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directed to HR electronic use and motivation study. This paper gives a brief
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APA CITATION
Shah, N., Michael, F., & Chalu, H. (2020). E-HRM and Motivation: A Case of Manufacturing Company in Tanzania. East
African Journal of Business and Economics, 2(1), 53-71. https://doi.org/10.37284/eajbe.2.1.241

CHICAGO CITATION

Shah, Namrata, Francis Michael, and Henry Chalu. 2020. “E-HRM and Motivation: A Case of Manufacturing Company in
Tanzania”. East African Journal of Business and Economics 2 (1), 53-71. https://doi.org/10.37284/eajbe.2.1.241.

HARVARD CITATION
Shah, N., Michael, F. and Chalu, H. (2020) “E-HRM and Motivation: A Case of Manufacturing Company in Tanzania”, East
African Journal of Business and Economics, 2(1), pp. 53-71. doi: 10.37284/eajbe.2.1.241.

IEEE CITATION

N. Shah, F. Michael, and H. Chalu, “E-HRM and Motivation: A Case of Manufacturing Company in Tanzania”, EAJBE, vol. 2,
no. 1, pp. 53-71, Nov. 2020.

53


mailto:namrata.tolia9@gmail.com
https://doi.org/10.37284/eajbe.2.1.241

East African Journal of Business and Economics, Volume 2, Issue 1, 2020
Article DOI: https://doi.org/10.37284/eajbe.2.1.241

MLA CITATION
Shah, Namrata, Francis Michael, and Henry Chalu. “E-HRM and Motivation: A Case of Manufacturing Company in Tanzania”.
East African Journal of Business and Economics, Vol. 2, no. 1, Nov. 2020, pp. 53-71, do0i:10.37284/eajbe.2.1.241

INTRODUCTION

Information technology empowers the managers
and employees to execute trifling human resource
(HR) functions, thereby alleviating the HR
miscellaneous functions and concentrating more on
the core responsibilities of strategic components.
Such strategy supports the organisation to curtail
Human Resource staffing levels as the department
is effectively utilised. Predictably E-HRM creates a
deep-rooted impact on the business and its
employees (Bulmash, 2013). E-HRM allows
managers and employees to do numerous of the
reporting-kind actions which were earlier done by
HR professionals (Martin, 200; Ruta, 2005). At the
ease of their workspace and time; managers today
do appraisals, device employee costs, produce HR
information  (turnover, absenteeism), course
training requirements and supervise  skill
management; which makes them lean towards
using E-HRM (Poisat and Mey, 2017).

[P 4

The “e” revolution (e-mail, e-commerce, etc.)
where the letter “e” symbolises the execution and
application of the action defined by the usage of
Internet technology has similarly given birth to E-
HRM (Strohmeier, 2007). Fundamental ground-
breaking changes are noticeable by this
revolutionary approach to HRM (Strohmeier,
2007). The explanation of E-HRM that is most used
nowadays is that of Strohmeier (2007), which says
“E-HRM is the (planning, implementation and)
application of information technology for both
networking and supporting at least two individual
or collective actors in their shared performing of
HR activities.” Performance enhancements within
the HR body, cost reductions, return on investments
and improved outcome are the four most significant
facts to support E-HRM investments as per a survey

conducted by Watson Wyatt (2002).
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Many developing nations still lag in growth and
utilisation of E-HRM system, in spite of knowing
E-HRM outcomes (Walinda, 2013). The push for
the institution of E-HRM system in developing
countries is determined from the proclamation of
policies, legislative and regulatory framework as
well as infrastructure development (Mutula, 2010).
The E-HRM system in developing nations is still at
its initial stages. It is noted that all African countries
do not have full internet access and where they do,
they may not have suitable information. For the
determination of achieving improved facilities to
Tanzanian citizens through its organisations since
the 1990s, there are sequences of actions for
renovating itself into becoming further efficient,
effective and customer-oriented. These actions
have put in place the basics for what is how known
as E-HRM (International Records Management
Trust, 2007). In Tanzania, data on the role of E-
HRM on Human Resource Management is scarce
(International Records Management Trust, 2007).

Operational, relational, and transformational are the
forms of e-HRM recognised by existing literature.
Lepak and Snell (1998) developed these divisions.
Operational e-HRM involves the elementary HR
actions in the administrative capacity, which
include compensation. The next area, relational e-
HRM, involves further developed HR actions
which include recruitment; whereas HR actions
which include knowledge management, is the last
area of e-HRM which is termed as transformational
(Ruel, Bondarouk and Looise, 2004). Likewise, an
action stimulating people to act properly is called
motivation. The human resource system is
necessary if an enterprise is going to improve
employee’s skills and employees’ motivation
(Delaney and Huselid, 1996; Teo et al., 1999; Liaw
and Huang, 2003).

This paper utilises Ulrich’s HR role model theory
and VVrooms Motivational Theory as a theoretical
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foundation to study E-HRM measures and
Motivational measures (Davis, 1989). Ulrich’s HR
role model offers a framework for the decision of
employees on how and when they will use E-HRM
and Vroom’s Motivational model offers a basis to
see how it affects employees. Largely, businesses
incorporate technology in their human resource
management to increase profitability and reduce
costs. However, this might not be willingly attained
in some industries where HR innovation is not
reflected as a new force for success but rather a
pitfall for employees. How usage of E-HRM wiill
affect motivation needs to be examined (Hafez,
2011). It is hence interesting to ascertain the
outcomes of E-HRM; the problem to be researched
is to examine if E-HRM brings positive or negative
outcomes to its users. In this digital age, the issues
that will be researched in this paper are the effect of
E-HRM on Motivation.

This study recognises the effect of E-HRM in
Tanzanian organisations and describes the effect of
E-HRM and the influence it has on motivation.
Employee’s behaviours in the direction of E-HRM
have examined in the light of Ulrich’s HR role
model as well as the relationship between
subjective norms and the employees’ willingness to
accept such E-HRM (Venkatesh and Davis, 1996).
Outcomes of the paper are supposed to express the
impact of E-HRM on employee’s motivation.

Developing, overseeing, and coordinating actions
like compensation, recruitment, knowledge
management is the primary responsibility of E-
HRM. Managerial and employee support or
participation is an affirmative input is encouraged
since participation indicates a commitment to the
program and its objectives. Compensation,
recruitment, knowledge management today also
emphasises objective means of measurement. For
the organisation in general and HRM in particular,
compensation, recruitment, knowledge
management operates as a critical system. Even if
the compensation, recruitment, and knowledge
management processes are carefully designed, its

55

implementation may fail due to lack of

management support (Anderson, 1997).
LITERATURE REVIEW

The invention and innovation of technology have
enabled the creation of unique tools and techniques,
making various endeavours possible. A profound
effect on the rapid development of e-business and
e-management on organisations has altered human
resource tradition and diversified challenges in an
effort to meet new e-business trends. As such
Human Resource plays a major role in pulling and
pooling strategies for business success. The role of
Human resource should be more flexible within the
new form of web/tech-business thereby making the
use of information technology imminent for e-
business success simultaneously enticing and
retaining employees  (Parry, 2011). The
organisations in the mid-1990s increasingly laid the
foundation for E-HRM, web-based HRM and
digital HRM. The agile advancement of technology
has introduced new areas in the organisations where
the presence of human resource consultants has
been vindicated considerably, thereby opening
doors for E-HRM with the intensity of constant
increase in application worldwide.

Mutula’s (2008) quantitative survey compared ICT
position of sub-Saharan African nations with
established and developing nations. Besides,
investigation of universal e-services, digital
prospect and information society directories were
exercised. He realised that extensive inequalities in
E-HRM method occur within provincial transacting
areas in sub-Saharan Africa with Southern Africa
being the far way forward of East and West African
countries. Numerous hurdles comprising legal,
infrastructure, policy and skill factors are
recognised as restricting the prospects for sub-
Saharan Africa to shift government services to
virtual systems (Nkohkwo & Islam, 2013). In his
research, Mutula (2010) suggested that Africa
should invest more in infrastructure and develop a
governmental strategy that meritoriously contends
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with established and developing countries not only
in e-services but even in the global economy.
Tanzania identical to any African nation is
struggling to invest in infrastructure and but also
has a favourable atmosphere for legislative and
policy reforms based on the meritorious application
of ICTs mainly in E-HRM structure (Walinda,
2013).

Theoretical Foundation

There are several motivational theories voiced in
the literature over the years regarding technological
adoptions. Even so, motivational theories posit that
motivation involves a desire to act, the ability to act,
and having an objective (Ramlall, 2004).
‘Expectancy theory embraces that people are
motivated to behave in ways that produce desired
combinations of expected outcomes’ (Krietner &
Kinicki, 1998).

Vroom’s Expectancy Theory attempts to make it
clear that motivated behaviour is goal-oriented. He
contends that people tend to act in a hedonistic way
(Vroom, 1964) selecting the actions that will get the
highest subjective utility. Fundamentally, the
expectancy theory debates that the strong point of
inclination to act in a certain way rests on the power
of an expectation that the act will be followed by a
given result and on the attractiveness of that result
to the individual (Robbins, 1993). As a result, the
behaviour could be oriented towards anticipated
and individualised goals. Vroom’s theory states that
the ‘choices made by a person among alternative
courses of action are lawfully related to
psychological events occurring contemporaneously
with the behaviour’ (Vroom, 1964). This paper
presents the expectancy theory as an integrative
motivational approach in E-HRM use.

The expectancy theory was chosen among other
motivational theories to make available the
guidelines for our analysis in this paper. The
reasons for choosing this theory is that many
features of other motivational theories can be
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housed within the broader framework of
expectancy theory, thus offering it with a special
power of becoming an integrating motivational
approach.

Ulrich (1997) labels different roles of HR
professionals in the HR function performance.
Human Resources departments are important in
organisations in part because of how they focus on
the people in an organisation, including employees,
managers, board members, and more. Fittingly,
David Ulrich’s HR Model does not build a Human
Resources department around function first, but
rather around roles. Ulrich (1997) expresses
“strategic partners” as the HR specialists that
operate along with uppermost officials and chiefs to
make aggressive business tactics and to outline apt
HR approaches, policies, routines and job to meet
business strategies and objectives. The strategic
partner includes Knowledge  Management
(Transformational) function. The second part
“Administrative experts” are individuals that must
make HR work more efficient and effective.
Administrative expert includes Compensation
(Operational) functions. “Employee champions”
advocates, the first action HR professionals must
perform is to comprehend and discover the demand
of employees. “Change agents” are the HR experts
that upkeep the business renovations and bring
about organisation modifications. Change agent
includes Recruitment (Relational) functions.
Moreover, the HR role by Ulrich (1997) is
undoubtedly the best in the HR roles works and it is
broadly referred to in HR literature (Lawler and
Mohran, 2003).

Furthermore, the dimension of Ulrich’s HR roles
has been verified to have an authentic and
dependable measure (Voermans & Veldhoven,
2007; Conner & Ulrich, 1996; Yusliza & Hasliza,
2009). The researchers assumed that if these
compensations (administrative expert), recruitment
(change agent) and knowledge management
(strategic partner) functions are carried out using e-
HRM, then it will affect HR motivation. Vroom’s
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motivation theory supplemented by Ulrich’s HR
roles model was used since one theory is not
sufficient to explain all the variables pertaining to
HR roles and motivation related variables.

CONCEPTUAL FRAMEWORK
HYPOTHESIS DEVELOPMENT

AND

The Conceptual Framework indicates that e-HRM
practices influence employees’ motivation. In
detail, the framework shows that e-recruitment, e-
compensation and e-knowledge management
influence motivation (effort, performance and
outcome). The study examined the influence of E-
HRM on employees’ motivation. Three hypotheses
were made:

E-Recruitment and Motivation

The rapid development of modern information and
communication technologies in the past few years
has greatly increased the amount of information
available in all levels of the social and business
environment (Campbell et al., 2012). People have
been steadily turning to the web to improve their
knowledge and skills (Ho et al., 2010) as well as for
career development (Jansen et al., 2005). What is
more, job seekers are increasingly using Web
services like LinkedIn and job search sites (Bizer
and Rainer, 2005). On the other hand, many
companies use online knowledge management
systems to hire employees, exploiting the
advantages of the world wide web. These are e-
recruitment systems and automate the process of
publishing positions and receiving CVs.

Campbell et al. (2012) focused on the influence of
recruitment on motivation in the health sector in
rural Australia and his findings show a positive
relationship between recruitment and motivation.
Similarly, a study by Matolo et al. (2019) based on
Vroom’s motivational theory found there was a
significant  positive  relationship  between
recruitment and selection and employee
performance which is a motivational factor.
Mencken and Winfield (1998) explored the
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advantages and disadvantages of informal and
formal recruiting practices in external labour
markets. The authors found that performance
quality was a strong motivator than the cost of
informal recruiting. The findings from their
regression analysis also demonstrated that the
quality of applicants was more salient for hiring
managers in the sector. There is an argument that
internet knowhow has turned into a most important
instrument for recruiting and selecting workforces
(Cappelli & Neumark, 2001). Recruiting turned
into one of the very fruitful functions of the web due
to internet technology advent and the way it
positively influences performance and employee
commitment (Keating and Harrington, 2002).
Amongst the many advantages of recruitment, there
is very little knowledge of its effect on motivation.

People typically make an effort and act to meet
goals like performance and outcome, which means
that motivation, is considered a goal-directed drive
that rarely occurs in a void. However, some factors
can obstruct motivation and work performance
which includes employees’ capabilities and
determination to get work done in spite of
difficulties. For example, when experiencing poor
employee performance, the business should
determine whether the inefficiency of the individual
is caused by inconsistent motivation initiatives,
employee insufficiencies or deficiencies, or poor
rewards offered (Mathis & Jackson, 2010). Some
studies such as Li et al. (2006) have the opined that
rewards, including pay increases, promotion, and
internal recruitment have a negative effect on
motivation. Due to these different findings from
various studies, it becomes necessary to find the
effect of E-Recruitment on motivation. According
to Vroom (1964), motivation is a product of the
individual’s expectancy that a certain effort will
lead to the intended performance, the
instrumentality of this performance to achieving a
certain result. This paper is focused on looking at
the effect of recruitment (E-HRM) has on
motivation. To be able to make meaningful
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inferences, the relation between E-Recruitment and
Motivation needs to be tested statistically in
Tanzanian organisation. Therefore, this study
assumed that:

Ha: E-Recruitment has a significant relationship
with HR motivation.

E-Compensation and Motivation

Vroom (1964) articulates that individual makes
choices based on estimates of how well the
expected results of a given behaviour are going to
match up with or eventually lead to the desired
results. Motivation is gained by need satisfaction
which can be stimulated by monetary rewards
(Frey, 1997). In the model of the HR role by Ulrich
(1997), the administrative expert relates to
procedure proficiency that includes individuals and
maximum time this function consumes the HR
tasks. Researchers agree that operational e-HRM
includes compensation (Khatoon, 2012).

Igalens et al. (1999) in their study assessing the
relationships between compensation package, work
motivation and job satisfaction in France, applied
the theoretical framework based on expectancy
theory. The study examined how the elements of
total compensation might influence work
motivation and job satisfaction. Their study
findings show a positive effect of compensation on
motivation. On the other hand, Khan et al. (2012)
in their study used Vroom’s Expectancy theory to
measure motivation in their research. The result
showed that employees are not motivated by
compensation.

Compensation is a result which is utmost desired by
employees. Compensation via E-HRM may well be
termed as an internet-centred application that
assists managers to model, manage, and impart
compensation  systems more  meritoriously
(Duhlebohn & Marler, 2005). Compensation means
are very useful for planning and managing
compensation procedures in a competitive and
vibrant atmosphere (Dulebohn & Marler, 2005;
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Stone et al.,, 2009). It has been argued that
compensation systems decrease costs, errors, and
the time it takes to implement compensation
planning and increases performance and outcome
(Dulebohn & Marler, 2005). In support of these
arguments, research focused primarily on the
benefits of implementing compensation systems
(Brink & McDonnell, 2003; Dulebohn & Marler,
2005). Another academic research by Mauldin
(2003) found that the use of expert systems in
compensation  planning  (i.e.,,  developing
performance contingent incentives) increased
decision accuracy which encourages employees to
make a smart effort for improved performance.
Although the results of industry research support
the benefits of compensation systems, objective
academic research is needed to understand the
degree to which these systems help in motivation,
therefore, from the above discussion this study
assumed that:

H.: E-Compensation has a significant impact on
motivation.

E-Knowledge Management and Motivation

From the knowledge-based perspective, the most
important means of production are intangible. The
knowledge-based view puts great emphasis on
human capital; that is the skills, knowledge,
competences, attitudes, and motivation of the
people working for an organisation, and the way
that they use these skills for the benefit of the
organisation (Shultz & Slevin, 1975; Crook et al.,
2011). Knowledge is generally accepted as an acute
organisational resource regardless of sort of
business  (Stewart, 1997; Sveiby, 1997).
Knowledge Management pursues to influence the
organisation’s proficiency, employee performance
and outcome; and knowhow to enhance value to the
business, employing a certain type of technological
support system (Davenport and Prusak, 1998).
Knowledge management refers to identifying and
leveraging the collective knowledge in an
organisation to help the organisation compete.
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This is an economy where the value of knowledge
as input and output is growing; knowledge is a key
ingredient of what is bought and sold (both
explicitly and implicitly). Knowledge resources are
rising in importance relative to traditionally
recognised resources. Knowledge management is
concerned with making the right knowledge
available to the right processors (human or
computer) at the right times in the right
presentations for the right cost to have the desired
effect that favours the organisational goals
(Holsapple & Joshi, 1999).

Kianto et al. (2016) in their study the impact of
knowledge management on job satisfaction in
south-eastern  Finland used the Vrooms
motivational theory. PLS-SEM of SmartPLS was
used for analyses. Their study results showed
positive influence between knowledge
management and job satisfaction; however, they

overlooked the fact that job satisfaction leads to
motivation and hence the need for this study.
Another study by Khatoon et al. (2013) found out
that knowledge management positively impacts
organisational rewards. However, their study failed
to look at motivation as organisational rewards in
turn lead to motivation. In contrast, Alter (2006) in
his demonstrated that knowledge management
directly reflects unethical motives which affect
individual performance and outcome within an
organisation. These may have a negative effect on
overall motivation; however, the topic of
motivation was overlooked in their study. From the
above discussion, E-Knowledge management
influence on the motivation is vague in its outcome;
hence this study will be guided by the assumption
that:

Hs: E-Knowledge management has a significant
relationship with motivation.

Figure 1: Conceptual Framework on the relationship between E-HRM and Motivation

E-HRM

E-Recruitment H1

; 2
E-Compensation H2

Motivation:

E-Knowledge
Management

Effort, Performance, Outcome

Source: Developed from the theoretical and empirical review (Researcher 2020)

RESEARCH METHODOLOGY
Research Philosophy

Research philosophy is deemed as an essential
aspect of research methodology as it strengthens the
choices of research strategies and methods
(Mertens, 2014). The most commonly used
philosophies are positivism. Positivism emphasises
mainly on the reality of the facts (Yanow, 2015). It
is widely used in studies concerning quantitative
study methods. The researchers adopted a
positivism approach as it is found to be most
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suitable to provide valuable results to the study in
regards to the research objectives. It is asserted that
positivism practices prevailing theory to develop
hypothesis; after which the hypotheses are tested
and confirmed or negated through data (Saunders,
Lewis and Thornhill, 2009). This is for the reason
that theories were used to develop a hypothesis.
Cause and effect laws were put into effect.
Relations amongst variables were statistically
assessed where the result of the study was
generalised  (Bhattacherjee, 2012).  These
components assist in deducing the relationship
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between the variables and collecting the
information and testing the hypotheses on this
basis. The approach to the study was deductive.
According to Wilson (2009), deductive approach is
concerned with developing a hypothesis based on
existing theory and then designing a research
strategy to test the hypothesis.

Research Design

This type of reasoning approach is related to the
research hypotheses that are tested by following the
observation tests, after which it gets confirmed or
rejected (Blumberg, Cooper and Schindler, 2011).
The study adopted a deductive approach as it
provides conclusive results. For the reason that it
has the attributes related to the deductive approach
which accommodates the explanatory research that
ascertains the causal associations amongst
variables, this study will use Survey research
design. It likewise permits the gathering of
guantitative data that can be examined
guantitatively by means of inferential statistics
(Saunders et al., 2009). The survey strategy is apt
for gathering statistics regarding a population
where subjects are randomly sampled and the
findings are generalised making it economical in
terms of researcher’s time, as survey questionnaires
are used to collect data that will save the effort and
cost (Bhattacherjee, 2012; Orodho, 2003).

Population and Sampling

The population of this study was manufacturing
organisations in Tanzania. The sampling frame for
the study was employees at manufacturing
organisations in Tanzania. As per researchers’
knowledge, no previous study has done a study in
this set up on this area. The researcher chooses the
organisation with the established HR department.
The unit of analysis was individual manufacturing
organisation, and the unit of inquiry was employees
at the manufacturing organisation.

According to Saunders et al. (2003), the best
research method to use for a study depends on the
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studies research problem. Descriptive research is
adopted in this paper to enable obtaining of data
which describes characteristics of the topic of
research interest (Hair et al., 2010). It is used for
describing various factors under study. The sample
consisted of 30 staff members selected randomly.
Primary and secondary data were considered. The
primary data was collected through the
questionnaire comprising of 21 questions starting
with the questions regarding age, gender; in
addition to, Likert scale questions, while secondary
data consist of results from the literature survey.

Data Collection

Data were collected by the use of a questionnaire
that is 5-point Likert scale embraced from the
intellectuals that developed the survey instrument
(Armstrong, 1987). The survey questionnaire is
believed to be suitable in this study as they will
facilitate generalisation of the attributes of a large
and scattered population from a small group of
individuals (Babbie, 1998). The questionnaire was
based on the questionnaire used by Khatoon (2012)
for measuring the effect of E-HRM. The response
was required on five-point Likert scales (endpoints:
1 = Strongly disagree, 5 = Strongly agree). Data
was acquired through a personally administered
guestionnaire.

Data Analysis

As per the data collected, data was analysed using
descriptive statistics and Partial Least Squares
Structural Equation Modelling (PLS-SEM) assisted
with SmartPLS version 3 (Hair et al., 2017). It is
used to analyse the relationship of E-HRM and
motivation. Data analysis involved factor analysis
in confirming the study variables (Yong and Pearce,
2013). The reason for the choice of PLS is that no
assumptions are made for variables distribution
while ensuring optimal prediction accuracy. PLS-
SEM could analyse the complex model with the
small sample size. It could run for the small sample
size even below 50. PLS can be used with fewer
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indicator variables (1 or 2) per construct. PLS-SEM
is also useful if the research model is complex and
small samples (Hair et al., 2010).

Reliability and Validity

In the paper, the researcher has used the
guantitative study. The questionnaire was based on
the questionnaire used by Khatoon (2012) for
measuring the effect of E-HRM. The reason for
selecting this questionnaire is that it was used to
study the effect of similar variables as in the present
study and was well tested on reliability and validity
scales and other measures. Studies show that there
does not seem to be a consistent opinion on the
value of Cronbach’s alpha for reliability analysis.
Internal consistency of 0.50 and above is
considered as a good one (Bowling, 1997),
whereas, an alpha of 0.70 or above is considered
satisfactory by Howitt and Cramer (2003). In this
study, Cronbach’s alpha with a benchmark of 0.50
or greater was considered acceptable for checking
the reliability of multi-item scales. According to

Table 1: Demographic Profile of the Respondents

Khatoon (2012), alpha for these constructs was
above 0.7, which is acceptable.

STUDY FINDINGS
Profile of the Respondents

Demographics are shown in a demographics’
frequency table (Table 1). The demographics were
not used in the present study to find out their
relationship with motivation. The objective of
Table 1 is to show the composition of respondents
to have a better understanding of their response and
results for the present study. Majority of the
respondents are male and the majority had an
experience of less than 10 in their respective
organisations. Majority of the respondents have
good IT Skills which at present has become a norm
to be working. The age of the respondents is an
important demographic in the present study as
having a higher aged increase work-technology
conflict. Majority of the respondents are between
18 to 30 years.

Description Frequency Per cent
Gender Male 16 53.3
Female 14 46.7
18 to 30 years 30 50.8
Age 31 to 45 years 12 40.0
46 years and above 12 40.0
0 to 10 years 24 80.0
Tenure 11 to 20 years 0 0
21 years and above 6 20.0
Good 30 100.0
IT Skill Average 0 0
Not Good 0 0

Correlation Analysis

The Confirmatory Factor Analysis was conducted
to determine whether the theoretical specifications
would best fit the data. After the analysis was done
and the number of items in each variable was
confirmed, the overall measurement model which
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includes the confirmed items was performed. The
test was performed and found that all the
standardised regression weights reported in the
CFA output were above recommended cut-off point
0.50 (Kline, 2010). Therefore, the model in this
study was considered to be good as they meet
accepted cut off point. Table 2 shows the
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correlation matrix indicates that E-HRM is strongly
correlated with motivation in  Tanzanian
organisations (0.603, p < .05) which is supported
by Khatoon (2012). Hence the E-HRM
(compensation, recruitment and  knowledge
management) has a significant effect on motivation

Table 2: Correlational Matrix

(effort, performance and outcome) in Tanzanian
private organisations. The broad objective was set
to examine the effect of E-HRM on Motivation.
The results indicate that the objective is positively
supported as motivation is influenced by E-HRM
by 60.3%.

Correlation Matrix

HR Efficiency Relational Operational Transformational
HR Efficiency 1 0.667* 0.609 0.663*
Relational 0.667* 1 0.613 0.595
Operational 0.609 0.613 1 0.538
Transformational 0.663* 0.595 0.538 1

*Correlation is significant at the 0.05 level (2-tailed), n=30.

The calculation of correlation yield coefficient that
varies between 0 and 1; O mean there is no
correlation; therefore, no internal consistency and 1
means perfect correlation, therefore complete
internal consistency. The usually accepted level is
0.5 and above (Creswell, 2012). The correlation
matrix was used to verify the existence of a
relationship between the independent variable, i.e.
E-HRM and the dependent variable motivation.

Testing of Hypotheses

PLS-SEM was used to study the nature and
magnitude of the relationship between the
dependent and independent variable (Table 3). The
PLS-SEM was conducted on the model using
SmartPLS to test the hypotheses formulated. The

Table 3: Testing of Hypotheses

full model is reflected and the hypotheses to be
tested relates to the pattern of the causal structure
linking several variables in the study. The
hypothesised research model was suitable with
observed data. All the hypothesised paths are
supposed to be significant at p-value less than or
equal to 0.01 so as to be supported; otherwise, the
hypothesis will be not supported by the model. The
evaluation of the model shows relationships. In
total, three hypotheses were tested between the
predictors and the criterion variables. The direct
path relationship reflects the direct effect of the
latent variables on the dependent variable. In
SmartPLS, the relationships between constructs can
be determined by examining their path coefficients
and related T-statistics via the bootstrapping
procedure.

Hypothesis R? Relationship Mean Std Dev T-Values P-Values Hypothesis
Recruitment -> Effort,
H1 Performance and 0.559 0.083 6.458 0.000 Supported
Outcome
0.364 Compensation ->
H2 Effort, Performance 0.554 0.107 5.111 0.000 Supported

and Outcome
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Hypothesis R? Relationship Mean Std Dev T-Values P-Values Hypothesis
Knowledge
H3 management -> Effort, 645 5197 5699 0.000  Supported

Performance and
Outcome

**p-value less than or equal to 0.01, Results are significant with 1 tail where: T values >2.33

In the case of inferential results, Table 3 provides
analysis results of the model. E-HRM is significant
at the level of significance. The R? of the model is
36.4%, which means that E-HRM (compensation,
recruitment and knowledge management) can
explain the 36.4% changes in the motivation (effort,
performance and outcome) in the organisations of
Tanzania, which supports the broad objective of
this study. Adjusted R? of the model is 34.1% in this
study. So the researchers found E-HRM is
significantly important. If E-HRM is properly
implemented by the organisations in Tanzania, in
return, they can get multiple benefits.

E-Recruitment and Motivation

The first hypothesis of this study was that E-
Recruitment has a relationship with motivation.
This proposed to examine the extent to which E-
Recruitment influences motivation. The overall
descriptive analysis shows that there is a strong
positive relationship between recruitment and
effort, performance and outcome in organisations
of Tanzania. Since the p-value for this variable was
found as 0.00, it signifies that the correlation
between the variables is significant at 0.01 level.
Hence, this study demonstrates that when the use of
E-Recruitment (E-HRM) is considered, Motivation
results are positively related to it.

E-Compensation and Motivation

The second hypothesis of this study was that E-
Compensation has a relationship with motivation.
The finding of the study intended to establish the
extent to which compensation, influences effort,
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performance and outcome. The p-value is found to
be 0.00, that is significant at 0.01 significant levels.
This research delivers the results that the E-
Compensation (E-HRM) is positively related to
motivation.

E-Knowledge Management and Motivation

The third hypothesis of this study was that E-
Knowledge management has a relationship with
motivation. The finding demarcated examining the
extent to which E-Knowledge management
influences effort, performance and outcome. This
descriptive result of the study found a strong
positive relationship  between E-Knowledge
management (E-HRM) and Effort, Performance
and Outcome (Motivation) with the relationship is
significant enough in the Tanzanian manufacturing
organisations. The t value obtained is 5.699. This
value shows that E-Knowledge management does
affect motivation.

DISCUSSION
E-Recruitment and Motivation

The paper examined the influence of recruitment on
motivation focusing on effort, performance and
outcome. The results showed that the majority of
the respondents had good IT skills. Also, the
employees agreed that E-HRM was understood and
used by the majority of them and that it helped
them. This implies that employees in Tanzanian
private organisations were motivated to use E-
HRM as it leads them to the desired outcomes and
well trained with using E-HRM; they also received
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feedback on their progress. This further implies that
employees were motivated by E-HRM as
information and communication were transparent
while choosing a new recruit or during promotions
and other job shifts. Clear job descriptions and
expectations were available that encouraged and
supported to better employees’ performance.

This is supported by the inferential results, which
showed that recruitment influenced effort,
performance and outcome. It is, therefore not
surprising that recruitment positively influenced
motivation. The significant influence of
recruitment can be attributed to the fact that the
respondents agreed that E-HRM was easy to use
and eased their effort and improved their
performance and output. Also, it was found that
feedback via knowledge management on
employees’ performance was received from time to
time and it helped improve their performance and
better their output. Based on this fact, the inferential
results and descriptive results supported each other.
This implies that employees of the contacted
private organisation clearly understood their
progress and importance of E-HRM from an overall
business point of view.

Research by Matthews (2006) on the recruitment of
law students by the United States Internal Revenue
Service described how by moving up the start date
of its campus recruitment efforts it was able to fill
jobs more easily and with better quality individuals
that perform better. Some studies (Li et al., 2006)
have the opinion that rewards, including pay
increases, promotion, and internal recruitment have
a negative effect on motivation which is contrary to
this study findings; this may be their study was
done in a different country with different
environmental factors that affect their employees.
Amongst the many advantages of e-recruitment,
there is very little literature on its effect on
motivation. A survey conducted by Williams
(2009) on E-recruitment showed that dwindling
recruitment spends focused on web-based
recruitment at the expense of traditional methods.
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The author also reported that online methods
proved far more popular, as two-thirds (66 per cent)
of the HR professionals surveyed said that the jobs
section of their own company’s website was used
as a recruitment tool for most jobs which lead to
employee motivation, this is in line with these study
findings that recruitment influences motivation

E-Compensation and Motivation

The paper further examined the influence of
compensation on employees’ motivation. In this
case, the study had the hypothesis which stated that
compensation influenced motivation, namely
effort, performance and outcome. The descriptive
results revealed that majority of the respondents’
compensation was as per industry standards and as
per employees’ skill, performance and output. This
implies that employees ensure to use E-HRM for
reporting their work and positively engage
themselves in their jobs and the organisation at
large. The inferential results justify this. The
inferential results revealed that compensation
influenced motivation.

It has been argued that compensation systems
decrease costs, errors, and the time it takes to
implement compensation planning and motivates
employees for better performance and outcome
(Dulebohn and Marler, 200. Besides, a study by
Gherson and Jackson (2001) claimed that time
savings from compensation could be significant,
with Dell reporting a 65% reduction in
compensation planning time and Raytheon
decreasing processing time from 12 to 6 weeks
(Workscape, 2010) and it further helped to report
the performance accurately for  precise
compensation purposes, which further motivated
employees’ for using E-HRM. Besides, a study by
Raytheon revealed that the use of compensation
systems reduced error rates, resulted in better
decision-making, and made compensation planning
more visible to employees hence building a strong
positive relationship between employees’ and
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organisation and helped in employee motivation
(Workscape, 2010).

On the other hand, Khan et al. (2012) in their study
on the effect of different components of
compensation on the motivation of employees
which is not in agreement with this study’s
findings. This may be their study was done in the
banking sector whose work setting is more
demanding for the employees, and hence their
employees may be influenced by other factors. The
result showed that employees are not motivated by
compensation. Another academic research by
Mauldin (2003) found that the use of expert systems

in compensation planning (i.e., developing
performance contingent incentives) increased
decision accuracy, which built employee

confidence in organisational management. These
findings are in line with this study finding that
compensation positively influences motivation.

E-Knowledge Management and Motivation

The paper also examined the influence of
knowledge management on motivation. The
descriptive results revealed that the majority of the
respondents agreed that the organisation had
information  transparency.  Furthermore, the
descriptive results showed that management was
available for them in terms of knowledge about
their jobs, performance and outputs; and training
was provided from time to time to enhance
knowledge and skills. This demonstrated that
private organisations were adequately providing
support to their employees built their confidence
towards the organisation and motivated them.

Descriptive results also support the significant
influence of knowledge management on
motivation.  This  demonstrated that the
organisations supported their employees in terms of
clarity of the information to the extent that they felt
being engaged and influential in the overall
organisations’  decision-making process thus
further motivating the employees by making them
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feel valued. The E-HRM provided a close working
relationship and better opportunity to the
organisation for their employees so that there is
always a sense of connection visible.

The findings are supported by several studies like
Wilder (1999) emphasises the increased importance
of E-HRM for business decision-making by
ensuring employees feel involved and motivated in
organisations. An examination of decision support

aspects of electronic commerce appears in
Holsapple and Singh (2000), a knowledge
management view of electronic  business,

businesses operate in a knowledge-driven economy
and increasingly function as knowledge-based
organisations (Holsapple and Whinston, 1987
Drucker, 1993). In contrast, Alter (2006) in his
paper Goals and Tactics on the Dark Side of
Knowledge Management demonstrates findings of
knowledge management that directly reflect
unethical motives which affect individual
performance and outcome within an organisation;
these findings are not in line with this study, this
might be because his study was purely conceptual
study. These may have a negative effect on overall
motivation; however, the topic of motivation was
overlooked in their study. Amongst many
advantages of e-Knowledge management, there is
very little knowledge of its effect on motivation,
especially in the African context. There is a lack of
literature in this area in general.

In today’s day and age, an economy where the value
of knowledge as input and output is growing;
knowledge is a key ingredient of what is bought and
sold (both explicitly and implicitly); knowledge
resources are rising in importance relative to
traditionally recognised resources. Knowledge
management is concerned with making the right
knowledge available to the right processors (human
or computer) at the right times in the right
presentations, which helps the overall motivation of
the employee.
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CONCLUSION

Based on the SmartPLS analysis result, the paper
concludes that the use of E-HRM does affect
motivation. E-HRM is effective in motivating
organisation staff. Olivas-Lujan et al. (2007) state
that increasing efficiency is gained if motivation
involves IT to support the function of human
resource. Strohmeier and Kabst (2009) suggest that
the staff is, systematically, motivated in varied.
When the administrative process for compensation,
recruitment and knowledge management and all
other processes become easier by E-HRM, there is
increased communication and developed HR
service which makes for a good internal
relationship, in turn further boosting motivation.

The study also concludes that in practice, E-HRM
has a significant influence on motivation and that
employees will be more positive towards E-HRM
use if they see positive outcomes of E-HRM. It is
believed that when an E-HRM application finds a
perfect base for motivation, it gradually helps the
HR department to take the role of a strategic
partner. Communication from central management
and HR staff is needed to support the use of E-
HRM.

The study also concludes that, for an E-HRM to be
used in the organisations of Tanzania, broader IT
environment should be taken into consideration.
This IT environment here refers to the IT
experiences of the HR professionals in particular
and also of all employees of the organisation.
According to the analysis result and discussion, E-
HRM affects motivation, E-HRM training program
and skills need to be provided to every staff so that
they can use E-HRM for their and organisational
benefit, as it has been proved that the staff is
motivated if E-HRM is used.

RECOMMENDATION

The paper recommends the following: Tanzanian
private organisations should ensure that their
employees have access to E-HRM. This requires
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the management to make available the technology
required and to communicate the vision of the
business. This clear communication can help
employees’ work towards business goals.
Tanzanian private organisations should provide
feedback and seek feedback on the performance of
E-HRM and its effect. Tanzanian private
organisations should systematically match the
employees’ interests and organisational interests.
Treating employees as partners and supporting
them to achieve organisational objectives should be
a priority.

The methods of this paper are purely qualitative,
which limit the ability of this study to provide in-
depth information on why E-HRM had a significant
influence on employees’ motivation. The use of
gualitative research methodology would not change
the quantitative research results; rather, it would
provide more information on the quantitative
results. However, it is important to conduct a
quantitative study in order to explore more
information on similar studies done earlier in
different countries or with different sectors in a
similar economy with different variables. Theory of
motivation applied in the study only refers to
Vroom, i.e., motivation for effort, motivation for
performance and motivation for the outcome while
other theories of motivation may find different
findings. With this fact, it is important to conduct a
similar study with different theory in a dissimilar
economy in order to contribute to the body of
knowledge on the influence of E-HRM to
Motivation.

LIMITATIONS

Several limitations were faced in the conduct of the
paper. Data are collected from companies’
employees in Tanzania only. The respondents’
awareness about the topic under study posts
restrictions which affect the accuracy of the
answers on the questions asked. Secondly, the
technology faces rapid and dynamic growth which
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makes study findings relevant only to a certain
period.
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