targeted personnel in the human resource departments of
the 21 Ministries of national government with headquarters in Nairobi. The study adopted a
descriptive research design and collected quantitative data. Data was collected between March

2021 and September 2021.

The findings will help civil service stakeholders develop effective HRMIS policies.
Additionally, the findings of the study on the relationship between HRMIS practices and
employee performance will help the civil service sector implement the best HRMIS practices,
whether in groups or as a single independent practice, in order to get the most favorable impact
on employee performance and meet corporate objectives. The creation of HRMIS practices
aimed at achieving staff performance could benefit from executives' understanding of the

relationship between particular HRMIS practices and workers' performance results.
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1.7 Limitation of the Study

The study was exposed to two main limitations including scope and delay in data collection.
On scope the study focused itself on three constructs including HRMIS, employee performance
and top-level management support. Furthermore, quantitative data was collected from
employees working within the HR departments of government ministries domiciled at the
headquarters. Additionally, the study suffered from the delay of filling the research instrument
which prompted the study to expend the period of data collection. Being a quantitative study,
experiences of the respondents with regards to their interaction with HRIMS, performance and

management involvement was missing.

1.8 Assumptions of the study

The researcher assumed that the selected employees in the national government ministries were
adequate representative population of the civil service of Kenya. It was also assumed that the
size was an adequate representation of the population. The study further assumed that the
targeted government ministries conduct staff performance appraisal and that they have

structures that promote top level management support.
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1.9 Operational Definition of Terms

The following terms were adopted in the study: -

Civil Service

Human Resource
Management Information
Systems:

HRMIS Design:

HRMIS Integration:

HRMIS Operation:

HRMIS Planning:

Top level management support:

Employee Performance at the Civil
Service:

Kenyan civil servants are those employees who work
for the government 21 ministries and specifically
under human resource department which comprise
of; Top level management, middle level/supervisory

management and support staff.

The term refers to a system which is used to
acquire, store, manipulate, retrieve and
distribute pertinent information about an
organization’s Human Resource.

A method for executing human resource,
strategies and practices in associations
through mindful and coordinated help with
full utilization of innovations that are
primarily internet based

An efficient and organized agent for sparking
the connection between the management of
the HR and the IT systems

A structure that gives the workers an
integration of linked functions such as the
workflows, tracking of employee
performance through goals and evaluation on
a continuous basis and elimination of
duplicate work.

These refers to the process of ensuring that the
requirements of HR are determined and plans
are put in place to lead towards the realization
of those requirements.

This is the extent to which an organization
provides the resources, communication,
reinforcement and encouragement to enable
employees improve well-being.

This is how employees carry out their
assigned tasks, fulfill their responsibilities,
and adhere to ministry policies.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Theoretical Review

2.1.1 Resource-Based Theory (By Porter)

The resource-based view (RBV) is a managerial paradigm for identifying the strategic
resources that a business may employ to establish a long-term competitive advantage. Porter
contends that the resource-based approach represents a significant advancement in human
resource management since it offered a novel explanation for an organization's performance
(Muller, 2003). The notion contends that a firm's ability to collaborate and pool resources with
others is what distinguishes it from rivals and contributes to its success. Human resource, as
well as the critical traits of knowledge, skill, know-how, and talent, are examples of such
resources and capabilities. These resources and competencies may provide a competitive edge.
According to this approach, an organization's HRM activities are oriented toward enhancing

those critical talents and knowledge (Muller, 2003).

Wright and McMahan (2001) contend that in order for resources to be strategic for a company,
they must be rare, valuable, specialized, or hard to transfer. This is feasible if the company uses
HRM methods including recruiting key people, compensating them fairly, educating them to
do a better job or acquire new skills, and motivating them through incentives. As a result, HRM
practices are likely to have an impact on competitive advantage. Several authors have discussed
this concept. How strategy, HRM procedures, and the pool of human resource capital are
related (Wright & McMahan, 2001). Mueller (2003) raised an issue on the thoughtful
application of human capital. Lado and Wilson (2004) looked at a firm's human resources as a

potential source of competitive advantage.

16



In this way, the organization's resource-based strategy is offering human resource management
a new perspective. The business creates and executes new policies and practices in a variety of
areas, including salary, training and career development, recruiting and selection, and others.
The majority of organizations invest in their employees' training and career development in an
effort to increase productivity. In order to optimize and accelerate processes, a company will
only train personnel in the competences and abilities required (Grant, 2004). The focus of

compensation is on an employee's value and individual performance.

Nevertheless, there are two main assumptions that hinder the application of the RBV theory.
These include the assumptions on heterogeneous and immobile nature of organizational
resources. As one of the cardinal assumptions of RBV, it is assumed that resources such as
skills, capabilities are heterogeneous among firms. Therefore, they can employ different
strategies to outcompete each other. The second assumption is that resources are not mobile
and do not move from company to company, at least in short-run. As a result, organizations

cannot replicate rivals’ resources and implement the same strategies.

Polemical scholars have put forward three criticisms against the application of the RBV First,
there are concerns on the indeterminate nature of RBV - resource and value. Secondly, the
concept of firm's competitive advantage has narrow explanation in the RBV. Furthermore, the
common theme underlying these critiques is that the RBV has clung to an inappropriately
narrow neo-classical economic rationality and has thereby diminished its opportunities for
making further progress. Leveraging from the critiques and the discussions they have
provoked, the study sought to suggest directions for future theorizing and research whereby the

findings attempts to move the RBV into an inherently dynamic and subjectivist framework.

This theory will help in recognizing the value of human resources in the civil service in Kenya

in terms of creating competitive advantages among the workers. The theory is key in helping
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human resource management to develop and implement HRM methods that encourage
employees, enhance their talents, and build new capabilities, all of which contribute to higher

performance.

This idea was connected to objective one of HRMIS planning and provided the assumption that
an organization is the sum of a mix of physical, human, and organizational resources, and when
the business synchronizes the usage of its resources, it is able to create competitive advantage.
Thus, the idea serves as the foundation for the investigation of how HRMIS strategy, design,
integration, and operation affect employee performance in Kenya's civil service. However, the
resource-based perspective theory was supplemented with predictions from contingency
theory, human capital theory, and diffusion of innovation theory due to the complexity of the

many elements that may affect employee performance in the Kenyan civil service.

2.1.2 Contingency Theory

The results of Ohio State University academics' research on leadership behavior led to the
development of contingency theory in 1950. (Donaldson, 2001; Nohria & Khurana, 2010). The
theory supports an approach to studying organizational behavior that provides justifications for
how external elements like technology, culture, and the environment affect the structure and

operation of organizations (Bastian and Andreas, 2012).

However, the idea of contingencies suggests that several approaches could work depending on
the situation (Dobak-Antal, 2010). This may be regarded as one of the main findings of the
theory since it aims to show that diverse conditions call for distinct organizational structures
rather than advocating organization management concepts that are universally applicable

(Baranyi, 2001).
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The premise of contingency theory is that not all organizations require the same kind of
organizational structure. Instead, organizational efficiency depends on how well the
organization's size, organizational structure, information system, technology, and
environmental volatility all work together. Additionally, this approach has been criticized for
being static and unable to address organizational change and adaptability (Granlund & Lukka,
2017). Static in the sense that it discusses how a static condition of fit between structure and
contingency results in good performance is at the core of structural contingency theory (Kihara,
2016). The contingency hypothesis fails to adequately explain why various leadership
philosophies work for some leaders but not others. The idea also falls short in explaining how

to deal with a leader/situation mismatch in the workplace (Northouse, 2007,).

This theory supports objective two on HRMIS design. In most cases, firms operate in a highly
dynamic environment, therefore, contingency theory offers critical insights for managing
emerging issues in their operations. The theory outlines measures for managing aspects such
as technology and issues that may affect employee performance. Therefore, the theory provides
a basis for explicating the role played by top level management in the study. Therefore, its
theoretical underpinnings emphasize the interaction between the organization environment and
top-level management. This hypothesis encourages research hypothesis number five and

supports the investigation.

2.1.3 Human Capital Theory

Schultz proposed the Human Capital Theory in 1961, and Becker expanded on it significantly
later in 1964 (El-Farr & Hosseingholizadeh, 2019). The theory (HCT) is a comprehensive
approach to analyze a wide spectrum of the input of people in organizations. Education, in this
approach, is placed at the center and considered the source of economic development of

organizations. The theory proposes that training offered to staff boosts their productivity and
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transmits usable information and skills. This approach is meant to deliver services at optimal
levels. To do so, the theory proffers that effective organizations provide a framework that
encourages optimization of workforce (El-Farr & Hosseingholizadeh, 2019). Training, for

example, enables increase in organizational performance.

The theory presumes that individuals that acquire knowledge and skills through education and
training increase their productivity in the workplace. As a result, they earn higher salaries. This
is however an assumption of an ideal labour market. Therefore, people would invest in
education up to the point where the private benefits from education are equal to the private
costs. In light of this set of assumptions, the logic of HCT becomes clear that education and
training ought to increase human capital and higher productivity rate, which in turn brings a
higher wage for the individual. Based on this reasoning, it can be claimed that education and
earnings are positively correlated and thus education/training should be promoted. The theory

is largely aligned to employee performance in the study and other HRMIS practices.

However, the theory is criticized for failing to envisage the changing dynamic aspects of human
capital including technology in its initial proposition. Therefore, the proliferation of the
knowledge-based economy, and technological advancement continue to drive many
governments and corporations to seek new tactics to maintain a competitive advantage (Allan
et al., 2008). The common agreement in response is that success is highly reliant on individuals

with higher levels of ability and dedication.

This theory supports objective 3 on HRMIS integration. The idea is pertinent to the research
because it suggests that, as a consequence of investments in human capital, an employee's
acquired skills and knowledge may easily be applied to specific goods and services (Ronner,
2005). Given that the accumulation of knowledge and skills via efficient HRM practices plays

a crucial role in the development of human capital, there is a general opinion that learning is

20



the most essential aspect in increasing human capital. This suggests that learning is a critical
component of acquiring such knowledge and skills through successful HRM practices (Sleezer
et.al, 2006). It is increasingly acceptable for the conceptual underpinning of one's human
capital to be built on knowledge and skills developed via successful HRM practices. Assuming
that knowledge may generally incorporate other human capital components such as skills,
experience, and competency, the relationship between human capital and knowledge has a

broad implication that firms should invest in their people through successful HRM processes.

2.1.4 Diffusion of Innovation Theory (DOI)

Rogers pioneered the DOI theory in 1962 as cited in (Cirus & Simonova, 2020). It aims to
address the how, why, and what questions about the pace at which a social structure facilitates
the spread of new ideas and technology (Cirus & Simonova, 2020). Persons see innovation as
an unknown concept, a lengthy process, and a difficult technique, but individuals in the same
region regard diffusion as the movement of knowledge from one person to another. The theory
assumes that problems can be solved by a particular system generated by innovation, especially
those devised by ‘experts’ however not all problems can be solved by a particular system or

innovation because organizations have unique needs which require different approaches.

The criticism of the theory avers that the pace of adoption of innovations affects a society's rate
of adoption, regardless of the type and features of its people, according to O'Connor (2007).
Following that, Barnett proposed in 1990 that an individual's acceptance or rejection of an
invention is a personal decision including a succession of thought and decision-making (Cirus

& Simonova, 2020).
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The DOI makes an effort to characterize the speed at which technology advances over time
within a social environment. The five attributes of an innovation are relative advantage—the
belief that the innovation is better than its predecessor—complexity—the belief that the
innovation is a complicated phenomenon—aobservability—the visibility of the innovation to
potential adopters, which affects the rate of adoption—and trialability—the belief that the
innovation is an experiment. The theory has been applied to the study of HRMIS at the

individual, organizational, market, and societal levels (Cirus & Simonova, 2020).

This theory supports objective two on HRMIS operations. According to Rogers (cited in Cirus
& Simonova, 2020), social structures in place, communication routes, creativity, and time all
impact the diffusion of new ideas within social systems. Knowledge, persuasion, choice,
execution, and confirmation are the stages of spread. Rogers further explains that, the stages
produce six types of technology users: innovators, early adopters, early majority, late majority,

laggards, and leap floggers which are significant to the operationalization of HRMIS.

2.1.5 Updated De Lone and McLean Information System Success Model (modified)

This model was proposed by William De Lone and Ephraim McLean in 2003 following
extensive research and modifications of earlier similar models that had been criticized. This
model is therefore as a result of previous model modifications to suit information system (IS)

success measurement (De Lone & McLean, 2003).

The model defines, describes, and explains the connections between six key elements to
provide a framework for evaluating the success of information systems. These are the
dimensions: purpose to use/system usage, system quality, information quality, service quality,

user satisfaction, and system net impacts. System use and user satisfaction are both affected by
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and related to the quality aspects of information, systems, and services. Use is preferable to

intention to use due to the difficulties in understanding usage.

Use of HRMIS must precede user satisfaction in a process sense. Positive experience with
HRMIS use leads to user satisfaction in a causal sense and therefore, increased “user
satisfaction” leads to increased “intention to use,” and therefore further “use. “Consequently,
use and user satisfaction leads to net impacts. After realizing positive or negative impacts from
the system, feedback loops to “User Satisfaction” and to “Use,” may depict less or greater use

or user satisfaction (De Lone & McLean, 2003).

System quality, as shown in figure 2.1, focuses on the information system's usability,
adaptability, dependability, and simplicity of learning and reaction times. Relevance,
understandability, correctness, conciseness, completeness, understandability, currency,
timeliness, and usability of the system outputs are all aspects of information quality. Service
quality refers to factors like responsiveness, correctness, dependability, technical expertise, and
empathy that IT support professionals provide to human resource department workers.
Utilizing an information system's capabilities in terms of quantity, frequency, type,
appropriateness, scope, and purpose is referred to as using it. The term "user satisfaction™
describes how satisfied users are with reports, websites, and support services. The term "Net
Impacts” describes how much information systems help people, groups, or organizations make

better decisions and work more productively.

A couple of assumptions are put forth for the application of this model by the proponents. First,
model proponents suggest that for IS studies to be comparable, they have to use extremely
similar constructs from the model of which has proved challenging to many scholars due to

varied environmental set-ups amongst IS studies. Second, they put forth the assumption that
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usage of the model partially will not yield similar results as using all the constructs of the model
at an instance. Thirdly, the model should be studied at one level at a go. Mixing levels such as
individual level and organizational level within the model analysis will not yield valid results

(Begona, 2010).

The criticism of the model is that it requires full psychological preparedness by employees to
use it in view of easy involving processes. Some employees may resist to embrace the use of
the system thus rendering the whole process a failure which negatively impacts on performance

(mardiana et al., 2015).

This model is applicable in understanding HRMIS in the civil service and in predicting
employee performance in that the human resource department employees in the civil service
utilize HRMIS in their daily work activities while serving customers who are mostly other
employees in the civil service. As a result, the model is able to assess the effectiveness of the
current system, the information it produces, and the quality of the support they receive from IT
staff when necessary. Quality is related to and predicts future use and satisfaction with the
system of which determines net impact as a result of system use. Periodical maintenance of the
system leads to feedback to further improve the system and therefore continuous improvement

of the system.
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Figure 2. 1: Updated De Lone and McLean IS Success Model (modified).

2.2 Empirical Literature Review

2.2.1 HRMIS Planning and Employee Performance

The HRP (human resource planning) process, also known as employment planning, examines
human resource requirements to make sure the company has the requisite amount of personnel
with the right abilities to achieve its goals. According to Garg (2013), the HRMIS is used as a
decision support system to perform tasks such as forecasting demand for labour considering
organizational strategic and tactical plans, economic conditions, competitive trends, social
concerns, and technological changes. HRMIS planning was measured by timely information

dissemination, performance appraisal, employee commitment and fair compensation.

Rajesh (2012) did research to ascertain how HRMIS affected human resource practices. He
made an effort to connect HRMIS to human resource planning, hiring, selecting, developing,
and compensating employees, among other things. Five different banks were issued a survey

form, and 61.5% of them responded. The HR departments, which comprise HR managers and
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specialists in the Jordanian banking industry, were the target audiences for the questionnaire.
Results showed a connection between organizational planning and the efficient planning of the
operations of the human resource information system. Additionally, it was discovered that the
human resources information system aspects of performance development, knowledge
management, and records and compliance have a connection to other human resources

functionality.

Khera (2012) investigated the impact of human resource information systems on human
resource planning. This study employed an exploratory research design. A gquestionnaire was
used to gather the data, and SPSS version 23 was used for analysis. The results showed that
HRMIS has a number of advantages, the most important of which is that it preserves a wealth
of employee data, hence accelerating the laborious process of HRP. HR managers may also get
help from HRMIS with strategic responsibilities including succession planning, applicant
tracking for recruitment and selection, and manpower planning. After evaluating HRMIS's
overall contribution to HRP, it has been determined that it accurately and effectively identifies

both open and filled positions inside an organization.

The University of Maryland Programs (UMB) sponsored a study by Obama et al. (2020) to
look at how Electronic Human Resource Management (EHRM) practices affect organizational
performance. The study's objectives were to identify current EHRM practices in University of
Maryland programs, evaluate UMB performance levels, and ascertain how EHRM practices
affect organizational success at UMB. In this study, a descriptive research design was
employed. In her study, stratified sampling was used. The sample size for the study was 107
individuals. Surveys were utilized to gather primary data. The validity and reliability of the
instrument were evaluated using the Cronbach Alpha test. The twenty-third edition of the

Statistical Package for the Social Sciences was used to analyze the collected data (SPPS).
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According to the poll, 88.1 percent of respondents knew that e-compensation and e-recruitment
were both generally utilized at UMB, whereas 83.5 percent and 84.1 percent of respondents
knew that e-compensation and e-recruitment were both widely used at UMB. Second, the poll
found that 75.3 percent, 61.9 percent, 69.0 percent, and 67.0 percent of the respondents,
respectively, agreed that workforce agility, organizational productivity, organizational
effectiveness, and organizational flexibility are indications of organizational success at UMB.
Finally, 76.8 percent, 76.05 percent, 76.3 percent, and 74.6 percent of respondents agreed that
the implementation of e-recruitment, e-training, e-compensation, and e-performance had an
impact on organizational flexibility, organizational effectiveness, workforce agility, and

organizational productivity at UMB.

Khera and Gulati (2012) performed a study in the top seven IT organizations and focused on
HRMIS roles in human resource planning. It was found that HRMIS worked best for the
strategic activities that human resource managers needed to complete and that more was needed
in the areas of succession planning, manpower planning, applicant monitoring, and training
and development. Similar research was conducted by Kundu and Kadian (2012) on the use of
HRMIS in HRM in Indian enterprises. The results showed that the majority of respondents
considered personnel records, payroll, and corporate communication to be unimportant, but
technical and strategic HRM, as well as performance and reward management, were thought

to be essential to the firm.

A research on the impact of human resource information systems on planning and development
in mid- to large-sized enterprises was conducted by Nagendra and Deshpande in 2014. The
goal of this study is to examine the extent to which mid- to large-sized firms use an HRMIS
and the benefits they derive from its implementation in the Human Resource Planning (HRP)

sub functions. 50 senior and junior HR managers at three companies in Pune were surveyed to
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gather primary data. The study of training requirements, the skills inventory, succession
planning, and the analysis of labor demand and supply conducted by HRMIS are some of the
most significant applications of HRMIS that have been identifiedThe most frequently endorsed
HRMIS function, according to the results, is accurate vacant employment opportunity

identification.

Using a straightforward random sample approach, Eketu and Edeh (2017) investigated the
connection between human resource planning and organizational sustainability of certain
telecommunications companies in Rivers State. The Krejcie and Morgan formula was used to
calculate a sample size of 95. Eighty-two questionnaires were fully completed and returned for
data analysis. Data analysis was done using the IBM statistics software for social sciences and
Spearman's Rank Correlation Coefficient. Their study's findings showed that human resource
planning and organizational sustainability are closely related. The study came to the conclusion
that human resource management, as assessed by competence, age, and culture, improves
organizational sustainability. One suggestion is that human resource professionals thoroughly

consider each applicant's qualifications in order for the business to endure.

The influence of using an ERP system on Pakistan's human resource management practices
was studied by Maryam et al. in 2014. They chose five firms, namely Orient Company Ltd.,
Mobilink, LUMS University, Nestle Pakistan Ltd., and Engro Foods Ltd. 300 employees made
up the study's sample size. According to their research, implementing enterprise resource
planning has a favorable link with training and development but a negative relationship with
hiring and selecting employees. It did, however, indicate a relationship with pay and benefits.
Second, they discovered that salary and benefits, training, and development, as well as

recruitment and selection, had favorable relationships with organizational productivity.
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Mbiu and Nzulwa (2018) investigated how human resource planning affected labor
productivity in the Kenyan county government. A descriptive survey research approach was
used in the study to gather information from 216 COG workers in Nairobi who had supervisory
responsibilities. 55 respondents were chosen for the sample size using stratified sampling. An
employee survey that included both closed- and open-ended questions was used to gather
primary data. Data analysis was carried out using the Statistical Package for Social Sciences
(SPSS) version 22 for both descriptive (frequency, percentage, and mean) and inferential data
(correlation, and regression). The study's conclusions showed a strong and favorable
correlation between the effectiveness of Kenya's Council of Governors and HR planning
activities including recruiting and deployment, talent retention, development and training, and

succession planning.

Human resource planning techniques were studied by Maina and Kwasira (2015) in relation to
employee performance in Kenya. The survey was carried out among Nakuru County
government employees who were linked to the county's administrative center in Nakuru Town,
Kenya. The study made use of descriptive research methodologies. There were 45 employees
that made up the target population. Primary data were gathered via a structured questionnaire.
To evaluate the validity and reliability of the study instrument, a pilot test was carried out.
Using the Statistical Package for Social Sciences program, descriptive and inferential statistics
were used to examine the data. Tables were used to present the study's findings. It was
determined that HRMIS planning had a beneficial impact on employee performance (r = 0.415;

p 0.01).

Okiro and Kariuki (2021) did a research to see how human resource information system
development techniques in parastatals in Nairobi impact employee performance. The primary

theories employed in the study were social exchange theory, human capital theory, and social
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learning theory. A cross-sectional descriptive approach was used to achieve the study's goals.
A sample of 56 state companies was chosen for the study, which was conducted at various
government parastatals in Kenya. The study relied only on primary data, which was collected
through standardized questionnaires sent to HR managers in government parastatals or their
equivalents. To analyze the connectivity among the variables, the acquired data was
summarized using descriptive statistical methods and the regression model. The findings
demonstrated a good and strong connection between employee work performance and training
and development. Training and development, organizational development, incentives
management, and performance assessment all had a substantial favorable influence on

employee job performance among state firms in Nairobi, according to the research.

Kyambo et. al. (2021) conducted a review on integrated human resource information system
framework for operational efficiency in Kenya. They found out that the increase in the amount
of knowledge that affects organization’s ways of doing business has necessitated strategic ways
of managing the organizations’ resources. The globalization of business is having a significant
impact on human resource management practices. An important and fast-growing
technological innovation is computer-based information systems. Information systems provide
an opportunity for businesses to improve their efficiency and effectiveness, and even to gain
competitive advantage. One of the information systems in use is the Human Resource
Information System. Along with office automation systems capabilities, current Human
Resource Information System include features of transaction processing systems, decision
support systems, communication systems, and systems with elements of artificial intelligence.
Modern Human resource information system should broaden its target and go beyond the

organization’s borders to address the needs of all stakeholders and help in decision making.
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2.2.2 HRMIS Design and Employee Performance

Shareki et al(2019) .'s study examined the relationship between the effects of Human Resource
Information Systems (HRIS) on HRM productivity in order to assess the influence of ICT
adoption on Business Process Management (BPM). A conceptual model was developed for the
study, and data from 187 HR professionals who have access to HRIS at work were acquired.
Partial Least Squares-Structural Equation Modeling (PLS-SEM) analysis was used to test
hypotheses and analyze data sets. The results of this study showed that the effectiveness of
HRM is significantly impacted by HRIS when applied properly. These findings are appropriate
for market-competitive firms seeking to improve HRM productivity through HRIS-enabled HR
exercises. As a result, firms seeking to modernize their HRM-based business practices are
encouraged by this research to implement an appropriate HRIS, particularly a performance

management system (PMS), which is a critical aspect in their success.

Zhao and Xu (2016), on the other hand, conducted textual analysis on the role of HRMIS design
on performance of large corporations. The study focused on the planning, requirement analysis,
construction implementation and system application. An in-depth analysis of HRMIS design
was conducted where information was collected from relevant sources. The study observed that
an effective design ought to be carried out in conformity with the proposed blueprint. At the
same time, it was observed that effective design requires a representation of HR professionals,
taking the role of key users. The quantity of participants and their level of excitement are crucial
factors in the deployment of HRMIS. It is also necessary to have good documentation during

the construction phase.
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Yusuf, Taslim, Wan, and Baharudin (2014) looked at the impact of Malaysian organizations'
performance on the design of the HRMIS. The study was carried out in an active Human
Resource Management Information System in a chosen Malaysian e-Government project
(HRMIS). Data collection was carried out at Usability Lab in the Faculty of Computer and
Mathematical Sciences, and focused on Leave Module of HRMIS. In the study, 5 participants
who were involved in project implementation were requested to provide data which was
analyzed. The findings revealed that the design of an HRMIS should take into consideration

aspects such as screen management, graphic, icons as well as error handling.

In order to identify the extent to which the HRMIS improves design in a connected and
comprehensive way, Kumar and Parumasur (2013) conducted a study (as determined by its
impact on areas of HR, time management, cost management and managerial satisfaction with
the system). Cluster sampling was used to choose a sample of 101 managers from a
municipality in South Africa. A 28-item, self-developed closed-ended questionnaire was used
to collect the data, and its psychometric features (validity and reliability) were statistically
evaluated using factor analysis and Cronbach's alpha, respectively. Utilizing inferential
statistics, data were examined. The findings showed that, while to varied degrees, HRMIS
significantly improves organizational efficiency overall as well as its sub-dimensions (HR
functions, time management, cost management, and managerial satisfaction with the system).
Therefore, putting in place an appropriate HRMIS has the ability to improve operational
effectiveness and the execution of the HR and company strategy, ensuring organizational

effectiveness.

A review of the literature on the value of human resource information systems in the twenty-
first century was conducted by Wandhe (2020). He found that human resource information

systems (HRIS) are being used by corporations, governments, and non-profits all over the
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world to facilitate information interchange and make downsizing and reengineering programs
simpler. A combination of information technology and human resource management is called
a human resources information system (HRIS). The HRIS, or human resource information
system, uses technology to help HR managers carry out HR responsibilities in a more efficient,

systematic, and organized way.

In the age of big data, Kaygusuz et al. (2016) investigated the growing significance of
information, the design of information management systems, as well as its widespread
application in human resources management and the increasing efficacy of human resources
management information in strategic management processes. With a focus on the use of human
resource information systems, the impacts of emerging new circumstances on organizational
effectiveness and employee performance are thoroughly investigated (HRMIS). A survey was
used as the method for gathering data for this study, with a sample size of 160 senior managers,
midlevel managers, and workers from the banking and industrial sectors. The results, which
included correlation and regression test models, revealed that human resource management
activities carried out in firms via information systems contribute favorably to organizational

efficiency and hence to employee performance.

Shaikh and Begum (2018) investigated the fundamental and preliminary models of analyzing,
designing, and developing HRMIS in business organizations. The paper claims that a human
resources management information system (HRMIS) is computer software designed to
streamline and speed up the HR management process as well as enhance its quality through
automation of fundamental (regular) organizational goals and operations. As a result of this
benefit, an increasing number of companies use HRMIS effectively for public, government, e-
Governance, and private company sectors, as well as converting to HRMIS to implement

digital and virtual business. Additionally, it was found that creating uniform HRMIS standards
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is crucial for enhancing HR management efficiency and transparency in particular departments
as well as the public sector as a whole. Furthermore, it will be a key step toward the

implementation of a single e-governance system and the rapid execution of business.

Arifin and Tajudeen (2020) did a research to investigate the utilization of information systems
(1S) in security and defense companies. The research investigated the Malaysian Armed Forces
(MAF) to discover the elements that impact personnel use of the system. It also intended to
investigate the effect of Human Resource Management Information Systems (HRMIS) on
MAF workers. According to the findings of this study, there were seven elements that affected
staff usage of the HRMIS, and the system also had a favorable impact on employees. Studies
on the application of the IS frequently include organizations, with minimal focus on security
and defense groups such as the military services. In this aspect, the study's findings are notable

since they are taken directly from system users.

A study on the impact of human resources management information system (HRMIS)
architecture on the effectiveness of government departments in Zimbabwe was conducted by
Malindadi (2016). His research concentrated on three departments under the Public Service
Commission: personnel, human resources, and the Human Resources Management
Information System. The study adopted a qualitative methodology and used in-depth
interviews to gather data. Responses were obtained from fifteen respondents who represented
all managerial categories. The responses obtained were coded and thematically analyzed in line
with the research objectives. Analyzed data revealed that the Zimbabwe human resource
departments were still using the manual system and had not migrated to the automated system.
Findings also showed that the majority of respondents felt at ease using the manual system. It
was also observed that the government had no capacity to implement an HRMIS due to

financial constraints.

34



Ben-Moussa and EI Arbi (2020) looked into how the adoption of HRIS in HR affected people's
capacity for innovation. A research model was created with the help of 42 respondents, and
associated hypotheses were examined in the human resources divisions of Tunisian companies.
HRIS adoption improves individual creativity power of Tunisian HR employees, according to
results calculated by Smart PLS software. Furthermore, the association between HRIS use and
individual creative capability is moderated by employees' affective commitment. Indeed, the
more employees are emotionally invested in their company, the more favorable and notable the

impact of HRIS on HR staff’s individual innovation behavior.

Bartai (2014) conducted research to determine how much adoption of human resource
information systems was thought to affect the performance of Kenyan public universities. The
study assessed 19 surveys using a structured questionnaire targeting 22 heads of human
resource functions, yielding an 86.36 percent response rate. The study concludes that, while
universities have deployed various HRMIS systems, it is mostly used as an administrative tool
rather than a strategic tool at public institutions. Because HRMIS has not made the HR
department significant in the company, the function that HRMIS can play in increasing the
efficiency and performance of universities is lacking. Furthermore, the respondents were
unable to create a direct relationship between HRMIS and its influence on their normal job,
particularly on human resource management procedures such as performance management,
human resource planning, recruitment and selection, and training and development. So, despite
the fact that HRIS looks to have immense promise, it has not been effectively exploited to its

full potential in Kenya's public institutions.
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In order to ascertain how much the architecture of HRMIS affects employee performance in
Kenya's private colleges, Kemei (2016) conducted a study. 507 employees of United States
International University-Africa made up the study's population. An example sample of 84
respondents was created using the stratified random sampling technique. Utilizing descriptive
statistics like frequencies and percentages, data was evaluated. The influence of the
independent and dependent variables was examined using Pearson correlation and simple
regression analysis. Data analysis was performed using SPSS version 22 (Statistical Package
for Social Scientists). Figures and tables were used to present the data. The majority of
respondents thought that the HRMIS system provided relevant information, according to the
study's findings on the relationship between employee performance and HRMIS design. It had

boosted their performance by enhancing their capacity to communicate information.

Olayo (2018) looked into how perceived information design techniques for human resource
management affected parastatals' performance. A descriptive survey method fusing quantitative
and qualitative techniques was employed in the study. 9600 Kenyans were the target of 32
parastatals with only commercial objectives. 240 respondents were selected from ten
parastatals using the cluster random sampling methodology. Descriptive and inferential
statistics were employed to analyze the data using the Statistical Package for Social Science
(SPSS wversion 23). According to the conclusions of the study, parastatals’ perceived
performance was declining, and they were experiencing stiff competition from other
businesses. According to the findings, perceived human resource management information

design techniques had a considerable favorable impact on parastatal performance.
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Warui (2016) looked into the variables influencing the Teachers Service Commission in
Kenya's use of HRIS (TSC). The study investigated the effects of several factors on the
proportion of HRIS usage in TSC operations. It employed an exploratory research
methodology, with Kenyan TSC secretariat staff serving as the study population. The 204
respondents who made up the study's sample were chosen using deliberate stratified sampling.
Data were gathered using a questionnaire that was self-administered. The use of descriptive
statistics allowed results to be displayed as means. Multiple regression and analysis of variance
were employed to test the hypotheses and linear relationships. The study discovered that
managerial support, infrastructure, and organizational internal structure all had an impact on
the use of HRIS in TSC operations across the country. The study concluded that greater

managerial support, infrastructure, and organizational internal structure increased HRIS usage.

Juma (2018) conducted research to ascertain how HRIS affected employee commitment in the
Nairobi steel and aluminum manufacturing sectors. The study used a descriptive research
methodology and self-administered questionnaires as data gathering instruments. The study
focused on permanent employees in Nairobi's aluminium and steel manufacturing businesses.
The study focused on eight of Nairobi's 37 aluminium and steel manufacturing enterprises.
Only 62 of the 92 respondents who were chosen from among the eight companies were able to
submit their data for the study. The data were analyzed using descriptive statistics like mean
and standard deviation. A single regression model was used to examine the degree to which
HRIS has an impact on employee commitment. The study's data analysis revealed that HRIS
had little to no effect on employee commitment in Nairobi's steel and aluminum manufacturing
companies. It is challenging to gauge the system's effect on employee engagement because

sectors have not fully embraced the use of HRIS.
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In order to investigate the effects of human resource information system functions on
organizational performance, Njeje (2018) surveyed a sample of Kenyan Saccos. Although the
Saccos have HRIS modules, there hasn't been any research to show how these modules effect
the performance of the organization, hence this was necessary. In order to better understand
how these systems, affect organizational performance in Saccos, the study looked at their
effects on e-performance management, e-staffing, and e-human resource planning systems. The
technological acceptance model, the systems theory, the human resource information system
model, and the resource flow model were among the theories and models used in the study.
Purposive sampling was utilized to choose the 54 respondents for the study, who were mostly
employees of human resource departments. The study used a cross-sectional survey approach
with a census strategy that targeted 54 respondents. Data were gathered through the use of
questionnaires, and they were both qualitative and quantitative in nature. Descriptive and
inferential statistics, correlation, and tables were used to analyze and present the data. The
validity and reliability of the instrument were evaluated using Cronbach'’s alpha. The results
showed that E-performance management, E-staffing, and E-training and development all

significantly affect Sacco performance.

The use of information systems in human resource practices and overall corporate success were
the subjects of research by Muriithi (2014). This study specifically looks at how HRIS affects
training and development. The performance of a firm was examined holistically in the sense
that a balanced score card was utilized to view all manifestations of that performance. When
creating the balanced score card, Kaplan and Norton suggested that financial metrics, staff
growth and development, customer satisfaction, and internal business processes could all be
used to gauge a company's performance. In order to ascertain whether there is a connection
between HRIS and a company's performance, all of these variables were taken into account.

Both quantitative and qualitative investigations were conducted. Both primary and secondary
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data were used in this investigation. Secondary data for this study was given by the Capital
Markets Authority. The information was presented in the form of financial statements from
publicly traded companies between 2001 and 2011. Through the use of questionnaires and
interviews, primary data was acquired. The study's conclusions showed that, at Nairobi Stock
Exchange (NSE) listed companies, human resource information systems significantly

influenced training and development as well as business performance.

2.2.3 HRMIS Integration and Employee Performance

An organization's most valuable asset is its workforce. An organization can make the most of
this asset by using HRMIS, which is efficient and effective in raising employee performance.
An organization that anticipates growth in the near future should think about investing in an
HRMIS, according to a report by (Bhatia, 2016) on online HR software. This will improve
employee and HR department performance. More than just gathering, storing, recording,
managing, and transmitting employee data is involved in HRMIS integration. The system
includes far more intricate operations like single point of data entry, performance management,
benefits management, reporting, workforce analysis, and scheduling (Bhatia, 2016). Error
reduction, expense reduction, employee innovation, and policy compliance were all examples

of HRMIS integration.

In order to determine the degree of integration of an HRMIS in mid- to large-sized firms and
the advantages associated with its adoption in the sub-functions of human resource planning
(HRP), Nagendra and Deshpande (2014) performed research. 50 senior and junior HR
executives/managers from three companies in Pune were surveyed to get primary data. The
most often used applications of HRMIS were found to be its contribution to the efficacy and
efficiency of HR planning through the analysis of training requirements, the skills inventory,

succession planning, and labor demand and supply. The results show that an HRMIS that is
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well integrated facilitates efficient organizational operations.

Beadles, Lowery, and John (2015) conducted a survey to determine the impact of HRIS on the
public sector. Obstacles in the study included a lack of personnel, budgetary allocation,
coordination among all business functions, a lack of technical support, and time management
for HRIS management. These are some of the most frequent obstacles for every information
system, but there are other factors that are more distinctive and could perhaps act as a barrier
during the management and deployment of the system. These obstacles include finding the
person in charge of the system's design, calculating the return on investment, and the extremely
complicated procedures needed in creating HR policies and ensuring that they are in
compliance with the nation's national laws, identifying the person in charge of the system's
design, measuring the return on investment (ROI), and the risk of losing personal data that

HRIS contains.

Man, Ahmad, and Khurram (2012) investigated the elements influencing the efficiency of the
HR Department's information systems. In order to determine how human resource directors
view the variables influencing Human Resource Information Systems (HRIS), turnaround
times for all activities, costs related to performing HR functions, and the use of information by
various management levels within the company, the study's methodology included the use of a
questionnaire with Likert-type items and open-ended questions. The study only included the
replies from 18 of the 20 HR experts that took part in the survey. According to the report,
businesses are becoming more aware of the need for faster information access and the ability

to store large volumes of data in a more secure manner.

An empirical research on the effects of cloud-based human resource information systems and
how they are incorporated into human resource management tasks was undertaken by Sanjeeve

and Natrajan (2020). The goal was to determine how HRIS has transformed human resource
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management. They discovered that digitization has had a profound effect on how organizations
manage their data. Management information systems (MIS) are critical to an organization's
survival. To maintain a competitive edge, organizations must evolve and upgrade in response
to changing technology. Human capital is an organization's most valuable asset, and many have
already implemented human resource information systems (HRIS). Human resource processes
and decisions are based on HRIS reports. The volume of data generated by businesses is
increasing at a breakneck pace, necessitating massive investments in IT infrastructure. With the
cloud-based model of on-demand resource usage, the Internet has elevated data, file, and
application storage to a new level. Cloud computing, as one of the segments of information
technology, contributes billions of dollars on a global scale. The availability of a low-cost
model for resource sharing and utilization contributes to its popularity. Not only the private

sector, but also the public sector, have begun to embrace cloud- based work.

In their 2018 study, Puspitarini et al. looked into the factors that affect how well the Human
Resources Information System (HRIS) is implemented at the Indonesian Ministry of State-
Owned Enterprises (MSOE). 22 factors, which are categorized into four dimensions—human,
organization, technology, and environment—influence the success of HRIS implementation,
according to the DeLone and McLean information system success model, HOT (human-
organization-technology) fit model, and TOE (total organizational effectiveness) (human-
technology-organization- environment). Through the use of a questionnaire, the study used a
guantitative method of data collection. The weight of success criteria and dimensions, as well
as their rankings, were computed using the entropy approach to data analysis. There were 99
HRIS users who contributed data via questionnaires that were delivered to them. According to
the findings of the study, the aspects determining the effectiveness of HRIS adoption at the
MSOE in priority order are technology, people, the environment, and the organization.

Furthermore, five characteristics were chosen with the greatest weights: information quality,
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service quality, top level management support, system quality, and social influence.

In Bangladesh's hospital sector, a developing nation, Alam et al. (2016) performed study on the
elements that affect management choices about the installation of human resource information
systems (HRIS). The Human Organization Technology Fit (HOT-fit) model and the
Technology Organization Environment (TOE) framework were merged in this study to better
comprehend this issue. To determine how they affected hospital HRIS adoption decisions,
thirteen variables were looked at across four dimensions. 550 copies of structured
questionnaires were sent to HR directors at 92 private hospitals in Bangladesh using a non-
probability sampling technique. A real response rate of 69.63% was shown by the respondents'
completion of 383 surveys. Based on the first HRIS installation, the samples were divided into
three basic groups: adopters, prospectors, and laggards. Five crucial factors are identified: IT
infrastructure, top-level management support, IT employee skills, perceived cost, and
competitive pressure. Furthermore, of the four suggested factors, the technological component
is the most crucial, followed by the organizational, human, and environmental dimensions. The
study also discovered that various adopting groups significantly differ from one another in
these characteristics. In order to increase the chance of HRIS adoption, the study's findings also
provide academics, hospitals, and the government with useful guidance. The results of this

study are crucial for comprehending how HRIS is used in low-income nations.

In the Western Province of Sri Lanka, Perera (2018) conducted research to assess the impact
of HRMIS integration on HRM effectiveness in a few large apparel companies. The
investigation used a survey methodology. Twelve major garment companies were chosen as
the study's sample, and 28 statements on a five-point Likert scale were used in a self-
administered survey of all HR department personnel. The statistical data analysis tool SPSS

(version 23.0) was used to analyze and assess the data using univariate and bivariate
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techniques. The study's findings indicate that HRMIS is responsible for 85% of the variation
in HRM performance. The results of this study also showed that HRMIS integration helps

managerial effectiveness.

Maamari and Osta (2021) conducted study to assess the impact of effective HRMIS integration
deployment on employee engagement, job satisfaction, and involvement in their jobs in small
and medium-sized enterprises (SMEs). A positivist viewpoint and a quantitative research
design were used in the study. The results show that, despite explaining just a small amount of
the variation in work participation and engagement, effective HRMIS deployment has a
considerable impact on employee job satisfaction. Furthermore, there is a bad correlation
between job participation and both the success of HRMIS deployment and job happiness. In
other economic sectors, the researchers were unable to conduct comparable analyses of

employee performance.

(2015) Nyame and Boateng looked on how Human Resource Information Systems (HRIS)
were used in Ghanaian companies. With an 86 percent response rate, a survey was conducted
on 129 businesses out of 150 randomly chosen samples from the nation's public and private
sectors. Two-thirds of enterprises in Ghana don't now utilize HRIS, according to the data, which
first suggested that this is not a common practice in Ghanaian firms. The industry that
businesses are involved in as well as firm size, organization type, and age are important
common denominators for HRIS adoption and utilization. The low percentage of adoption was
attributed by businesses to things like a small workforce, high installation costs, ignorance, and
a low priority for such a system. The study's conclusions indicate that HRIS integration in
businesses is essential for raising worker productivity. It helps to streamline HR procedures
and to make communication between employees and between employees and management

easier.
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Noutsa et. al. (2017) performed a study to identify key elements that enhance HRMIS
integration and utilization in Cameroonian organizations, as well as their impact on
performance. Using currently available pertinent literature, we identified a number of criteria
that were contrasted with the findings of a survey we conducted of 258 HR employees and 12
HR managers. With the help of Smart PLS 3.2.4, data were analyzed. According to the study's
findings, the sole predictor of HRMIS adoption is the quality system. Furthermore, it found
that integration and use, as well as user happiness, had a considerable impact on organizational

performance.

In order to evaluate the readiness for HRIS implementation, identify pertinent elements, and
analyze implementation issues in public hospitals and health departments, Dilu et al. (2017)
conducted research in the Amhara National Regional State, Ethiopia. In Ethiopia's Amhara
National Regional State, 19 public hospitals and health departments conducted an institution-
based cross-sectional survey that was supplemented by a qualitative study from February 15 to
March 30, 2016. Through the use of a self-administered questionnaire, the data was gathered.
The questionnaire was created using the 32-item Management Science for Health (MSH) HRIS
readiness assessment instrument and includes questions assessing technical, human, and
organizational factors in addition to socio-demographic parameters. Descriptive statistics,
bivariate, and multivariate logistic regression analyses were all performed using statistical
software to enter and analyze the data. Using odds ratios with a 95% confidence interval, the
statistically significant factors associated with HRIS implementation readiness were found. In-
depth interviews and observation checklists were used to collect qualitative data. Thematic
content analysis was employed to examine the qualitative data. Insufficient logistical support,
a lack of skill, a lack of commitment, and a lack of resources were found to be the barriers to
HRIS deployment. The study discovered that there was little readiness for HRIS

implementation. The implementation process would be aided by strategies aimed at improving
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HR staff abilities, awareness, and attitude.

At contrast, Kemei (2016) carried out a study to ascertain the impact of HRMIS integration on
worker performance in Kenyan private universities. 507 employees of United States
International University-Africa made up the study's population. An example sample of 84
respondents was created using the stratified random sampling technique. Utilizing descriptive
statistics like frequencies and percentages, data was evaluated. The influence of the
independent and dependent variables was examined using Pearson correlation and simple
regression analysis. Data analysis was performed using SPSS version 22 (Statistical Package
for Social Scientists). Figures and tables were used to present the data. The results of the study
on the relationship between HRMIS integration and employee performance demonstrated that
a decrease in HRMIS errors enhanced service quality, which in turn boosted employee
performance. The results also demonstrated that employees performed better since they were

always aware of the duties and responsibilities that were assigned to them.

Weru et al. (2017) carried out research to determine how the adoption of quality management
systems affected by the integration of human resource information systems in Kenya's 1SO-
certified state firms. A descriptive survey was the suggested research method. The Kenya
Bureau of Statistics determined that the population consisted of fifty-nine state-owned
businesses that were ISO certified in accordance with the 9001:2008 series. The collected data
were evaluated using SPSS version 20 (Statistical Package for Social Scientists). The analysis
included factor analysis, descriptive statistics in which the means, Standard Deviations, and
variances for each factor tested in the questionnaires were determined, correlation analysis
between the independent sub variables and the dependent variable, linear regression analysis
as well as the t-test for the significance test of individual coefficients. For measuring the

model's capacity for explanation, R-squared was used. Results showed that successful HRMIS
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integration ensures organizational performance.

Njeje (2018) used a survey of several Kenyan Saccos to look into how the integration of human
resource information systems affected organizational performance. The 54 respondents, the
majority of whom were employees of human resource departments, were chosen by purposeful
sampling. 54 respondents were the target group for the study's cross-sectional survey
methodology, which used a census approach. According to the report, E-staffing, E-
performance management, and E-training and development all have a significant impact on

Sacco performance.

By evaluating the degrees of system manipulation of human resource functions like e-
recruitment, e-training and development, e-payroll management, and performance
management on proper decision making, Muchelule et al. (2017) conducted a study to
determine the underlying assumption of this research study. This study employed a descriptive
research design methodology, which combines qualitative and quantitative approaches. The
study's target audience was 1689 persons, and 313 HRIS users and service providers from
Vihiga County made up its sample. Utilizing questionnaires, data that was both quantitative
and qualitative was gathered. Utilizing stratified sampling, the study's respondent categories
were determined. On qualitative data, thematic analysis was employed, and on quantitative
data, statistical analysis. Descriptive and inferential statistics were employed to analyze the
data in order to establish the relationship between the research variables. E-recruitment lowers
recruiting costs, according to the survey, with the remaining respondents either neutral or
disagreeing. According to the report, e-training also ensures that a skills inventory is current

and enhances the efficiency of employee data collection.

The usage of HRIS integration in Kenyan processing sectors was the subject of Nga and Wat's

(2012) investigation. In their study, the researchers employed descriptive statistics. The study
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found that the higher access speed to information, which boosted efficiency and dependability,
was the most significant benefit realized from the use of human resource information systems.
Financial support was the main obstacle because there was little to no money, if any, to meet
the expenses. The study also discovered that factors such as user engagement, attitudes, traits,
and intents, as well as computer experience, external pressure, top-level management support,
external information, and training, all have a big impact on how successfully information

technology is adopted and how widely it is accepted.

2.2.4 HRMIS Operation and Employee Performance

Three ways that information and communication technology operations impact the HR function
were examined by Laval and Diallo (2007). Their conclusions were supported by Reddick's
research (2009). They came to the conclusion that the HR department is impacted by HRMIS
both operationally and relationally. The ability to increase the effectiveness of human resource
operations, automation of regular HR tasks and operations, and finally an increase in HR
personnel productivity can be summed up as the operational impact. Shortening the time it
takes to fulfill customer requests and improving HR employee satisfaction and business

acceptance are what the relational impact looks like.

In view of the sharp drop in paper use, Bidan (2010) emphasized the crucial role that
information system operation plays in guaranteeing sustainable development. Rangriz et al.
(2011) assert that HRMIS helps to assist strategic decisions in a similar manner. In fact, the
system's information will be applied at a high level of hierarchy to help with strategic decision-
making. Information lessens uncertainty, bridges the gap between predictions and actions, and
generates facts that may be used to make decisions. This explains why businesses spend money
on human resources to build up their organizational capacities and ensure their long-term

survival in the modern world. In a knowledge-based economy, the performance of the
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company's people resources actually changes the standard for measuring success (Chakraborty

& Abu Mansour, 2013).

In order to determine the current state of knowledge in this field and to suggest some intriguing
future research areas, Maditheti and Gomes (2017) conducted a review study on the topic of
human resource information systems. For the study, a thorough analysis of 155 cited articles
on human resource information systems was carried out. In order to establish the present body
of knowledge, the paper's objective was to examine research on the subject of human resource
information systems. The study involved a systematic review of 155 referred literature on the
subject and offered several potential directions for further investigation. The results
complement prior research on human resource information systems and contributed to a more
complete understanding of the topic. Additionally, a conceptual framework was provided with
the intention of guiding and influencing future research initiatives. Not all papers on the subject
of human resource information systems could be fully covered by the research. However, given
the research methodology employed, it is conceivable that the review process covered a sizable
fraction of the available studies. Additionally, as far as the author is aware, there has never been

a thorough assessment of human resource information systems published in a scholarly journal.

DiRomualdo et. al. (2018) conducted a study to determine the impact of digital technology on
the types of human resource services offered and how those services are provided. The authors
examined how the expanding importance of technology will affect the corporate center, global
business services (GBS), centers of excellence (COEs), and field-based human resources (HR).
The writers examined the impact of shifting activities on present roles (both changing and
vanishing), as well as the requirement of developing new occupations within human resources.
The authors used early indicators from The Hackett Group's 2017 HR Digital Transformation

Study, as well as The Hackett Group's extensive database of paid HR benchmarks with Global

48



1000 companies, to develop a perspective on how digital technology will transform HR
processes, roles, and organizational structure. The findings of the study indicated that Human
resource firms should begin planning for the modifications necessary to meet the demands of
corporate digital transformation and capitalize on opportunities to improve human resource

capabilities, service offerings, and performance.

In their 2011 study, Schuler, Dolan, and Jackson examined the development of human resource
management, its present applications, and the inclusion of transnational and international
perspectives. The role HR personnel play inside the company determines the degree to which
firms may obtain a competitive advantage through the use of HRIS. If the HR department's
culture of personnel role does not change, even the most effective HRIS will not give a business
a competitive advantage. Users struggle to understand the report the system generates and are
unsure of how to use it to add value, which prevents the information gathered from the system
from being fully utilized. They are unable to decide tactically depending on the information at
hand. Overall, this indicates that additional research is required to identify other strategic
benefits of HRIS that the entire firm may benefit from while also boosting operational

effectiveness.

Three ways that information and communication technology operations impact the HR function
were examined by Laval and Diallo (2007). Their conclusions were supported by Reddick's
research (2009). They came to the conclusion that the HR department is impacted by HRMIS
both operationally and relationally. The ability to increase the effectiveness of human resource
operations, automation of regular HR tasks and operations, and finally an increase in HR
personnel productivity can be summed up as the operational impact. Shortening the time it
takes to fulfill customer requests and improving HR employee satisfaction and business

acceptance are what the relational impact looks like.
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In order to ascertain the extent to which the HRMIS enhances organizational efficiency in a
comprehensive and linked way, Kumar and Parumasur (2013) conducted a study. The 28-
question self-developed closed-ended questionnaire used for data collection was tested
statistically for its psychometric properties using factor analysis and Cronbach's alpha,
respectively. According to the findings, HRMIS significantly increases organizational
efficiency overall as well as its sub-dimensions, such as human resource functions, operations,

time management, and managerial satisfaction with the system, albeit to varying degrees.

Zahari et. al. (2018) conducted a research on the impact of Human Resources Management
Information Systems (HRMIS) on employee productivity and satisfaction after the system was
implemented. The Terengganu Police Contingent has 191 workers from several departments
participating in the study. The data were collected using a basic random sample method and
evaluated using reliability analysis, descriptive frequency analysis, and Pearson's correlation
analysis. When these factors were assessed at the same time, the results revealed that the
HRMIS program, user characteristics, and organizational support all have a beneficial impact
on the happiness of Terengganu Police Contingent staff. The report also gives many
stakeholders, including policymakers and organizational members, significant insight into the

relevance of HRMIS enforcement in the company.

Mulegi (2014) evaluated the performance of human resource functions and practices in
Tanzania using a human resource information system. The goals of this research were to
uncover the most important elements influencing HRIS installation in Tanzania Revenue
Authority (TRA), to define the functions and performance of HRIS in TRA, and to look into
measures to enhance HRIS. Random and judgmental sampling approaches were used in the
investigation (purposive). Although 45 respondents were expected to participate, the actual

data obtained came from just 40. The study's findings show that implementing HRIS in TRA
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has resulted in more significant improvements in the performance and practice of human
resource tasks. HR functions have been streamlined and simplified. The performance has been
of a high standard, resulting in high-quality outputs and the achievement of corporate
objectives. However, a number of obstacles stood in the way of this system's successful
adoption, including staff preparedness, a lack of finances for training and system maintenance,

and network issues.

In order to ascertain the effects of HRMIS operation on employee performance in Kenya's
private universities, Kemei (2016) conducted a study. 507 employees of United States
International University-Africa made up the study's population. An example sample of 84
respondents was created using the stratified random sampling technique. Utilizing descriptive
statistics like frequencies and percentages, data was evaluated. The influence of the
independent and dependent variables was examined using Pearson correlation and simple
regression analysis. Data analysis was performed using SPSS version 22 (Statistical Package
for Social Scientists). Figures and tables were used to present the data. The study findings on
HRMIS operations and employee performance showed that it led to better planning by cutting
down repetitive work and by managing each employee contribution to enable thorough

performance tracking.

In Kenyan public universities, Midiwo (2015) conducted a study on HRMIS on HR activities,
including hiring and selection, training and development, payroll, and performance
management, all of which are susceptible to system manipulation. Descriptive survey method
with qualitative and quantitative components was used. The study's target audience was
HRMIS users and providers with two years or more of experience at public institutions. Both
quantitative and qualitative data were collected using questionnaires and interviews. To choose

the university staff for the study, stratified sampling was used. After that, basic random
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sampling was used to conduct the interviews. MS-Excel and the Statistical Package for Social
Sciences were used to analyze the data (SPSS). However, the results showed that low computer
proficiency and a lack of financial support prevent the efficient use of human resource
information systems. The performance of institutions was the study's main focus. This results

in a performance gap for employees, which this study aims to close.

A study on the impact of HRMIS operations on organizational performance was carried out by
Akoyo and Muathe (2017). The ability of human resource information systems to consistently
manage and develop people based on the value of each person's contribution at work is a
fundamental capability. Employees can access the HRMIS operation component to seek time
off, and managers can visit the manager's portal to view and approve processes. Employee
performance is tracked continuously through goals and evaluations, and redundant tasks are

eliminated through the integration of these services.

Ben Moussa and EI Arbi (2020) conducted a study on the influence of human resource
information systems (HRMIS) operation on human resource departments (HR) on individual
creativity capabilities. A descriptive study approach was adopted, and 42 respondents were
recruited to test associated hypotheses within the human resources departments of Tunisian
businesses. According to the results calculated by Smart PLS software, HRMIS utilization
boosts Tunisian HR personnel' individual creativity capabilities. Additionally, it was shown
that employees' emotional commitment acts as a moderator of the association between HRMIS

use and individual creativity potential.

2.2.5 Top level management support
Lee (2014) studied the adoption and embracing of technology: A case of Internet Technology
in Medium-Scale Businesses. A poll of 100 senior HR managers was conducted in all

companies with more than 500 workers. Only a quarter of those polled agreed that IT systems
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supported strategic HRM operations like performance management, leadership development,
and workforce planning extremely well. Directors participated in the research should address
the study gap between administration support functions and human resource strategies in order
to offer the best outcomes to the board of management. According to the conclusions of the
study, human resource management has been evolving and taking on a more strategic role that
is supportive of a company's core objectives. However, some of the systems utilized by human
resource departments do not fulfill the required criteria. This indicates that a firm, particularly
its human resource directors, should equip themselves with the greatest tools and technology

systems available.

According to Kovach and Cathcart (2010), senior management's commitment and support play
a major role in HRIS adoption in firms, and this is confirmed by the literature on HRIS
adoption, as evidenced by the research findings. The lack of interest, support, and attention by
management to IT adoption is one of the three most critical issues noted by Bhattacherjee
(2008). Having the backing of the company's top management is critical to the success of
Information Systems (IS). Senior management, according to these academics, is directly
responsible for implementing and improving change. It was determined that, in order for IT to

flourish in businesses, one of the major factors had to be met, which was controlling expenses.

The effect of the human resource information system on employees was studied by Weeks
(2013). According to the inquiry, the persistent problem with the current HRIS was brought on
by a lack of support systems, inadequate preparation, and inefficient operations. Staff
complaints about the system's interfaces being too complicated have also been mentioned,
along with the system's complexity, rigidity, and incompatibility with other systems inside the
corporation. Many companies struggle to put HRIS goals into practice on a budget and to give

employees access to information. Continuous training of staff to ensure proper usage of HRIS
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and to ensure the system is adequately utilized is another issue confronting firms that use HRIS.
Successful organizations' human resource management systems emphasize consistency and
dependability. Numerous businesses will experience rapid increase in the future as a result of
human resource use (E-HR). This is the human resource strategy that is responsible for
delegating human resource functions to the organization's commercial partners. One of the
primary deterrents to these systems has been their high implementation and maintenance costs,

which businesses are unable to support.

Ebenezer, Ankrah, and Sokrohuman (2012) looked into how resource information systems may
be used as a tactical tool in human resource management. This study's goal was to identify the
strategic advantages that companies can get from using HRIS and the part that HRIS plays in
ensuring the effectiveness of strategic human resource management. The study found that CTS
and DMC benefited from the implementation of HRIS. In order to test the relationship or
connection between the independent variable, in this case HRIS, and the dependent variables,
in this case Cost and Time Savings (CTS), Employment Development Commitments (EDC),
and Quality Information Effects, a conceptual model was developed based on multiple reviews
of the HRIS literature (QIE).Organizations that place a premium on integrating HRIS and its
applications will benefit from improved time management, reduced operational expenses, and
increased strategic decision-making. Financial assistance and resource allocation are crucial

throughout the first stages of establishing HRIS and also for its long-term sustainability.

Research on human resource information systems and its impact on employee activity was
done by Karikari and Boateng (2015). In order to understand the role, issues, and benefits of
HRIS in the hotel industry in Greater Region (Ghana), this study conducted interviews with
two HRIS managers. The system was found to be crucial in analyzing the duties of each

departmental position and its job title within the company, identifying open positions,
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providing extra details on training gaps and staff in need of upskilling, facilitating quick
succession planning, and quickly identifying and training key employees. The investigation
came to the conclusion that HRIS was crucial to human resource management. By integrating
HRMIS with other internal business systems, businesses may receive information faster and

make decisions more quickly.

Katou (2012) investigated how the performance of manufacturing enterprises was impacted by
human resource management training methodologies. This study sought to ascertain whether
training strategies used in human resource management (HRM) had an impact on an
organization's performance in the industrial sector. The study sample consisted of a modest
number of businesses that represented the whole industry. The research investigation was done
using an implausible model of human resource management. The concept got widespread
acceptance, indicating that organizational performance when HRMI systems were used was
favorably associated to employee training, promotion, incentives, human resource management
recruiting policies, employee benefits, employee participation, and health and safety

conditions.

Ismail et al. (2019) investigated the moderating impact of manager support on the relationship
between employee performance and recruitment and selection, training and development,
compensation, performance evaluation, and succession planning. Data from 450 academics at
Nigeria's state-owned polytechnics were collected using the cross-sectional survey method.
PLS (partial least squares) and bootstrapping techniques were used to assess the study's
hypotheses. The data provided full support for four of the five proposed direct linkages.
Likewise, the eighth and ninth theories were confirmed. The overall results show that hiring
and selection, training and development, performance evaluation, and succession planning are

all significant and positive predictors of employee performance. Top level management support
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also acts as a moderator in the relationships between employee performance compensation and

training and development.

Ben Moussa and ElI Arbi (2020) investigated the moderating influence of management
assistance on the effect of Human Resource Information Systems on individual innovation
capabilities in Tunisian firms. According to the results calculated by Smart PLS software,
HRMIS utilization boosts Tunisian HR personnel’ individual creativity capabilities.
Additionally, it was shown that employees' emotional commitment acts as a moderator of the

association between HRMIS use and individual creativity potential.

An essential element to improving employee performance is top-level management assistance.
Employees are more loyal to their organizations, according to Kwenin, Muathe, and Nzulwa
(2013), when they believe that their managers care about their welfare. Employees are more
inclined to stay with organizations if their skills, dedication, and good attitudes are valued
(Terera & Ngirande, 2014). Top level management support is determined by provision of
instruments to support employees work, provision of the needed support to staff members,
proper management coordination, deliberate flow of knowledge among the staff, involvement

of employees in decision making and encouragement of staff contributions by the management.

Al-Harazneh and Sila's (2021) evaluation of the impact of e-HRM installation on the efficiency
of the HRM system. Three theories served as the foundation for this study: the leader-member
exchange theory, the social exchange theory, and the unified theory of technology adoption and
utilization. Using structural equation modeling based on covariance, the proposed model and
its underlying assumptions were examined. 282 responses from Jordanian employees of two
telecommunications companies were included in the sample. The study's findings indicate that

behavioral intention to use an e-HRM system was significantly positively influenced by
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performance expectancy but not by effort expectancy. The use of the e-HRM system is greatly
influenced by enabling circumstances. HR professionals had a negative effect on e-HRM usage,
but top level management support and line managers' HRM roles had a positive influence on
behavioral intention to use e-HRM and actual usage of e-HRM. Finally, the effectiveness of

the HRM system was significantly impacted by the actual use of e-HRM.

Kinyua (2012) looked into the difficulties Kenyan government institutions have implementing
HRIS. It was appropriate to conduct a census survey from a representative subset because the
research was done in real time, and the data provided was accurate. A semi-structured
questionnaire was used in the study, which included all of Kenya's state-run enterprises and
allowed for flexible primary data collection. Human resource managers in charge of HR
operations in state enterprises received the surveys and comments via email. Using coding
methods and descriptive statistics, the data was examined and coded. The study's findings
indicate that adopting information and communication technology is one of the biggest
challenges faced by most human resource managers when implementing HRIS in government
entities (ICT). Kenyan state-owned businesses made sure they had qualified and competent
employees, prioritized time management, and made sure there was enough financing and 1T
support to make the process possible. The primary obstacle to deploying HRMIS in Kenyan

state-run firms is still the adoption and use of ICT.

The adoption of human resource information systems by the Kenya Revenue Authority was
investigated by Fatuma (2014). The researcher's survey was designed in a descriptive manner.
The study group was composed of personnel from the Nairobi-based Kenya Revenue Authority
(KRA). A random stratified strategy was used for the sampling process. All respondents
received the questionnaire, which was used as the primary method of data collection. The data,

which comprised ranking lists, frequency tables, percentages, mean scores, and pie charts, were
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analyzed using descriptive statistics. According to the respondents, top level management
support, effective communication, training, assistance from the ICT department, assistance
from the HR department, and user involvement all had an impact on the implementation of
HRIS at KRA. According to the study, management should set aside adequate resources for the
deployment and upkeep of the HRIS. Communication between managers and employees needs
to be encouraged. The main responsibility of HR managers is to take a more active role in
helping the whole HRIS implementation process in their organizations. The results of the
current study have important ramifications for other academics whose main objective is to
comprehend HRM, HRIS adoption, and implementation in underdeveloped countries. The
study offers public institutions ways to overcome obstacles by providing more thorough
information on how to facilitate HRIS implementation. This information should aid HR
professionals in understanding benefits, HRIS implementation status, barriers, and applications

better and help them be more objective.

In Kenyan universities, Kanake & Onyiego (2016) investigated strategies and financial
concerns around the use of Human Resource Information Systems. The major goals were to
evaluate effective techniques for sustaining HRIS usage on service delivery in Kenyan
institutions and to identify challenges associated with HRIS usage in terms of service delivery.
Survey research methodology was used for this investigation. Employees from the finance
departments, those from the two universities, information and communications technology, and
human resource were the target group. Questionnaires were used by the researcher to get
information from the respondents. It was noted that the new system received a poor reception
from the workforce, who resisted the switch from manual to automated processes because of

problems with HRIS usage. The colleges also struggled with a lack of competent staff,
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expensive maintenance costs, and a culture that was resistant to change. The study's
conclusions showed that in order to increase the use of HRIS, organizations need have definite
goals and objectives for what they wish to accomplish. They should purchase a system that will
serve their needs, make sure they have the necessary resources to set up HRIS, ensuring that
all employees receive regular training so they can become more accustomed to the program,

and make sure HR employs qualified personnel who are able to use the system.

2.2.6 Employee Performance

According to Xu, Ribeiro-Soriano, and Gonzalez-Garcia (2015) as well as Eniola and Entebang
(2015), firm performance can be viewed as a firm's ability to bring about change in
management through the acquisition of market opportunities, proper adaptation to the
environment, and carrying key administrative features. New product improvements,
exceptional qualities, and changes in the technology associated with them are generally the
main factors that can improve firm performance. Sands, Kavanaugh, Murray, McNeal and
Jemni (2017) noticed that despite the fact that HRMIS includes equipment and programming,
it likewise comprises of individuals, techniques and data. Presently it has been noticed that
HRMIS has laid more spotlight on key angles like staffing, execution and reward organization
and robotization. As indicated by Eliona and Entebang (2015) the aftereffects of this as alluded
to by (Adejugbe, 2013) demonstrate insufficiency of "strong, monetary process in these
nations, keeps the development of economies and in this way the Government should assume

a key part in making those conditions".

There is an unmistakable underline that "administration strategies cause an impact on"
association’s abuse, associations close affiliation in order to think of a consolidated power that
can stop assets usage (Harvie, Narjoko & Oum, 2010; Okpara, 2011; Eliona & Entebang 2015).

As indicated by Eliona and Entebang (2015) character and traverse of Government approaches
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affect undertakings. Nath and Satardekar (2015) argued that human asset administration is
worried by the "strategies and practices" that involve the human asset issues in the work output.
According to Bartai (2014) current progressions in innovation have made it basic to the
ongoing data based, self - benefit and intelligent workplace. Bartai (2014) further advances that
HRMIS is accepted to be as an "efficient course of action of HR rehearses that empower
associations to achieve their objectives and have the capacity to adjust themselves to the
business technique set up”. This implies HRMIS has upgraded and enhanced authoritative

execution (Shaheen, Ghazanfar & Hussain, 2014).

As indicated by Usman, Khan, Ikhlag and Mujtaba (Bartai, 2014), the rise of data innovation
in the field of human asset has altered the working environment tremendously. Hierarchical
execution is a definitive accomplishment of an association and involves measures, similar to
the presence of focuses to be achieved, has time length inside which to accomplish the
objectives and the acknowledgment of productivity and viability. Eliona and Entebang (2015)
highlight that character and traverse of Government strategies affect execution. The legislature
is required to make rules which will frame a reason for organizations to have the capacity to

contend with each other however these tenets will undoubtedly change now and again

According to Mutisya (2014), performance appraisal is a procedure that involves the setting of
work standards, evaluating the performance of the employees with regards to the standards,
and giving a response to the workers with the aim of giving them motivation to better their
performance. The performance appraisal process involves the description of the performance
expectations, looking at the performance levels and the provision of feedback to the employees.
Through the recording of accurate data assisted by HRMIS, an organization is able to track the
performance of every employee and help give instant feedback to them on the areas that need

to be improved in order to realize better performance levels.
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2.3 Summary of Research Gaps

From the available literature that was reviewed on HRMIS planning and employee
performance, it was indicated that HRMIS planning such as recruiting, selection, training and
development, compensation procedures, and other factors (Rajesh, 2012; Khera, 2012;
Nagendra and Deshpande, 2014; and Maryam et. al., 2014). These studies indicated that
HRMIS planning are key in enhancing performance. However, majority of the employees like
to be recognized formally by top level management for a job well done, hence need fair
compensation, information dissemination and commitment. In addition, these studies were not
carried out in the civil service sector. Further, majority of these studies used a small sample

size and descriptive design.

Regarding to HRMIS design, various scholars have highlighted a possible significant effect of
HRMIS design on employee performance (Yusuf, Taslim, Wan and Baharudin ,2014); Kumar
and Parumasur ,2013; Kaygusuz et. al. 2016; Shaikh and Begum ,2018; Malindadi ,2016). The
studies did not however indicate the influence of HRMIS design on employee’s performance
in the civil service. In addition, these studies did not distinguish how various HRMIS practices
at the civil service which include and are not limited to data assimilation, information
availability, system user friendliness and operational efficiency among others affect employee

performance.

According to a review of the available literature on HRMIS integration, far more complicated
processes including single point of data input, performance management, benefits
management, reporting, workforce analysis, and scheduling are all involved. These studies,
however, did not take into account the aspects of HRMIS integration that the current study

wanted to explore, such as mistake reduction, cost reduction, employee innovation, and policy
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compliance.

literature review on HRMIS operation and employee performance indicated that effective
operation of HRMIS guarantees organizational performance (Weru et al, 2017; Midiwo, 2015;
and kemei., 2016). However, majority of the employee’s luck efficiency, inability to achieve

goals and role conflict which this study sought to address.
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Table 2. 1: Research Gaps Summary

Reference

Obijective Methodology

Findings Gaps

Olayo (2018)

Warm (2016)

Juma (2018)

Determine the effect of perceived humanDescriptive
resource management information designresearch design
techniques on the performance of

parastatals.

To determine the factors that influence theExploratory
use of HRIS in TSC in Kenya. The studyresearch
looked into how various variablesapproach
influenced the level of HRIS usage in TSC

operations

To determine the impact of HRIS onDescriptive
employee commitment in the aluminumresearch design
and steel manufacturing industries in

Nairobi.

Human resource  managementLimited population to
information design techniques had aparastatals
considerable favorable effect on

parastatal performance

target

Managerial support, Target population limited to TSC
infrastructure, and organizational and the methodology differs from
internal structure all had an impactthe descriptive design that will be
on the use of HRIS in TSCapplied in this design

operations across the country

There was no substantial influence The
of HRIS on employee commitmentworkers in  the
in Nairobi's  industry.

study focused only on
aluminium
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Weru et al.
(2017)

Midiwo
(2015)

To ascertain the impact of human Descriptive

survey

resource information systems integration on
the adoption of quality management
systems in Kenya's 1SO-certified state
enterprises

To determine effects HRMIS on HR Descriptive
survey

operations; recruiting and selection, training
and development, payroll, and performance
management are all subject to system
manipulation in Kenyan public universities.

service and thus it
employee performance

improves
The study focused on HRMIS’s

effects on  performance  of

employees in  the
The study used correlation to

private
Findings indicated that effective

integration of HRIMS guarantees

organizational performance determine the relationship between

variables. This study used both

correlation and regression analysis.
HRMIS had a significant positive  The study focused on
impact on the performance of

Kenyan public universities. descriptive analysis to show the

relationship between HRMIS and

HR practices.
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Opiyo (2015)

Maina and

Kwasira

(2015)
Okiro

Kariuki
(2021)

and

Determine the effects of human resource Descriptive
information systems on commercial bank
performance, with a focus on Kenyasurvey
Commercial Bank.

To examine the role of human resource  Descriptive

planning  practices  on

performance in Kenya.

employee Survey

To determine how human resource Cross-sectional

information system  development descriptive

techniques in parastatals in Nairobi impact approach
employee performance.

HRIS is one of the most significantThe study used correlation to

strategic areas for the growth of adetermine  the  relationship

bank's contact with internal andbetween variables. This study

external clients. used both correlation and
regression analysis.

It was established that HRMIS

planning  positively
employee performance

Correlation analysis was used

affect to determine the relationship
between variables. This study

used both correlation and

Training and development, Focus was given to correlation

organizational development, to determine the relationship

incentives  management,  and

performance assessment all had a between variables. This study
used both correlation and

regression analysis.
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Kinyua

(2012)

Fatuma

(2014)

The challenges that government

institutions in Kenya experience when

implementing HRIS

Factors that are thought to influence the

Kenya Revenue Authority’s

implementation of Human Resource

Information Systems

Descriptive

survey

Descriptive

survey

substantial favorable influence on

employee job performance.
Lack of support from the top The study used correlation to

management hinders an effective determine the relationship
implementation of HRIS, which  between variables. This study

in return leads to poor used both correlation and

Top management influences the  The study used a descriptive

performance of employees and and correlation analysis. This

adoption of the HRMIS in study used both correlation and

organizations. regression analysis.
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Njeje
(2018)

Muriithi
(2014)

Kemei
(2016)

To examine the effects of human resource Cross-

information system functionalities on sectional
organizational performance. survey
method

To determine if there was a link between Descriptive

research
the usage of information systems indesign

human resource practices and overall

business performance

To determine the effects of HRMISDescriptive
integration on employee performance inresearch

private universities in Kenya. design

aluminum and steel

manufacturing businesses

E-training and  development, E-The study focused on the performance
performance management, and E-staffingof organizations as opposed

have a substantial impact on Sacco

performance.

Human resource information The study focuses on HRIS’

systems had a significant impact on
impact on human resource practices.
training and development as well as
The current study looks into HRMIS
listed
practices on employee performance.

company performance at NSE

companies

HRMIS integration and The study wused simple linear
employee performance showed thatcorrelational. This  study  uses
reduction of errors on HRMIS improvedhierarchical  regression with a

the quality of moderator variable.
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Table 2.1 gave a summary of author’s, objective, methodology, findings and the existing gaps.
The HRMIS planning in the civil service should be able to disseminate information and commit
employees to the ideals of the organization. The next stage involves system design which
generates data for availability of information, user friendliness and operational efficiency.
Thirdly, the system should be able to integrate various processes of information by reducing
errors, cost involvement with the view to promote employee innovation and comply with
policies of the system set up. Finally the system should allow smooth operations within the
organization in order to achieve the organizations goals, work efficiently and reduce conflict

of roles.

2.4 Conceptual Framework

A conceptual framework may be regarded as a systematic diagram depicting at a glance the
interrelationships among the factors that are regarded to be essential to the elements of the
circumstance being examined. It is a model of how one hypothesizes or comprehends the
connections among a few factors that have been indistinguishable to the key research issue
(Ravitch and Riggan, 2016). The independent variables were HRMIS design, HRMIS
integration, HRMIS operations and HRMIS planning. Top level management support was the
moderator while the dependent variable was employee performance in the civil service as

shown in figure 2.2.

68



Independent variable

Human Resource Information System

HRMIS Planning
- Information Dissemination Ho1
- Manpower forecasting
-Employee Commitment
- Fair Compensation

v

Dependent variable

HRMIS Design
- Data Assimilation Hoo
-Availability of information >
-System user friendliness Employee Performance
- Operational efficiency -Competence
Ho1 Hoz Hoz Hoa -AIignmentofHR

strategies

-Customer Satisfaction.
HRMIS Integration - Efficacy
- Error reduction Hoz _career reviews
- Cost reduction
- Employee innovativeness Hos\a, b, ¢, d)
- Policy compliance S

Top level management support

HRMIS Operations -Provision of Resources

- Goals achievement Hos -Flow of information

- Work efficiency > - Collective Responsibility
- Role conflict

Moderating Variable

Figure 2. 2: Conceptual Framework

Source: Researcher, 2021.
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2.4.1 HRMIS Planning

Human Resource Planning (HRP) process reviews human resources requirements to ensure
that the organization has the required number of employees, with the necessary skills, to meet
its goals, also known as employment planning. According to Strohmeior (2007), the HRMIS is
used as a decision support system to perform tasks such as forecasting demand for labour
considering organizational strategic and tactical plans, economic conditions, competitive

trends, social concerns, and technological changes.

2.4.2 HRMIS Design

HRMIS is still developing through computerization. HRMIS makes it possible for various
system components to converse with one another, offering useful reporting and analysis
capabilities. A company that employs HRMIS, according to Kemei (2014), benefits from
improved data consistency and integrity since redundant data entry is reduced, leading to
increased efficiency. HRMIS gives an organization room for data and information availability.
Due to the system's ability to save and retrieve any data or information, information
management is made possible. Employees are constantly informed about the business and its
customers. An employee can log into the system even after receiving training to acquire

material that will improve their understanding of the company.

2.4.3 HRMIS Integration

An organization's most valuable asset is its workforce. An organization can make the most of
this asset by using HRMIS, which is efficient and effective in raising employee performance.
An employer that anticipates expansion in the near future should think about investing in an
HRMIS, according to a report by (Bhatia, 2016) on Empxtrack (online HR software). This will
improve employee and HR department performance. More than just gathering, storing,

recording, managing, and transmitting employee data is involved in HRMIS integration. The
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system includes far more intricate operations like single point of data entry, performance
management, benefits management, reporting, workforce analysis, and scheduling (Bhatia,

2016).

2.4.4 HRMIS Operations

HRMIS is a comprehensive system that is used to collect, store, manage, deliver, analyze, and
show human resource information for a business, according to Hendrickson (2003). This
system consists of databases, software, hardware, and computer applications. According to
Strohmeior (2007), the organizing, carrying out, and connecting information technology
activities of e-HRM serve as a method of tying people and groups together and keeping them
committed to common human resources commitments. Some academics claim that HRMIS
assists HRM in maintaining, monitoring, and making choices that have an influence on the
entire organization in their efforts to define HRMIS (Strohmeior, 2007). The system promotes
productive outcomes in an organization and among its employees in a number of different

ways.

Employers who use HRMIS systems are better able to regularly manage and grow staff based
on each person's value to the company (Eniola and Entebang, 2015). Employees can access the
portal to seek time off, managers can watch and approve workflows on the managers' portal,
and HRMIS can continuously evaluate and track employee performance while also removing

duplication of effort through the integration of these features.

2.4.5 Employee Performance

According to Xu, Ribeiro-Soriano, and Gonzalez-Garcia (2015) and Eniola and Entebang
(2015), firm performance may be improved by acquiring market openings, adjusting to the
environment, and bearing key administrative features. HRMIS encompasses people, processes,

and data, according to Sands, Kavanaugh, Murray, McNeal, and Jemni (2017). Currently,
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HRMIS is focusing on critical areas including staffing, execution, incentive, and robotization.
According to Eliona and Entebang (2015), the lack of "strong, monetary process in these
nations prevents the growth of economies, therefore the Government should assume a major
part in producing such circumstances”. The current study sought to address employee
performance by evaluating the level of competence of the employees in various ministries,

alignment of the HR strategies, customer satisfaction, efficacy and career reviews.

2.4.6 Top Level Management

A successful HR function in organizations or ministries depends on the intensity of support
from the top-level management. Top level management support underlies the willingness of
strategic leaders of the organization to participate and provide the much-needed support to the
human resource function (Liu & Seddon, 2009). This study incorporated top level management
for the purposes of provision of resources needed in performance obligations, providing
avenues of flow of information and feedback and encouraging collective responsibility among

employees to promote ownership and significance of the employees to the organization.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Research Philosophy

Researchers employ mental models in modern social science research to structure their thinking
and observation (Bhattachenjee, 2012). These frameworks are known as research philosophies.
According to Cohen and Crabtree (2006), the foundational tenet upon which research and
advancement in the field of inquiry are built is the research philosophy or paradigm. The main
philosophies of research include positivism, pragmatism and interpretivism (Thorpe &
Jackson, 2008). A positivistic paradigm is founded on the idea that all researchers are imperfect
and consists of a number of assumptions about how a researcher might make sense to others.
Therefore, it is proposed that human behavioural research should be carried out in the same
way as research in the natural sciences (Blumberg et al., 2005). In that positivism looks for the
truths "out there,"” it might be said that positivism is based on realism. Pragmatism evaluates
theories or beliefs in terms of the success of their practical application to investigations.
According to interpretivism, reality is formed and shaped by social, cultural, ethnic, and gender
aspects. Researchers frequently engage in discussion with individuals to learn about their views
and meaning. Interpretivism links values and facts within this connection in an effort to

comprehend reality within a social context.

Therefore, the study was based on positivism research philosophy. This is due to positivists'
heavy emphasis on the quantification of constructs and their conviction that quantitative
measurement is the best method for determining the characteristics of phenomena. Therefore,
the production of gquantitative data based on large samples as well as theory and hypothesis

testing are the defining characteristics of a positivistic philosophy. A number of studies have
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used positivism to relate human resource constructs; for example, Malindadi (2016) used the
philosophy to determine a relationship between the performance of government departments
in Zimbabwe and their use of the human resources management information system (HRMIS),
while Kemei (2016) used it to investigate the impact of employee performance on the use of
HRMIS in private universities in Kenya. However, there are few instances of this theory being

used in research by Kenya's public service.

3.2 Research Design

This study used a descriptive approach research design, whose major goal was to use a
quantitative technique to characterize the state of things at the time of the investigation. It is a
process of gathering information in order to respond to inquiries that aim to explain the current
situation of the study's participants (Creswell and Creswell, 2017). The study's design allowed
for the collection of quantifiable data that was used for statistical inference on the target
audience of the researcher in order to determine the impact of HRMIS on employee
performance. This type of research consequently appears as closed-ended questions, which
limits its ability to provide remarkable experiences. In any case, utilized legitimately it enabled
an association to better characterize and measure the hugeness of something about a gathering

of respondents and the populace they speak to (Creswell and Creswell, 2017).

Researchers like Garg (2013) conducted a study on the importance of HRMIS in successful
workforce planning using a descriptive survey research style. He discovered that the primary
objective of HRMIS is to improve the HR function, which will indirectly boost business.
Research that answers the who, what, where, when, and how questions while also describing
information about the population or phenomenon being examined is known as descriptive
research, often known as statistical research. It is utilized in statistical computations for

frequencies, averages, and other data (Meyers, Gamst and Guarino, 2016). In order to gather
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primary data for this study, questionnaires were used. The quantitative research method, which
is the systematic empirical investigation of social phenomena, was incorporated into the design
because it establishes a fundamental link between empirical observation and the expression of
quantitative relationships, which can be generalized to a larger population, and the qualitative
research methods of content and thematic analysis, which are intended to describe and are
frequently followed by analyses of why the observations are made and what they mean (Thorpe

& Jackson, 2008).

3.3 Study Area

The study was conducted in Nairobi where all the government ministries are headquartered.
The researcher aimed at including all government ministries into the study. There are 21
ministries in the national Government with one additional without portfolio. It is at the
headquarters, that majority of the HR decisions and polices emanate and cascaded to field

offices for implementation.

3.4 Target Population

The study population constituted 1384 personnel drawn from 21 HRM departments of
government ministries headquarters in Nairobi, Kenya (Civil Service of Kenya, 2021).
Therefore, the study population was 1384 personnel comprising of top level management,
supervisors as well as HRM support staff. The study focused on the directorate since their
services were significant and primary to this study hence were considered key to performance.
The heads of the directorate are involved as they represent management and critical in policy

making and provision of resources in the civil service.
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Table 3.1 A table showing top, middle level managers and support staff in the civil
service of Kenya population

S/No  Name of Department  Top Level Middlelevel Support  Total
Management managers/Supervisors staff

1 Interior and 1 16 37 54
Coordination of
National Government

2 Devolution and the 1 19 37 57
ASALS
3 Foreign Affairs 1 20 57 78
4 Defense 1 4 7 12
5 Education 1 20 58 79
6 National Treasury 1 18 68 87
7 Health 1 17 53 71
8 Transport, 1 4 34 39
Infrastructure,
Housing, Urban
Development and
Public Works
9 Environment, and 1 4 26 31
Forestry
10 Labor and Social 1 5 79 85
Protection
11 Land, and physical 1 15 82 98
planning
12 Information 1 16 44 61
communication  and
technology
13 Sports, Culture and 1 16 60 77
Heritage
14 East African 1 15 35 51
Community (EAC) and
Regional Development
15 Energy 1 14 88 103
16 Agriculture, Livestock 1 17 41 59
and Fisheries
17 Industry, Trade and 1 14 76 91
Cooperatives
18 Tourism and Wild life 1 13 20 34
19 Petroleum and Mining 1 12 60 73
20 Water and Sanitation 1 12 76 89
21 Public Service and 1 10 44 55
Gender
Total 21 281 1082 1384

Source: Directorate of Human Resource, Kenya (2019)

3.5 Sample and Sampling Design
Sampling is a strategy that utilizes a variety of approaches to pick a suitable sample, or a
representative portion of a population, for the aim of ascertaining the parameters or
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characteristics of the entire population (Mugenda & Mugenda, 2003). It assures that the study's
conclusions are generalizable to the entire population. Stratified random sampling technique
was used to identify respondents. Stratified sampling is a probability sampling method that is
implemented in sample surveys. The target population's elements are divided into distinct
groups or strata where within each stratum, the elements are similar to each other with respect
to select characteristics of importance to the survey. The technique was achieved by separating
the sample according to ministries. As a result of stratification, opinion, and perception towards

HRMIS, top level management support of personnel in each ministry was included in the study.

3.5.1 Sample size
The desired sample size was determined using the formula of Fisher et al. (Chow, Shao, Wang

and Lokhnygina, 2017):

n=2’pq
d2

Where-:
n - The desired sample size (since the target population is less than 10,000)
z - The standard normal deviation, set at 1.96, which corresponds to 95% confidence level

p - The proportion in the target population estimated to have a particular characteristic. If there

IS no reasonable estimate, then use 50 percent (the study will use 0.50).
g=10-p
d = the degree of accuracy desired, here set at 0.05 corresponding to the 1.96.

In substitution, n= 1.962° x 0.5 x (1-0.5) = 384

0.052
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A 30% sample size was increased to the main sample in order to cater for non-response
384/0.7 = 549. The most popular and efficient method for guaranteeing a high response rate,
according to Bartlett et al. (2001), is to raise the sample size by 1-50% during the survey's
initial dissemination. Therefore, the study sample size was found to be 549 personnel working
in HRM departments in 21 Government Ministries. The study used stratified random sampling
to select the respondents. Table 3.1 shows the sample distribution across the 21 ministries
(strata).

The sample sizes from every ministry were obtained using a proportionate ratio determined

through dividing the target population by the required sample size.

. . 1384
proportionate ratio =_"__=25

549

This ratio was then used to divide the total population in every ministry to obtain the sample
sizes, which are shown in table 3.1. Individual sampling units were arrived at using online stat-
trek random number tables whereby all individuals in the target population were assigned
numbers and only individuals with numbers that were generated were included in the study as

the sampling units.

The aforementioned population size was deemed suitable because earlier studies on HRMIS
produced respectable results with smaller sample sizes. Ikhlas and Al-Shqairat (2010) used a
sample size of 20 when reviewing the use of HRMIS in Jordanian services; Burbach and
Dundon (2005) used a test size of 50 when assessing the critical ability of HRMIS to support
individual administration activities in the Republic of Ireland; and Delorme and Arcand (2010)
when examining the expansion of the roles and responsibilities of HR professionals from a

conventional point of view.
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Table 3.2: A Table Showing Top, Middle Level Managers and Support Staff in the Civil
service of Kenya Sample Size

S/No  Name of Department Top Level Middle level Support  Total
Management managers/Supervisors  staff

1 Interior and 1 6 14 21
Coordination of
National Government

2 Devolution and the 1 7 15 23
ASALS
3 Foreign Affairs 1 8 22 31
4 Defense 1 1 3 5
5 Education 1 7 23 31
6 National Treasury 1 7 27 35
7 Health 1 6 21 28
8 Transport, 1 1 13 15
Infrastructure,
Housing, Urban
Development and
Public Works
9 Environment, and 1 1 10 12
Forestry
10 Labor and Social 1 2 31 34
Protection
11 Land, and physical 1 6 32 39
planning
12 Information 1 6 17 24
communication and
technology
13 Sports, Culture and 1 6 24 31
Heritage
14 East African 1 5 14 20
Community  (EAC)
and Regional
Development
15 Energy 1 5 35 41
16 Agriculture, 1 6 16 23
Livestock and
Fisheries
17 Industry, Trade and 1 5 30 36
Cooperatives
18 Tourism and Wild life 1 5 8 14
19 Petroleum and Mining 1 4 24 29
20 Water and Sanitation 1 4 30 35
21 Public Service and 1 4 17 22
Gender
Total 21 102 426 549

Source: Directorate of Human Resource, Kenya (2019)
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3.6 Data Collection

Prior to gathering data, the researcher applied for a research permit online with the National
Commission for Science, Technology, and Innovation (NACOSTI) in order to interview
potential respondents who were working for various national government ministries. The
researcher contacted all the Heads of Human Resource Departments in the Ministries about the

prospective study's goal and scheduled delivery of questionnaires for data collecting.

3.6.1 Instrumentation

A standardized questionnaire for civil service employees was used in this study. Based on the
goals and hypotheses of the research, the questionnaire was created. To gather data, the
researcher used closed-ended questions with 1-5 Likert scale statements. The answers to
closed-ended questions would be uniform and easy to code, with a high response rate. After
receiving approval from the directorate of human resources, the researcher handed the
questionnaires to the participants. The respondents had 14 days to complete the questionnaires

before the researcher collected them in line with Bryman's guidelines (2017).

3.6.1.1 Validity of the Research Instrument

According to Zohrabi (2013), a study is deemed legitimate if it derives meaningful and practical
conclusions from its findings and if the information it collects accurately reflects the study's
stated goals. In order to improve the validity of some of the questionnaires used in this study
and transfer that improvement to the data and outcomes, they were pilot tested and evaluated
(Hagan, 2014). In order to establish content validity, the questionnaire was examined by my
supervisors and two experts of human resource selected from ministry headquarters offices.
These experts reviewed the questionnaire to make sure it was appropriate, succinct, clear, and

relevant, that it had purpose, and that it wasn't objectionable. Before being utilized in the study
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field, the questionnaire was modified and altered in accordance with the advice of the two

experts to strengthen the validity of its contents.

3.6.1.2 Reliability of the Research Instrument

According to Taber (2017), reliability is defined as the consistency of a set of measurement
items; as a result, reliability describes the consistency of an instrument's measurements and the
extent to which an instrument can reproduce the same results with similar subjects under the
same circumstances. It therefore relates to a measurement's repeatability. If a respondent
receives the same result after taking the test twice, the measurement tool is said to be reliable.
The results of the pilot test were entered into SPSS and used to conduct an overall examination
of the questionnaire's reliability and internal consistency in order to calculate a reliability
coefficient. Utilizing Cronbach Alpha, the dependability and internal consistency were
evaluated. A measurement of the link between various variables in a single study is called
internal consistency. Heale and Twycross (2015) state that a consistency score of less than 0.9
indicates excellent consistency, less than 0.8 indicates good consistency, less than 0.7 indicates
acceptable consistency, less than 0.6 indicates doubtful consistency, and less than 0.5 indicates

poor consistency. This study used 0.7 as the minimal threshold for reliability.

The internal consistency evaluation of Cronbach Alpha was used to assess the reliability of the
data gathering tool. According to the findings, top-level management support had a coefficient
of 0.714, employee performance items had a coefficient of 0.881, HRMIS design had a
coefficient of 0.834, HRMIS integration had a coefficient of 0.822, HRMIS operations had a
coefficient of 0.811, and HRMIS planning had a coefficient of 0.842. Cronbach's alpha values
for each variable were more than 0.7. The scales utilized in this research were therefore

determined to be accurate in terms of capturing the factors.
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Table 3.3: Reliability Test Results

Variable No. of Items  Respondents o=Alpha Comment
Employee Performance 8 50 0.881 Reliable
HRMIS design 10 50 0.811 Reliable
HRMIS Integration 9 50 0.822 Reliable
HRMIS operations 4 50 0.811 Reliable
HRMIS planning 5 50 0.842 Reliable
Top level management 7 50 0.714 Reliable
support

Source: Researcher, 2021

To achieve this purpose, the researcher conducted a pilot study in the Youth Enterprise
Development Fund using 10% of the sample size. Therefore, 50 (10/100*549) questionnaires
were administered to the heads of department and other personnel in the lower cadre who were
not included in the final study. The respondents were selected using stratified random sampling
across critical sections in which aspects like the Planning, Design, Operation and Integration

are key in work execution and accomplishment.

3.6.2 Data Collection Procedures

A questionnaire's completion was expected to take roughly 25 minutes. The researcher self-
administered the questionnaires. Before data collection began, participants' permission to share
their information was requested. Under the supervision and direction of the study's supervisor,
the participants were given time to complete the questionnaires. For primary data, all heads of
HR departments, as well as employees in the lower cadre, completed structured questionnaires
that were utilized to collect quantitative information. The use of questionnaires to collect data
is recommended since they are simple to administer and produce quicker results. In addition,
the Five points Likert scale were used with responses ranging from 5= strongly agree to 1=

strongly disagree.
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3.7 Data Analysis and Presentation
Data was cleaned, coded, categorized, and entered into SPSS (Statistical Package for Social
Sciences, version 25) when data collection was complete. This procedure produced both

descriptive and inferential statistics using SPSS V25.

3.7.1 Descriptive Analysis

Descriptive statistics were used to analyze quantitative data obtained from structured questions
from the questionnaires. Descriptive statistics empowers the depiction and correlation of
variables numerically (Mugenda and Mugenda, 2003). The primary goal of the descriptive
statistics is to portray a circumstance by summarizing data such that it features the critical
numerical highlights of the data. Data was summarized and presented in percentages,

frequencies, mean and standard deviation.

3.7.2 Factor analysis

Factor analysis is a strategy of decreasing the number of indicators from a substantial number
of measurable indicators with the assistance of SPSS program. The study looked at indicator
loadings in a given factor utilizing factor analysis so as to diminish the number of indicators
under each research variable and hold the indicator fit for clarifying the variable. Principal
component analysis was used to conduct factor analysis. Abbie (2013), considered factor
analysis as a productive strategy for finding overwhelming patterns among a large number of
variables. Factors with factor loading values less than 0.4 were dropped, while those with

estimations of 0.4 or more were withheld (Henn, Weinstein and Foad, 2009).
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3.7.3 Inferential Analysis

Inferential analysis entails use of sample statistics to generalize findings in a population.

Pearson product moment correlation (r) was derived to show the nature and strength of the
relationship among the variables in the study. The Pearson correlation r, takes a range of values
between +1 to -1. An r -value of 0.01- 0.29 shows a weak relationship, an r-value of between
0.3 - 0.59 shows a moderate relationship whereas an r-value of between > 0.6 and above shows
a strong relationship (Cohen, 2018). Correlation results are reported at a significance level of

0.01 in line with other studies such as Pierce (2014).

To obtain population parameters from the sample statistics, simple and multiple regression
model was utilized whereby the independent variables were regressed against the dependent
variable to obtain population parameters. The use of simple and multiple regression model was
preferred due to its ability to show whether there is an effect of the independent variables on
dependent variables. In addition, multiple regression was used in showing linear
elasticity/sensitivity between independent and dependent variables (Konasani and Kadre,

2015).

Also, the regression coefficients showed whether the hypothesized relationships were
significant or not. A regression coefficient with a p-value of less than 0.05 indicated the
significance of the independent variables (HRMIS design, integration, operations and
planning) in predicting the dependent variable (employee performance). Therefore, the study
used the following model to test the effect of HRMIS on employee performance in the Civil

Service in Kenya.

To analyze objective one; which was to determine the effect of HRMIS design on employee

performance at the civil service of Kenya using simple linear regression as shown:
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Y = Bot PiXKit € ceeeeeiiee e s [
Where

Y = employee performance at the Civil Service of Kenya (dependent variable)
o= represents Interceptor the value of Y when all X values are zero.

Bi=represents Coefficients of the independent variables

Xirepresents independent variables (HRMIS design)

€ represents the error term (To account for all other Variables or elements not considered in the

study), assumed to be normally distributed with mean zero and constant variance.

To analyze objective two; which was to determine the effect of HRMIS integration on

employee performance at the civil service of Kenya using simple linear regression as shown:

Y = B0 F B2X2 et ettt i
Where:

Y = employee performance at the Civil Service of Kenya (dependent variable)
Bo = represents Interceptor the value of Y when all X values are zero.

Bi=represents Coefficients of the independent variables
Xirepresents independent variable (HRMIS integration),

€ represents the error term (To account for all other Variables or elements not considered in the

study), assumed to be normally distributed with mean zero and constant variance.

To analyze objective three; which was to determine the effect of HRMIS operations on

employee performance at the civil service of Kenya using simple linear regression as shown:

Y = B0 F B33 &bt aeenes i

Where:
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Y = employee performance at the Civil Service of Kenya (dependent variable)
Bo = represents Interceptor the value of Y when all X values are zero.

Bi=represents Coefficients of the independent variables
Xz represents independent variable (HRMIS operations)

€ represents the error term (To account for all other Variables or elements not considered in the

study), assumed to be normally distributed with mean zero and constant variance.

To analyze objective four; which was to determine the effect of HRMIS planning on employee

performance at the civil service of Kenya using simple linear regression as shown:

Y = B0 F PaXa FEiiiieii et reeaeanes Y%
Where:

Y = employee performance at the Civil Service of Kenya (dependent variable)
Bo = represents Interceptor the value of Y when all X values are zero.

Bi=represents Coefficients of the independent variables
Xirepresents independent variable (HRMIS planning)

€ represents the error term (To account for all other Variables or elements not considered in the

study), assumed to be normally distributed with mean zero and constant variance.

To analyze the combined effect of human resource information system on employee

performance at the civil service of Kenya using simple linear regression as shown:
the following model was used.
Y =Bo + B1X1+P2XoHPaX3HPaXa €. i s (V)

Where:
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Y = employee performance at the Civil Service of Kenya (dependent variable),

Bo = represents Interceptor the value of Y when all X values are zero.

B1-Ba= represents Coefficients of the independent variables

X1 = HRMIS Design

X2=HRMIS Integration

X3=HRMIS Operations

X4= HRMIS Planning

¢ = the error term

Using SPSS, the regression model was tested on how well it fits the data. The significance of
each independent variable was also tested; t- test and F-test were used to test the significance
of the overall model at a 95 percent confidence level. The p-value for the F-statistic was applied
in determining the robustness of the model. The conclusion was based on the basis of p value

obtained as compared to 95% confidence level.

3.7.4 HRMIS, Top level management support and Employee Performance

The moderating effect was introduced and regressed between the moderator top level
management support and each independent variable. Therefore, the interaction term between
predictor and moderating variable was obtained by multiplying the two variables that produced

an interaction effect done.

Objective five (a), sought to evaluate the role of top level management support on the
relationship between HRMIS design on employee performance at the civil service of Kenya.
Hierarchical regression model was used.

Y Z B0 F PLXIM €t e v(a)

Y = Employee Performance,

Bo = Constant (coefficient of intercept),
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B1= change in employee performance for each increment change in Xz,

M = Moderator variable (top level management support) that affects the relationship of X
andY

X1M = Interaction between top level management support and HRMIS and design

€ = error term

Objective five (b), sought to determine the moderating role of top level management support

on the relationship between HRMIS integration on employee performance at the civil service

of Kenya. Hierarchical regression model was used.

Y = B0+ PB2X2MA .o e v(b)

Y = Employee Performance,

Bo = Constant (coefficient of intercept),

B2= change in employee performance for each increment change in Xa,

M = Moderator variable (top level management support) that affects the relationship of X
andY

X2M = Interaction between top level management support and HRMIS integration

€ = error term

Objective five (c), examined the moderating role of top level management support on the

relationship between HRMIS operation on employee performance at the civil service of Kenya.

Hierarchical regression model was used.

Y = B0 F B3X3MA €.t v(c)

Y = Employee Performance,
Bo = Constant (coefficient of intercept),
B3= change in employee performance for each increment change in Xs,
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M = Moderator variable (top level management support) that affects the relationship of X
and' Y
X3M = Interaction between top level management support and HRMIS operation

€ =error term

Objective five (d), sought to determine the moderating role of top level management support
on the relationship between HRMIS planning on employee performance at the civil service of
Kenya. Hierarchical regression model was used
Y = B0+ BaXaM F €. v(d)
Y = Employee Performance,
Bo = Constant (coefficient of intercept),
B4= change in employee performance for each increment change in X,
M = Moderator variable (top level management support) that affects the relationship of X
andY
XsM = Interaction between top level management support and HRMIS planning

€ = error term

A hierarchical regression model was used to analyze combined effect of the moderating role of
top level management support on the relationship between human resource information system

on employee performance at the civil service of Kenya.

Y =Bo+ PrXy + P2Xot BaXz+ BaXs + PsX1*M + BeX2 *M + B7 X3*M + BeX4*M + €... (5)

Where: Y = Employee Performance,

Bo = Constant (coefficient of intercept),

Q1. Qa4 = the coefficients of the variables in the model; employee performance at the

civil service of Kenya for each increment change in X1.4
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X1= HRMIS Design
X2= HRMIS Integration

X3= HRMIS operation
X4= HRMIS planning
M = Moderator variable that affects the relationship of X and Y

X1-4M = Interaction between top level management support and human resource

information system design, integration, operations and planning.

¢ = the error term
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3.7.5 Hypotheses Testing

The proposed hypotheses were tested as shown in table 3.3:

Table 3.4: Summary of Hypothesis Testing

Null Hypothesis Analytical Model Prokz/aak?LI(iatsy (p) D(;:lijslieon
Hoi: HRMIS design has no statistically Y = ot X1+ e...1 Reject null
significant effect on employee F=355.877 P<0.05 hypothesis
performance at the civil service of DR
Kenya.
Ho2:  HRMIS integration has no Y = ot B2Xot &..ii Reject null
statistically significant influence on hypothesis

employee performance at the civil F=466.394,P<0.05

service of Kenya.
Hos: HRMIS operation has no Y =got+ BsXs+ &..ii Reject null

statistically  significant effec'g on F=197.606,P<0.05 hypothesis
employee performance at the civil

service of Kenya.

Hos: HRMIS planning has no Y =Bot PaXst e.iv Reject null
statistically significant effect on hypothesis

employee performance at the civil F=556.086,P<0.05
service of Kenya.

Hosa: Top level management support Y = Bo + piXaM + ¢
has no statistically significant ....v(a) Reject null
moderating effect on the relationship _ hypothesis
between HRMIS design on employee F=206.47,P<0.05
performance at the civil service of
Kenya.

Y=ﬁ0+ﬁ2x2|\/|+8
Hoso: Top level management support ....v(b) Reject null
has no statistically significant hypothesis
moderating effect on the relationship F=282.208,P<0.05
between HRMIS integration on
employee performance at the civil
service of Kenya
Hose: Top level management support Y = Bo + BsXsM + ¢
has no statistically significant ....v(c) Reject null
moderating effect on the relationship _ hypothesis
between HRMIS operation on F=174.84,P<0.05
employee performance at the civil
service of Kenya
Hosa: Top level management support Y = Bo + BsXuM + ¢
has no statistically significant ....v(c) Reject null
moderating effect on the relgtlonshlp F=764.228,P<0.05 hypothesis
between HRMIS planning on
employee performance at the civil
service of Kenya

Source: Researcher, 2021
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3.8 Ethical consideration

Webster New World dictionary defined ethical as conforming to the standards of conducts of a
given profession or group. To ensure the confidentiality of the respondent, the researcher
sought permission from the institution and the concerned respondents as well. Also, the
researcher designed the questionnaire to exclude personal details like names to protect the
anonymity of respondents. In addition, the questionnaires were administered to each
respondent in sealed envelopes and were collected in the same manner to ensure that responses

are kept secret. All these measures were aimed at ensuring the confidentiality of the respondent.
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CHAPTER FOUR

DATA FINDINGS, ANALYSIS AND DISCUSSIONS

4.1 Response Rate

The study's sample size was 549, however the researcher was able to collect replies from 455
participants, of whom 421 were deemed to be valid, translating to a response rate of 77%.
According to the criterion established by Holbrook (2009), who argues that a response rate of
50% is sufficient for analysis, which will lead to reliable results, this was a sufficient sample
for analysis and drawing conclusions for this study. Results for response rate are shown in

Table 4.1.

Table 4.1Response Rate

Sample size Number Percent
Questionnaire given out 549 100.00
Questionnaire Returned 455 83
Questionnaire Not returned 60 11
unusable questionnaire 34 6
Usable questionnaire 421 77

Source: Researcher, 2021

4.2 Data Cleaning and Screening / Data Management

Raw data must first be cleaned and screened before analysis can be done. Data screening is
essential to find any potential violations of the fundamentals of multivariate techniques (Hair
et al., 2010). Before analysis, the collected raw data must be cleaned up in order to prepare for
the multivariate data analysis. Outliers, errors, and missing data are carefully handled in order

to achieve this.
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4.2.1 Analysis of Missing Data

After receiving the completed surveys, the researcher reviewed each question to see if it had
been appropriately handled. When there are fewer than 5% missing values for each item,
according to Hair et al. (2013), the missing values should be replaced using the mean. In this
study, however, missing value analysis showed that 27 questionnaires had unreported values.
As a result, the questionnaires were eliminated because they could not be used for further

analysis.

4.2.2 Analysis of Outliers
Outliers occur due to omission or commission error (Churchill Jr. and lacobucci, 2004).
Presence of outliers generates inaccurate results and therefore giving inconclusive results (Hair

Jret al., 2010) which cannot be generalized to the population (Tabachnick and Fidell, 2013).

4.2.2.1 Univariate Outliers

SPSS was employed to highlight any errors of perceived variables in the information file.

Kurtosis and Skewness on every one variable were investigated for univariate

4.2.2.2 Multivariate Outliers

To deal with all outliers, linear regression included Mahalanobis distance. The four items
produced three degrees of freedom with p 0.001 and were therefore multivariate outliers,
according to the results (Tabachnick & Fidell, 2013). Therefore, cases with a value of 0.001 or

less were not included in the analysis.
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4.3 Background Information of the Respondents

4.3.1 Gender of Respondents

The researcher sought to establish the representation of gender among the respondents.
Categorization of gender was meant to assist the researcher to determine whether the
constitutional gender rule was enforced in the civil service. The findings were presented in

table 4.2.

Table 4. 2: Gender of respondents

Gender Frequency Percent
Male 206 48.9
Female 215 51.1
Total 421 100.0

Source: Researcher, 2021

Results indicated that there were more female (51.1%) than male (48.9%) among the
respondents. The disparity between the gender was weak depicting a balanced approach in the
recruitment of personnel to the civil service in compliance with the provisions of the Kenyan

constitution.

4.3.2 Age of Respondents
Respondents’ age was operationalized into five categories. This helped determine the largest
group within the civil service sector that got affected by human resource information systems

as presented in table 4.3

Table 4.3: Age of respondents

Frequency Percent
<25 27 6.4
25 - 35 years 206 48.9
36 - 50years 88 20.9
51 - 60years 85 20.2
61 years and above 15 35
Total 421 100.0

Source: Researcher, 2021
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Results indicated that almost half of the respondents were aged between 25-35 years of age at
48.9 percent. They were followed by those aged between 36 -50 years at 20.09 percent and
those aged between 51-60 years at 20.2 percent. It was observed that few employees were
above 61 years and below 25 years of age. This is because those above 61 years had met the
prerequisite age of retirement while those below 25 years had not joined the labour market.

The study findings indicated that most respondents were young and middle-aged people.

4.3.3 Level of Education for staff in the Civil Service

The researcher sought to establish the levels of education of members of staff working

in the civil service in Kenya. Results are shown in table 4.4.

Table 4.4: Education Level of the Respondents

Frequency Percent
O-Level 4 1.0
College Diploma 86 20.4
Bachelor’s Degree 267 63.4
Post Graduate Degree 64 15.2
Total 421 100.0

Source: Researcher, 2021

According to table 4.4, the majority of respondents (63.4%) and respondents with college
diplomas (20.4%) both held undergraduate degrees. 15.2% of responders, a remarkably low
percentage, obtained postgraduate degrees. Because of their educational backgrounds, the
respondents were able to reply to inquiries about HRMIS, performance, and top-level
management. This suggests that the respondents had the ability to provide useful responses for
the investigation's goals. The fact that they often use human resource management information
systems in the process of decision-making in the Ministries also shows the fact that they have
a high degree of literacy and awareness of information technology and the overall performance

of the Ministries.
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4.3.4 The Level of Experience of Employees in Civil Service
The study sought to find out the respondent’s experience in the civil service. The findings are

shown in Table 4.5.

Table 4. 5: Respondent’s Years of Experience

Frequency Percent
Less than 1 year 27 6.4
1-2 years 90 21.4
3-5 years 173 41.1
6-10 years 85 20.2
More than 10 years 46 10.9
Total 421 100.0

Source: Researcher, 2021

The majority of public service personnel (41.1%), as indicated in table 4.5, had been employed
for a tenure of three to five years. Those who had worked for between six and ten years came
after them. Fewer than half of those surveyed had worked for less than a year or for more than
ten years. As a result, a sizable portion of the staff is familiar with how the HRMIS system

works.

4.3.5 Employee Position
The study sought to find out the position the respondents’ held and the findings presented in

table 4.6

Table 4.6: Employee Position

Frequency Percent
Top Level Management 18 4.28
Middle management/ Supervisor 97 23.04
General Staff 306 72.68
Total 421 100.0

Source: Researcher, 2021

Majority of respondents were general staff (72.68%) while 23.04% were middle

management/supervisors. Top management had a 4.28% representation. The findings revealed
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a fair participation of respondents from higher level, middle level management and general

staff. This implied that diverse opinion and experience was expressed that was key to this study.

4.3.5 Duration spent in Ministry
The study sought to find out the duration of the respondents’ in their respective ministries. The

findings are presented in table 4.7.

Table 4.7: Duration of employee in ministry

Frequency Percent
Less than 1 year 28 51
1-5 Years 145 26.4
6-10 years 255 46.4
11-15 years 100 18.2
16years and above 21 3.8
Total 549 100.0

Source: Researcher, 2021

Majority of respondents had stayed in the ministry for 6-10 years (46.4%) while 26.4% had a
duration of 1-5 years. Those that had stayed for 11-15 years were 18.2%. The least groups were
that of less than a year in the ministries (5.1%). The findings revealed a fair participation of
respondents from those that had stayed for long in the ministries to those that had stayed in

less than a year.

4.3.6 Effect of Demographics on Expected Outcomes
The study sought to assess the effect of this demographics on employee performance in the

civil service. This was meant to determine if the demographics were likely to affect the final
outcome of the study. A significant relationship would indicate effect on outcome and hence
the variable would have had to be controlled in the regression. The study findings were

presented in table 4.8
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Table 4.8: Effect of Demographics on Expected Outcomes

Chi-Square Tests Results on Age and Performance

Value dt Asymp. Sig. (2-sided)
Pearson Chi-Square 101.752° 80 0.051
Likelihood Ratio 82.781 80 0.394
Linear-by-Linear Association 0.096 1 0.756
N of Valid Cases 349

a. 82 cells (78.1%) have expected count less than 5. The minimum expected count is .02.
Chi-Square Tests Results on Gender and Performance

Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 12.421° 20 0.901
Likelihood Ratio 14.052 20 0.828
Linear-by-Linear Association 0.027 1 0.869
N of Valid Cases 349

a. 21 cells (50.0%) have expected count less than 5. The minimum expected count is .44.
Chi-Square Tests Results on Level of Education and Performance

Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 66.689" 60 0.258
Likelihood Ratio 63.935 60 0.34
Linear-by-Linear Association 0.763 1 0.382
N of Valid Cases 349

a. 63 cells (75.0%) have expected count less than 5. The minimum expected count is .04.
Chi-Square Tests Results on Work Experience and Performance

Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 79.522° 80 0.494
Likelihood Ratio 85.708 80 0.311
Linear-by-Linear Association 0.088 1 0.767
N of Valid Cases 349

a. 81 cells (77.1%) have expected count less than 5. The minimum expected count is .05.
Chi-Square Tests Results on Position in the Org and Performance

Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 48.981" 40 0.156
Likelihood Ratio 46.956 40 0.209
Linear-by-Linear Association 1.729 1 0.188
N of Valid Cases 349

a. 45 cells (71.4%) have expected count less than 5. The minimum expected count is .05.
Chi-Square Tests Results on Duration with Org and Performance

Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 99.626" 80 0.068
Likelihood Ratio 84.686 80 0.339
Linear-by-Linear Association 0.522 1 0.47
N of Valid Cases 349

a. 83 cells (79.0%) have expected count less than 5. The minimum expected count is .05.

Source: Researcher, 2021

The Chi-Square test results showed no significant relationship between age and performance
(p=0.051), no significant relationship between gender and performance (p=0.901), no
significant relationship between level of education and performance (p=0.258), no significant
relationship between work experience and performance (p=0.494), and no significant
relationship between position in the organization and performance (p=0.156). These findings

suggested that the outcome was unaffected by the demographic findings. Therefore, there was
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no need to include them as a control in the final regression equation.

4.4 Descriptive Statistics for Various Variables under Investigation

The aim of descriptive statistics is to allow the investigator to use indices or statistics to portray

meaningfully a distribution of results or measurements. To present the descriptive results, the

research used mean, standard deviations, skewness and kurtosis. The study evaluated

descriptive statistics: HRMIS design, integration, operation and planning.

4.4.1 Descriptive Analysis of HRMIS Planning

The study aimed at exploring HRMIS Planning and how it has affected performance of

employees in the civil service. All the descriptive results of HRMIS planning were summarized

in table 4.9.

Table 4.9: Descriptive Results of HRMIS Planning

N

Min.

Max.

Mean

SD

Skewness

Kurtosis

The HRMIS aids in quick
planning and timely
dissemination of information on
recruitment of potential
employees for the organization.
Through HRMIS planning, it is
easy to appreciate every
employee based on the work
they have done.

HRMIS has been an effective
change agent for positive
planning and shaping the
employees' attitudes towards the
use of technology.

The HRMIS planning has
increased employee
commitment with the design by
boosting their motivation and
communication confidence
levels.

Compensation of employees has
been made easy and quick
through the HRMIS planning
AVERAGE MEAN

421

421

421

421

421

1

3.40

3.53

3.55

341

3.50

3.478

.699

701

.667

.685

693

183

.345

.054

124

.245

143

157

125

321

131

Source: Researcher, 2021
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The results of analysis reveal that using HRMIS in planning helps to appreciate employee work
activities in the civil service (Mean=3.53; SD=.701). Similarly, the study observed that HRMIS
had become a change agent in shaping employee attitude towards technology (Mean=3.55;
SD=.667). Furthermore, respondents agreed that using the system, it was easier to plan for

employee compensation (mean=3.50; SD=.693).

However, respondents were indifferent with the view that HRMIS facilitates timely planning
and dissemination of information on recruitment of potential employees for the civil service
Mean=3.40; SD=.699). Likewise, respondents felt that the planning of HRMIS activities neither

increased nor hindered employee commitment and motivation.

Table 4.8, shows most of the HRMIS Planning items normal curve has skewness of between
-1 and -0.5 and kurtosis <3, with distribution being moderately skewed and platykurtic hence

no perfect distribution was observed. The normal curve of all the items is skewed to the left.

4.4.2 Descriptive Results of HRMIS Design

The study's first objective was to evaluate the effect of HRMIS design on employee
performance at the civil service of Kenya. Using a five-point Likert scale, the research
attempted to understand the amount of agreement between participants on different HRMIS

design statements.
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Table 4.10: Descriptive Results of HRMIS Design

N Min. Max. Mean SD Skewness Kurtosis

HRMIS design has made 421 1 5 3.03 663  .095 .263
integration of different parts

easy and efficient.

HRMIS has improved the 421 1 5 3.66 671  -.040 234
ability to coordinate different

functions in the organization.

With HRMIS systems, it is 421 1 5 3.57 673  .198 321
easy to identify roles and

goals to achieve.

It is easy to send and receive 421 1 5 3.52 689 437 452
feedback using HRMIS
HRMIS design enhances 421 1 5 3.50 664 192 345

effectiveness of generation of

data on employee's training

needs

HRMIS design enhances 421 1 5 3.33 649  .024 342
user-friendly infrastructure

for working and career

development process.

HRMIS design increases 421 1 5 3.32 628 187 231
efficiency of operation in

different departments in the

design through the

availability of ready data,

which leads to an enhanced

performance in the

Department.

HRMIS through data 421 1 5 3.51 676  .072 222
integration improves use of

data to plan and administer all

types of training interventions

Overall, HRMIS design is 421 1 5 3.90 812 -721 237
effective with the generated

information in  benefiting

employees and improve the

strategic decision making.

Through HRMIS design, itis 421 1 5 4.19 836  -.802 234
easy to access and use design

data for the purposes of

training employees and

improving services.

Mean 3.553

Source: Researcher, 2021
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Results of analysis revealed that most respondents agreed that the design of HRMIS
had improved the ability of the civil service to coordinate different functions in the
organization (Mean=3.66; SD=.671), they also agreed that the design of the system is
easy to identify roles and goals of the civil service (Mean=3.57; SD=.673). Findings
also revealed that its design; made it easy to send and receive feedback using the
HRMIS system (Mean=3.52; SD=.689), promoted generation of data on employees
training needs (Mean=3.50; SD=.664), facilitated integration and administration of
employee training data (Mean=3.51; SD=.676).

Furthermore, results revealed that most respondents agreed that the design of HRMIS
generated information that was of benefit to both employees and management
(Mean=3.90; SD=.812) and enabled ease of retrieval of data for purposes of training
and improvement of services (Mean=4.19; SD=.836). The findings however revealed
that most respondents were indifferent with the view that the design of HRMIS;
enabled the integration of different parts easy and efficient (mean=3.03; SD=.663),
that the system had user-friendly infrastructure for career development process
(Mean=3.33; SD=.628) and that the design of the system increases efficiency of operation

in different departments (Mean=3.32; SD=.628).

These responses are similar to the findings of Kemei (2014) and Bartai (2014) which
stated that a design that uses HRMIS enjoys improved data integrity and consistency
because redundant data entry is eliminated hence increasing efficiency; HRMIS allows
room for data and information availability in an organization. Odunga (2012) had also
found out that the recruitment process had been made easier by the use of HRMIS, as

applications could be reviewed and responded to on a rolling basis.
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Table 4.9 shows the results of skewness and kurtosis that were taken as major
determinants of the normal distribution. In this study values of skewness and kurtosis
swung between -0.5 and 0.5 and most values are close to zero, hence normal
distribution was assumed and parametric tests were used to analyze the data. As shown
in table 4.9, most of the HRMIS design items normal curve has skewness between -
0.5 and 0.5 and kurtosis<3, with the distribution being approximately symmetric and
platykurtic, hence no perfect distribution observed. The normal curve of all the items

is skewed to the left.

4.4.3 Descriptive Analysis of HRMIS Integration

The study looked at the effects of human resource information system integration on
employee performance. The study sought to find out whether with less error on human
resource information system if the respondent involved in the study were content with

the HRMIS service it offers.
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Table 4.11: Descriptive results of HRMIS Integration

N Min. Max. Mean SD  Skewness Kaurtosis

Through electronic record 421 1 5 346  .608 -.121 121
keeping of employees and

product profiles and other

data, there are minimal errors

in the process of decision

making

HRMIS integration ensures 421 1 5 3.54 641 .063 125
minimal wastage of time in

sorting data.

The integration of HRMIS in 421 1 5 3.46  .649 .007 245
the selection process assures

cost reduction in HR

functions.

The integration of HRMIS 421 1 5 344 690 -.136 432
technology has helped in

reducing the time and effort

spent in preparing and

recruiting new employees.

The HRMIS integration 421 1 5 348 .680 .006 127
makes  employees  more

creative and innovative.

The integration of HRMIS in 421 1 5 351 .628 .056 124
organizational processes

ensures compliance with

policy and organizational

procedures.

Challenges like corruption 421 1 5 342 630 .154 193
among the organizational staff

have been overcome by

effective HRMIS integration.

Effective  integration of 421 1 5 420 .637 .026 148
HRMIS has made it easy for

managers to track the

performance of the

organization and in making

decisions.

Management has become 421 1 5 423 908 -.946 119

more efficient with the
integration of HRMIS.
AVERAGE MEAN 3.637

Source: Researcher, 2021

The findings indicated that a majority of the respondents agreed that use of electronic record

keeping using HRMIS exposed the civil service to minimal errors (Mean= 3.46:SD=.608).
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Likewise, the system expedited sorting out data (Mean=3.54; SD=.641). It was also observed
that the use of HRMIS facilitates cost reduction of the recruitment processes in the civil service
(Mean=3.46; SD=.649). Besides employees agreed that use of HRMIS makes employees more

creative and innovative in discharging their responsibilities (Mean=3.48; SD=.680).

Furthermore, adoption of the system enhances organizational processes and ensures
compliance with the set policies and procedures (Mean=3.51; SD=.628) and enables managers
to track performance (Mean=4.20; SD=.637) thereby facilitating an efficient management
process (Mean=4.23; SD=.908). The respondents were however indifferent to the role of
HRMIS technology in reducing time and effort spent in preparing and recruiting new
employees (Mean=3.44; SD=.690) as well as its ability to address challenges like corruption

among the organizational staff (Mean=3.42; SD=.630).

Bhatia (2016) has similar results, which stated that human resource management information
system has played a key role in increasing the efficiency and effectiveness of performance
management, analysis of the work force, employee benefits and reporting. Further, given the
continuous update of data, the HR managers are able to make accurate decisions. These findings
coincide with that of Zahari et al. (2018), which holds that organizations that have adopted
HRMIS have an advantage of accessing improved and accurate data, which is also consistent.
However, the respondents took note of logistical challenges that they face with the system,
which stem from the ineffectiveness of the assigned officers to update the system with timely
and relevant data. It was noted that many employees do not have a job description specified on
the system. Further, there was no record of assigned roles, making the application of HRMIS
stale. In this view, the ministries ought to train and reinforce the effective and appropriate use

of the system to ensure that HRMIS integration are effective and efficient.

Table 4.10 shows the results of skewness and kurtosis that were taken as major determinants
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of the normal distribution. In this study, values of skewness and kurtosis swung between -0.5
and 0.5 and kurtosis<3 with distribution being approximately symmetric and platykurtic, hence

no perfect distribution was observed. The normal curve of all the items is skewed to the left.

4.4.4 Descriptive Analysis of HRMIS Operation
The study sought to determine the effect of human resource information system in operation
on the performance of employees at the civil service. The responses obtained from the 421

respondents are analyzed.

Table 4.12: Descriptive Results of HRMIS Operation

N Min. Max. Mean SD Skewness Kurtosis

The design is able to 421 1 5 341 701 227 131
achieve its  goals
through the application

of HRMIS.
HRMIS improves the 421 1 5 3.52 641 335 131
efficiency of

performing the day to
day activities in office.

HRMIS ensures an 421 1 5 3.50 650 .131 131
elimination of

duplicate roles in the

office

HRMIS operations 421 1 5 3.56 665 .126 131

ensure that employees

meet their work

targets.

AVERAGE MEAN 3.497

Source: Researcher, 2021

The findings presented in table 4.11 indicates respondents agreed that HRMIS operations
ensure that employees meet their work targets (Mean=3.56; SD=.665). They also agreed that
the system ensures that there is elimination of duplicate roles within the offices in the civil
service (Mean=3.50; SD=.650). The respondents indicated that HRMIS improves the

efficiency of the employees to handle their day to day activities (Mean=3.52; SD=.641).
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Findings however revealed that respondents were indifferent with the use of the system to

achieve the goals of the civil service in Kenya (Mean=3.41; SD=.701).

These findings concur with those of Akoyo and Muathe (2017) who stated that operations of
HRMIS system have a key ability to consistently develop and manage employees based on
the value an individual’s contribution on the job. As shown in table 4.11, most of the HRMIS
Operation items normal curve has skewness of between -1 and -0.5 and kurtosis <3, with
distribution being moderately skewed and platykurtic hence no perfect distribution was

observed. The normal curve of all the items is skewed to the left.

4.4.5 Descriptive Analysis of Employee Performance

The study dependent variable was employee performance in the civil service sector, Kenya.
Using a five-point likert scale, the research attempted to understand the level of agreement
between participants on different statements related to performance of employees in the civil

service sector of Kenya.
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Table 4.13: Descriptive Results of Employee Performance

N Min. Max. Mean SD Skewness  Kurtosis

HRMIS increases 421 1 5 3.51 701 175 -.235
competitive advantage

of the civil service.

HRMIS seeks to achieve 421 1 5 3.46 636 .269 -.170
alignment of HR

strategies  with  civil

service strategy to

enhance performance

The HRMIS system is 421 1 5 3.43 620 -.034 -.303
critical in doing career

reviews in the Civil

Service in Kenya geared

towards better
performance
Citizens are satisfied 421 1 5 3.44 592  .073 -.399

with  how the Civil

Service delivers in terms

of its performance.

HRMIS provides timely 421 1 5 3.42 604 .289 -.188
and quick access to

information for

decision-making in-

service delivery

The HRMIS system is 421 1 5 3.41 598 .098 -.320
user friendly in tracking

employee performance

The HRMIS system 421 1 5 3.44 634 142 -.190
provides quick and

timely employee

performance results

The HRMIS process has 421 1 5 351 701 175 -.235
enabled to identify and

nurture individual

talents and help to raise

their performance.

AVERAGE MEAN 3.45

Source: Researcher, 2021

According to the study, the use of HRMIS increased the competitive advantage of the civil
service of Kenya (Mean=3.51; SD=.701). Most of the respondents also agreed that adoption
of the system enabled the Civil service to align their HR strategies for performance

(Mean=3.46; SD=.636). Furthermore, respondents agreed that HRMIS promoted the nurturing
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of individual employee talent and helped to increase their performance (Mean=3.51; SD=.701).

On the other hand, respondents were indifferent with the role of HRMIS in career reviews
(Mean=3.43; SD=.620). Findings also revealed that citizens seeking services were neutral to
the quality of services offered in the public service (Mean= 3.44; SD=.592). respondents were
also indifferent to the timely nature of decisions making process using HRMIS system
(Mean=3.42; SD=.604). Furthermore, the system was inadequate in tracking employee
performance (Mean=3.41; SD=.598) as well as providing timely performance results

(Mean=3.44; SD=.634).

Table 4.12 shows most of the Employee Performance items normal curve has skewness of
between -1 and -0.5 and kurtosis <3, with distribution being moderately skewed and platykurtic
hence no perfect distribution was observed. The normal curve of all the items is skewed to the

left.

4.4.6 Descriptive Analysis of Top-level Management Support

The study's objective was to determine the moderating effect of top-level management support
on the connection between human resource information system and employee performance in
the civil service sector, Kenya. Using a five-point Likert scale, the research attempted to
understand the amount of agreement between respondents on different top-level management

support statements. Table 4.14 illustrates the findings.

110



Table 4.14: Descriptive statistics on Top level management support
N Min. Max. Mean SD Skewness  Kurtosis

Are staffs provided 421 1 5 3.44 .629 175 -.187
with instruments to

support them doing

their work

Does the 421 1 5 3.49 1.703 .103 535
management provide

needed support for

members

Is there coordination 421 1 5 3.50 .601 410 -.193
of effort by members

Is there deliberate 421 1 5 3.48 597 551 -.013
flow of knowledge

amongst the staff

is there sense of 421 1 5 4.50 577 .663 -.060
involvement

amongst the

employees in

decision making

Are contributions by 421 1 5 4.04 592 575 -.187
staff encouraged by

management

AVERAGE MEAN 3.74

Source: Researcher, 2021

Results as depicted in table 4.13 shows that employees of the civil service are encouraged to
offer their contribution (Mean=4.04; SD=.592). Furthermore, findings indicated that there
was a sense of employee involvement in the decision-making process (Mean=4.50; SD=.577).
As a result of this employees could develop a sense of ownership to their actions while at

work.

There was consensus that the directorate of human resource within the civil service of Kenya
provided the needed support for their members (Mean=3.49; SD=1.703). As a result,
respondents agreed that there was better coordination among members of staff across the
cadres (Mean=3.50; SD=.601). At the same time findings indicated that there was seamless
flow of knowledge among members of staff in the civil service of Kenya (Mean=3.48;
SD=.597). However, the findings indicated that management did not provide adequate tools
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or instruments of work (Mean=3.44; SD=.629) which could impede their operations.

The responses obtained in the study were between 1 and 5. Table 4.13 also showed that top
level management support items normal curve has skewness of between -1 and 0.5 and
kurtosis <3, with distribution being moderately skewed and platykurtic hence no perfect

distribution was observed.

4.5 Factor Analysis
The indicators factors were put via principal component factor analysis with varimax rotation

to confirm the framework underlying the indicators of variables.

4.5.1 Factor Analysis of HRMIS Planning

The number of variables having relationships to one another was reduced using principal
component factor analysis since these variables might not provide any more value to the
important issues or the study that followed. This method makes use of underlying factors that
exist and may be used to explain correlations between variables that have been observed

(Collins, 1992).

Table 4.15a KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .853

Bartlett's Test of Sphericity Approx. Chi-Square 1015.358
Df 10
Sig. .000

Source: Researcher, 2021

Kaiser-Meyer-Olkin Measure value was 0.853, surpassing the advised value of 0.6 (Kaiser
1970, 1974), and Bartlett's Test of Sphericity (Bartlett 1954) was significant with a p value
less than 5% (Bartlett's test=1015.358, p.05). These findings are shown in Table 4.14a. These

outcomes validated the feasibility of factor analysis.
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Table 4.15b Total VVariance Explained

Extraction Sums of Squared

Initial Eigenvalues Loadings
% of Cumulative % of Cumulative
Component Total Variance % Total Variance %

3.351 67.016 67.016 3.351 67.016 67.016
534 10.683 77.699
446 8.922 86.621
377 7.546 94.167
292 5.833 100.000

g B~ W N

Extraction Method: Principal Component Analysis.

Source: Researcher, 2021

The findings in table 4.14b revealed that HRMIS planning was explained by 67.02% of the

total variance.
A principal component factor analysis with varimax rotation was used to analyze the

difference between influence and non-influence scores for the five items that made up the
HRMIS Planning factor in human resource management. The results of the factor analysis
are displayed in Table 4.14c with the communalities of the 5 HRMIS Planning variables

preserved.

Table 4.15¢c Component Matrix

Component
1

The HRMIS aids in quick planning and timely dissemination of 703
information on recruitment of potential employees for the organization.
HRMIS has been an effective change agent for positive planning and 738
shaping the employees' attitudes towards the use of technology.
The HRMIS planning has increased employee commitment with the 707
organization by boosting their motivation and communication confidence
levels.
Through HRMIS planning, it is easy to appreciate every employee based 741
on the work they have done.
Compensation of employees has been made easy and quick through the 603

HRMIS planning
Source: Researcher, 2021
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Extraction communalities are estimations of the variation in each variable that the factors in
the solution may account for, with larger values indicating a variable that has a greater
influence on the choice of a component in the set. Since they show that each individual has a
considerable impact on the final factor detection structure, all variables over 0.4 are suitable

for inclusion in the correlation and regression models (Klien, 2005).

The most influential variable was through HRMIS planning, it is easy to appreciate every
employee based on the work they have done with a value of 0.741, followed by HRMIS has
been an effective change agent for positive planning and molding the employees' attitudes
towards the use of technology with a value of 0.738. The variable which contributed the least
was compensation of employees has been made easy and quick through the HRMIS planning

with a value of 0.603.

4.5.2 Factor Analysis of HRMIS Design

In order to limit the number of variables that have a strong correlation with one another and
may not further contribute to the importance of the research questions and the analysis that
follows, principal component factor analysis was used. This method makes advantage of
correlations between data variables and makes the assumption that there are underlying
explanations for these correlations or interrelationships (Chatfield and Collins 1992). Due to
high correlation and being too unrelated to support consistency in the study, the variables with

loadings under 0.4 and those with a correlation of over 0.8 were eliminated.

Table 4.16a KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 925
Bartlett's Test of Sphericity Approx. Chi-Square 2496.921
Df 45
Sig. .000

Source: Researcher, 2021
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Table 4.15a shows that Kaiser-Meyer-Olkin Measure value was 0.925 exceeding the
recommended value of 0.6 (Kaiser 1970, 1974) and Bartlett’s Test of Sphericity
(Bartlett 1954) was significant with p value less at 5% (Bartlett’s test=2496.921,

p<.05). These results confirmed that factor analysis can be conducted.

Table 4.16bTotal VVariance Explained of HRMIS Design
Extraction Sums of Squared

Initial Eigenvalues Loadings

% of Cumulative % of Cumulative
Component Total Variance % Total  Variance %
1 5.904 59.041 59.041 5.904 59.041 59.041
2 842 8.420 67.461
3 651 6.510 73.971
4 557 5.565 79.537
5 498 4.979 84.516
6 381 3.808 88.324
7 331 3.312 91.636
8 .306 3.058 94.694
9 274 2.744 97.438
10 .256 2.562 100.000

Source: Researcher, 2021

The findings in table 4.15b revealed that HRMIS design was explained by 59.041% of the
total variance
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Table 4.16¢ Rotated Component Matrix

Component
1

HRMIS design has made integration of different design parts easy and .829
efficient.
HRMIS design enhances user-friendly infrastructure for working and career .800
development process.
HRMIS through data integration improves use of data to plan and administer 797
all types of training interventions
With HRMIS systems, it is easy to identify roles and goals to achieve. .788
HRMIS design increases efficiency of operation in different departments in 770
the design through the availability of ready data, which leads to an enhanced
performance in the Department.
Overall, HRMIS design is effective with the generated information in .768
benefiting employees and improve the strategic decision making.
It is easy to send and receive feedback using HRMIS 754

HRMIS design enhances effectiveness of generation of data on employee’s 732
training needs
Through HRMIS design, it is easy to access and use design data for the 728
purposes of training employees and improving services.
HRMIS has improved the ability to coordinate different functions in the .709
organization.

Source: Researcher, 2021

Using principal component factor analysis with varimax rotation, the factor of
HRMIS design and selection technique based on 10 items and their difference
between influence and non-influence scores were evaluated. The results of the factor

analysis of the 10 design variables for the HRMIS are displayed in Table 4.15c.

Estimates of the variation in each variable that the factors in the factor solution
contribute to are known as extraction communalities. The more significant the value,
the more weight the variable has in determining the factor. Small values indicate
variables that may not be included in the analysis since they do not match the factor
solution well. All the variables that received a score of more than 0.4, indicating that

they affected and contributed to the final factor detection framework, were kept.

The most influential variable was, HRMIS through data integration improves use of
data to plan and administer all types of training interventions, 0.797, followed by
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HRMIS systems, it is easy to identify roles and goals to achieve with a value of 0.788,
HRMIS design increases efficiency of operation in different departments in the
design through the availability of ready data, which leads to an enhanced performance
in the Department with a value of 0.770, overall, HRMIS is effective with the
generated information in benefiting employees and improve the strategic decision
making with a value of 0.768 , it is easy to send and receive feedback using HRMIS
with a value of 0.754,HRMIS design enhances effectiveness of generation of data on
employee's training needs with a value of 0.732, Through HRMIS, it is easy to access
and use design data for the purposes of training employees and improving services
with a value of 0.728 and HRMIS has improved the ability to coordinate different
functions in the design with a value of 0.709. Variables which were extreme were;
HRMIS has made integration of different design parts easy and efficient with a value
of 0.829 and HRMIS design enhances user-friendly infrastructure for working and

career development process with a value of 0.800.

To distinguish between the components clearly, the result of principal component
analysis was rotated using the varimax approach. Given that each of the 10 general
questions from the HRMIS design variable had a factor loading of greater than 0.4,
it was determined that they all had an impact on the performance of workers in the
public service. For each corresponding factor above 0.4, Table 4.15c lists the
variables and the corresponding factor loading value. The correlation coefficient is
used to measure factor loading, which reveals the relationship between the variable
or item being measured and the extracted factors. Generally speaking, factor loading
greater than or equal to 0.3 is considered moderate, while factor loading greater than

or equal to 0.6 is considered high.
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4.5.3 Factor Analysis of HRMIS Integration

A principal component factor analysis with varimax rotation was used to examine the
factor analysis of the HRMIS Integration process, which is based on nine factors and

the difference between influence and non-influence scores.

Table 4.17a KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 921

Bartlett's Test of Sphericity Approx. Chi-Square 2466.190
Df 36
Sig. .000

Source: Researcher, 2021

Table 4.16a shows that Kaiser-Meyer-Olkin Measure value was 0.921 exceeding the
recommended value of 0.6 (Kaiser 1970, 1974) and Bartlett’s Test of Sphericity
(Bartlett 1954) was significant with p value less at 5% (Bartlett's test=2466.190,

p<.05). These results confirmed that factor analysis can be conducted.

Table 4.17b, Total Variance Explained
Initial Eigenvalues Extraction Sums of Squared Loadings

Component Total % of Varianct Cumulative % Total % of Variance Cumulative %

1 5.689 63.209 63.209 5.689 63.209 63.209
2 730 8.112 71.321
3 .607 6.744 78.065
4 483 5.363 83.429
5 390 4.329 87.758
6 342 3.803 91.560
7 304 3.374 94.934
8 236 2.627 97.561
9 220 2.439 100.000

Source: Researcher, 2021
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The findings in table 4.16 b revealed that HRMIS Integration was explained by 63.21% of

the total variance.

Table 4.17c Component Matrix

Component
1

Through electronic record keeping of employees and product profiles and .850
other data, there are minimal errors in the process of decision making
Management has become more efficient with the integration of HRMIS. .825
The integration of HRMIS in the selection process assures cost reduction in .823
HR functions.
The HRMIS integration makes employees more creative and innovative. .799
The HRMIS integration has helped in reducing the time and effort spent in .798
preparing and recruiting new employees.
The integration of HRMIS in organizational processes ensures compliance .793
with policy and organizational procedures.
HRMIS integration ensures minimal wastage of time in sorting data. 172
Challenges like corruption among the organizational staff have been .768
overcome by effective use of HRMIS integration.
HRMIS integration has made it easy for managers to track the performance of 719

the design and in making decisions.

Source: Researcher, 2021

Estimates of the variation in each variable that the factors in the factor solution contribute to

are known as extraction communalities. The more significant the value, the more weight the

variable has in determining the factor. Small values indicate variables that may not be

included in the analysis since they do not match the factor solution well. The factors that

scored higher than 0.4, indicating that they contributed to and had an impact on the final

factor detection structure, were kept.

The most influential variable was The HRMIS integration makes employees more creative

and innovative with a value of 0.799, followed by the integration of The HRMIS technology

has helped in reducing the time and effort spent in preparing and recruiting new employees

with a value of 0.798. Other variables contributing much to structures are; The integration
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of HRMIS in organizational processes ensures compliance with policy and organizational
procedures with a value of 0.793, HRMIS integration ensures minimal wastage of time in
sorting data with a value of 0.772, challenges like corruption among the organizational staff
have been overcome by the HRMIS integration with a value of 0.768, and HRMIS integration
has made it easy for managers to track the performance of the organization and in making
decisions with a value of 0.719. Variables dropped were; Through electronic record keeping
of employees and product profiles and other data, there are minimal errors in the process of
decision making with a value of 0.850, followed by Management has become more efficient
with the use of HRMIS with a value of 0.825 and the use of HRMIS in the selection process

assures cost reduction in HR functions with a value of 0.823.

4.5.4 Factor Analysis of HRMIS Operation

In order to reduce the number of variables that have a strong correlation with one
another and are assumed to be irrelevant to the research question and the analysis
process, principal component factor analysis was used. This method makes advantage
of correlations between data variables and makes the assumption that there are
underlying explanations for these correlations or interrelationships (Chatfield and

Collins 1992).

Table 4.18a KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .828

Bartlett's Test of Sphericity Approx. Chi-Square 775.501
Df 6
Sig. .000

Source: Researcher, 2021
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Table 4.17a shows that Kaiser-Meyer-Olkin Measure value was 0.828 exceeding the
recommended value of 0.6 (Kaiser 1970, 1974) and Bartlett’s Test of Sphericity (Bartlett
1954) was significant with p value less at 5% (Bartlett's test=775.501, p<.05). These results

confirmed that factor analysis can be conducted.

Table 4.18b Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 2.850 71.255 71.255 2.850 71.255 71.255
2 445 11.130 82.385
3 383 9.574 91.959
4 322 8.041 100.000

Extraction Method: Principal Component Analysis.
Source: Researcher, 2021

The findings in table 4.17b revealed that HRMIS Operations was explained by 71.21% of
the total variance

Table 4.18c Component Matrix

Component
HRMIS improves the efficiency of performing the day to day activities in .7%33
%?(;If)er.ganization is able to achieve its goals through the application of HRMIS. 757
HRMIS ensures an elimination of duplicate roles in the office 744
HRMIS operations ensure that employees meet their work targets. 712

Source: Researcher, 2021

Using a principal component factor analysis with varimax rotation, the factor of HRMIS
Operations based on four items and the difference between influence and non-influence scores
were examined. Table 4.17c displays the SPSS factor analysis output with the communalities

of the four HRMIS operations retained because they were above 0.4 and below 0.8.
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The most influential variable was HRMIS improves the efficiency of performing the day to
day activities in office with a value of 0.763, followed by the organization is able to achieve
its goals through the application of HRMIS with a value of 0.757. Variables which contributed
least were that of outsourcing HRMIS services will improve the HR services a value of 0.354
followed by the organization being able to achieve its goals through the application of HRMIS
with a value of 0.485. Generally speaking, factor loading greater than or equal to 0.4 is
considered moderate, while factor loading greater than or equal to 0.6 is considered high.
Since the communalities ranged from 0.4 to 0.6, the factor loading for this variable was

moderate.

4.5.5 Factor Analysis of Top-level management support

In order to reduce the number of variables that have a strong correlation with one another and
are assumed to be irrelevant to the research question and the analysis process, principal
component factor analysis was used. This method makes use of correlations between data
variables and makes the assumption that there are underlying explanations for these

correlations or interrelationships.

Table 4.19a: KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 630
Approx. Chi-Square 623.509
Bartlett's Test of Sphericity Df 15
Sig. 000

Source: Researcher, 2021

Table 4.19a indicates that Kaiser-Meyer-Olkin Measure value was 0.630 exceeding the
recommended value of 0.6 (Kaiser 1970, 1974) and Bartlett’s Test of Sphericity (Bartlett
1954) was significant with p value less at 5 % (Bartlett’s test=623.509, p<.05). These results

confirmed that factor analysis can be conducted on top level management support.

122



Table 4.19b: Total VVariance Explained

Compone Initial Eigenvalues Extraction Sums of Rotation Sums of
nt Squared Loadings Squared Loadings
Tota %of Cumulati Tota %of Cumulati Tota % of Cumulati
|  Varianc ve% I Varianc ve% I Varianc ve%
e e e
2.50 41.706 41.706 2.50 41.706 41.706 1.98 33.158 33.158
1 2 2 9
’ 1.20 20.106 61.812 1.20 20.106 61.812 1.71 28.654 61.812
6 6 9
3 .864 14.399 76.210
4 652 10.866 87.077
5 523 8.721 95.797
6 252 4.203 100.000

Extraction Method: Principal Component Analysis.
Source: Researcher, 2021

The findings in table 4.18b revealed that top level management support was explained by

61.8% of the total variance.

Using extraction measure, large values were an indication of well represented values in the

common space while low values indicated variables with inadequate representation. Terms

of its performance was the least represented, hence, the least influential variable with

minimal contribution in the model.

Table 4.19c: Rotated Component Matrix?

Component
1 2

Is there coordination of effort by members 789 262
Are contributions by staff encouraged by 75 -.231
management
Avre staffs provided with instruments to support 152 .393
them doing their work?

Does the management provide needed support 417 .353
for members

Is there sense of involvement amongst the .052 .840
employees in decision making

Is there deliberate flow of knowledge amongst 154 .783

the staff

Source: Researcher, 2021
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As Table 4.18c indicates, six variables were tested. “sense of involvement amongst the
employees in decision making” with an extraction value of 0.840 was well represented making
it the most influential. “Coordination of effort by members with an extraction value of 0.789.
The statement ‘contributions by staff being encouraged by management’ had an extraction
value of 0.775. Staffs provided with instruments to support them doing their work had an

extraction of 0.752.

4.5.6 Factor Analysis of Employee Performance
Factor analysis was used to determine the proportion of each variable’s variance that can be

explained by the retained factors.

Table 4.20a KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 913

Bartlett's Test of Sphericity Approx. Chi-Square 1996.610
Df 28
Sig. .000

Source: Researcher, 2021

Table 4.20a shows that Kaiser-Meyer-Olkin Measure value was 0.913 exceeding the
recommended value of 0.6 (Kaiser 1970, 1974) and Bartlett’s Test of Sphericity (Bartlett
1954) was significant with p value less at 5 % (Bartlett’s test=1996.610, p<.05). These results

confirmed that factor analysis can be conducted.
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Table 4.20b Total VVariance Explained

Extraction Sums of Squared

Initial Eigenvalues Loadings
% of Cumulative
Component Total  Variance % Total % of Variance Cumulative %
1 4.967 62.084 62.084 4.967 62.084 62.084
2 .807 10.085 72.169
3 .560 6.999 79.168
4 493 6.165 85.333
5 .348 4.352 89.685
6 .338 4.220 93.905
7 253 3.157 97.062
8 235 2.938 100.000

Extraction Method: Principal Component Analysis.
Source: Researcher, 2021

The findings in table 4.19b revealed that employee performance was explained by 62.08%
of the total variance.

Using extraction measure, large values were an indication of well represented values in the
common space while low values indicated variables with inadequate representation. Terms of
its performance” was the least represented, hence, the least influential variable with minimal

contribution in the model.

125



Table 4.20c Component Matrix

Component
1

HRMIS increases competitive advantage of the civil service. 613
The HRMIS system is critical in doing career reviews in the Civil 748
Service in Kenya geared towards better performance
The HRMIS system provides quick and timely employee performance 127
results
Citizens are satisfied with how the Civil Service delivers in terms of its .738
performance.
HRMIS provides timely and quick access to information for decision- 614
making in-service delivery
HRMIS seeks to achieve alignment of HR strategies with civil service 597
strategy to enhance performance
The HRMIS system is user friendly in tracking employee performance 595
The HRMIS process has enabled to identify and nurture individual 524

talents and help to raise their performance.
Extraction Method: Principal Component Analysis.
a. 1 components extracted.

Source: Researcher, 2021

As Table 4.19c above indicates, a total of eight variables were tested. “The HRMIS system is
critical in doing career reviews in the Civil Service in Kenya geared towards better
performance” with an extraction value of 0.748 was well represented making it the most
influential. “Citizens are satisfied with how the Civil Service delivers in terms of its

performance with an extraction value of 0.738.

4.6 Correlation Analysis

To find the association between the independent variables, HRMIS Design, HRMIS
Integration, HRMIS Operations, and HRMIS Planning, and the dependent variable, employee
performance in the public service, a multiple correlation analysis was carried out. The Pearson
product moment correlation coefficient (r) was utilized to find a correlation between the

research variables of interest. The correlation coefficient shows the strength and direction of
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the relationship between the variables under study. Table 4.20 lists the variables that were

significant at the p 0.01 threshold of correlation significance.

Table 4.21: Correlations Table

HRMIS HRMIS HRMIS HRMIS Employee
design Integration operation planning Performance

HRMIS design Pearson

Correlation
Sig. (2-tailed)
N 421
HRMIS Integration Pearson 645"
Correlation :
Sig. (2-tailed) .000
N 421 421
HRMIS operation ~ Pearson o ox
Correlation 470 194
Sig. (2-tailed) .000 .000
N 421 421 421
HRMIS planning ~ Pearson . - o
Correlation 630 685 512
Sig. (2-tailed) 000 .000 .000
N 421 421 421 421
Employee Pearson 678** - - -
; . 726 .566 755
Performance C_orrelatl(?n
Sig. (2-tailed) 000 .000 .000 .000
N 421 421 421 421 421

**_ Correlation is significant at the 0.01 level (2-tailed).
Source: Researcher, 2021

A Pearson correlation test was preferred as the variables were transformed from categorical
to continuous data using natural logarithms. As such, they were linear and following a normal
distribution, thus satisfying the conditions for a parametric correlation test. The study
established that there was a strong, positive and statistically significant correlation between
HRMIS design and employee performance (r = 0.678, p < 0.01). This, implied that an
increase in HRMIS design would lead to an increase in the performance of employee in the

civil service, Kenya. The study also revealed a strong, positive and significant relationship
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between HRMIS integration and employee performance (r = 0.726, p < 0.01). Hence an
increase in HRMIS integration improves employee’s performance. The findings further
showed that there was a strong, positive and significant relationship between HRMIS
operations and employees’ performance (r = 0.566, p < 0.01). There was also a strong,
positive and significant relationship between HRMIS planning and employee performance (r
=.755, p<.01). The results in table 4.20 imply that HRMIS practices are all positively related

to employee performance.

4.7 Tests of Assumptions

A variety of diagnostic tests are carried out during regression analysis to assess the model
based on presumptions. Tests for normality, multicollinearity, heteroscedasticity, and
autocorrelation were performed as diagnostic procedures for this study. To make sure that the

results were accurate, these tests were carried out.

4.7.1 Normality Test

For regression analysis to be conducted, the data must meet several assumptions. The
dependent variable should be continuous or measured in interval or ratio. In this case, the
dependent variable, employee performance in the civil service was categorical measured in a
Likert Scale (ordinal). However, to meet this assumption, it was truncated to its natural
logarithm(Lnxwhere x is the dependent variable), transforming the dependent variable

to a continuous scale. As such, the first assumption was satisfied.
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: EmployeePerformance
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Figure 4.1: Normal p-p plot of regression standardized residual
Source: Researcher, 2021

4.7.2 Multicollinearity Test

The second assumption is that of multicollinearity measured using VIF statistic. If the VIF
statistic is between 1 and 10, then the multicollinearity assumption has been met. Table 4.21
shows the multicollinearity test result. It is evident that the dependent and the independent
variables had a VIF value of less than 10, and a tolerance > 0.1, which is an indication that

the multicollinearity assumption was met.

Table 4.22: Multicollinearity Test Results

Tolerance VIF
HRMIS Design .360 2.775
HRMIS Integration .288 3.468
HRMIS Operations .328 3.041
HRMIS Planning 404 2.476

Source: Researcher, 2021
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4.7.3 Heteroscedasticity Test

The third assumption is that of homoscedasticity that requires variances to remain similar
along the distribution. The P-P plot in the figure below shows values without an even pattern.
The points are evenly scattered below and above the line of best fit along the x-axis implying
that the variances follow a similar pattern along the normal distribution, thus, satisfying the

homoscedasticity assumption.
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Figure 4.2: Scatter Plot of Dependent Variable Residuals
Source: Researcher, 2021

Second, regression, especially multiple regression, requires the presence of two or more
independent variables. The independent variables can either be continuous or categorical. The
present study satisfies this condition as it has four independent variables; HRIMS Design,

HRMIS Integration, HRMIS Operations, and HRMIS Planning.
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4.7.4 Independent Observations

The fourth assumption is that of independent observations, which was checked using the
Durbin Watson statistic. Independent observation means that the dependent and independent
variables should not be auto correlated. If the Durbin Watson statistic falls between 1.5 and
2.5, the independence of observation assumptions has been met. For this study, the Durbin

Watson statistic was 2.051, implying that the data was not auto correlated.

Table 4.23: Durbin Watson Qutput

Model Durbin-Watson
1 2.051

Source: Researcher, 2021

4. 8 Regression Analysis

Regression analysis was used to investigate an independent variable's capacity to predict the
outcome of the dependent variable. In order to establish a statistically predicted link between
two or more variables, regression analysis is crucial. It explains the relationship between the
dependent and independent factors and makes predictions about the result based on the
independent variables. We may determine how much of the variance in the dependent variable
is explained by the independent variable using the regression coefficient. In order to ascertain
if the independent variable can be trusted to explain the dependent variable, regression

analysis is used.

4.8.1 Simple Linear Regression Analysis

To achieve research objectives, simple linear regression was employed.

4.8.1.1 HRMIS Planning at the Civil Service
The research attempted to determine the effect of HRMIS planning on employee performance

at the civil service of Kenya. The hypothesis stated that;
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Ho1: HRMIS planning has no statistically significant effect on employee performance
at the civil service of Kenya. The following model was used.

Y =Bo + p1X1 +e

Table 4.24a: Model Summary on HRMIS Planning

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 .755 570 .569 44714
Source: Researcher, 2021

The findings in table 4.24a show the results of simple linear regression model summary of
employee performance on HRMIS planning. In this model, R?value was 0.570 which implied
that 57% of employee performance is determined by HRMIS planning. Hence, an increase in
the use of HRMIS planning will lead to an increased performance of the employees in the

civil service sector, Kenya.

Analysis of Variance was used to determine simple linear regression model fitness in
modeling the collected data as compared to use of the mean. The results were presented in

Table 4.24b.

Table 4.24b: ANOVA Table on HRMIS Planning

Sum of Mean
Model Squares df Square F Sig.
1 Regression  111.178 1 111.178 556.086  .000"
Residual 83.771 419 .200
Total 194.949 420

Source: Researcher, 2021

Goodness of fit test results revealed F = 556.086 and is significant, p = 0.000 < 0.05 and, the
model was fit to predict employee performance. The data relating to HRMIS planning was

therefore appropriate to use for regression analysis. Hence, the null hypothesis which stated
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that Ho1: HRMIS planning has no statistically significant effect on employee performance at

the civil service of Kenya was rejected

Table 4.24c: Coefficient on HRMIS Planning
Standardize

Unstandardized d
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 922 138 6.680 .000
HRM.IS 770 .033 .755 23.581 .000
planning

Source: Researcher, 2021

The study findings revealed that HRMIS planning had f= 0.755; p=0.000<0.05), implying
that a unit increase in HRMIS planning had a significant effect of 0.755 units in employee
performance in the civil service sector, Kenya. The study results further indicated the effect
of HRMIS planning was stated by the t-test value = 23.581 which implied that the standard

error associated with the parameter was less than the effect of the parameter.

The simple linear regression model equation was developed as shown in equation 4.4;

Y=0.922 + 0.770X1

The findings also concurred with that of Eketu and Edeh (2017) which concluded that human
resource planning measured in terms of competence, age and culture enhances organizational
sustainability. Their findings further recommended that human resource professionals should
consider the competence of each applicant very seriously for organization to be sustainable.
Similar to this, Khera and Gulati (2012) state that succession planning, applicant monitoring
in recruitment and selection, and manpower planning were the areas where HRMIS was most
effective for strategic activities of the human resource management. Additionally, Mbiu and
Nzulwa (2018) said that there is a substantial positive association between the performance

of the Council of Governors in Kenya and the following factors: recruitment and deployment,
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training and development, talent retention, succession planning, etc.

4.8.1.2 HRMIS Design at the Civil Service
Objective two of the study sought to evaluate the effect of HRMIS design on employee
performance at the civil service of Kenya. The hypothesis stated,;
Ho2: HRMIS design has no statistically significant effect on employee performance
at the civil service of Kenya. The following model was used.

Y =Bo + p2X2 +¢

Table 4.25a: Model Summary of Employee Performance on HRMIS Design

Std. Error of the
Model R R Square  Adjusted R Square Estimate

1 678 459 458 .50158

Source: Researcher, 2021

The findings in table 4.24a show the results of simple linear regression model summary of
employee performance on HRMIS design. In this model, R?value was 0.459 which can be
interpreted as 45.9% of employee performance is determined by HRMIS design. This implies
that an increase in the use of HRMIS design will lead to an increased performance of the

employees in the civil service.

Analysis of Variance was used to determine simple linear regression model fitness in
modeling the collected data as compared to use of the mean. The results were presented in

Table 4.25b.

Table 4.25b: Goodness of fit Test Results

Sum of
Model Squares df Mean Square F Sig.
1 Regression 89.534 1 89.534 355.877 .000
Residual 105.415 419 252
Total 194.949 420

Source: Researcher, 2021
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Goodness of fit test results revealed F =355.877 and is significant, p = 0.000< 0.05 and
therefore shows that the model was fit to predict employee performance. Hence the null
hypothesis which stated that: Ho2: HRMIS design has no statistically significant effect on

employee performance at the civil service of Kenya was rejected.

The study sought to evaluate the effect of HRMIS design on employee performance

at the civil service of Kenya.

Table 4.25c: Coefficient of Employee Performance on HRMIS Design
Standardize

Unstandardized d
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.401 147 9.536 .000
HRMIS design g5y 035 678 18.865  .000

Source: Researcher, 2021

The study findings revealed that HRMIS design had = 0.678; p=0.000<0.05, implying that
a unit increase in HRMIS design effected a significant change of 0.678 units change in
employee performance in the civil service sector, Kenya. The study results further indicated
the effect of HRMIS design was stated by the t-test value = 18.865 which implied that the
standard error associated with the parameter was less than the effect of the parameter.

The simple linear regression model equation was developed as shown in equation 4.2;

Y=1.401+ 0.654X2

According to the study, Kumar and Parumasur (2013) came to the conclusion that the design
of HRMIS has the ability to improve operational performance and the execution of the HR
and business strategy, hence assuring organizational effectiveness. The results concur with
those of Kemei, 2016, who found that the HRMIS system had provided them with important
information that had enhanced their performance by enhancing their capacity to distribute
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information. He said that a company using HRMIS benefits from increased data consistency
and integrity as a result of the elimination of unnecessary data entry, which boosts

productivity. HRMIS gives an organization room for data and information availability.

4.8.1.3 HRMIS Integration at the Civil Service

The third objective of the study sought to determine the influence of HRMIS integration on
employee performance at the civil service of Kenya. The hypothesis stated;

Hos: HRMIS integration has no statistically significant influence on employee
performance at the civil service of Kenya. The following model was used.

Y =Bo + p3Xs +¢

Table 4.26a: Model Summary on HRMIS Integration

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 126 527 526 46924

Source: Researcher, 2021

The findings in table 4.23a show the results of simple linear regression model
summary of employee performance on HRMIS integration. In this model, R?value
was 0.527 which can be interpreted as 52.7% of employee performance is determined
by HRMIS Integration. This implies that an increase in the use of HRMIS Integration

will lead to an increased performance of the employees in the civil service.

Analysis of Variance was used to determine simple linear regression model fitness in
modeling the collected data as compared to use of the mean. The results were

presented in Table 4.26b.
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Table 4.26b: ANOVA Table on HRMIS Integration

Sum of Mean
Model Squares df Square F Sig.
1 Regression  102.692 1 102.692  466.394 .000
Residual 92.257 419 220
Total 194.949 420

Source: Researcher, 2021

Goodness of fit test results revealed F = 466.394 and is significant, p = 0.000 < 0.05 and
therefore, the model was fit to predict employee performance. The data relating to HRMIS
integration was therefore appropriate to use for regression analysis. The null hypothesis stated
that: Hos: HRMIS integration has no statistically significant influence on employee
performance at the civil service sector, Kenya implying that the null hypothesis was rejected
and therefore HRMIS integration had a statistically significant influence on employee

performance at the civil service sector, Kenya.

The study also sought to determine the influence of HRMIS integration on employee

performance at the civil service of Kenya.

Table 4.26¢: Coefficient Table on HRMIS Integration
Standardize

Unstandardized d
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.350 131 10.315 .000
HRMIS
) 671 .031 726 21.596 .000
Integration

Source: Researcher, 2021

The study findings in table 4.23c revealed that HRMIS integration had p= 0.726;
p=0.000<0.05), implying that a unit increase in HRMIS integration influenced a significant

change of 0.726 units in employee performance in the civil service sector, Kenya. The study
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results further indicated the effect of HRMIS integration was stated by the t-test value =
21.596 which implied that the standard error associated with the parameter was less than the
effect of the parameter.

The simple linear regression model equation was developed as shown in equation 4.2;

Y=1.350+ 0.671X2

These results were in line with those of Bhatia (2016), who said that the HRMIS system
incorporates far more complicated processes including single point of data input, performance
management, benefits management, reporting, workforce analysis, and scheduling. Similar to
this, Kemei (2016) came to the conclusion that lessening HRMIS mistakes enhances
employee performance by improving service quality. His research also revealed that
employees performed better because they were always aware of the duties and responsibilities

that were allocated to them.

4.8.1.4 HRMIS Operation at the Civil Service

The fourth objective of the study was to examine the effect of HRMIS operation on employee
performance at the civil service of Kenya. The hypothesis stated,;

Hos: HRMIS operation has no statistically significant effect on employee

performance at the civil service of Kenya. The following model was used.

Y = po + BaXs +e

Table 4.27a: Model Summary on HRMIS Operation

Std. Error of the
Model R R Square  Adjusted R Square Estimate

1 566 320 319 56228
Source: Researcher, 2021
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The results of a simple linear regression model summary of employee performance on
HRMIS operation are shown in table 4.27a. According to this model's R2value of 0.320,
HRMIS Operation is responsible for 32% of employee performance. Therefore, increased
use of HRMIS Operation will result in improved performance from Kenya's civil service

employees.

Analysis of Variance was used to compare the effectiveness of using the mean versus a simple
linear regression model for modeling the collected data. The findings are shown in Table

4.27b.

Table 4.27b: ANOVA Table on HRMIS Operation

Sum of
Model Squares df Mean Square F Sig.
1 Regression 62.476 1 62.476 197.606 .000"
Residual 132.473 419 316
Total 194,949 420

Source: Researcher, 2021

Goodness of fit test results revealed F = 197.606 and is significant, p = 0.000 < 0.05 and
therefore, the model was fit to predict employee performance. The data relating to HRMIS
operation was therefore appropriate to use for regression analysis. The null hypothesis stated
that: Hosa: HRMIS operation has no statistically significant effect on employee performance
at the civil service sector, Kenya was rejected and therefore HRMIS operation had a

statistically significant effect on employee performance at the civil service of Kenya

Table 4.27c: Coefficient Table on HRMIS Operation

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.626 111 23.712 .000
HRM I.S .357 .025 .566 14.057 .000
operation

Source: Researcher, 2021
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The study results in table 4.24c revealed that HRMIS operation had 3 = 0.566; p=0.000<0.05),
implying that a unit increase in HRMIS operation had a significant effect of 0.566 units in
employee performance in the civil service sector, Kenya. The study results further indicated
the effect of HRMIS operation was stated by the t-test value = 14.057 which implied that the

standard error associated with the parameter was less than the effect of the parameter.

The simple linear regression model equation was developed as shown in equation 4.3;

Y=2.626+ 0.357X4

The results are also consistent with those of Akoyo and Muathe (2017), who came to the
conclusion that the Operation factor of HRMIS allows employees to access the portal to
request time off, that a manager's portal enables management to view and approve workflows,
that it allows management to continuously track employee performance through goals and
evaluation, and that it eliminates duplication of effort through the integration of these
functions. According to Kemei (2016), HRMIS operations improved planning by reducing
repetitive work and by controlling each employee's contribution to allow for in-depth
performance tracking. These claims are in line with the findings.

4.8.2 Human Resource Information System and Employee Performance

To determine the relationship between employee performance and the human resource
information system, multiple linear regression analysis was used. Table 4.25a, b, and ¢ contain

the regression model's model summary.
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Table 4.28a: Model summary for Human Resource Information System and
Employee Performance

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 .824° .680 677 38747

Source: Researcher, 2021

The findings in table 4.25a show the results of multiple linear regression model summary of
employee performance on HRMIS operation in this model, R?value was 0.680 which implies
that 68 % of employee performance is determined by human resource information system.
Therefore, if civil service sector in Kenya government use human resource information

system, it will lead to an increased performance of the employees by 68%.

Analysis of Variance was used to determine simple linear regression model fitness in
modeling the collected data as compared to use of the mean. The results were presented in

Table 4.25b.

Table 4.28b: ANOVA for Human Resource Information System and
Employee Performance

Sum of Mean
Model Squares df Square F Sig.
1 Regression 132.494 4 33.124 220.631 .000°
Residual 62.454 416 150
Total 194.949 420

Source: Researcher, 2021

Goodness of fit test results revealed F = 220.631 and is significant, p = 0.000 < 0.05 and
therefore, the model was fit to predict employee performance. The data relating to human

resource information system was therefore appropriate to use for regression analysis.
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Table 4.28c: Coefficients for Human Resource Information System and
Employee Performance

Standardize

Unstandardized d
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .343 131 2.623 .009
HRMIS
Design 222 .037 .230 5.960 .000
HRMIS
Integration 251 .053 271 4,762 .000
HRMIS
Operation .022 .029 .034 751 453
HRMIS
Planning 414 .041 407 10.035 .000

Source: Researcher, 2021

The study findings for table 4.25c revealed that HRMIS design had (f=0.230; p=0.000<0.05),
HRMIS integration had (B= 0.271; p=0.000<0.05), HRMIS operations had (= 0.34; p=0.453
<0.05) and HRMIS planning had (B = 0.407; p=0.000<0.05), implying that a unit increase in
human resource information system had a significant effect of 0.230, 0.271, 0.34 and 407

units in employee performance in the civil service sector, Kenya.

4.9 HRMIS, Top level management support and Employee Performance
The general objective of the study was designed to establish the effect of human resource

information system on employee performance at the civil service of Kenya. A focus on the
moderating role of top-level management support. The literature review and theoretical
reasoning led to the belief that top-level management support has a moderating effect on the
relationship between human resource information systems on employee performance at the
civil service of Kenya. This resulted in four sub hypotheses under hypothesis. Hence, the

following four sub hypotheses were tested:
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Hosa: Top level management support has no statistically significant moderating effect on the
relationship between HRMIS planning on employee performance at the civil service of
Kenya.

Hosb: Top level management support has no statistically significant moderating effect on the
relationship between HRMIS design on employee performance at the civil service of Kenya.
Hosc: Top level management support has no statistically significant moderating effect on the
relationship between HRMIS integration on employee performance at the civil service of
Kenya.

Hosd: Top level management support has no statistically significant moderating effect on the

relationship between HRMIS operation on employee performance at the civil service of

Kenya.

4.9.1 Top level management support, HRMIS planning and Employee Performance
Sub hypothesis one examined the moderating role of top level management support on the
relationship between HRMIS planning on employee performance at the civil service of
Kenya. Simple linear regression was used to present the findings in table 4.29 a, b, and c.

Table 4.29a: Model Summary for Top level management support, HRMIS
planning and Employee Performance

Change Statistics

Std. Error R
R Adjusted ofthe Square F Sig. F
Model R Square RSquare Estimate Change Change dfl df2 Change
1 .755% 570 569 44714 570 556.086 1 419 .000
2 886" 785 784 .31680 215 416.684 1 418 .000

Source: Researcher, 2021

The results in table 4.26a shows a change of R squared to be (R?A=.215) implying that top
level management support moderated the relationship between HRMIS planning and

employee performance by 21.5%. The ANOVA results were generated in table 4.29 b
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Table 4.29b: ANOVA for Top level management support, HRMIS planning and
Employee Performance

Model Sum of Squares df Mean Square F Sig.

1 Regression 111.178 1 111.178 556.086  .000"
Residual 83.771 419 .200
Total 194.949 420

2 Regression 152997 2 76.499 764.228  .000°
Residual 41.951 418 .100
Total 194.949 420

Source: Researcher, 2021

Hosd predicted that top level management support has no statistical significance moderating
effect on the relationship between HRMIS planning on employee performance at the civil
service of Kenya. The ANOVA findings showed a significant moderating effect of top level
management support on the relationship between HRMIS planning and employee
performance (F = 764.228, p< .05). Hence, the null hypothesisHosa; was rejected.

Table 4.29c: Coefficients for Top level management support, HRMIS planning and
Employee Performance

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 922 .138 6.680 .000
HRMIS planning 770 .033 .755 23.581 .000
2 (Constant) 2.275 118 19.262 .000
HRMIS planning -.073 .047 -072 -1542 .124
XiM 124 .006 948 20.413 .000

Source: Researcher, 2021

The model in table 4.26¢ shows that an increase of HRMIS planning moderated by top level
management support enhanced performance of the employees by 948 units. Based on the

above results the study derived the following simple linear regression model as shown

Y=2.275+0.124X:M+¢
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4.9.2 Top level management support, HRMIS design and Employee Performance
The second sub objective evaluated the effect of top level management support on the

relationship between HRMIS design on employee performance at the civil service of Kenya.
The hypothesis stated;

Hosb: Top level management support has no statistically significant moderating effect on the
relationship between HRMIS design on employee performance at the civil service of Kenya.
Assimple linear regression was used

Y = B0+ B2X2M A €. e v(a)

The findings were presented in table 4.30 a, b, and c.

Table 4.230a: Model Summary for Top level management support, HRMIS
Design and Employee Performance

Change Statistics
Std. Error R
R Adjusted of the Square F Sig. F
Model R Square RSquare Estimate Change Change dfl df2 Change
1 678% 459 458 50158 459 355.877 1 419 .000
2 705° 497 495 48437 .038 31316 1 418 .000

Source: Researcher, 2021

The results in table 4.27a shows a change of R squared to be (R?A=.038) implying that top
level management support moderated the relationship between HRMIS design and employee

performance by 3.8%.

The ANOVA results were generated in table 4.30b.
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Table 4.30b: ANOVA for Top level management support, HRMIS Design and

Employee Performance

Model Sum of Squares  df  Mean Square F Sig.
1 Regression 89.534 1 89.534 355.877 .000°
Residual 105.415 419 .252
Total 194.949 420
2 Regression 96.881 2 48.441 206.471  .000°
Residual 98.068 418 235
Total 194.949 420

Source: Researcher, 2021

Hosa predicted that top level management support has no statistically significant moderating

effect on the relationship between HRMIS design on employee performance at the civil

service of Kenya. The ANOVA findings showed a significant moderating effect of top level

management support on the relationship between HRMIS design and employee performance

(F =206.471, p< .05). Hence, the null hypothesisHosb; was rejected

Table 4.30c: Coefficients for Top level management support, HRMIS Design

and Employee Performance

Unstandardized

Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.401 147 9536 .000
HRMIS Design g5y 035 678 18.865 .000
2 (Constant) 1.340 142 9.415 .000
HRMIS Design - 557 038 577 14765 .000
XoM 028 005 219 5596 .000

Source: Researcher, 2021

The model in table 4.27c shows that an increase of HRMIS design moderated by top level

management support enhanced performance of the employees by 219 units. Based on the

above results the study derived the following simple linear regression model as shown

Y =1.340+ 0.028X:M+¢
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4.9.3 Top level management support, HRMIS Integration and Employee Performance
The third sub hypothesis evaluated the effect of top level management support on the
relationship between HRMIS integration on employee performance at the civil service of
Kenya. A simple linear regression was used and the findings were presented in table 4.31 a,
b, and c.

Table 4.31a: Model Summary for Top level management support, HRMIS
Integration and Employee Performance

Std. Change Statistics
Error of R
R  Adjusted the Square F Sig. F
Model R Square RSquare Estimate Change Change dfl df2 Change
1 726 527 526 .46924 527 466.394 1 419 .000
2 758" 575 572 44546 048 46.914 1 418 .000

Source: Researcher, 2021

The study results in table 4.31a showed a change of R squared to be (R?A=.048). The findings
indicated that top level management support moderate the relationship between HRMIS

Integration and employee performance by 4.8%.

Table 4.31b: ANOVA for Top level management support, HRMIS Integration and
Employee Performance

Sum of
Model Squares Df Mean Square F Sig.
1 Regression 102.692 1 102.692 466.394 .000"
Residual 92.257 419 220
Total 194.949 420
2 Regression 112.002 2 56.001 282.208 .000°
Residual 82.947 418 198
Total 194.949 420

Source: Researcher, 2021

Hosb predicted that top level management support has no statistical significance moderating

effect on the relationship between HRMIS integration on employee performance at the civil
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service of Kenya. The ANOVA findings showed a significant moderating effect of top-level
management support on the relationship between HRMIS integration and employee
performance (F = 282.208, p< .05). Hence, the null hypothesisHosc; was rejected

Table 4.31c: Coefficients for Top level management support, HRMIS Integration
and Employee Performance

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 1.350 131 10.315 .000
HRMIS. 671 .031 726 21.596  .000
Integration
2 (Constant) 1.287 125 10.324  .000
HRM IS. 547 .035 591 15.778  .000
Integration
X2M .036 .005 257 6.849  .000

Source: Researcher, 2021

The Coefficients table 4.28¢c shows that an increase of HRMIS integration moderated by top
level management support enhanced performance of the employees at the civil service of

Kenya by .257 units. The study derived the following simple linear regression model as shown
Y =1.287 + 0.036X5M+ ¢

4.9.4 Top level management support, HRMIS Operation and Employee Performance
Sub hypothesis four examined the moderating role of top-level management support on the
relationship between HRMIS operation on employee performance at the civil service of

Kenya. Simple linear regression was used to present the findings in table 4.29 a, b, and c.
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Table 4.32a: Model Summary for Top level management support, HRMIS
Operation and Employee Performance

Change Statistics
Std. Error R
R Adjusted  of the Square F Sig. F
Model R Square RSquare Estimate Change Change dfl df2 Change
1 566°  .320 319 56228 320 197.606 1 419 .000
2 675" 456 453 50393 135 103.659 1 418 .000

Source: Researcher, 2021

The findings in table 4.32a showed a change of R squared to be (R?A= .135). The
findings indicated that top level management support moderate the relationship
between HRMIS operation and employee performance by 13.5%.

Table 4.32b: ANOVA for Top level management support, HRMIS Operation and
Employee Performance

Sum of
Model Squares Df Mean Square F Sig.
1 Regression 62.476 1 62.476 197.606  .000°
Residual 132.473 419 316
Total 194.949 420
2 Regression 88.799 2 44.400 174.840  .000°
Residual 106.149 418 254
Total 194.949 420

Source: Researcher, 2021

Hosc predicted that top level management support has no statistical significance moderating

effect on the relationship between HRMIS operation on employee performance at the civil

service of Kenya. The ANOVA findings showed a significant moderating effect of top level

management support on the relationship between HRMIS operation and employee

performance (F = 174.840, p< .05). Hence, the null hypothesisHosc; was rejected
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Table 4.33c: Coefficients for Top level management support, HRMIS
Operation and Employee Performance

Unstandardized Standardized

Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 2.626 11 23.712 .000
HRM I.S 357 .025 .566 14.057 .000
operation

2 (Constant) 2.115 111 19.020 .000
HRM I.S 257 .025 408 10.373 .000
operation
X3M .061 .006 400 10.181 .000

Source: Researcher, 2021

The Coefficients table 4.33c shows that an increase of HRMIS operation moderated by top
level management support enhanced performance of the employees at the civil service of

Kenya by 400 units. The study derived the following simple linear regression model as shown.

Y=2.115+0.61XsM+¢

4.9.5 Top level management support, HRMIS and Employee Performance

The study sought to establish the effect of human resource information system on employee
performance at the civil service of Kenya, focusing on the moderating role of top level
management support. Multiple regression analysis method was used to determine the
magnitude at which top level management support moderated. The following model was used;

Y = Bo+ BrXs + P2Xot+ BaXz+ BaXs + PsX1*M + BeXo *M + B7 X3*M + BeXs*M +
€..... (5

Where: Y = Employee Performance,

Bo = Constant (coefficient of intercept),

Q1eeeeene Qa4 = the coefficients of the variables in the model; employee performance

at the civil service of Kenya for each increment change in Xi.4

X1= HRMIS Planning
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X2= HRMIS Design
X3= HRMIS Integration
X4=HRMIS operation
M = Moderator variable that affects the relationship of X and Y

X1-4M = Interaction between top level management support and human resource

information system

¢ = the error term

Table 4.33a: Model Summary for Top level management support, HRMIS and
Employee Performance

Change Statistics
Std. Error R
R Adjusted of the Square F Sig. F
Model R Square RSquare Estimate Change Change dfl df2 Change
1 .824% 680 677 38747 680 220.631 4 416 .000
2 921° 848 .845 26841 168 113.728 4 412 .000

Source: Researcher, 2021

The multiple regression model two in table 4.31a shows a moderating relationship between

human resource information system, top level management support, and employee

performance, implying that human resource information system and top level management

support explained 84.8% of the changes in employee performance at the civil service of

Kenya. Checking from combined effect results, you notice that model 1 without moderator

posted an R? of 0.680 and with a moderator posted an R® 0.848. The magnitude of top level

management support was 16.8 % (84.8-68). This signifies that top level management support

added value to the subject matter.
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Table 4.33b: ANOVA for Model Summary for Top level management support,

HRMIS and Employee Performance

Sum of
Model Squares df Mean Square F Sig.
1 Regression 132.494 4 33.124 220.631 .000"
Residual 62.454 416 .150
Total 194.949 420
2 Regression 165.267 8 20.658 286.754  .000°
Residual 29.681 412 .072
Total 194.949 420

Source: Researcher, 2021

ANOVA test was conducted to find out the level of significance of the effect of human
resource information system and top-level management support on employee performance.
The results of the ANOVA indicated that the moderation effect has a significant influence on

employee performance at the civil service of Kenya (F= 286.754, p<.0.05)

Table 4.33c: Coefficients for Model Summary for Top level management support, HRMIS
and Employee Performance

Unstandardized
Coefficients

Standardized
Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) .343 131 2.623 .009
HRMIS Design 222 .037 230 5.960 .000
HRMIS
Integration 251 .053 271 4.762 .000
HRMIS operation .022 .029 .034 751 453
HRMIS planning 414 041 407 10.035 .000

2 (Constant) 3.744 .045 83.334 .000
HRMIS Design -.217 041 -.225 -5.294 .000
HRMIS
Integration -.315 .064 -341 -4.894 .000
HRMIS operation .024 .045 .037 521 .603
HRMIS planning -.395 .046 -.387 -8.599 .000
XM .050 .010 .380 4.920 .000
X2M .088 017 .689 5.149 .000
X3M -.012 .010 -.118 -1.171 242
X4M 110 012 819 9.194 .000

Source: Researcher, 2021
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Based on the results in table 4.31c, the moderator, (HRMIS planning* top level management
support) has the highest moderating effect (XsZ = .819, p<0.05) on the relationship between
human resource information system on employee performance. (HRMIS Integration* top
level management support) had (X2Z=.689, p<0.05) .The moderating effect between (HRMIS
design*top level management support) is negative and insignificant (X:Z= .380, p-value<
0.05).The moderator, (HRMIS operation * top level management support) had (XzZ= -.118,
p>0.05.This is an indication that top level management support significantly moderated on
the relationship between human resource information system on employee performance at the
civil service of Kenya except (HRMIS operation * top level management support) which had

a negative and insignificant effect.
Based on the above results the output model was

Y=3.744 - 0.217X1- 0.315X2 + 0.024X3-0.395X4+ 050X1M + 0.088X2M- 0.012X3M

+ 0.110X4M +¢
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4.10 Summary of Hypotheses Test Results

Table 4.34 shows summary of hypotheses test results of the study.

Table 4.34: Summary of hypotheses test results

] Analytical Model Probability (p)  Decision Rule
Null Hypothesis
values

Hoi: HRMIS design has no statistically Y = Bot P1Xat+ €...0 Reject null
. F=355.877, _
significant  effect on  employee hypothesis

o ) P<0.05
performance at the civil service of Kenya.
Ho: HRMIS integration has no Y = Bo+ B2Xot £..ii Reject null
statistically significant influence on F=466.394, hypothesis
employee performance at the civil service P<0.05
of Kenya.
Hoz: HRMIS operation has no statistically Y = Bo+ BsXs+ &..ii F=197 6065 Reject null
significant ~ effect on  employee "~ hypothesis

o ] P<0.05
performance at the civil service of Kenya.

Hos: HRMIS planning has no statistically Y = Bo+ BaXa+ £..iv Reject null
o F=556.086, .
significant  effect on  employee hypothesis

o ) P<0.05

performance at the civil service of Kenya.
Hosa: Top level management support has Y = o + . XaM + ¢ ...
no statistically significant moderating F=206.47, P .
effect on the relationship between v(a) <0.05 Reject null
HRMIS design on employee performance ' hypothesis
at the civil service of Kenya.

Y = Bo + BXoM + ¢
Hosb: Top level management support has _ .
no statistically significant moderating -V(b) F=282.208, Reject null
effect on the relationship between P<0.05 hypothesis
HRMIS integration on employee
performance at the civil service of Kenya
Hosc: Top level management support has Y = po + BsXsM + ¢
no statistically significant moderating F=174.84, .
effect on the relationship between V() P<0.05 Reject null
HRMIS  operation on employee ' hypothesis
performance at the civil service of Kenya
Hosq: Top level management support has Y =po + paXsM +¢.....
no statistically significant moderating F=764.228, .
effect on the relationship between v(©) P<0 05 Reject null
HRMIS  planning on  employee ' hypothesis

performance at the civil service of Kenya

Source: Researcher, 2021
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Summary of Findings.

The major goal of this study was to determine how top-level management support affected
the impact of the human resource information system on employee performance in Kenya's
public service. According to top level management support, the study assessed the impact of
HRMIS planning, design, and integration operations on employee performance in Kenya's
civil service. According to the study's findings, there is a strong moderating effect of top-level
management support on the link between the Kenyan civil service's HRIS and staff

performance.

5.1.1 HRMIS planning and Employee Performance

According to research on HRMIS planning and employee performance, HRMIS adoption has
a huge potential to raise employee performance in the public service. Findings revealed that
HRMIS has led to faster and effective planning, and that it is easy to appreciate and rightly
acknowledge the employees based on the work they have done. However, some few
respondents were neutral concerning the role of HRMIS in dissemination of information on
recruitment of potential employees and its ability to secure employee commitment to the civil

service.

According to the correlation findings, there is a considerable, positive association between
HRMIS planning and employee performance. Additionally, the findings of the simple
regression showed a substantial relationship between HRMIS planning and staff performance.
This led to the rejection of the null hypothesis, which claimed that HO1: HRMIS planning had

no statistically significant influence on employee performance at the Kenyan public service.
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Furthermore, the association between HRMIS planning and employee performance in
Kenya's civil sector was mediated by top-level management support. The null hypothesis was

therefore rejected.

5.1.2 HRMIS Design and Employee Performance
The study findings on HRMIS design revealed that adoption of the system improved
coordination of functions in the civil service; enabled easier identification of roles among personnel

and increased the eases of sending and receiving feedback. The system also promoted the
generation, integration and administration of data on employees training needs. The findings
however revealed that the design of HRMIS neither integrated different departments of the

civil service, user friendly or increased the efficiency of operation in different departments.

The correlation showed significant relationship between HRMIS design and employee
performance. Further analysis using simple regression analysis shows that the model was fit
to predict employee performance. Therefore, the null hypothesis, H02, was rejected since it
claimed that the design of HRMIS had no statistically significant impact on employee
performance in Kenya's public service. The association between the design of the HRMIS and
employee performance in Kenya's public service was mediated by top-level management
support. The null hypothesis was therefore disproved.

5.1.3 HRMIS Integration and Employee Performance

Findings on HRMIS integration indicated that the use of HRMIS had improved time
management by eliminating role duplication and increasing the efficiency of sorting out data.
Further, they also agreed that HRMIS had facilitated compliance with the HR policies as well
as in the keeping of records, which also led to enhanced performance of their roles as HR
officers. Employees were informed of their responsibilities and actions inside the company.

Additionally, because they were always aware of their given duties and responsibilities,
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employee performance increased. However, there were a notable number of respondents who
were indifferent on HRMIS integration in the reduction of errors in decision making as well
as in cost reduction of the employee selection. This could be due to other challenges in the
ministries such as resistance to adoption of the information system, lack of proper training on
the use of the system, and administration issues like corruption and poor organizational culture

in the ministries.

The findings of the correlation showed a significant and favorable association between
HRMIS integration and employee performance. Additionally, the results of the
straightforward regression analysis showed that HRMIS integration had a favorable and
significant impact on employee performance. In light of this, the null hypothesis HO3—which
claimed that HRMIS integration has no statistically significant impact on worker performance
in Kenya's civil service—was rejected. Additionally, top level management significantly and
positively moderated the relationship between HRMIS integration and employee performance
in Kenya's civil service, according to the results of the moderated regression analysis. The

null hypothesis was thus disproved.

5.1.4 HRMIS Operation and Employee Performance
The study findings indicated that operation of HRMIS improves the efficiency of performing the
day to day activities in office and eliminates the duplication of role among staff. The operation of the
system also encourages completion of assignment among employees. However, findings in some few
respondents indicated that the civil service was not able to achieve its set goals using HRMIS system.
This is attributed perhaps to lack of appreciating the power of technology and belief in the old
traditional way of doing things at the work place which limited their capacity in terms of effectiveness

and efficiency.
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The regression results showed a significant and positive relationship between HRMIS
operation and employee performance. As a result, it was determined that HRMIS operation
does not have a statistically significant impact on employee performance in Kenya's civil
service. The results of the moderated regression analysis showed that the relationship between
the use of the HRMIS and employee performance was positively moderated by top-level

management. The null hypothesis was therefore disproved.

5.2 Conclusions

In conclusion, HRMIS planning is instrumental in enhancing employee performance in the
civil service in Kenya. This means that if more focus is placed in HRMIS planning, there
could be a resultant positive impact within the civil service and hence result in higher levels
of performance. Despite the role of HRMIS planning in enhancing employee performance,
the civil service is yet to fully explore on it. For instance, there are gaps in disseminating
information, manpower forecasting and fair compensation. Consequently, the civil service is

yet to optimally benefit from HRMIS planning.

The design of HRMIS is essential for enhancing employee performance. First off, there is a
big and strong connection between employee performance and HRMIS design. Second, high
level management has a bigger influence on how HRMIS design and employee performance
are related. However, the employees feel that the civil service has not adequately implemented
HRMIS design for them to improve their role and performance to their duties. In actual fact,
there are gaps in the data assimilation, availability of information and operational efficiency.
Consequently, the employees in the civil service are yet to fully benefit from HRMIS design

implemented by the government.

The government has been able to improve employee performance in the civil service through

158



HRMIS integration. This is mainly attributed to the fact there is minimal error and cost
reduction across the civil service. However, there are still gaps in policy compliance and

employee innovativeness for the employees in the civil service to enhance performance.

The study's conclusions suggest that the generated reports may not be user-friendly, which may
be keeping certain users from making the most of the system. Based on these results, the
research came to the conclusion that HRMIS integration offers the company a competitive
edge in the public service and is successful in assisting it in achieving its strategic objectives.
It can be explained by the lack of encouragement for personnel to study the reports and base
their tactical judgments on the information. In general, more has to be done to enhance the

utilization of HRMIS integration.

The study also showed a strong correlation between top-level management support and
HRMIS practices and employee performance in the public sector. The study's findings
indicate that it is crucial for businesses to create plans that can promote better human resource
performance since doing so will help them reach their goals. This is important because it
shows a company's accomplished competitive advantage when it can recognize its business

needs and workforce needs, especially for highly productive workforce.

5.3 Contribution to Knowledge

The findings of this study advance knowledge in three key areas related to top-level
management, employee performance, and HRMIS in the Kenyan civil service: The planning,
design, integration, and operation of the HRMIS were shown to be the four indicators that had

the most impact on improving employee performance in the public service.

The top level management test on the connection between HRMIS practices and employee
performance was the second contribution of this study. Although some studies had looked at

the effect of top management (Gichuki,2014) none had introduced the constructs (provision of
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resources, collective responsibility and information flow) in any study.

The third contribution is that it supports the theory of resource-based view in that for any
organization to enhance growth, firm's success is related to the shared resources and
capabilities that the ministries and state departments possesses. The study also supports theory
of human capital which was anchored on education and training as the key component to
increase success and productivity within the civil service. With regard to diffusion of
innovation theory, it supports and enhances new ideas, creativity and knowledge in individual
employees thus contributing to collective ownership to the progress and success of the
ministries. Equally, contingency theory is significant to the study in that it natures culture and
leadership potential among employees especially top level management who have key role in

implementing policies and managing performance aspect in the ministry.

5.4 Recommendations

In line with the research study, the researcher made the following recommendations:

5.4.1 Recommendations for Policy and Practice

The research study suggests that a proactive strategy be used to improve performance in the
Kenyan civil service. In order to improve service delivery to Kenyan residents, the report
advises senior management in the civil service of Kenya to support implementation of the
human resource management information system as intended. The study urges the creation of
flexible career advancement policies that will ensure higher achievers move through the

hierarchy more quickly.

According to the report, human resource information system operations should prioritize
increasing training, integrating recruiting functions into HRMIS, planning, and coordinating
employee data or work with both personal and corporate strategy. Additionally, the

architecture of the information system for human resource management should be designed
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to boost worker performance. According to the study, information obtained from a human
resource management information system significantly aids in making better strategic
decisions, which ultimately benefits employees more. In order to better equip managers to
make strategic decisions, the research advises the business to invest more in improving record

keeping, finishing paperwork, and managing personnel data.

According to the report, more innovation is crucial for employee success. The research
suggests that workers should have access to the Human Resource Information System,
allowing them to log in and make necessary changes or updates to the data. The study
suggests that investing more in adopting a human resource management information system
should be of utmost importance to an organization because doing so results in better system
requirements being met, which encourages employee commitment to organizational

objectives.

The research also suggests that the functioning of the human resource management
information system should take use of new technologies, which would lessen and eliminate
system cheating. This research also suggests upgrading the present system to one that can
expand to provide more services and investigate additional operations related to the human
resource management information system. The study's conclusions also suggest that
supervisors utilize effective feedback to support the achievement of the employee goal.
Effective performance feedback is necessary in order to increase employee performance.
Feedback helps employees understand exactly what is expected of them. For increased

efficiency, it is crucial to talk about and discuss staff performance.
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5.4.2 Recommendation for Further Studies

The study determined the difficulties encountered when using the human resource information
system. There are still other difficulties in using the human resource information system to
track employee performance. Since most private institutions have not yet used a human
resource management information system that is monitored by top-level management support,
it is proposed that further research be done in this area. A research that focuses on several
organizations in the same field is advised because this study only looked at one specific

situation. The results of such a study would be more applicable to organizations.
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APPENDICES

Appendix I: Letter of Introduction
Dear respondent,

| am a postgraduate student pursuing PhD in Business Administration at Kisii University. | am
carrying out a study entitled ‘Effect of Human Resource Information System on Employee
Performance in the Civil Service of Kenya. The Moderating role of Top-Level Management
Support’. I kindly request you to fill your response in the space provided in the questionnaire.
This questionnaire is purely academic and all responses shall be accorded high level of

confidentiality. Your participation is most welcome.
Yours Faithfully,

Amudavi Enock Luseno,

PhD Student.

Kisii University.
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Appendix I1: Questionnaire
The questionnaire is intended to gather information on Effect of Human Resource Information
System on Employee Performance in the National Government Ministries of Kenya:
Moderating role of Top-level management support.
Instructions:
The questionnaire has six (7) sections. Do not write your name or employee number anywhere
in your questionnaire. Tick where applicable or provide further information in writing if need
be.
SECTION A: BACKGROUND INFORMATION
1. What is your age;
OBelow 25 years
025 - 35 years
036 - 50years
051 - 60years
061 years and above
2. What is your gender:
OMale
OFemale
3. What is your level of education?
OO-Level
OCollege Diploma
OBachelor’s Degree
OPost Graduate Degree

OOthers

(SPeCify).cneiii e
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4. For how long have you been a civil servant?
OLess than 1 year
01-2 years
[03-5 years
006-10 years
O More than 10 years
5. Indicate your position in the organization:

OTop level Management

OMiddle management/ Supervisor

O General Staff

6. How long have you been in the organization?

OLess than 1 year

O1-5 Years

O 6-10 years

0011-15 years

016years and above
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SECTION B: HRMIS PLANNING

The following are statements relating to HRMIS planning. Please indicate the extent of
agreement or disagreement with each statement. Key: 1=Strongly Disagree, 2= Disagree;

3=Neutral; 4= Agree; 5= Strongly Agree. Use the keys provided to tick.

Statement 5141312 |1
a. | The HRMIS aids in quick planning and timely dissemination of
information on recruitment of potential employees for the
organization.

b. | Through HRMIS planning, it is easy to appreciate every employee
based on the work they have done.

c. | HRMIS has been an effective change agent for positive planning
and shaping the employees' attitudes towards the use of technology.
d. | The HRMIS planning has increased employee commitment with the
organization by boosting their motivation and communication
confidence levels.

e. | Compensation of employees has been made easy and quick through
the HRMIS planning

SECTION C: HRMIS Design

The following are statements relating to HRMIS design. Please indicate the extent of
agreement or disagreement with each statement by marking against appropriate answer.

Key: 1=Strongly Disagree, 2= Disagree; 3=Neutral; 4= Agree; 5= Strongly Agree. Use the

keys provided to tick
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Statement

HRMIS design has made integration of different organization
parts easy and efficient.

HRMIS design has improved the ability to coordinate different
functions in the organization.

With HRMIS design, it is easy to identify roles and goals to
achieve.

It is easy to send and receive feedback using an effectively
designed HRMIS

HRMIS design enhances effectiveness of generation of data on
employee's training needs

HRMIS design enhances user-friendly infrastructure for
working and career development process.

An effective HRMIS design increases efficiency of operation
in different departments in the organization through the
availability of ready data, which leads to an enhanced
performance in the Department.

HRMIS design that is done through data integration improves
use of data to plan and administer all types of training
interventions

Overall, HRMIS is effective with the generated information in
benefiting employees and improve the strategic decision
making.

Through an effective design of HRMIS, it is easy to access and
use organization data for the purposes of training employees
and improving services.
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SECTION D: HRMIS INTEGRATION

10. The following are statements relating to HRMIS integration. Please indicate the extent of
agreement or disagreement with each statement. Key: 1=Strongly Disagree, 2= Disagree;

3=Neutral; 4= Agree; 5= Strongly Agree. Use the keys provided to tick.

Statement 514132 |1

a. | Through electronic record keeping of employees and product
profiles and other data, there are minimal errors in the process of

decision making.

b. | HRMIS integration ensures minimal wastage of time in sorting data.

Cc. | The integration of HRMIS in the selection process assures cost

reduction in HR functions.

d. | The integration of HRMIS technology has helped in reducing the

time and effort spent in preparing and recruiting new employees.

e. | The HRMIS integration makes employees more creative and

innovative.

f. | The integration of HRMIS in organizational processes ensures

compliance with policy and organizational procedures.

g. | Challenges like corruption among the organizational staff have been

overcome by effective HRMIS integration.

h. | Effective integration of HRMIS has made it easy for managers to

track the performance of the organization and in making decisions.

i. | Management has become more efficient with the integration of

HRMIS.
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SECTION E: HRMIS OPERATIONS
11.The following are statements relating to HRMIS operation. Please indicate the extent of
agreement or disagreement with each statement. Key: 1=Strongly Disagree, 2= Disagree;

3=Neutral; 4= Agree; 5= Strongly Agree. Use the keys provided to tick.

Statement 5141312 |1

a. | The organization is able to achieve its goals through the application

of HRMIS.

b. | HRMIS improves the efficiency of performing the day to day

activities in office.

c. | HRMIS ensures an elimination of duplicate roles in the office

d. | HRMIS operations ensure that employees meet their work targets.

SECTION F: EMPLOYEE PERFORMANCE

12. The following are statements relating to civil service performance. Please indicate the
extent of agreement or disagreement with each statement. Key: 1=Strongly Disagree, 2=

Disagree; 3=Neutral; 4= Agree; 5= Strongly Agree. Use the keys provided to tick.

Statement 514132 |1
a. | HRMIS increases competitive advantage of the civil service.

b. | HRMIS seeks to achieve alignment of HR strategies with civil
service strategy to enhance performance

c. | The HRMIS system is critical in doing career reviews in the Civil
Service in Kenya geared towards better performance
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d. | Citizens are satisfied with how the Civil Service delivers in terms
of its performance.

e. | HRMIS provides timely and quick access to information for
decision-making in-service delivery

f. | The HRMIS system is user friendly in tracking employee
performance

g. | The HRMIS system provides quick and timely employee
performance results

h. | The HRMIS process has enabled to identify and nurture individual
talents and help to raise their performance.

SECTION G: TOP LEVEL MANAGEMENT SUPPORT

1. The following are statements relating to civil service performance. Please indicate the
extent of agreement or disagreement with each statement. Key: 1=Strongly Disagree, 2=

Disagree; 3=Neutral; 4= Agree; 5= Strongly Agree. Use the keys provided to tick.

Statement 5141312 |1

a. | Are staffs provided with instruments to support them doing their

work?

b. | Does the management provide needed support for members?

c. | Is there coordination of effort by management?

d. | Is there deliberate flow of knowledge amongst the staff?

e. | Is there sense of involvement amongst the employees in decision

making?

f. | Are contributions by staff encouraged by management?

g. | Are inspiring creative ideas encouraged by management?

THANK YOU
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Appendix V: HRMIS Integration
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Appendix VI: HRMIS Operations
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Appendix VII: List of Government Ministries in Kenya

1. Ministry of finance

2. Ministry of Tourism

3. Ministry of Transport and Infrastructure
4. Interior Security

5. Ministry of ICT

6. Ministry of Energy

7. Ministry of Lands

8. Sports and Heritage

9. Ministry of Education

10. Ministry of Petroleum and Mining

11. Ministry Health

12. Ministry of Youth

13. Ministry of Foreign Affairs and International Trade
14. Ministry of Water and Sanitation

15. Ministry of Environment

16. Ministry of Industrialization

17. ministry of Devolution

18. Ministry of Defence

19. Ministry of Agriculture

20. ministry of EAC and Northern Corridor Development
21. Attorney General’s office

Source: http://www.president.go.ke/the-presidency/the-executive-cabinet/

217


http://www.president.go.ke/the-presidency/the-executive-cabinet/

Appendix VII1: Research License

NATIONAL COMMISSION FOR
SCIENCE.TECHNOLOGY & INNOVATION

REPUBLIC OF KENYA

Ref No: 38469 Diate of Issue! 16/March/2020 |

RESEARCH LICENSE

=V

deis
i

This is to Certify that Mr.. Enock Amudavi Luseno of Kisii University, has been licensed to conduct research in Nairobi on the
topic: The Effect Of Human Resource Policies In The Link Between Human Resource Management Information Systems And
The Performance Of Civil Service In Kenya for the period ending : 16/March/2021.

License No: NACOSTUP20/4097

308469

Applicunt 1dentification Number Director General
NATIONAL COMMISSION FOR
SCIENCETECHNOLOGY &
INNOVATION

Verification QR Code

NOTE: This is a computer generated License. To verify the authenticity of this document,
Scan the QR Code using QR scanner application

218




Appendix IX: Plagiarism Report

ORIGIMALITY REPORT

17  12. £
SIMILARITY INDEX INTERNET SOURC ES PUBLICATIONS STUDENT PAPERS
PRIMARY SOURCES

erepo.usiu.ac.ke
Intemet Source

3%

&l

ir.jkuat.ac.ke
Internet Source

3%

H

Submitted to Kisii University
Student Paper

2%

=

library.kisiiuniversity.ac.ke:8080

Intemet Source

2%

Submitted to Kenyatta University

Student Paper

1%

Submitted to Mesa State College

Student Paper

1%

&l

www.researchgate.net
Intemet Source

1%

Submitted to Midlands State University

Student Paper

1%

ir.kabarak.ac.ke
Intemet Source

1%

219



