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The study assessed the effect of Human Resource Information System (HRIS) on quality of service delivery in public service in Uganda while using Ministry of Education & Sports. Specifically, the study examined: the effect of recruitment system, payroll access system and pension management system on quality of service delivery in Ministry of Education & Sports. The study opted to use a cross-sectional survey design which considered both quantitative and qualitative approaches. 153 participants formed a sampling framework while 108 respondents formed the sample size which was reached on using simple and purposive sampling techniques. Data was analyzed while deploying descriptive and inferential statistics. Content analysis was used to analyze qualitative data. Findings revealed that there is a positive effect of recruitment system on quality of service delivery in Ministry of Education & Sports. Secondly, it was established that there is a positive effect of payroll access system on quality of service delivery in Ministry of Education & Sports and lastly, pension management system positively affects the quality of service delivery in Ministry of Education & Sports. It was concluded that HRIS is positively related with the quality of service delivery in Ministry of Education & Sports. It was therefore recommended that Ministries in Uganda deserve to have full powers of verifying pensioners since the process of verification seems to delay in Ministry of Public Service and this affects pensioner satisfaction. Further, all Human Resource Officials in Ministries who are continually paying ghost pensioners need to be sanctioned and for purposes of reducing delays and corruption, Ministries should train very well their auditors, accountants, finance officers and designated staff in the HRIS modules to be able to spearhead the HRIS usage in Public Service. 

[bookmark: _Toc505518176]CHAPTER ONE
[bookmark: _Toc489103812][bookmark: _Toc489104046][bookmark: _Toc505518177]INTRODUCTION
[bookmark: _Toc489103813][bookmark: _Toc489104047][bookmark: _Toc505518178]1.1 Introduction
This study assessed the effect of Human Resource Information System (HRIS) on quality of service delivery in public service in Uganda while using a case study of Ministry of Education & Sports. In this study, Human Resource Information System was treated as the independent variable, whilst quality of service delivery was treated as the dependent variable. This chapter consists of study background, the problem statement that rendered the undertaking of the study, the purpose of the study, the study objectives on which this study was based, objectives which helped to derive the questions and the hypotheses. The objectives are presented as derived from the conceptual framework, study significances, study justification, research scope as well as the key terms.
[bookmark: _Toc489103814][bookmark: _Toc489104048][bookmark: _Toc505518179]1.2 Background to the study
[bookmark: _Toc489103815][bookmark: _Toc489104049][bookmark: _Toc505518180]1.2.1 Historical background 
The origin of the Human Resource Information System is traced way back in 1987 as a call for the World Bank to adopt the structural adjustment programme in 1992 (Andrew, 2003a). 
This issue emerged out of the consistent complaints among the employees and pensioners who were having problems in accessing and continued delay to receive their salaries and pensions (Peterside, 2007). This was attributed to the fact that pensions were being managed centrally. This rendered a number of countries and governments to adopt a decentralized system of Pension Management (Ajakaiye and Fakiyesi, 2009).  In USA, a multitude of retirees started and put up very serious strikes and demonstrations in 1911. These demonstrations aimed at forcing the government to review the guidelines of accessing pension and gratuity. In 1912, the government was forced to review the guidelines that allowed retirees to access their pensions at their provincial headquarters. The demonstrations that were done in USA fired up other demonstrations in Europe, many countries accepted to decentralize the pension and gratuity access in MDAs and Local governments (OECD, 2007).  
In developing countries of Africa, the situation was not different. Most calls for reforms in payment and pension access by employees and retirees started in 1980s and upwards were most of the pensioners wanted to have a change in the system of accessing their pensions. They claimed that the system had a lot of delays, corruption, and ghost employees and pensioners. So they wanted the scheme to be transferred from the central state authorities to government agencies. In Nigeria, Human Resource Information System emerged in 2008 and this was received with great applauds and cheers from would-be-retirees and pensioners. These had earlier seen the old schemes very ineffective, inaccessible, full of corruption, ghost workers, deletion of pensioners on the list and had poor record keeping (Ohai et al, 2013). 
In Uganda, the Public Service Review and Reorganization Commission (PSRRC) was established in 1988. The government of Uganda established the Public Service Review and Reorganization Commission (PSRRC) and recommendations for reforms were taken and implemented in 1990s (Andrews 2003b). Among the reforms that were adopted included adopting e-governance in Public Service in Uganda. One of the ways to do this was by putting in place the Human Resource Information System (HRIS). This was intended to improve performance management among the employees, improve financial management and health service delivery in government departments. Reforms proceeded in 2000s and the according to Budget Monitoring and Accountability Unit, BMAU (2006), the HRIS was advocated to be used as a way of managing human resources in government departments. This was designed with modules on how to manage recruitment, payrolls and pensions (Bashaasha, et al, 2011). By 2012, after several pilot testing of the technology, the software was launched for use by all government departments for improved quality of service delivery. The HRIS went ‘live’ in 2012 as the basis for recruitment, paying all salaries and pension management mechanism. Therefore, it should be noted that before the introduction of Human Resource Information System, the problem of ghost teachers, access to salaries, headmaster’s stealing teachers’ salaries, and pension access was a big challenge (Mulondo, 2013). Thus, this study was conducted to find out the effect the HRIS has had on quality of service delivery in the Public Service using MoES as a case study. 
[bookmark: _Toc489103816][bookmark: _Toc489104050][bookmark: _Toc505518181]1.2.2 Theoretical background 
[bookmark: _Toc460978471][bookmark: _Toc462479867]The Public Choice Theory underpinned this study. This theory was theorized by two great thinkers in 1980s namely Buchanan and Tullock (1982). They aimed at explaining how public decisions are made. The Public Choice Theory  indicates that there must be an interaction of four different stakeholders of different interests and these should include; the interests of the voters, the interests of politicians themselves, the bureaucratic arena and work action committees. This theory is based on the main assumption that the conduct of any public servant relies on individual interests. For public officials who are unethical, they will always work to ensure that their interests are fulfilled and to those public officials who are ethical, they always work to ensure that they are generous and put the interests of others first. They do not work to maximize their utilities compared to unethical officials. 
The Public Choice Theory views an individual as a rational being, meaning he or she calculates before making a decisions. They calculate the gains and losses. If the loses overweigh the gains, they do not undertake the choice and if the gains are more than the losses, they will always undertake the deal. Corrupt officials are a rational being who calculates that even if they are caught in such unethical behavior, they can still pay up and retain some money for their own interests. So they always calculate the penalty against the gain. If the penalty overweighs, they do not undertake the act and vice versa. The strength of this theory lies in the potential to disclose what is the mind of public officials and understanding the factors that propel public officials to cause the downfall of some institutions (Schinkel, 2004).
This theory thus was adopted on the basis that the usage of HRIS can be an ethical and calculated move that can be undertaken by public officials to either improve the quality or destroy the performance of public organizations (Baron, 2000). The adoption of HRIS was thought to have improved the quality of service delivery in terms of improving quality in services offered and operational efficiency. The theory guided the study in understanding whether use of HRIS of in terms of recruitment management, payroll access and pension management has led to improved quality of service in terms of timely payment, elimination of ghost pensioners and clearing of arrears.
[bookmark: _Toc489103817][bookmark: _Toc489104051][bookmark: _Toc505518182]1.2.3. Conceptual background 
This study was based on two main variables, which are; Human Resource Information System and Service Quality. Human Resource Information System was used to mean any system which can capture, store, manage or transmit human resource related information of individuals or organizational activities which work within the human resource setting (Bailey &Pang, 2004). Bailey &Pang (2004) further depict HRIS as a comprehensive information system which can be integrated or designed in managing any human resource operations ranging from recruitment, payroll services and pension related services. In this study therefore, HRIS was conceptualized to mean recruitment management, payroll access and pension management. 
On the other hand, service quality, refers to service performance done in form of arrangement of supplying goods in recommended time and cost. Service quality is highly defined by accessibility, reliability, tangibility, competence, and responsiveness (Carr & Pearson, 2002). Helmsing (1995) further defined service quality as an obligation that is deliberate to ensure that elected staffs can fairly service the public in defined time and cost. In this study thus, quality of service delivery was measured using, timely service delivery, value for money and client satisfaction. In this study therefore, timeliness referred to the level of promptness in completing tasks, value for money referred to the level at which the service providers are able to provide services that are relative to the funds given to them and client satisfaction referred to the extent to which customers of service providers are contented with supplies and deliveries made. In this study therefore, quality of service delivery in public service was measured using timely payment, elimination of ghost pensioners and clearing of arrears. 
[bookmark: _Toc489103818][bookmark: _Toc489104052][bookmark: _Toc505518183]1.2.4. Contextual Background 
The Ministry of Education & Sports was among the first nine ministries that were chosen to be among the first beneficiaries to implement the HRIS in managing teacher services in Uganda (MOES, 2011). This technology was aimed at ensuring that information is provided in time and accuracy so that the human resource management team could undertake decisions, implement them in an automated manner (MOP, 2010) and this was all done in the name of improving human resource management in terms of easy recruitment of teachers, easy access to payroll, reduce ghost teachers and in management of pensions for teachers.  
However, in reality despite the objectives of the HRIS, the human resource management within the MOES towards public services in Uganda remains a big problem (Joint Monitoring of the Decentralized Payroll Management (2016). For instance, according to Joint Monitoring of the Decentralized Payroll Management (2016), it indicated that the government still loses Shs.28 billions in ghost teachers in the country. Additionally, according to Budget Monitoring and Accountability Unit (BMAU) (2016), it was discovered that about 89 teachers in each and every district in Uganda who are indicated on payroll were ghost teachers. The OAG report (2016) of delayed processing of pensions that resulted in the unnecessary accumulation of pension arrears and by March 24, 2016, 2,428 out of 31,497 Pensioners had not accessed the monthly pension payroll yet it took on average 8 to 9 months for traditional civil servants to access the pension’s payroll way above the recommended 3months.  The existing dismay however, is that the HRIS has not translated into significant improvement in quality of service delivery. It appears that HRIS as used in Ministry of Education & Sports in Uganda was still being queried.
[bookmark: _Toc489103819][bookmark: _Toc489104053][bookmark: _Toc505518184]1.2.5. Statement of the Problem 
With the introduction of HRIS in the Ministry of Education & Sports in Uganda, it was expected that the problems relating to recruitment of teachers, ghost teachers, salary access, and pension management would be solved as they were reported and improve the quality of service delivery in form of eliminating ghost teachers, timely payment and clearing of arrears (Ministry of Public Service, 2010 and MOFPED, 2016). However, a lot of evidence is still observed on absence of quality services. For instance, payment of pension to new applicants who retired, deleted, underpaid, retrenched before the pension decentralization reforms is not being processed on time (BMAU Briefing Paper, 2016). The OAG report (2015) on delayed processing of pensions indicated that resulted in the unnecessary accumulation of pension arrears and by March 24, 2016, 2,428 out of 31,497 teachers had not accessed the monthly pension payroll yet it took on average 8 to 9 months for traditional civil servants to access the pensions payroll way above the recommended 3months (Joint Monitoring of the Decentralized Payroll Management, 2016). If this is not attended too, there is a likelihood of increased poor quality of education in Uganda. It was from this background thus, the researcher picked interest to investigate whether the Human Resource Information System has an effect on quality of service delivery in public service while using a specific reference of the Ministry of Education & Sports. 
[bookmark: _Toc489103820][bookmark: _Toc489104054][bookmark: _Toc505518185]1.4 Purpose of the study
The purpose of the study was to examine the effect of Human Resource Information System on quality of service delivery in public service in Uganda using a case study of the Ministry of Education & Sports.
[bookmark: _Toc489103821][bookmark: _Toc489104055][bookmark: _Toc505518186]1.5 Specific Objectives of the study
i) To examine the effect of recruitment system on quality of service delivery in public service in Ministry of Education & Sports. 
ii) To examine the effect of payroll access system on quality of service delivery in public service in Ministry of Education & Sports 
iii) To examine the effect of pension management system on quality of service delivery in public service in Ministry of Education & Sports 
[bookmark: _Toc489103822][bookmark: _Toc489104056][bookmark: _Toc505518187]1.6 Research Questions
i) What is the effect of recruitment system on quality of service delivery in public service in Ministry of Education & Sports in Uganda?
ii) What is the effect of payroll access system on quality of service delivery in public service in Ministry of Education & Sports in Uganda?
iii) What is the effect of pension management system on quality of service delivery in public service in Ministry of Education & Sports in Uganda?
[bookmark: _Toc489103823][bookmark: _Toc489104057][bookmark: _Toc505518188]1.7 Research Hypotheses
i) Recruitment system has positive effect on the quality of service delivery in public service in Ministry of Education & Sports. 
ii) Payroll access system has positive effect on the quality of service delivery in public service in Ministry of Education & Sports. 
iii) Pension management system has positive effect on quality of service delivery in public service in Ministry of Education & Sports. 
[bookmark: _Toc489103824][bookmark: _Toc489104058][bookmark: _Toc505518189]1.8 Conceptual Frame work
A conceptual framework is depicted in Figure 1.1 in which it was hypothesized that there was a relationship between Human Resource Information System and quality of service delivery. It was conceptualized that Human Resource Information System can be operationally defined as recruitment, payroll access and pension management. The framework succinctly postulated that Human Resource Information System has a relationship with timely payment, accuracy of records and clearing of arrears.
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[bookmark: _Toc505516806][bookmark: _Toc505518190][bookmark: _Toc489103612][bookmark: _Toc489103825][bookmark: _Toc489104059]Figure 1.1: Conceptual Framework on the effect of Human Resource Information System on quality of service delivery  
Source: adapted from Okoduwa (2007) and modified by the researcher 
From the conceptual framework above, it was conceptualized that Human Resource Information System has a direct effect on quality of service delivery. This therefore, hypothesizes that if there is an efficient and effective HRIS in the organization; it is likely to help in promoting recruitment of staffs which are of much competence, skilled and knowledge and at any time required. Additionally, Human Resource Information System can enable an organization in payroll access that in reducing on ghost teachers that have been rampant in Uganda’s education system given the fact that teachers take the highest toll of employees in Uganda. On the same note, it can help in distribution of salaries to teachers everywhere and reduce on corruption that happens to succumb the education system especially among Head teachers. Lastly, as indicated in the conceptual framework, the HRIS can have an effect on quality of service delivery in terms of enhancing timely payment, elimination of ghost pensioners and clearance of arrears. The conceptual framework above depicts what the Public Choice Theory explains. The public choice theory explains ethical conduct of public servants is primarily a rational decision that tries to maximize their utility.  For instance, despite the presence of the Human Resource Information System, the public servants can still decide or choose not to obey its operation and this can equally affect service quality and vice versa. 
[bookmark: _Toc489103826][bookmark: _Toc489104060][bookmark: _Toc505518191]1.9 Scope of the study	
[bookmark: _Toc489103827][bookmark: _Toc489104061][bookmark: _Toc505518192]1.9.1 Subject Scope
The study was limited on the effect of HRIS on quality of service delivery. HRIS in this study will be limited on automated personnel management, timely and accurate information for HRM, payroll computerization and integrated pension management. On the other hand, quality of service delivery was limited to timely payment, elimination of ghost pensioners and clearing of arrears. 
[bookmark: _Toc489103828][bookmark: _Toc489104062][bookmark: _Toc505518193] 1.9.2 Geographical Scope
The study was done in Ministry of Education & Sports headquarters, located on Embassy House and Legacy Towers, King George Way IV Road and on Nakasero, Kyadondo Road, Kampala District. 
[bookmark: _Toc489103829][bookmark: _Toc489104063][bookmark: _Toc505518194]1.9.3 Time Scope
The period under review was 2011 to December 2016. This is because this is when the Human Resource Information System was launched and has been operational in Uganda. 
[bookmark: _Toc489103617][bookmark: _Toc489103830][bookmark: _Toc489104064][bookmark: _Toc505518195]1.10 Significance of the study
The significance of the study mainly includes; 
The study is of much significance to the MoES because it may guide it in implementing of this Human Resource Information System in Uganda. The study may also be of importance as it may add on academic field of public administration. The research work is also intended to widen the horizon of the effect of Human Resource Information System and quality of service delivery using MoES as a case study. This will promote the development of a sound practical experience in the field of pension. The findings of this study may be of great importance to Ugandan employees, especially those that are ignorant in the area of pension scheme administration. In addition, this study may also address the challenges and opportunities in the Human Resource Information System and quality of public services. The research is also important for researchers who wish to know and gather information and knowledge about the Human Resource Information System and service delivery. This study is useful to students who wish to carry out further research.
[bookmark: _Toc489103831][bookmark: _Toc489104065][bookmark: _Toc505518196]1.11 Justification of the study
Prior to conducting this study, several studies were conducted in relation to integrated performance management and integrated financial management towards human resource management however no specific study has been done on the effect of HRIS on quality of service delivery in public services particularly in the Ministry of Education & Sports. The researcher in this case developed interest to investigate whether HRIS had an effect on quality of service delivery. The findings and recommendations from this study are very important to policy makers and government human resource management practitioners. 
[bookmark: _Toc489103832][bookmark: _Toc489104066][bookmark: _Toc505518197]1.12 Operational definitions 
A number of concepts have been depicted in the study and these are operational used as below;
HRIS: in this study, this referred to a human resource management information system based on the free balance technology 
Recruitment: in this study, this referred to the process of attracting and selecting right staffs in the public service
Payroll access: this meant the easiness in acquisition of salaries by teachers in Uganda 
Pension management: this referred to easiness in retirement planning and accessibility of pension after teacher retirement 
[bookmark: _Toc489103833][bookmark: _Toc489104067]Service quality; in this study, this referred to refers to service performance done in a form of arrangement of supplying goods in recommended time and cost 
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[bookmark: _Toc505518199]LITERATURE REVIEW
[bookmark: _Toc489103835][bookmark: _Toc489104069][bookmark: _Toc505518200]2.1 Introduction
In this chapter, despite the fact that there existed a few previous literatures on the study variables, the researcher reviewed existing literature on impact of Human Resource Information System on quality of services; and also presented the theory that guided the study. It was hoped that a greater insight about Human Resource Information System and quality of services would be achieved to help identify how Human Resource Information System affects quality of service delivery.
[bookmark: _Toc489103836][bookmark: _Toc489104070][bookmark: _Toc505518201]2.2 Theoretical Review
The theoretical framework was derived from Public Choice Theory. This theory was theorized by two greater thinkers in 1980s namely James Buchanan and Gordon Tullock. They aimed at explaining how public decisions are made. The Public Choice Theory indicates that there must be an interaction of four different stakeholders of different interests and these should include; the interests of the voters, the interests of politicians themselves, the bureaucratic arena and work action committees. This theory is based on the main assumption that the conduct of any public servant relies on individual interests. For public officials who are unethical, they will always work to ensure that their interests are fulfilled and to those public officials who are ethical, they always work to ensure that they are generous and put the interests of others first. They do not work to maximize their utilities compared to unethical officials. 

The Public Choice Theory views an individual as a rational being meaning, he or she calculates before making a decisions. They calculate the gains and losses. If the loses overweighs the gains, they do not undertake the choice and if the gains are more than the losses, they will always undertake the deal. Corrupt officials are a rational being who calculates that even if they are caught in such unethical behavior, they can still pay up and retain some money for their own interests. So they always calculate the penalty against the gain. If the penalty overweighs, they do not undertake the act and vice versa. The strength of this theory lies in the potential to disclose what is the mind of public officials and understanding the factors that propel public officials to cause the downfall of some institutions (Schinkel, 2004).
This theory thus was adopted on the basis that the usage of HRIS can be an ethical and calculated move that can be undertaken by public officials to either improve the quality or destroy the performance of public organizations (Baron, 2000). The adoption of HRIS is thought to have improved the quality of service delivery in terms of improving quality in services offered and operational efficiency. The theory guided the study in understanding whether use of HRIS of in terms of recruitment management, payroll access and pension management has led to improved quality of service in terms of timely payment, elimination of ghost pensioners and clearing of arrears.
[bookmark: _Toc489103837][bookmark: _Toc489104071][bookmark: _Toc505518202]2.3. Human Resource Information System and Service Quality 
The introduction of the Human Resource Information System was basically to ensure that the old system mistakes are corrected so that employees could be recruited properly, paid in time and pensions managed. However, a number of issues have been identified with the HRIS as far as improving quality of service delivery is concerned as these ranges from increasing ghost staffs, late payment of employees and lack of accuracy in records (Kojusola, 2015). Gopalan (2013) thus argues that all over the world, where human resource information system has seen or found success, the management of the organization or public or private human resource centers are first trained and given clear reasons as to why they need to have in place the system and its main importance towards improving human resource service delivery and fastening their work. The welcoming of the HRIS by management gives a leeway for them to enforce on the people they lead and this is why the utilization can be seen improving. Effective of human resource information into decision making, planning and evaluation is majorly a work of management. Gopalan (2013) thus says that, the usage of paper based materials in undertaking records and keeping human resource records has remained dominant because the management in most human resource facilities do not directly support their removal and this is very much common in less developed countries where they find technology inconveniencing. This study established the experience in Ministry of Education & Sports and Sports.
Rhoda (2010) further agitates that with proper management support, the software would be utilized at each administrative level and this kind of information can be classified according to date, geography, national or district code, ID number and disease. They can be a basis of making most of the decisions, plans and evaluation. Chaled, et.al., (2013) argues that the process of translating human resource information into decisions, plans and evaluation tends to be tedious that cannot be done without organization support. This is upon the management to ensure that it is being done consistently and without fail. The usage of information that is outdated by planners can be carelessness of the management or supervisors in the organization. Therefore, despite the fact that organizational factors are found to have an influence on utilization of human resource information, however, the reviewed literature does not explain the extent to which organizational factors actually influences routine utilization of human resource information in Ministry of Education & Sports and Sports. This study therefore intended to identify and give insights on how to improve HRIS for long term sustainability. Therefore, below is the analysis of different dimension of Human Resource Information System and their effect on service quality in government departments. 
[bookmark: _Toc489103838][bookmark: _Toc489104072][bookmark: _Toc505518203]2.3.1 Recruitment system and quality of service delivery 
There is an indication that HRIS eases the process of recruiting staffs in an organization (Okoduwa, 2007). Ngai and Wat (2006) in their study on effects of e-recruitment on performance of public universities establish and are in agreement as to the timely access of information and saving administrative costs by recruiting online. Averbrook (2012) claims that recruitment procedure is one of the primary activities which many organizations need to give much attention if service quality is to improve. E-recruitment provides clear profile of all people contesting on certain positions and the best ones are always selected without being interrupted. So the pool of choice is always widened. E-recruitment also would allow Kenyan public universities to profile candidate information on their qualifications and only be able to select the most qualified candidate and have access to this information in a timely span of time. 
Dineen and Noe (2010) in their study on applicant pool characteristics in a web-based recruitment, whereby results lead to more accurate assessment of applicant fit and this in effect reduces the number of poor fit applicants. They argue that when organizations properly utilize such a process in their recruitments, they stand to achieve their goals at reduced costs.  According to Boone (2013), HRIS has the potential to management recruitment and this call for having specialized knowledge that can move technology in developing, managing and improving human resource information procedures and performance. With technical knowhow, it helps to design, collect data using data collection forms as well as having the potential to prepare procedural manuals. The utilization of human resource information requires prevalence of a team that can technically utilize human resource information at the disposal. Therefore, it is important that users of human resource information system have the knowledge need to effectively utilize and sustain the knowledge (Rhoda, 2010).  
Sauerborn (2000) in his findings, realized that some human resource facilities have a complex systems designed for entering and recording data. This is one of the technical part of the arrangements that tend to limit the utilization of human resource information by human resource workers because some of them tend to have no knowledge on the operation of the HRIS. Sauerborn (2000) gave an example, that some human resource organizations hire consultants outside and these are the only people who have knowledge on how the system was designed and how it operates, the human resource workers only have knowledge of entering data and can never go beyond that level. This affects the utilization of data into important policies and programmes used by human resource facilities. It is only when the medical personnel are involved in the designing of the system and to enable them understand how it works, that they have easy usage and help in transforming data obtained into polices. This study wanted to establish the experience in Ministry of Education & Sports and Sports.
According to Rangriz, Mehrabi and Azadegan (2011) in their study titled the impact of HRIS on strategic decisions in Iran, in which they concluded that this is the period when technological advances should be integrated into public service operations especially e-recruitment in form e-job adverts, e-CV displays etc. This response can further be corroborated by early advocates of the use of human resource information systems in the recruitment process. Johan (2014) proposes that use of e-recruitment saves on time and reduces the cost of recruitment process. 
Gurol, Wolf and Ertemsir (2010) applicant tracking is intended to identify the most qualified candidates, reducing on papers, make the system well automated, workflow management and effectively tap into a number of talents that may find it hard to physically reach to the place of application. Applicant-tracking systems may also include many features and capabilities, such as CV scanning and grading capabilities, profiles of job candidates schedule of duty, letter generation tools, interview-scheduling tools, cost-analysis reports, applicant demographic and equal employment opportunity information. In Kenya, a handful of evaluation studies carried out reveal that the need for e-recruitment is vital to an organization efficiency and competitiveness in the growing global economy. Kananu (2013) in a comparative assessment survey on the utilization of human resource information systems in Kenyan universities premises her observations on similar grounds and acknowledges that human resource information systems is used mostly in recruiting staff.  Therefore, from the above literature reviewed, it is evident that there is an effect of HRIS on recruitment of staffs in an organization, however, much of the interests for this study has not been screened out. For instance, most of the literature has been centered on human resource planning other than the competences of staffs recruited. This is among the gaps this study will vow to fill. Secondly, the literature is reviewed from general cases and particularly on company level. This was not the underlying objective of this study and thus, this was fulfilled by this undertaking.  
[bookmark: _Toc489103839][bookmark: _Toc489104073][bookmark: _Toc505518204]2.3.2 Payroll access system and quality of service delivery
Pay rolling means the criteria used in listing all staffs which ultimately belong to a certain organization and in this case public service alongside the amount of money they receive or salary scales (Hornby, 2001). This system further ensures that it makes clear records who has been paid and when. With a comprehensive payroll pay card, an organization can offer its employees 24/7 access to funds and on-time pay no matter what, for instance employees on vacation or sick leave and the like), elimination of time-consuming trips to the bank, and more (Hagel,  2012).  
A survey by Blair et al (2009) on addressing problems of Human Resource Information System in Swaziland, Uganda and Rwandan government departments revealed that because of poor keeping of payroll lists, there are delays in the system in ensuring that all people who are paid on the list are listed. This caused undue suffering to patients. Equally, it was realized that there were numerous ghost workers in the Ministry of Health payroll; those who had exited due to natural attrition – death, retirement or those whose services had been terminated or resigned were still on the payroll due to lack of effective automation and integration of HR activities.
In line with the same argument, Rhoda (2010) explains that in so many cases, the systems used in processing and computing data are always scarce and sometimes too expensive. This kind of complexity makes the users look at the system as complex and hard to use. This demotivated human resource workers to use the system which affected the overall goal of utilizing the prevailing human resource information into tangible programs and policies. Putting in place HMIS and maintaining it calls for investing in it good money and at the same time invest in training human resource workers to use the system. This turns the whole process into a complex and expensive to afford. This case, the argument of Jutand (2000) remains true that technical factors stands in the way of fair utilization of human resource information and its influence remains inevitable. This study established the relevance of such argument in Ministry of Education & Sports and Sports.
Gopalan (2013) in supplementing to the above submissions indicated that the usage of IT and their applications remains a new concept in many modern organizations including human resource facilities in Africa and in Uganda in particular. Many human resource facilities were used to using of papers to undertake records and using cupboards for keeping record. The new reign that called for use of digital systems away from manual system called for firing of the existing employees and employs a new team that can potentially use IT. This in itself is expensive and takes good time. The retaining of the old guards in the hospital settings to use new IT systems means that their level of utilization becomes very low and it can affect the utilization of data. In many organizations, they choose to leave the existing teams but this meant that they have to train them further, but since they are engrained to follow old rules and cultures , they take long to adapt and this affects routine utilization of human resource information as it occurs (Aqil et al., 2009). 
Therefore, the literature observed indicate that HRIS is a cornerstone in strategic planning and management of human resources especially when it comes to pay access, decision making and so many others. What the literature is missing is lack of required information as per the pay access like in the instance of Ministry of Education & Sports in Uganda. The literature has been dressed so much on international scope and lacks specificity. These and other gaps are what this study endeavored to fill.  
[bookmark: _Toc489103627][bookmark: _Toc489103840][bookmark: _Toc489104074][bookmark: _Toc505518205]2.3 Pension management system and quality of service delivery
HRIS has been reported by several authors as among those mechanisms that simplifies pension management. For instance, the underlying reason for decentralizing the pensions and gratuity scheme was to solve the problems and inconsistencies that had been depicted in the old scheme. This meant that the new approach must lead to payment of pensioners and this would be an indicator of pensioners getting satisfied (MoFPED, 2015). However, a number of retirees are still grappling of non-payment and late payment of their pension and gratuity benefits. One of the main reasons for demolishing the old pensions and gratuity scheme was absence of funds and increased corruption in verification and payments. This led to a number of pensioners to refer to that old scheme as pauperized dead wood (Peterside, 2007).  Therefore, many pensioners were very much happy and hopeful by the introduction of a decentralized system. 
However, their rekindled hopes did not last for long as many complaints started to be raised on delayed payments and votes not being enough to meet the outstanding billions of arrears. In Nigeria, strikes were sparked off in Ogun State by Pensioners who were protesting for delayed payment that had reached to over 10-12months and those who had been paid, had only received 20% of their arrears.  FRCN, News (2015) further indicated that in Nigeria, the old schemes of centralized pension management had performed better than the decentralized form since most of the pensioners under the old scheme had received 80% of their money and but under the new scheme, most of them had only received around 20-25% in the last 10months. This was quite a poor performance (Kajusola, 2015).  
Further still, many pensioners were complaining about late payments in the old pension scheme but the new scheme seemed to be highly characterized by late payments. Kajusola (2015) indicated that may retirees are not receiving their entitlements up to now and as it had been indicated in Nigeria, in Ogun state, many are still owed for about 10-12months because of a number of bottlenecks in administration among the accounting officers and verification departments. Derowoju, (2012) noted that the delay in the new pension scheme management is basically rooted from accounting and verification authorities. In most cases, the relevant agencies submit the files in time but delays are always witnessed in verification and validation by the permanent secretaries in those bodies. These have championed late clearance right from employers as well non-complete documentation.  
Another effect that was sought to come along with decentralization of Pension and Gratuity was to improve the period of notification which was affecting the centralized system. However, Adedeji (2013) indicated that this has been worsened in the new Pension and Gratuity scheme since a number of Accounting Officers and Human Resource Officials over sits on Pensioner files and this creates rots in the system. The process of notification and verification has been the highly much cried about by the Pensioners. 
Furthermore, the old system was demolished because of corruptions and ghost employees that had been full of the Pension lists in Public Service. However, this seems to have come along with the decentralized system. Peterside (2008) argue that the new Pension Management System is still very much hunted by the corruption and fraud that led to the demotion of the old order and many retirees are fearful of this. The fears which were thought to reduce under the new order are still paramount among pensioners (Ohai et al, 2013). Therefore, it can be reached that despite some literature that indicates the impact of pension management system on quality of service delivery, however, it lacked current information specifically looking at Uganda and particularly in MoES. This is a big gap that this study endeavored to fill. At the end of the study, it was established that pension management was lacking and this had affected the quality of service delivery in MoES. 
[bookmark: _Toc489103841][bookmark: _Toc489104075][bookmark: _Toc505518206]2.4 Summary of the literature review 
The literature reviewed clearly indicates that there are a number of studies that established that the effect of HRIS on service quality in government departments. However, key gaps have been identified that call for conducting this study. Contextually, it is clear that HRIS has a relationship with service quality. However, the literature ignores the basic indicators of HRIS like better management of e-recruitment, on-line listing and applicability and service quality as adopted in this study and does not address what is happening in MoES. Methodologically; the literature reviewed was designed as a research paper without the required empirical basis of evaluating the study variables in a setting like MoES. Additionally, the literature reviewed was of work done in years below 2016. We are currently in 2017 and this study was called for to verify what may be happening currently about quality of services offered by MoES, timely payment and accuracy in records used. 

[bookmark: _Toc489103842][bookmark: _Toc489104076]











[bookmark: _Toc505518207]CHAPTER THREE
[bookmark: _Toc489103843][bookmark: _Toc489104077][bookmark: _Toc505518208]METHODOLOGY
[bookmark: _Toc322818735][bookmark: _Toc326906348][bookmark: _Toc331969252][bookmark: _Toc331969475][bookmark: _Toc332457375][bookmark: _Toc332458653][bookmark: _Toc341120867][bookmark: _Toc341121906][bookmark: _Toc348784876][bookmark: _Toc489103844][bookmark: _Toc489104078][bookmark: _Toc505518209]3.1 Introduction
The study investigated the effect of HRIS on service quality in MoES. This chapter explains methods which were adopted. It consisted of study design envisaged, study population, sample size and selection, sampling techniques and procedures. The chapter also addressed the various methods and procedures for collecting and analyzing data that were used in accessing information regarding the effect of HRIS on service quality in MoES. 
[bookmark: _Toc322818736][bookmark: _Toc326906349][bookmark: _Toc331969253][bookmark: _Toc331969476][bookmark: _Toc332457376][bookmark: _Toc332458654][bookmark: _Toc341120868][bookmark: _Toc341121907][bookmark: _Toc348784877][bookmark: _Toc489103845][bookmark: _Toc489104079][bookmark: _Toc505518210]3.2 Research Design
[bookmark: _Toc322818737][bookmark: _Toc326906350][bookmark: _Toc331969254][bookmark: _Toc331969477][bookmark: _Toc332457377][bookmark: _Toc332458655][bookmark: _Toc341120869][bookmark: _Toc341121908][bookmark: _Toc348784878][bookmark: _Toc328034612]The study adopted a cross-sectional survey design which adopted a correlation analysis in the process of establishing the relationship between HRIS and service quality as recommended by Amin (2005). This design was adopted because data was collected from different units of respondents at a single point in time. Both qualitative and quantitative approaches were used. The study consisted of both qualitative and quantitative designs. The qualitative design involved interviewing the executives and senior management in the Ministry of Education & Sports. A quantitative design was conducted through use of an open and closed ended questionnaire which was given to head teachers and teachers in primary two selected primary schools.  
[bookmark: _Toc489103846][bookmark: _Toc489104080][bookmark: _Toc505518211]3.3 Study Population
This study was conducted in Ministry of Education & Sports and sports and the two selected primary schools (Nakivubo Blue and Buganda road primary schools). This population was chosen for the study because the MoES has the overall responsibility of implementing and managing the HRIS in education sector. The study population consisted of 153 respondents. These consisted of 5 executives and senior management staff from Kampala district education office and 148 head teachers and teachers. The executive members and senior management were chosen because they have the responsibility of overseeing the implementation of the HRIS in the MoES. The head-teachers and teachers were chosen because they have a direct role to play in this study as they are the very people whose experience is being measured in relation to HRIS.
[bookmark: _Toc328034613][bookmark: _Toc489103847][bookmark: _Toc489104081][bookmark: _Toc505518212]3.4 Determination of the Sample Size
The sample size was determined using Morgan & Krejcie (1970) Table (Appendix V): This therefore means that the sample included 103 head teachers and teachers.
[bookmark: _Toc327880769][bookmark: _Toc489103635][bookmark: _Toc489103848][bookmark: _Toc489104082][bookmark: _Toc505516826][bookmark: _Toc505518213]Table 3. 1 : Sample Size of Respondents and Sampling Technique
	Category of Population
	Population Size
	Sample Size
	Sampling Technique

	Executives and senior management 
	5
	5
	Purposive  sampling

	Head teachers and teachers 
	148
	103
	Simple Random sampling

	Total
	153
	108
	


Source: Primary data (2016)
[bookmark: _Toc328034614][bookmark: _Toc489103849][bookmark: _Toc489104083][bookmark: _Toc505518214]3.5 Sampling Techniques
[bookmark: _Toc358377247][bookmark: _Toc358704644][bookmark: _Toc312699819]The study used both random and non-random sampling approaches. In particular, simple random and purposive sampling techniques were used respectively. Simple random sampling was preferred in the selection of head-teachers and teachers.  This was intended to avoid bias by providing an equal and independent chance to all respondents to participate in the study. On the other hand, purposive sampling technique was used to select members of top management. The members of this population category were assumed to have varying levels of knowledge relevant to the study so the technique enable the researcher hand pick  respondents on the basis of who he deemed to have more relevant information (Sekeran, 2003). 
[bookmark: _Toc489103850][bookmark: _Toc489104084][bookmark: _Toc505518215]3.6 Methods for data collection
[bookmark: _Toc534572737][bookmark: _Toc489103638][bookmark: _Toc489103851][bookmark: _Toc489104085][bookmark: _Toc505516829][bookmark: _Toc505518216][bookmark: _Toc328034615]The study employed three methods namely: survey method, interviewing and documentary analysis. The questionnaire was employed in the survey, semi-structured interview guide was also used under interviewing and documentary review checklist was used under documentary analysis (Amin, 2005). The study relied on primary data sources collected using questionnaire and interviewing methods. 
[bookmark: _Toc251027048][bookmark: _Toc335374495][bookmark: _Toc416819992][bookmark: _Toc302396333][bookmark: _Toc306581353][bookmark: _Toc459004901][bookmark: _Toc459005117][bookmark: _Toc459006222][bookmark: _Toc489103852][bookmark: _Toc489104086][bookmark: _Toc505518217]3.6.1. Questionnaire survey
This method allowed the collection of quantified data from a large number of respondents. The researcher prepared a set of questions pertaining to the field of enquiry (Quantitative). The designed questionnaire included mostly closed ended and although there were also some open ended questions. The questionnaire was also used because it could collect vast amounts of data less expensively at a low cost (Sekaran, 2003). The questionnaire was administered by dropping it at the respondents’ offices and picked after one week with the help of research assistants. The questionnaire was administered to only teachers.
[bookmark: _Toc251027050][bookmark: _Toc335374496][bookmark: _Toc416819993][bookmark: _Toc302396334][bookmark: _Toc306581354][bookmark: _Toc459004902][bookmark: _Toc459005118][bookmark: _Toc459006223][bookmark: _Toc489103853][bookmark: _Toc489104087][bookmark: _Toc505518218]3.6.2. Interviewing method
In this method the researcher interviewed the executives and senior management as key informants face to face to obtain in depth information on HRIS and quality of service delivery in the MoES. The researcher recorded the responses of the interviewee that was later transcribed for reporting in a narrative form. 
[bookmark: _Toc374110774][bookmark: _Toc489103854][bookmark: _Toc489104088][bookmark: _Toc505518219]3.6.3 Documentary Review
The document review was chosen to review a number of sources that existed for secondary data collection. In here, review was done on existing working documents like BMAU Briefing Papers, HRIS Operational Manual, Pension policy, Budget plan and Audit reports. These were reviewed with an aim of collecting data and information that would verify what had been reported through questionnaires and interviews. Further, public records which were obtained outside MoES were used in ascertaining the problem of quality of service delivery.
[bookmark: _Toc489103855][bookmark: _Toc489104089][bookmark: _Toc505518220]3.7 Data Collection Instruments
These are the tools for data collection (Mugenda and Mugenda, 2003). In this study, these included; Questionnaire and Interview guide. These were used because it is important to implement the data collection methods highlighted above. 
[bookmark: _Toc489103856][bookmark: _Toc489104090][bookmark: _Toc505518221]3.7.1 Questionnaire 
This tool allowed the collection of quantified data from a large number of respondents. The researcher prepared a set of questions pertaining to the field of enquiry.  The designed questionnaire included mostly closed ended and although there were also some open ended questions. The Questionnaire was used because it was cheap to administer to the respondents that were scattered over a large area or organization within a short period of time. A questionnaire also allowed respondents to feel free to give information and respondents answered the questions at their own time sometimes without the influence of the researcher (Amin, 2005). The questionnaire was designed using the Likert scale format of Strong Agree to Strong Disagree.  
[bookmark: _Toc489103857][bookmark: _Toc489104091][bookmark: _Toc505518222]3.7.2 Interview guide 
In-depth interviews were conducted using the interview guide. The interview guide was unstructured and semi-structured. For either technique, the method enabled the researcher to collect accurate information from the officials who were selected to participate as key informants because, of their wealth of experience and knowledge in procurement processes and practices. The instrument was used to ensure that reliable information was gathered. This information facilitated a deeper investigation into the topic under study. It helped the researcher to explain or clarify questions and find out the likeness. The interviews only applied to members of the only top management. 
[bookmark: _Toc358313838][bookmark: _Toc370464773][bookmark: _Toc489103858][bookmark: _Toc489104092][bookmark: _Toc505518223]3.7.3 Documentary Checklist
This explains the documents reviewed while studying HRIS and service quality in Ministry of Education & Sports which are directly relevant. A list of documents was reviewed including, BMAU Briefing Papers, HRIS Operational Manual, Pension policy, Budget plan and Audit reports. These were chosen to supplement on the questionnaires and interview guide.  
[bookmark: _Toc489103859][bookmark: _Toc489104093][bookmark: _Toc505518224][bookmark: _Toc29143908][bookmark: _Toc358313842][bookmark: _Toc370464774]3.8 Quality control
[bookmark: _Toc342949985][bookmark: _Toc348784890][bookmark: _Toc358313843][bookmark: _Toc370464775]To establish the quality of the tools, the validity and reliability of the instruments were tested as indicated below;
[bookmark: _Toc489103860][bookmark: _Toc489104094][bookmark: _Toc505518225]3.8.1 Validity 
The researcher ensured that the tools that were used in the study possessed the required validity. Here, expert judgment was sought to make sure that the items in the questionnaire were rated in such a way that they have a content validity index of above 0.7 which is recommended by Amin (2005) as enough to guarantee the validity of the instrument. Table 2 below has details;
[bookmark: _Toc489103648][bookmark: _Toc489103861][bookmark: _Toc489104095][bookmark: _Toc505516839][bookmark: _Toc505518226]Table .2 Content Validity Indices of the Tools
	Variable 
	Description 
	No. of Items 
	Content validity index 

	Independent 
	Recruitment system 
	12
	.788

	
	Payroll access system 
	10
	.761

	
	Pension management system
	10
	0.78

	Dependent 
	Quality of Service delivery
	10
	.0743


Source: Primary data
[bookmark: _Toc489103862][bookmark: _Toc489104096][bookmark: _Toc505518227]3.8.2 Reliability
This measures the degree at which the tool can consistently measure the different scenarios but providing the same results over time (Gay, 1996). In this case, the researcher undertook this by undertaking pretesting of the instruments twice using KCCA as an organization synonymous with MoES. It was established after pilot testing that, all items in the questionnaire had a Cronbach Alpha greater than 0.6
[bookmark: _Toc489103650][bookmark: _Toc489103863][bookmark: _Toc489104097][bookmark: _Toc505516841][bookmark: _Toc505518228]Table 4 Reliability indices for the respective sections of the questionnaire
	Variable 
	Description 
	No. of Items 
	Cronbach alpha 

	Independent 
	Recruitment system 
	12
	.831

	
	Payroll access system 
	11
	.767

	
	Pension management system
	10
	.761

	Dependent 
	Quality of Service delivery
	10
	.767


Source: primary data
[bookmark: _Toc328034618][bookmark: _Toc489103864][bookmark: _Toc489104098][bookmark: _Toc505518229]3.9   Data Analysis
Both qualitative and quantitative methods were used. The qualitative data collected from interviews and documentary reviews was analyzed by content analysis. The initial step involved sorting the content into themes, which depends on the content. Data collected was organized into a common data pool. It was transcribed, synchronized and grouped into themes. During analysis, themes were generated from the responses and categories. A coding scheme was adopted to create themes. It was these major themes that formed the basis of extrapolating out the emergent issues related to the research question subject matter.  Patterns of linkages and clues from the themes related to the research questions were observed and data interpretation was done in respect to the research objectives. Checking was done to minimize errors of double selection and other forms of repetition.
Quantitative data was analysed through descriptive and inferential means. Descriptive means included use of frequencies, percentages, means and standard deviations. This kind of data was presented using frequency tables, pictograms and graphs or pie charts. Inferential means included; using both correlation and regression analysis means. In this case, a Pearson correlation and linear regression were used. Pearson Correlation was used in answering the study research hypotheses and Regression Analysis was used in establishing the extent to which the two variables under investigation are related (Oso and Onen, 2008).   
[bookmark: _Toc374110786][bookmark: _Toc489103866][bookmark: _Toc489104100][bookmark: _Toc505518230]3.10	Measurement of Variables
The study variables that are both independent and dependent variables were measured using the five point Likert type scale and this was HRIS and Service quality. This scale was used because it was assumed for important in establishing numerical strength of study variables and understanding the perception of respondents.
[bookmark: _Toc462294907][bookmark: _Toc489103867][bookmark: _Toc489104101][bookmark: _Toc505518231]3.11 Ethical Considerations
[bookmark: _Toc489103868][bookmark: _Toc489104102]The researcher employed confidentiality in the course of data collection for the information to be given. Here the researcher was anxious not to explode what key informants and employees said. The researcher also employed cooperation, whereby he was able to continuously operate with respondents to establish a concrete rapport and this induced respondents to tell what they would not have said. Participation was made voluntary to allow open expression in the research to exhaust facts related to the study area. The researcher employed non-probability sampling techniques to ensure that sampling bias is minimized by ensuring that randomization is achieved. Lastly, non-responses were voluntarily mobilized to respond without being forced. To ensure that there was no plagiarism in this study, all work used in this book was cited and referenced. The researcher went ahead to ensure originality while using other people’s work (Kothari, 2004). 



















[bookmark: _Toc505518232]CHAPTER FOUR
[bookmark: _Toc83147857][bookmark: _Toc396800389][bookmark: _Toc489103869][bookmark: _Toc489104103][bookmark: _Toc505518233]PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS
[bookmark: _Toc83147858][bookmark: _Toc396800390][bookmark: _Toc489103870][bookmark: _Toc489104104][bookmark: _Toc505518234]4.1 Introduction
This chapter investigated the effect of Human Resource Information System (HRIS) on quality of service delivery in public service in Uganda while using Ministry of Education & Sports. The findings were obtained on the effect of recruitment system, payroll access system and pension management system on quality of service delivery in public service in Ministry of Education & Sports. Specifically, the chapter in turn presents the response rate, biodata, and study findings;
[bookmark: _Toc489103871][bookmark: _Toc489104105][bookmark: _Toc505518235]4.2 Response rate
[bookmark: _Toc489103659][bookmark: _Toc489103872][bookmark: _Toc489104106][bookmark: _Toc505516848][bookmark: _Toc505518236]Table 4: Showing the response rate
	Respondents 
	Sample size
	Frequency 
	Percentage 

	Executives and senior management 
	5
	4
	80%

	Head teachers and teachers 
	103
	97
	94.1%

	Total
	108
	101
	93.5%



103 questionnaires were administered, however, 97 managed to be accessed which made a rate of response at 94.1%. On the side of interviews, 5 respondents had been targeted, 4 managed to be accessed meaning that 80% was the response rate. On overall, 93.5% managed to reply. This response rate of 93.5% deemed good because it was over and above the 70% recommended by Mugenda and Mugenda (2003).
[bookmark: _Toc83147859][bookmark: _Toc396800391][bookmark: _Toc489103873][bookmark: _Toc489104107][bookmark: _Toc505518237]4.3 Background of the Respondents
[bookmark: _Toc489103874][bookmark: _Toc489104108][bookmark: _Toc505518238]4.3.1 Gender of the respondents 
[bookmark: _Toc489103662][bookmark: _Toc489103875][bookmark: _Toc489104109][bookmark: _Toc505516851][bookmark: _Toc505518239]Figure 1: Gender of the respondents

Male respondents formed the majority nuumber and these were 64%, compared to 36% who represented females. This directly indicated that, despite the fact that males took the highest percentage, but the study managed to cover all genders which makes the study gender sensitive. 
[bookmark: _Toc489103876][bookmark: _Toc489104110][bookmark: _Toc505518240]4.3.2 Age of the Respondents 
[bookmark: _Toc489103664][bookmark: _Toc489103877][bookmark: _Toc489104111][bookmark: _Toc505516853][bookmark: _Toc505518241]Figure 2: Showing age of the respondents 

40-49years formed the majority of the response (47.4%). 30-39age group had 33%, 20-29years (9.3%) and the last category of 50years ++ was represented 10.3%. This can be interpreted to mean that the study was conducted majorly among people who had the capacity to provide answers to the study without beig aided.  
[bookmark: _Toc489103878][bookmark: _Toc489104112][bookmark: _Toc505518242]4.3.3 Level of Education of the Respondents 
[bookmark: _Toc489103666][bookmark: _Toc489103879][bookmark: _Toc489104113][bookmark: _Toc505516855][bookmark: _Toc505518243]Figure 3: Showing the level of education of the respondents 

This who had a bachelor’s degree of education were 40.2%.  Post graduate diploma holders formed 26% of the respondents. 22.7% had master’s degrees and 4.1% had a doctorate. The last category of 7.2% had a a diploma. For interviewees, most of the respondents had a master’s degree and these constituted 70% of the respondents, the remaining portion of 30% had a post-graduate diploma. This means that these people were civilised enough to offer first hand information to the study.
[bookmark: _Toc489103880][bookmark: _Toc489104114][bookmark: _Toc505518244]4.3.4 Time spent working with Ministry of Education & Sports  
[bookmark: _Toc489103668][bookmark: _Toc489103881][bookmark: _Toc489104115][bookmark: _Toc505516857][bookmark: _Toc505518245]Figure 4: Showing the Time spent working with Ministry of Education & Sports 

Majority had been in MoES for the last 10years and above and these took 60.8%, 30% had spent in service for 5-10years. Those who had spent 1-5years were 8.1% had been in MoES for less than1year. These had the required memory to tell what has been happening in MoES as far as HRIS on quality of service delivery in public service was concerned because most of them had spent served beyond 2 years in Ministry of Education & Sports.      
[bookmark: _Toc489103882][bookmark: _Toc489104116][bookmark: _Toc505518246]4.4   Descriptive Analysis 
This section presents the research findings as per the objectives adopted in the study, these findings were thus obtained on recruitment system, payroll access system and pension management system on quality of service delivery in Ministry of Education & Sports. In this case therefore, to understand whether there was adherence to human resource information system and quality of service delivery in Ministry of Education & Sports. 


[bookmark: _Toc489103883][bookmark: _Toc489104117][bookmark: _Toc505518247]4.4.1 Findings on quality of service delivery in Ministry of Education & Sports 
To understand whether service delivery in MoES had the required quality, Table 5 has details: 
[bookmark: _Toc489103671][bookmark: _Toc489103884][bookmark: _Toc489104118][bookmark: _Toc505516860][bookmark: _Toc505518248]Table 5: Descriptive Statistics on quality of service delivery in Ministry of Education & Sports   
	Items 
	1
	2
	3
	4
	5
	Mean

	The salary/pension is paid in time
	47.3%
	50%
	2.6%
	0%
	0%
	1.33

	Complaints of deletions from the payroll are still evident
	42.2%
	50%
	7.8%
	00%
	1.08%
	1.41

	Under this arrangement, complaints addressed in time
	3.9%
	39.4%
	44.7%
	9.4%
	7.8%
	2.97

	Salaries are provided as planned 
	2.6%
	3.9%
	59%
	7.8%
	26.3%
	3.21

	The pensions are now accessible in time
	3.9%
	2.6%
	6.5%
	53.9%
	34.2%
	4.11

	There is still delayed payment of pensions/salaries
	5.2%
	5.2%
	11.8%
	42%
	35.5%
	4.18

	There is still a lot of arrears in this ministry
	1.3%
	1.3%
	3.9%
	61.8%
	31.5%
	4.25

	Non-payment of new applicants is reported
	0%
	0%
	0%
	36.8%
	63.1%
	4.47

	I am satisfied with the new arrangement
	1.3%
	2.6%
	9.2%
	43.4%
	44.7%
	4.63

	Many people have been reinstated on the payroll
	7.8%
	14.4%
	9.2%
	28.9%
	36.8%
	4.68

	The payroll still has ghost teachers/pensioners
	3.9%
	5.2%
	0%
	40.7%
	50%
	4.78



The above Table 5 presents the responses on how respondents understood the quality of service delivery at Ministry of Education & Sports. Most of the respondents agreed with the variable in question. This is verified in the following items: The payroll still has ghost teachers/pensioners (4.78); Many people have been reinstated on the payroll (4.68); I am satisfied with the new arrangement (4.63); Non-payment of new applicants is reported (4.47); There is still delayed payment of pensions/salaries (4.18); Our pensions are now accessible (4.11). The above responses suggest that quality of service delivery in Ministry of Education & Sports is to high extent still poor. This is reflected in the fact that there are still ghost teachers, some retired teachers have not received their pension as it must be, there are still issues of non-payment of applicants and so on. However, the few successes that implied improvement in quality included; responses on satisfaction of some respondents with the new system to have partly improved on service delivery, accessibility to pension and a big number of people who have been reinstated on the payroll system who had been deleted.   
On the side of respondents who seemed non supportive included: I receive my salary as planned (3.21); complaints are addressed in time (2.97); Complaints of deletions from the payroll are still evident (1.41); and my salary/pension is paid in time (1.33). These mean that there are still issues of receiving salaries in time and addressing complaints of teachers on deletion and timely payments. All these majorly point a figure on continued poor quality of service delivery in Ministry of Education & Sports despite the fact that the Human Resource Information System is in place. 
From the interviews conducted, a different stand a way from what was reported in questionnaires was revealed. Most of them indicated that quality of service delivery has been improving since the introduction of Human Resource Information System. For instance, a big number of key informants indicated that Human Resource Information System had improved on the timely payment of salaries and pensions. One of the key informants was quoted saying: 
“The fact is that many of the pensioners are happy and really satisfied with the new arrangement because this has reduced on the time it takes to receive their pension compared to how the centralized system worked…however, as you know, this is still a new arrangement which has just been launched that is why may still have some inconsistencies here and there but I am very convinced that it will work better than the previous system…” 

On the issue of ghost teachers you have asked…I think these are very much solved though we may still have a few…but as far as I know, we have fought ghost workers because they used to delay payment and government was losing a lot of money in these…but since this year began, we have been cleaning our lists and reregistering teachers in many parts of Uganda.” One of the key informants added. 
The above responses implied that service delivery in MoES is improving since the a big number of people are getting satisfied with this new arrangement of Human Resource Information System and the HRIS has been able to partly deal with ghost payment and late payment. However, some of the key informants seemed to tally with the respondents in the questionnaire who seemed to point a figure in the poor quality of service delivery that is still embedded with HRIS in Ministry of Education & Sports and line ministries and one of the key informant was quoted saying, 
 “As any new process, what you have to know is that the decentralization of Pension and Gratuity is still a new thing and this means that it has to face fresh challenges before it becomes efficient that is why you will hear issues to do with corruption, increased complaints of pensioners who are deleted from the list and their names taken to ministries they never belonged…you will hear issues to do with outstanding arrears…record management, for your information we know about all these challenges and we are doing everything we can to overcome…otherwise such challenges should not tell you that HRIS is not a proper system…every year we register progress.”  
The above quotation suggests that the quality of service delivery in MoES is still threatened by a number of factors including; increasing arrears, increased complaints from diferrent stakeholders that are not addressed and poor record management. This position was supported by the documents reviewed. For instance, according to Ministry of Public Service Annual Report (2015), it indicates that ghost teachers are still prevalent on payroll system, the deletion of some teachers is still highly reported and more complaints are registered on delayed payments of some staff despite the existence of HRIS.
[bookmark: _Toc489103885][bookmark: _Toc489104119][bookmark: _Toc505518249]4.4.2 Findings on recruitment system and quality of service delivery in public service in Ministry of Education & Sports. 
To understand whether Ministry of Education & Sports adhered to the process of recruitment as prescribed by the HRIS system, Table 6 has more details: 
[bookmark: _Toc489103673][bookmark: _Toc489103886][bookmark: _Toc489104120][bookmark: _Toc505516862][bookmark: _Toc505518250]Table 6: Descriptive Statistics on recruitment system in Ministry of Education & Sports  
	Items 
	1
	2
	3
	4
	5
	Mean

	The HRIS has improved on advertising of posts 
	4.5%
	6%
	24%
	34.5%
	30%
	2.50

	Application of vacant positions has been made easy for our applicants 
	4.5%
	27%
	33%
	30%
	4.5%
	2.75

	The system has improved on the competence of teachers being recruited 
	3%
	3%
	22.5%
	40.5%
	30%
	3.22

	With this system, it is easy to screen individual’s candidature 
	9%
	36%
	33%
	16.5%
	4.5%
	3.50

	The system has enhanced prior job descriptions understanding before recruiting them 
	1.5%
	7.5%
	15%
	28.5%
	46.5%
	3.65

	The system has enabled to receive all kind of applications from a number of teachers all over the country 
	0%
	10.5%
	25.5%
	36%
	27%
	4.00

	The system makes short listing of teachers easy 
	1.5%
	22.5%
	27%
	24%
	24%
	4.07

	Teachers recruited match to their subject requirement  
	1.5%
	15%
	18%
	42%
	22.5%
	4.10

	The time taken to recruiting on government payroll is short  
	9%
	6%
	10.5%
	45%
	28.5%
	4.25



The results here indicate that Ministry of Education & Sports adhered to the process of recruiting teachers as expressed by the HRIS. Among the items that had means above 3.5 included; The time taken to recruiting on government payroll is short (4.25); Teachers recruited match to their subject requirement (4.10); The system makes short listing of teachers easy (4.07); The system has enabled to receive all kind of applications from a number of teachers all over the country (4.00); The system has enhanced prior job descriptions understanding before recruiting them (3.65); With this system, it is easy to screen individual’s candidature (3.50). All these imply that HRIS recruitment system has reduced on the time taken to recruit teachers, role matching of employees has also be achieved because of this system, a big pool of teachers can now be accessed and job descriptions are well displayed before applications are submitted. These suggests that recruitment system has been highly improved which is presumed to have improved on quality of service delivery.  
However, on the other hand, some of the respondents indicated that Ministry of Education & Sports to some extent did not fully integrated recruitment system which might have an effect on the quality of service delivery in MoES. For instance, some of the items that confirm such a claim included; The system has improved on the competence of teachers being recruited (3.22); Application of vacant positions has been made easy for our applicants (2.75); The HRIS has improved on advertising of posts (2.50). These imply that despite the fact that the HRIS is in place, some teachers recruited lacked the required competence to perform and they cannot perform all job duties as predetermined. These are inconsistencies in the HRIS that may be affecting the quality of service delivery. 
The views from the key informants continually supported the above position, where most of the interviewees admitted that HRIS has been very much improved on recruitment of teachers in Ministry of Education & Sports. Most of the key informants reported that it is now easy to screen teachers and best candidates selected by use of HRIS. Secondly, they reported that HRIS has helped Ministry of Education & Sports to receive applications from all kind of teachers in the whole country which was difficult before the integration of HRIS. Further, some of the key informants ascertained that HRIS has improved on the quality of teachers recruited since the best can easily be shortlisted. It was quoted from one of the key informants saying:  
“The integration of HRIS has made it easy to recruit teachers we want because the specifications are well spelt out and those who have specifications are not entitled to apply and this has made the process very easy quick and timely as possible than it was before. I think we have a lot of reasons to celebrate the inauguration of HRIS in this ministry…”
From the quotation above, it is confirmed that HRIS has improved on the process of recruiting teachers in Ministry of Education & Sports which is presumed to improve the quality of service delivery. This findings correlates with the documents reviewed. For instance, BMAU Briefing Paper (2016) indicated that since the HRIS was integrated in public service, it has become easy to have best candidates selected and recruited in public service jobs because they are accessible. Further, this paper indicated that the missing gaps in human resource management have been easily attended too due to existence of HRIS. 
[bookmark: _Toc489103887][bookmark: _Toc489104121][bookmark: _Toc505518251][bookmark: _Toc374441488][bookmark: _Toc376347811]4.4.2.1 Correlation results for recruitment system and quality of service delivery in Ministry of Education & Sports
[bookmark: _Toc388951515][bookmark: _Toc393377317][bookmark: _Toc393831337]The first hypothesis stated, “Recruitment system has positive effect on the quality of service delivery in public service in Ministry of Education & Sports.” Spearman correlation coefficient (r) was used to test the hypothesis. Table 7 presents the test results.
[bookmark: _Toc489103675][bookmark: _Toc489103888][bookmark: _Toc489104122][bookmark: _Toc505516864][bookmark: _Toc505518252]Table 7: Correlation results 
	
	
	
	Recruitment system   
	Quality of Service delivery


	Spearman's rho
	Recruitment system  
	Correlation Coefficient
	1.000
	.508**

	
	
	Sig. (2-tailed)
	.
	.043

	
	
	N
	97
	97

	
	Quality of Service delivery  

	Correlation Coefficient
	.508**
	1.000

	
	
	Sig. (2-tailed)
	.043
	.

	
	
	N
	97
	97

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




Findings show that there was a significant positive correlation ( = .503) between recruitment system and the quality of service delivery in Ministry of Education & Sports. This findings was subjected to a test of significance (p) and it is shown that the significance of the correlation (p = .043) is less than the recommended critical significance at 0.05. Thus, the relationship was significant. Thus, the relationship was significant. Because of this, the hypothesis “Recruitment system has positive effect on the quality of service delivery in public service in Ministry of Education & Sports” was accepted. 
Thus, the implication of the findings was that HRIS recruitment system has had a significant effect on quality of service delivery in Ministry of Education & Sports. The positive effect implies that a change in HRIS recruitment system relates to a significant change in the quality of service delivery in Ministry of Education & Sports. The positive nature of the correlation implied that HRIS recruitment system must be adhered to if the quality of service delivery is to be enhanced in Ministry of Education & Sports.
[bookmark: _Toc489103889][bookmark: _Toc489104123][bookmark: _Toc505518253]4.4.2.2 Regression results for recruitment system and quality of service delivery in Ministry of Education & Sports
[bookmark: _Toc489103677][bookmark: _Toc489103890][bookmark: _Toc489104124][bookmark: _Toc505516866][bookmark: _Toc505518254][bookmark: _Toc359334493][bookmark: _Toc376347866]A further analysis was conducted using a regression to determine the extent to which recruitment system predicted quality of service delivery in Ministry of Education & Sports. Findings are presented in Table 8, accompanied by analysis and interpretation.
[bookmark: _Toc489103678][bookmark: _Toc489103891][bookmark: _Toc489104125][bookmark: _Toc505516867][bookmark: _Toc505518255]Table 8: Model summary 
	Regression Statistics
	
	

	Multiple R
	.652
	
	

	R Square
	.425
	
	

	Adjusted R Square
	.420
	
	

	Standard Error
	3.34
	
	

	Observations
	97
	
	



[bookmark: _Toc489103892][bookmark: _Toc489104126]Findings in Table 8 show a strong linear relationship (Multiple R = .652) between recruitment system and quality of service delivery in Ministry of Education & Sports. The adjusted R Square shows that recruitment system account for 42% change in the quality of service delivery in Ministry of Education & Sports. Interview findings supported the findings obtained from questionnaires. This was synonymous with what the key informants indicated. This can interpreted to mean that recruitment system to high extent has improved on the quality of service delivery in MoES. 


[bookmark: _Toc489103680][bookmark: _Toc489103893][bookmark: _Toc489104127]4.4.2 Findings on payroll access system and quality of service delivery in public service in Ministry of Education & Sports in Uganda 
To understand whether HRIS allows access to the payroll system in MoES, Table 9 has more details:
[bookmark: _Toc489103681][bookmark: _Toc489103894][bookmark: _Toc489104128][bookmark: _Toc505516868][bookmark: _Toc505518256]Table 9: Descriptive Statistics on payroll access system in Ministry of Education & Sports 
	Items 
	1
	2
	3
	4
	5
	Mean

	I have heard no errors of teachers receiving salaries of others
	40.5%
	22.5%
	19.5%
	9%
	6%
	1.32

	We have had no cases of teachers receiving their salaries late under this new arrangement 
	24%
	34.5%
	24%
	10.5%
	4.5%
	2.39

	We have not had complaints from teachers of not receiving their full amount of salary 
	25.5%
	24%
	33%
	16.5%
	0%
	3.25

	Jobs data is well stored by the system 
	25.5%
	10.5%
	39%
	13.5%
	10.5%
	3.25

	Employee data is well stored by the system  
	3%
	25.5%
	30%
	19.5%
	21%
	4.00

	We have heard cases of ghost teachers on the teacher list
	4.5%
	15%
	28.5%
	31.5%
	19.5%
	4.12

	Teacher’s lists clearly explain all particulars of a teacher 
	6%
	16.5%
	21%
	24%
	31.5%
	4.25

	The job with their associated salaries are well displayed by the system 
	3%
	9%
	24%
	28.5%
	34.5%
	4.55

	We have had cases of teachers losing their salaries under this new arrangement
	0%
	0%
	0%
	45%
	55%
	4.58



The results indicate that HRIS has enabled on the payroll access in Ministry of Education & Sports which is important in meeting the quality of service delivery. Among the items that had means above 3.5 included; We have had cases of teachers losing their salaries under this new arrangement (4.58); The job with their associated salaries are well displayed by the system (4.55); Teacher’s lists clearly explain all particulars of a teacher (4.25); I have heard cases of ghost teachers on the list (4.12); Employee data is well stored by the system (4.00). This implied that HRIS has enabled on improvement in payroll access in MoES to high extent. This is because it was discovered that issues of losing salaries has reduced, costs that were involved in the process of seeking salaries have been reduced and misappropriating teacher salaries has also reduced under this new arrangement however, cases of ghost teachers in schools is still reported. 
On the other hand, HRIS is still registered with some encumbrances as far as payroll access in Ministry of Education & Sports is concerned. Jobs data is well stored by the system (3.25); We have not had complaints from teachers of not receiving their full amount of salary (3.25); We have had no cases of teachers receiving their salaries late under this new arrangement (2.39); I have heard no errors of teachers receiving salaries of others (1.32). This implied that despite the fact that HRIS is in place, the distribution of sallies among teachers is still doubted to be even; issues of receiving salaries late is still reported and errors are still impending the system of HRIS in Ministry of Education & Sports.
The findings from the interviewees seemed to contrary to what most of the respondents in the questionnaire had indicated. The interviewees agreed with the view that HRIS had contributed to improvement in the payroll access in Ministry of Education & Sports. This indicated that this is reflected in the reduced complaints in accessing salaries by teachers in schools and the reducing number of ghost staffs in the schools and in the whole ministry. Late payments have also reduced in the ministry. This new arrangement has reduced on the costs that were used to be incurred when demanding our salaries. One of the key informants was quoted saying: 
 “HRIS has enhanced on payroll access by our teachers all over Uganda….this system has improved the whole procedure of accessing salaries and it has eased the process…before, teachers used to get stranded on ATMs and keep bouncing but they can now get to know when sitted in offices...the payment system has really improved and I believe it is still improving this whole process.…..”
He added, 
“…for purpose of improving quality of service delivery in Ministry of Education & Sports, HRIS makes sure that all people we pay salaries are in existence and it is easy to confirm than how it was before…”
[bookmark: _Toc390455844][bookmark: _Toc374441485][bookmark: _Toc376347808]The above quotations mean that the introduction of HRIS in Public Service has been instrumental in improving payroll access on the side of teachers and management. This can have a significant effect on the quality of service delivery. This is in line with what MOES Annual Report (2015) indicates that complaints about salary delay, loss or ghost teachers have reduced in most part of Uganda because inauguration of the system. This is further supported by BMAU Briefing Paper (2016). This also confirms that HRIS has been good in keeping records that are good in making follow up automatically. 
[bookmark: _Toc489103895][bookmark: _Toc489104129][bookmark: _Toc505518257]4.4.3.1 Correlation results on payroll access system and quality of service delivery in Ministry of Education & Sports in Uganda 
[bookmark: _Toc489103683][bookmark: _Toc489103896][bookmark: _Toc489104130][bookmark: _Toc390455845]To test if payroll access system affects the quality of service delivery in Ministry of Education & Sports, a spearman rho correlation coefficient was done by the study and the results are shown in Table 10 below. To verify this hypothesis, a null hypothesis was derived that "Payroll access system has positive effect on the quality of service delivery in public service in Ministry of Education & Sports”.
[bookmark: _Toc505516870][bookmark: _Toc505518258]Table 10: Correlation results 
	
	
	
	Payroll access system 
	Quality of Service delivery

	Spearman's rho
	Payroll access system 
	Correlation Coefficient
	1.000
	.528**

	
	
	Sig. (2-tailed)
	.
	.038

	
	
	N
	97
	97

	
	Quality of Service delivery 
	Correlation Coefficient
	.528**
	1.000

	
	
	Sig. (2-tailed)
	.038
	.

	
	
	N
	97
	97

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



Findings show that there was a significant positive correlation ( = .528) between payroll access system and the quality of service delivery in Ministry of Education & Sports. These findings were subjected to a test of significance (p) and it is shown that the significance of the correlation (p = .038) is less than the recommended critical significance at 0.05. Thus, the relationship was significant. Because of this, the hypothesis "Payroll access system has positive effect on the quality of service delivery in public service in Ministry of Education & Sports” was accepted. 
The implication of these findings is that payroll access system as used in Ministry of Education & Sports had significnatly improved on quality of service delivery. The significant relationship implied that a change in payroll access system contributed to a significant change in the quality of service delivery in Ministry of Education & Sports. The positive nature of the influence implied that the change in payroll access system was in the opposite direction with quality of service delivery in Ministry of Education & Sports whereby addressing payroll access system can contribute to improvement in the quality of service delivery and vice versa.
[bookmark: _Toc489103897][bookmark: _Toc489104131][bookmark: _Toc505518259]4.4.3.2 Regression results for payroll access system and quality of service delivery in Ministry of Education & Sports in Uganda 
[bookmark: _Toc489103685][bookmark: _Toc489103898][bookmark: _Toc489104132][bookmark: _Toc505516872][bookmark: _Toc505518260]Further analysis was conducted using a regression to determine the extent to which payroll access predicted on the quality of service delivery in Ministry of Education & Sports. Findings are presented in Table 11, accompanied with an analysis and interpretation.
[bookmark: _Toc489103686][bookmark: _Toc489103899][bookmark: _Toc489104133]

[bookmark: _Toc505516873][bookmark: _Toc505518261]Table 11: Model summary 
	Regression Statistics
	
	
	
	

	Multiple R
	.817
	
	
	
	

	R Square
	.667
	
	
	
	

	Adjusted R Square
	.664
	
	
	
	

	Standard Error
	.300
	
	
	
	

	Observations
	97
	
	
	
	



Findings in Table 11 shows a strong linear relationship (Multiple R = .817) between payroll access and the quality of service delivery in Ministry of Education & Sports. Going by the adjusted R Square, it is shown that payroll access system account for 66.4% change in service delivery in Ministry of Education & Sports. These findings were subjected to an ANOVA test, which showed that the significance (Sig F = .000) of the Fishers ratio (F = 224.567) was greater than the critical significance at .05. Hence, the findings were accepted. This was synonymous with what the key informants indicated. This can interpreted to mean that payroll access system to high extent has improved on the quality of service delivery in MoES. 
[bookmark: _Toc489103900][bookmark: _Toc489104134][bookmark: _Toc505518262]4.4.3 Findings on pension management system and quality of service delivery in public service in Ministry of Education & Sports
To investigate the extent to which HRIS has improved on pension management in Ministry of Education & Sports, Table 12 has more details;
[bookmark: _Toc489103688][bookmark: _Toc489103901][bookmark: _Toc489104135]

[bookmark: _Toc505516875][bookmark: _Toc505518263]Table 12: Descriptive Statistics on pension management system in Ministry of Education & Sports
	Items 
	1
	2
	3
	4
	5
	Mean 

	We have dealt with most of pension arrears in our ministry 
	7.5%
	24%
	21%
	46.5%
	0%
	3.58

	The Office of the Accounting Officer has clear responsibility for all payroll and salary/pension transactions 
	0%
	4.5%
	30%
	31.5%
	18%
	3.62

	We endeavor to monitor whether pensioners are paid annually
	6%
	9%
	19%
	48%
	27%
	3.75

	Pay slips are printed, distributed, signed off by all its pensioners and copies filed on the personal files as evidence of receipt of pension
	0%
	18%
	9%
	46.5%
	25.5%
	4.00

	Payment of pensions and gratuity has been decentralized to this ministry  
	6%
	7.5%
	16.5%
	40.5%
	28.5%
	4.12

	All pensioners on cleaned-up payroll were paid
	7.5%
	22.5%
	21%
	28.5%
	19.5%
	4.13

	All pensioners are well known and shortlisted in our payroll system
	10.5%
	7.5%
	25.5%
	22.5%
	33%
	4.55



The results in table 12 above revealed that all items were agreed on by the respondents. This thus, statistically means that pension management in Ministry of Education & Sports has been improving and this is attributed to HRIS. Among the items that had means above 3.5 included; All our pensioners are well known and shortlisted in our payroll system (4.55); All our pensioners on cleaned-up payroll were paid (4.13); Payment of pensions and gratuity has been decentralized to this ministry (4.12); Pay slips are printed, distributed, signed off by all its pensioners and copies filed on the personal files as evidence of receipt of pension (4.00); We endeavor to monitor whether pensioners are paid annually (3.75); The Office of the Accounting Officer has clear responsibility for all payroll and salary/pension transactions (3.62) and We have dealt with most of pension arrears in our ministry (3.58). This implies that Ministry of Education & Sports has had improvement in pension management due to HRIS system. This is reflected in the capacity of the ministry to knows and posses shortlists of all its pensioners in its payroll system, continued cleaning up of the payroll, paying of all pensioners, decentralizing of payment of pensions and gratuity in the Ministry; dedicating the Office of the Accounting Officer with clear responsibility for all payroll and salary/pension transactions and dealing with most of pension arrears in the ministry. 
The above position was congruent with what most of the key informants indicated in an interview. For instance, the biggest portion of the key informants indicated that the Ministry of Education & Sports has been improving its pension management systems and the whole system is cleaned up and many pensioners have been paid. Ghost pensioners are non-existent and accounting officers at the Ministry have been given full responsibility of paying pensioners. All pensioners have been shortlisted in the Ministry and they are paid their pensions every month. One of the key informants in the Ministry of Education & Sports in an interview said, 
“I think HRIS has made it easy to clearly have list of pensioners…we can now easily clean the system and pay up those who are mandated to be paid…last year, we wanted over 27billions Uganda Shillings to pay arrears for a number of pensioners…currently this has reduced to only 12billions we need…the issue was not lack of money to pay these pensioners…the issue was to know the exact people we had to pay because the system had had been mixed up with a number of ghost pensioners…now we are paying the people we know and this is because our pension management system has been cleaned and can easily be followed up...”
He added
“One of the things I know that had caused a lot of problem to service delivery in the ministry was increasing complains from pensioners who did not even exist…we lost good amount of money under the previous system of paying. This system has shifted this and I see significant difference especially in timely payments and reducing on arrears we had…”  
This position implies that HRIS has improved on pension management in Ministry of Education & Sports. This appeared to have been reflected in reduced arrears, timely payment and reduced number of ghost pensioners and teachers.  
[bookmark: _Toc489103902][bookmark: _Toc489104136][bookmark: _Toc505518264]4.4.4.1 Correlation results for pension management system and quality of service delivery in Ministry of Education & Sports 
[bookmark: _Toc489103690][bookmark: _Toc489103903][bookmark: _Toc489104137][bookmark: _Toc505516877][bookmark: _Toc505518265][bookmark: _Toc489103691][bookmark: _Toc489103904][bookmark: _Toc489104138]To test if there was a relationship between pension management systems and quality of service delivery in Ministry of Education & Sports, a spearman rho correlation coefficient was done by the study and the results are shown in Table 13 below. To verify this hypothesis, a null hypothesis was derived that; "Pension management system has positive effect on quality of service delivery in public service in Ministry of Education & Sports”
[bookmark: _Toc505516878][bookmark: _Toc505518266]Table 13: Correlation results 
	
	
	
	Pension  management systems 
	Quality of Service delivery 

	Spearman's rho
	Pension  management systems 
	Correlation Coefficient
	1.000
	.633**

	
	
	Sig. (2-tailed)
	.
	.016

	
	
	N
	97
	97

	
	Quality of Service delivery 
	Correlation Coefficient
	.633**
	1.000

	
	
	Sig. (2-tailed)
	.016
	.

	
	
	N
	97
	97

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




Findings show that there was a positive correlation (= .633) between pension management systems and quality of service delivery in Ministry of Education & Sports. These findings were subjected to a test of significance (p) and it is shown that the significance of the correlation (p = .016) is less than the recommended critical significance at 0.05. Thus, the relationship was not significant. Because of this, the hypothesis "Pension management system has positive effect on quality of service delivery in public service in Ministry of Education & Sports” was accepted. 
The implication of these findings is that pension management has significant contribution to improved quality of service delivery in Ministry of Education & Sports. The positive effect implied that a change in pension management contributed to a positive change in quality of service delivery in Ministry of Education & Sports. The negative nature of the influence implied that the change in pension management was in the opposite direction whereby improvement in quality of service delivery in Ministry of Education & Sports called for improvement in pension management and vice versa.
4.4.4.2 [bookmark: _Toc489103905][bookmark: _Toc489104139][bookmark: _Toc505518267]Regression results for pension management system and quality of service delivery in Ministry of Education & Sports 
[bookmark: _Toc489103693][bookmark: _Toc489103906][bookmark: _Toc489104140][bookmark: _Toc505516880][bookmark: _Toc505518268]Further analysis was conducted using a regression to determine the extent to which pension management system predicted the quality of service delivery in Ministry of Education & Sports. Findings are presented in Table 14, accompanied with an analysis and interpretation.
[bookmark: _Toc489103694][bookmark: _Toc489103907][bookmark: _Toc489104141][bookmark: _Toc505516881][bookmark: _Toc505518269]Table 14: Model summary 
	Regression Statistics
	
	
	
	

	Multiple R
	.727
	
	
	
	

	R Square
	.684
	
	
	
	

	Adjusted R Square
	.681
	
	
	
	

	Standard Error
	.092
	
	
	
	

	Observations
	97
	
	
	
	


 Source: Primary data
Findings in Table 14 show a linear relationship (Multiple R = .727) between pension management system and quality of service delivery in Ministry of Education & Sports. Going by the adjusted R Square, it is shown that pension management account for 68.1% change in quality of service delivery in Ministry of Education & Sports. These findings were subjected to an ANOVA test, which showed that the significance (Sig F = .000) of the Fishers ratio (F = 242.200) was greater than the critical significance at .05. Hence, the findings were accepted. This was synonymous with what the key informants indicated. This can interpreted to mean that pension management system to high extent has improved on the quality of service delivery in MOES. 
[bookmark: _Toc489103908][bookmark: _Toc489104142][bookmark: _Toc505518270]4.5 Overall Prediction Model
Regression analysis was carried out to examine the extent to which facet variables (recruitment system, payroll access system and pension management) predict quality of service delivery.
[bookmark: _Toc489103696][bookmark: _Toc489103909][bookmark: _Toc489104143][bookmark: _Toc505516883][bookmark: _Toc505518271]Table 17: Prediction Model for Factor Components
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.106
	.682
	
	1.623
	.114

	
	Recruitment system
	.444
	.054
	.500
	5.693
	.000

	
	Payroll access system
	.472
	.255
	.507
	2.638
	.010

	
	Pension management
	.569
	.086
	.515
	3.263
	.002

	Dependent Variable: Quality of service delivery 

	R=.800a

	R Square=.717

	Adjusted R Square=.700

	Sig=0.000


Source: primary data 
According to table 17, recruitment system, payroll access system and pension management predict 70% of service delivery (Adjusted R Square = .700). The regression model was significant and thus reliable for making conclusions and recommendations (Sig. <.05). The most significant predictors of quality of service delivery in Ministry of Education & Sports were pension management (Beta= .515), payroll access system (Beta=.315) and recruitment system (Beta= .515). The results revealed that most determining factor was pension management. Therefore, much emphasis needs to be vested in improving recruitment system, payroll access system, if the quality of service delivery is to be achieved further. This can be interpreted to mean that much effort needs to be put improving the recruitment system since it seemed much more lacking compared to other systems on HRIA.
[bookmark: _Toc489103910][bookmark: _Toc489104144]

[bookmark: _Toc505518272]CHAPTER FIVE
[bookmark: _Toc489103911][bookmark: _Toc489104145][bookmark: _Toc505518273]SUMMARY, DISCUSSION, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc489103912][bookmark: _Toc489104146][bookmark: _Toc505518274]5.1 Introduction 
This chapter presents the summaries of the findings, discussions of objectives set for the study, conclusions derived from the findings, and the recommendations that will help in improving the quality of service delivery in Ministry of Education & Sports based on the findings of the study. The Limitations of the study, contributions of the study and areas of further study were also suggested.
[bookmark: _Toc489103913][bookmark: _Toc489104147][bookmark: _Toc505518275]5.2 Summary
[bookmark: _Toc489103914][bookmark: _Toc489104148][bookmark: _Toc505518276]5.2.1 The effect of recruitment system on quality of service delivery in Ministry of Education & Sports
Results revealed that there is a positive effective of recruitment system on service quality done in Ministry of Education & Sports and Sports. This implied that the higher adherence to recruitment system in HRIS, the higher the level of service quality in the organization. This was supported by Pearson correlations which was 0.508 and significant at .043.

[bookmark: _Toc489103915][bookmark: _Toc489104149][bookmark: _Toc505518277]5.2.2 The effect of payroll access system on quality of service delivery in Ministry of Education & Sports
Results revealed that there is a positive effective of payroll access system on service quality done in Ministry of Education & Sports and Sports. This implied that the higher adherence to payroll access system in HRIS, the higher the level of service quality in the organization. This was supported by Pearson correlations which was 0.528 and significant at .038.
[bookmark: _Toc489103916][bookmark: _Toc489104150][bookmark: _Toc505518278]5.2.3 The effect of pension management system on quality of service delivery in Ministry of Education & Sports
Results revealed that there is a positive effective of pension management system on service quality done in Ministry of Education & Sports and Sports. This implied that the higher adherence to pension management system in HRIS, the higher the level of service quality in the organization. This was supported by Pearson correlations which was 0.633 and significant at .016.
[bookmark: _Toc489103917][bookmark: _Toc489104151][bookmark: _Toc505518279]5.3 Discussion of the study findings 
The discussion of the study findings was made as per the study objectives below;

[bookmark: _Toc489103918][bookmark: _Toc489104152][bookmark: _Toc505518280]5.3.1 The effect of recruitment system on quality of service delivery in Ministry of Education & Sports
On this objective, it was established that there was a positive effect of recruitment system on quality of service delivery in public service in Ministry of Education & Sports. The above position was supported by the key informants who consistently agreed that recruitment systems had had a positive effect on the quality of service delivery in Ministry of Education & Sports. Okoduwa (2007) supports the above finding that there HRIS eases the process of recruiting staffs in an organization and this is where the quality of service delivery comes from. Averbrook (2012) claims that recruitment procedure is one of the primary activities which many organizations need to give much attention if service quality is to improve. E-recruitment provides clear profile of all people contesting on certain positions and the best ones are always selected without being interrupted. So the pool of choice is always widened. E-recruitment also would allow Kenyan public universities to profile candidate information on their qualifications and only be able to select the most qualified candidate and have access to this information in a timely span of time. 
Dineen and Noe (2010) in their study on applicant pool characteristics in a web-based recruitment, whereby results lead to more accurate assessment of applicant fit and this in effect reduces the number of poor fit applicants. They argue that when organizations properly utilize such a process in their recruitments, they stand to achieve their goals at reduced costs.  According to Boone (2013), HRIS has the potential to management recruitment and this call for having specialized knowledge that can move technology in developing, managing and improving human resource information procedures and performance. With technical knowhow, it helps to design, collect data using data collection forms as well as having the potential to prepare procedural manuals. The utilization of human resource information requires prevalence of a team that can technically utilize human resource information at the disposal. Therefore, it is important that users of human resource information system have the knowledge need to effective utilize and sustain the knowledge (Rhoda, 2010).  
Sauerborn (2000) in his findings, he realized that some human resource facilities have a complex system used in designing the system used in entering and recording data. This is one of the technical part of the arrangements that tend to limit the utilization of human resource information by human resource workers because some of them tend to have no knowledge on this operates. Sauerborn (2000) gave an example, that some human resource organizations hire consultants outside and these are the only people who have knowledge on how the system was designed and how it operates, the human resource workers only have knowledge of entering data and can never go beyond that level. This affects the utilization of data into important policies and programmes used by human resource facilities. It is only when the medical personnel are involved in the designing of the system and understand how it works, this helps them to have easy usage and help in transforming data obtained into polices. 
Gurol, Wolf and Ertemsir (2010) applicant tracking is intended to identify the most qualified candidates, reducing on papers, make the system well automated, workflow management and effectively tap into a number of talents that may find it hard to reach physically to the place of application. Applicant-tracking systems may also include many features and capabilities, such as CV scanning and grading capabilities, profiles of job candidates schedule of duty, letter generation tools, interview-scheduling tools, cost-analysis reports, applicant demographic and equal employment opportunity information. In Kenya a handful of evaluation studies carried out reveal that the need for e-recruitment is vital to an organization efficiency and competitiveness in the growing global economy. Kananu (2013) in a comparative assessment survey on the utilization of human resource information systems in Kenyan universities premises her observations on similar grounds and acknowledges that human resource information systems is used mostly in recruiting staff.
[bookmark: _Toc489103919][bookmark: _Toc489104153][bookmark: _Toc505518281]5.3.2 The effect of payroll access system on quality of service delivery in Ministry of Education & Sports
On this objective, it was established that there was a positive effect of payroll access system on quality of service delivery in public service in Ministry of Education & Sports. The above position was supported by the key informants who consistently agreed that payroll access system had had a positive effect on the quality of service delivery in Ministry of Education & Sports. This was in line with a survey by Blair et al (2009) on addressing problems of Human Resource Information System in Swaziland, Uganda and Rwandan government departments revealed that because of poor keeping of payroll lists, this has led to delays in the system in ensuring that all people who are paid on the list are listed. This caused undue suffering to patients. Equally, it was realized that there were numerous ghost workers in the Ministry of Health payroll; those who had exited due to natural attrition – death, retirement or those whose services had been terminated or resigned were still in the payroll due to lack of effective automation and integration of HR activities.
In line with the same argument, Rhoda (2010) explains that in so many cases, the systems used in processing data and computing it, are always scare and sometimes too expensive. This kind of complexity makes the users look at the system as complex and hard to use. This demotivated human resource workers to use the system and affect the overall goal of utilizing the prevailing human resource information into tangible programs and policies. Putting in place HMIS and maintaining it calls for investing in it good money and at the same time invest in training human resource workers to use this system. This turns the whole process a bit complex and expansive to be afforded. This case, the argument of Jutand (2000) remains true that technical factors stands in the way of fair utilization of human resource information and its influence remains inevitable. This study would like to establish the relevance of such argument in Ministry of Education & Sports and Sports.
Gopalan (2013) in supplementing to the above submissions indicated that the usage of IT and their applications remains a new concept in many modern organizations including human resource facilities in Africa and in Uganda in particular. Many human resource facilities were used to using of papers to undertake records and using cupboards for keeping record. The new reign that called for use of digital systems away from manual system called for firing the existing employees and employs a new team that can potentially use IT. This in itself is expensive and takes good time. The retaining of the old guards in the hospital settings to use new IT systems means that their level of utilization becomes very low and it can affect the utilization of data. In many organizations, they choose to leave the existing teams but this meant that they have to train them further, but since they are engrained to follow old rules and cultures , they take long to adapt and this affects routine utilization of human resource information as it occurs (Aqil et al., 2009). 
[bookmark: _Toc489103920][bookmark: _Toc489104154][bookmark: _Toc505518282]5.3.3 The effect of pension management system on quality of service delivery in Ministry of Education & Sports
On this objective, it was established that there was a positive effect of pension management system on quality of service delivery in public service in Ministry of Education & Sports. The above position was supported by the key informants who consistently agreed that pension management systems had had a positive effect on the quality of service delivery in Ministry of Education & Sports. Mefor (2013) supports the above finding while indicating that Kajusola (2015) in line with findings indicates that they rekindled hopes did not last for long as many complaints started to be raised on delayed payments and votes not being enough to meet the outstanding billions of arrears. In Nigeria, strikes were sparked off in Ogun State by Pensioners who were protesting for delayed payment that had reached to over 10-12months and those who had been paid, had only received 20% of their arrears.  FRCN, News (2015) further indicated that in Nigeria, the old schemes of centralized pension management had performed better than the decentralized form since most of the pensioners under the old scheme had received 80% of their money and but under the new scheme, most of them had only received around 20-25% in the last 10months. This was quite a poor performance ().  
Further still, many pensioners were complaining about late payments in the old pension scheme but the new scheme seemed to be highly characterized by late payments. Kajusola (2015) indicated that May retirees are not receiving their entitlements up to now and as it had been indicated in Nigeria, in Ogun state, many are still owed for about 10-12months because of a number of bottlenecks in administration among the accounting officers and verification departments. Derowoju, (2012) noted that the delay in the new pension scheme management is basically rooted from accounting authorities and verification authorities. In most cases, the relevant agencies submit the files in time but delays are always witnessed in verification and validation by the permanent secretaries in those bodies. These have championed late clearance right from employers as well non-complete documentation.  
Another effect that was sought to come along with decentralization of Pension and Gratuity was to improve the period of notification which was affecting the centralized system. However, Adedeji (2013) indicated that this has been worsened in the new Pension and Gratuity scheme since a number of Accounting Officers and Human Resource Officials over sits on Pensioner files and this creates rots in the system. The process of notification and verification has been the highly much cried about by the Pensioners. Furthermore, the old system was demolished because of corruptions and ghost employees that had been full of the Pension lists in Public Service. However, this seems to have come along with the decentralized system. Peterside (2008) argue that the new Pension Management System is still very much hunted by the corruption and fraud that led to the demotion of the old order and many retirees are fearful of this. The fears which were thought to reduce under the new order are still paramount among pensioners (Ohai et al, 2013).
[bookmark: _Toc489103921][bookmark: _Toc489104155]

[bookmark: _Toc505518283]5.4 Conclusions 
[bookmark: _Toc489103922][bookmark: _Toc489104156][bookmark: _Toc505518284]5.4.1 The effect of recruitment system on quality of service delivery in Ministry of Education & Sports
The findings of this study showed that recruitment system significantly and positively affect the quality of service delivery in Ministry of Education & Sports. Centered on the empirical results of this study, it is concluded that Ministry of Education & Sports needs to ensure that HRIS system is given a primary function to recruit teachers since it has been suggested it enables the recruitment of teachers who are competent and does it in time, if the quality of service delivery is to improve.

[bookmark: _Toc489103923][bookmark: _Toc489104157][bookmark: _Toc505518285]5.4.2 The effect of payroll access system on quality of service delivery in Ministry of Education & Sports
The findings of this study showed that payroll access system significantly and positively affect the quality of service delivery in Ministry of Education & Sports. Centered on the empirical results of this study, it is concluded that Ministry of Education & Sports needs to ensure that the payroll system needs to be updated continuously to ensure that ghost teachers are completely cleaned off the system. This will enable the ministry to appropriate the exact amount of money required to pay staff and reduce on arrears in the ministry. This will entirely improve the quality of service delivery in the ministry at large.

[bookmark: _Toc489103924][bookmark: _Toc489104158][bookmark: _Toc505518286]5.4.3 The effect of pension management system on quality of service delivery in Ministry of Education & Sports
The findings of this study showed that pension management system significantly and positively affect the quality of service delivery in Ministry of Education & Sports. Centered on the empirical results of this study, it is concluded that Ministry of Education & Sports needs to ensure that all pensioners are shortlisted and ghost pensioners removed from the system. This will allow pensioners to be paid in time and within the pension scales planned. Pensioner audits will be undertaken to allow rightful pensioners to remain in the system. This will equally improve on the quality of service delivery is to improve.
[bookmark: _Toc489103925][bookmark: _Toc489104159][bookmark: _Toc505518287]5.5 Recommendations 
[bookmark: _Toc505516900][bookmark: _Toc505518288]Basing on the conclusions of the study, it appeared that the respondents distanced themselves from telling what may be happening in the Ministry, given the fact that the quality of service delivery is highly reported as lacking and the HRIS is not delivering to expectation as we still register increased complaints among pensioners and employees for delayed salary provision and most of the districts are still relying on using manual system in presence of HRIS. Below are the recommendations provided on each objective; 

[bookmark: _Toc489103926][bookmark: _Toc489104160][bookmark: _Toc505518289]5.5.1 The effect of recruitment system on quality of service delivery in Ministry of Education & Sports
Basing on the study findings, it is important that the recruitment system is entirely used by Ministry of Education & Sports in making sure teachers are available in schools, competent teachers need to be recruited and very much assed by enlarging a pool of candidate applying or vying for a job. Further the recruitment system needs to comply with the requirement of the HRIS since the end results tend to affect the quality of service delivery. The gaps in the recruitment system will directly affect timely payment, keep ghost teachers on the list and ever increase arrears. 
[bookmark: _Toc489103927][bookmark: _Toc489104161][bookmark: _Toc505518290]5.5.2 The effect of payroll access system on quality of service delivery in Ministry of Education & Sports
From the study findings, it was established that the payroll access system has a positive effect on the quality of service delivery. Thus, it is important that the payment of teachers is done according to the payroll lists generated; salaries are distributed equally according to competence, qualification and experience or years in service. This will enable to have Ministry of Education & Sports to have timely payment, reduce arrears and generally improve the quality of service delivery.  
[bookmark: _Toc489103928][bookmark: _Toc489104162][bookmark: _Toc505518291]5.5.3 The effect of pension management system on quality of service delivery in Ministry of Education & Sports
Basing on the study findings above, it was reached that there is a need to address issues to do with verification. The Ministries in Uganda deserve to have full powers of verifying pensioners since the process of verification seems to delay in Ministry of Public Service and this affects pensioner satisfaction. There is also a need to sanction all Human Resource Officials in ministries who are continually paying ghost pensioners. Under decentralization of pension and gratuity, human resource officers and accounting officers are entitled to know the pensioners they are paying. This is highlighted as the best way to reduce on corruption. For purposes of reducing delays and corruption, Ministries should train very well their auditors, accountants, finance officers and designated staff in the HRIS modules to be able to spearhead the decentralization of pension and gratuity. This is very important in enriching the process of approval; tracking pensioners paid and monitor how the whole process works. 
[bookmark: _Toc489103929][bookmark: _Toc489104163]


[bookmark: _Toc505518292]5.6 Limitations of the study 
The study registered a number of limitations and these majorly included;
i) Some respondents deliberately failed to answer the questionnaire, this gave the researcher hard time but he had to resource and replaced such people with the same people in the target population. 
ii) Secondly, some respondents wrongly filled the questionnaires; this came as a result of time constraints as some of them rushed to answer the question so as to attend to their work. But the researcher managed to recover most of the questionnaires well filled; those which were wrongly filled were ignored. 
[bookmark: _Toc489103930][bookmark: _Toc489104164][bookmark: _Toc505518293]5.7 Areas recommended for further study 
i) The study was limited to two variables; HRIS and quality of service delivery. There is therefore a need for further  research studies  to take into consideration of more than one variable that may be affecting quality of service delivery in Ministry of Education & Sports because it may not only be HRIS but also others.
ii) Few dimensions and indicators of HRIS and quality of service delivery in Ministry of Education & Sports were studied; there is a need for future research to replicate the findings while employing multidisciplinary measures of HRIS and wider coverage of quality of service delivery in Ministry of Education & Sports because it is likely that service delivery in Ministry of Education & Sports was against such dimensions and indicators.  
iii) [bookmark: _Toc489103931][bookmark: _Toc489104165]This study was limited to Ministry of Education & Sports, not any other ministry in Uganda; hence there is need for further research to be replicated in other government departments and ministries to ascertain the similarity and differences of the findings.
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INTRODUCTION
Dear Respondent, 
The researcher is a student of Master of Public Administration and Management (MAPAM) at Uganda Management Institute (UMI), Kampala, Uganda. He is undertaking a research to generate data and information on “The Effect of Human Resource Information System on Quality of Service Delivery in Public Service: a Case Study of Ministry of Education & Sports.”   You have been selected to participate in this study because the contribution you make to your organization is central to the kind of information required. The information you provide is solely for academic purposes and will be treated with utmost confidentiality. Kindly spare some of your valuable time to answer these questions by giving your views where necessary or ticking one of the alternatives given. Indeed your name may not be required. Thank you for your time and cooperation.
INSTRUCTION: Please tick          inside chosen box.
SECTION A: BACKGROUND DATA
Please circle the numbers representing the most appropriate responses for you in respect of the following items
Qn 1. Your gender	1) Male			2) Female
Qn 2. What is your age group? 
1) 20-29, 	2) 30-39, 	3) 40-49, 	4) Over 50
Qn 3. What is your highest level of education?
1) Post Grad Diploma,  2) Bachelors degree, 	3) Masters, 	4) Doctorate	
5) Others (specify) -------------------------------------------------------
Qn 4. How many years have you worked as a civil servant? 
1) Less than one year, 	2) 1-5 years	3) 6-10 years   4) Over 10 years


SECTION B: INDEPENDENT VARIABLE: HUMAN RESOURCE INFORMATION SYSTEM 

i) Recruitment Module/System 
In this section please tick in the box that corresponds to your opinion/view according to a scale of 1 = Strongly Agree (SA), 2 = Agree (A), 3 = Not Sure (NS), 4 = Disagree (D), 5 = Strongly Disagree (SD)
	No
	Statement
	1
	2
	3
	4
	5

	1
	Teachers recruited in our schools match to their subject requirement  
	
	
	
	
	

	2
	The Process of recruiting a teacher is easy 
	
	
	
	
	

	3
	The time taken to recruiting on government payroll is short  
	
	
	
	
	

	4
	All teachers here are competent for their job tasks 
	
	
	
	
	

	5
	It is easy to screen individual’s candidature 
	
	
	
	
	

	6
	Our job descriptions are well read known before a teacher is recruited in public service  
	
	
	
	
	

	7
	We always have a pool of choices to select on when recruiting 
	
	
	
	
	

	8
	We are able to receive all kind of applications from a number of teachers all over the country 
	
	
	
	
	

	9
	Our job requirements are fulfilled before recruitment of staffs 
	
	
	
	
	





ii) Payroll access system  
In this section please tick in the box that corresponds to your opinion/view according to a scale of 1 = Strongly Agree (SA), 2 = Agree (A), 3 = Not Sure (NS), 4 = Disagree (D), 5 = Strongly Disagree (SD)
	No
	Statement
	1
	2
	3
	4
	5

	1
	We have had cases of teachers losing their salaries under this new arrangement 
	
	
	
	
	

	2
	We have had no cases of teachers receiving their salaries late under this new arrangement 
	
	
	
	
	

	3
	We have not had complaints from teachers of not receiving their full amount of salary 
	
	
	
	
	

	4
	Salary is distributed evenly among teachers 
	
	
	
	
	

	5
	Cases of misappropriating teacher’s salaries have reduced 
	
	
	
	
	

	6
	I have heard no cases of ghost teachers in our school 
	
	
	
	
	

	7
	This new arrangement has reduced on the costs that was used to be incurred when demanding our salaries 
	
	
	
	
	

	8
	I have heard no errors of teachers receiving salaries of others 
	
	
	
	
	

	9
	It is easy to know what kind of taxes deducted on your salary
	
	
	
	
	





iii) Pension Management system 
In this section please tick in the box that corresponds to your opinion/view according to a scale of 1 = Strongly Agree (SA), 2 = Agree (A), 3 = Not Sure (NS), 4 = Disagree (D), 5 = Strongly Disagree (SD)
	No
	Statement
	1
	2
	3
	4
	5

	1
	Payment of pensions and gratuity has been decentralized to this ministry  
	
	
	
	
	

	2
	All our pensioners on cleaned-up payroll were paid 
	
	
	
	
	

	3
	We have dealt with most of pension arrears in our ministry 
	
	
	
	
	

	4
	The Office of the Accounting Officer has clear responsibility for all payroll and salary/pension transactions 
	
	
	
	
	

	5
	Pay slips are printed, distributed, signed off by all its pensioners and copies filed on the personal files as evidence of receipt of pension 
	
	
	
	
	

	6
	All our pensioners are well known and shortlisted in our payroll system
	
	
	
	
	

	7
	We endeavor to monitor whether pensioners are paid annually
	
	
	
	
	

	8
	
	
	
	
	
	





SECTION C: DEPENDENT VARIABLE: QUALITY OF SERVICE DELIVERY 
In this section please tick in the box that corresponds to your opinion/view according to a scale of 5= Strongly Agree (SA), 4= Agree (A), 3 = Not Sure (NS), 2 = Disagree (D), 1 = Strongly Disagree (SD)
	No
	Statement
	1
	2
	3
	4
	5

	1
	I receive my salary as planned 
	
	
	
	
	

	2
	I have not received my pension ever since I retired from work 
	
	
	
	
	

	3
	Our complaints addressed in time
	
	
	
	
	

	4
	There is still delayed payment of pensions/salaries 
	
	
	
	
	

	5
	Our pensions are now accessible
	
	
	
	
	

	6
	I am satisfied with the new arrangement
	
	
	
	
	

	7
	The payroll still has ghost teachers/pensioners
	
	
	
	
	

	8
	There is still a lot of arrears in this ministry
	
	
	
	
	

	9
	My salary/pension is paid in time
	
	
	
	
	

	10
	Complaints of deletions from the payroll are still evident
	
	
	
	
	

	12
	Many people have been reinstated on the payroll
	
	
	
	
	

	13
	Non-payment of new applicants is reported
	
	
	
	
	



THANK U SO MUCH
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1. Position in the ministry ……………………………………………………………….. 
2. Department /section……………………………………………………………………. 
1a) Has the HRIS reduced on the number of ghost teachers involved in the process of recruitment and pension management? Please tick the appropriate option.
 (
No
) (
Yes
)a)                                           b)	
b) If so, in which ways has HRIS reduced on ghost teachers?
……………………………………………………………………………………………………… 
2a) Has HRIS improved on the recruitment process of teachers on government payroll?
 (
No
) (
Yes
)a)                                           b)	
b) If yes, mention the ways in which HRIS has improved on the recruitment process
………………………………………………………………………………………………………
2a) Has HRIS improved on the payroll access to teachers on government payroll?
 (
No
) (
Yes
)a)                                           b)	
b) If yes, mention the ways in which HRIS has improved on the access of payroll
…………………………………………………………………………………………………………………………………………………………………
2a) Has HRIS improved on the pension access to teachers on government payroll?
 (
No
) (
Yes
)a)                                           b)	
b) If yes, mention the ways in which HRIS has improved on the process of recruiting staffs in Ministry of Education & Sports 
…………………………………………………………………………………………………………………………………………………………………
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	N
	S
	N
	S
	N
	S

	10
	10
	220
	140
	1200
	291

	15
	14
	230
	144
	1300
	297

	20
	19
	240
	148
	1400
	302

	25
	24
	250
	152
	1500
	306

	30
	28
	260
	155
	1600
	310

	35
	32
	270
	159
	1700
	313

	40
	36
	280
	162
	1800
	317

	45
	40
	290
	165
	1900
	320

	50
	44
	300
	169
	2000
	322

	55
	48
	320
	175
	2200
	327

	60
	52
	340
	181
	2400
	331

	65
	56
	360
	186
	2600
	335

	70
	59
	380
	191
	2800
	338

	75
	63
	400
	196
	3000
	341

	80
	66
	420
	201
	3500
	346

	85
	70
	440
	205
	4000
	351

	90
	73
	460
	210
	4500
	354

	95
	76
	480
	214
	5000
	357

	100
	80
	500
	217
	6000
	361

	110
	86
	550
	226
	7000
	364

	120
	92
	600
	234
	8000
	367

	130
	97
	650
	242
	9000
	368

	140
	103
	700
	248
	10000
	370

	150
	108
	750
	254
	15000
	375

	160
	113
	800
	260
	20000
	377

	170
	118
	850
	265
	30000
	379

	180
	123
	900
	269
	40000
	380

	190
	127
	950
	274
	50000
	381

	200
	132
	1000
	278
	75000
	382

	210
	136
	1100
	285
	1000000
	384



Note.—N is population size.
S is sample size.


Gender of Respondents
Male 	Female	64	36	Age of Respondents
Frequency	20-29yrs	30-39yrs	40-49yrs	50yrs++	9	32	46	10	Percentage	20-29yrs	30-39yrs	40-49yrs	50yrs++	9.3000000000000007	33	47.4	10.3	Level of Education of Respondents
Frequency	Diploma	Bachelors Degree	Postgraduate Diploma	Masters degree	Doctorate	7	39	25	22	4	Percentage	Diploma	Bachelors Degree	Postgraduate Diploma	Masters degree	Doctorate	7.2	40.200000000000003	26	22.7	4.0999999999999996	Time Spent as civil servant
Frequency	1-5years	5-10years	over 10years	8	29	59	Percentage	1-5years	5-10years	over 10years	8.2000000000000011	30	60.8	image1.wmf
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