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Abstract:

Digital transformation is a crucial aspect of modernising the public sector in South
Africa. The Gauteng Provincial Government (GPG) has been leading the
implementation of various digital technologies to improve efficiency and citizen
engagement. One of the digital transformation initiatives implemented in Gauteng

is e-recruitment, which aims to streamline the hiring process.

This qualitative study used a purposive sampling of HR personnel to investigate
the acceptance of e-recruitment in the Gauteng Provincial Government, which
has fourteen provincial departments. The study was conducted using focus group
interviews to understand the general experience that the HR officials have with
the e-recruitment system, its impact and effectiveness, and how these relate to
digital transformation. A study sample of ten (10) HR personnel participated in

the study.

The study's findings indicated that while e-recruitment is perceived as user-
friendly and advantageous, its benefits were outweighed by several drawbacks.
Inadequate IT infrastructure, a deficiency in customer engagement tools, and a
lack of core process and workforce enablement were identified as factors that
diminished the perceived benefits of the system. These drawbacks can influence
an organisation's digital transformation journey. It is recommended that Gauteng
address its Digital Application and Impact dimensional elements urgently.
Addressing these issues is crucial to ensuring that Gauteng maximizes the return

on its investment and fast-tracks its digital transformation.

The study confirmed that in the enterprise context, such as public service, where
adoption is mandatory, a lack of perceived benefits does not necessarily lead to
system abandonment, but it can affect its digital transformation. System adoption
can be sustained if one of the two factors of TAM is in place, as was the case
with the ease of use sustaining the use of the system alongside the departmental

strategy of digital transformation and modernisation.
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CHAPTER 1. INTRODUCTION

1.1 Statement of purpose

The purpose of this study was to investigate the acceptance of e-recruitment in
the Gauteng Provincial Government using the lens of Recruitment practitioners
to understand their general experience with the system, assess the system's
Impact and Effectiveness on recruitment practices and how these relate to digital
transformation, and make recommendations for how it can improve its e-

recruitment system. A qualitative research method was used.

1.2 Background of the study

Digital transformation involves leveraging technology to transform an
organisation, which may require changing the company's business model,
customer service, or internal operations (Kraus et al., 2021). It improves
organisational efficiency and effectiveness, and the technologies surrounding this
phenomenon automate, streamline, and improve organisational communication
(Feliciano-Cestero et al., 2023). One of the areas that have been impacted greatly
by digital transformation is government services dissemination (Kitsios et al.,
2023). There are several challenges in the South African public sector,
particularly in recruitment. The public sector in South Africa struggles to recruit
qualified employees efficiently due to long recruitment processes, a shortage of
skilled workers, and a perception of corruption. These challenges make it difficult
for the public sector to attract and retain the best talent quickly, which can have
a negative impact on service delivery (Public Service Commission,2023). Digital
technologies have been a panacea for this as it has allowed the automation of
recruitment through e-recruitment, which includes online job boards, application

monitoring systems, and video interviews (Yuan et al., 2023).

In order to achieve a successful digital transformation, it is imperative for
enterprises to develop a precise plan and properly oversee the implementation

process. The utilization of a digital maturity model is considered a crucial

1



determinant of success for businesses, as it facilitates the evaluation of their
present state and the development of strategic plans that are congruent with their
objectives (Aras and Buyukozkan, 2023). Gauteng Provincial Government, even
though not for profit making, delivers services to its employees, and businesses

in the form of suppliers and citizens in the form of beneficiaries or customers.

In 2015, the GPG launched its Digital Transformation Strategy termed the
Transformation Modernisation and Re-Industrialisation(TMR) program, which
aims to make the government more efficient, effective, and responsive to the
needs of citizens. The GPG Digital Transformation Strategy is a plan aimed at
leveraging technology to improve service delivery and efficiency in the Gauteng
Province of South Africa (Office of the Premier,2021). The GPG has led e-
recruitment in South Africa; their website and other related documents did not
contain information on the number of profiles registered on the system. The
GPG's e-recruitment system is extremely beneficial for all concerned
stakeholders, indicating that the organisation’s digital transformation strategy has
been extremely beneficial (GPG,2023). First, it improved recruitment efficiency
as the technology automates job posting, application screening, and interview
scheduling. Second, the system has improved recruitment. Therefore, the
method helps the GPG access more candidates and evaluate their talents and

qualifications.

The e-recruitment platform was created to ensure a paperless means of applying
for government jobs in Gauteng province, which would improve the recruitment
process (GPG, 2018). Since its implementation in 2018, e-recruitment has
emerged as a platform that is provincially accepted as a business platform for
employment in GPG. Also, many organisations are putting digital technology
platforms into HR processes to hire, recruit, and select employees with the
necessary skill set (Chiagorom,2018; Oladapo, 2019; Omigad,2020).

The GPG's e-recruitment system shows how digital transformation may boost
government efficiency and effectiveness. However, e-recruitment is bereft of
challenges despite the opportunities it has provided. The challenges include the

lack of technical skills as the GPG's e-recruitment system is a complex system



that requires a certain level of technical skills to use. This has been a challenge
for some potential applicants, who may not have the necessary skills to navigate
the system (GPG, 2023). In addition, the digital divide is a problem in South
Africa. It has also been a challenge for e-recruitment since some potential
applicants may not have access to the Internet or a computer, which can make it
difficult for them to apply for jobs online (AL-Qassem et al., 2023). E-recruitment
systems are also vulnerable to cybersecurity risks, such as data breaches and
identity theft. This can be a concern for potential applicants, who may be worried
about their personal information being compromised (AL-Qassem et al.,
2023). E-recruitment is a relatively new concept in South Africa, and there is still
some resistance to it. Some people may be reluctant to apply for jobs online or

may not trust the security of e-recruitment systems.

The GPG is aware of these challenges and is working to address them. The GPG
is providing training to potential applicants on how to use the e-recruitment
system, and it is working to reach potential applicants without Internet access.
The GPG is also taking steps to protect the security of its e-recruitment system
(Kitsios et al., 2020).

Despite these challenges, GPG is committed to digitalisation and growing
Gauteng through its digital transformation strategy. GPG believes that e-
recruitment can improve the efficiency and effectiveness of the recruitment

process and make the government more accessible to a wider range of people.

1.3 Research problem.

Despite the increasing interest in digital transformation and electronic
recruitment, the existing body of literature reveals certain deficiencies and gaps.
Firstly, there is a lack of empirical research focusing on the implementation and
consequences of digital transformation initiatives within the public sector of South

Africa, particularly within the Gauteng Provincial Government.



There have been widespread complaints about slow service delivery in the
province, leading to public protests and other forms of outcry. The Public Service
has also highlighted inefficiencies and ineffectiveness in the recruitment process
despite the Gauteng Provincial Government's implementation of e-recruitment as
part of the Digital Transformation initiative. This was aimed at expediting the
hiring process to ensure that the state has the necessary resources to deliver

services to its citizens.

Given this situation, it is important to investigate the acceptance of e-recruitment
by HR employees in the GPG, understand their experiences with the system,
assess its impact and efficiency, and explore its relation to digital transformation.
Based on this understanding, recommendations can be made for addressing
these challenges. The Technology Acceptance Model forms a base foundation

to investigate the following research question:

Research question:

e what is the general experience of users with e-recruitment systems?
e what is the impact and effectiveness of the system?

¢ How do HR employees perceive digital transformation in Gauteng?

1.4 Research objectives.
The research objectives for the study are:

e To understand the acceptance of the e-recruitment solution by HR
employees in Gauteng Provincial Government.

e To identify the challenges experienced in e-recruitment.

e To investigate how challenges experienced in e-recruitment relate to

Digital transformation.



1.5 Rationale
This research will be useful to:

e Gauteng Provincial Government to understand its digital transformation

position better.

e Public sector to understand if technology (e-recruitment) is giving an

acceptable financial return — return on investment.

e |IT and HR managers to understand if the process technology fits the
processing task and if they should look for alternatives.

e Strategic leaders to understand if e-recruitment improves the operation’s

performance in HR.

1.6 Delimitations

This case study focused on recruitment practitioners within the Gauteng
Provincial Government. Conducting a study with all the users, including
applicants, would have been beneficial if all system users had been interviewed.
However, due to the large number of past applicants in the e-recruitment
database, conducting interviews with all of them was not feasible due to time

constraints.

1.7 Assumptions

All respondents will answer interview questions and engage the researcher in

areas where they do not understand the questions.

HR Recruitment practitioners will see this research as a tool to improve the

solution and will, therefore, answer honestly and without bias.

1.8 Definition of terms

The main the terms used in this study are:



E-recruitment

The use of digital technologies to automate the recruitment process. This can
include using online job boards, applicant tracking systems, and video

interviewing.
Digital divide

The gap between those who have access to digital technologies and those who
do not. This can be a challenge for e-recruitment, as it can limit the pool of

potential applicants who can apply for jobs online.
Cybersecurity risks

The risks associated with the use of digital technologies, such as data breaches
and identity theft. These risks can make potential applicants reluctant to apply for

jobs online.
Resistance to e-recruitment

The reluctance of some people to apply for jobs online. This can be due to a
number of factors, such as a lack of trust in the security of e-recruitment systems

or a preference for traditional methods of applying for jobs.
E-Government

refers to an entity established by the Gauteng Provincial Government to deliver

the mandate of Transformation, Modernisation, and Re- Industrialisation.

1.9 Chapter Outline

1 Chapter 1 — Outlines the introduction and background of the study, The

introduction, aim, and the research objectives including the rationale of the study.

2. Chapter 2 Discusses the Literature Review of the study and introduces the

conceptual framework



3. Chapter 3 — outlines the research methodology, approaches, and instruments

which will be applied to the study.

4. Chapter 4 — will provide the empirical findings of the results collected from

Gauteng Provincial Government Employees.
5. Chapter 5 — discusses the findings of the research

6. Chapter 6- Concludes the dissertation, it presents the research conclusion and

recommendation of the study



CHAPTER 2. LITERATURE REVIEW AND
THEORETICAL FRAMEWORK

2.1 Introduction

This literature review examines fundamental concepts and research on digital
transformation projects in government organisations, focusing on e-recruitment
in the Gauteng Provincial Government. Digital transformation and e-recruitment
are defined and followed by international, regional, and South African contexts.
These areas' knowledge deficiencies will be recognised and supported by
scholarly sources.

2.2 Gauteng Provincial Government and its Departments

Gauteng, frequently referred to as South Africa's economic powerhouse, is not
only the country's smallest but also its most densely inhabited province. Anchored
by powerhouses such as Johannesburg and Pretoria, it serves as both the
financial nerve centre and the administrative capital. Despite its small physical
footprint, the province's importance is shown by its large contribution to the
national GDP. Gauteng has become a melting pot of nationalities, languages,
and cultures due to its economic magnetism. Because of this demographic
variety, sophisticated governance techniques are required to balance the
particular requirements of its residents with overall developmental goals (Gotz et
al., 2014).

The Gauteng Provincial Government, also known as the Gauteng City Region
(GCRA), includes various departments, each focusing on a specific area of
governance. These departments are responsible for delivering services,
implementing policies, and ensuring effective governance within their respective

sectors.

The Departments of Health and Education are key to the province's health and

education trajectories, respectively. These, together with all other fourteen (14)



departments, such as the Department of Infrastructure Development,
Infrastructure Development, Finance, Economic Development, Community
Safety, Social Development, and the Department of Economic Development,
construct Gauteng's socioeconomic and infrastructure storylines. As these
agencies plan their activities, they must deal with the opportunities and
complexities presented by the province's lively and diverse demographic fabric
(Crankshaw & Parnell, 2012).

When the administrative structure of the Gauteng Provincial Government is
delineated, a patchwork of departments with diverse mandates develops.
Accordingly, with the advent of the Fourth Industrial Revolution (4IR). Gauteng
Provincial Government established an entity called e-Government, officially
proclaimed on 11 August 2015. This entity’s mandate is to provide digital tools
and to create a connected government by enabling simpler and more convenient
government processes and to act as a catalyst for sustainable economic growth
by promoting effective, efficient, and customer-centric processes across the

Gauteng Provincial Government (GPG, 2015).

It is further mandated to realise ICT-enabled public service delivery that offers
opportunities to improve efficiency and access to public services, develop the
transparency and accountability of the Gauteng Provincial Government (GPG),
and empower citizens of the province to better participate in the decision-making
processes that affect their experience of government (GPG,2021). The primary
objective of the Department is centred on the implementation of digital
technologies in public services, with the aim of enhancing operational
effectiveness in accordance with the strategic plan outlined in the document titled
"Growing Gauteng Together: Roadmap to 2030.

The digital era brought revolutionary waves throughout global governance
landscapes, and Gauteng was no exception. There is a noticeable push towards
digital transformation. In the entity’s strategic plan (GPG, 2021), the departments
acknowledge how digital transformation is changing how the economy and
society work and recommit to embracing technology and innovation. Innovate to

ensure industry stimulation.



The province eagerly researching Modernisation, smart city programs, and e-
services, most importantly for our study, e-recruitment. The departments agree
that the biggest challenge that the province and the entity itself is faced with is a
shortage of digital skills to drive and sustain change (GPG, 2021). Within this
context, e-recruitment stands out as a critical instrument poised to transform how
the provincial government acquires, evaluates, and onboards personnel,
assuring alignment with its multifarious mandates and evolving societal

commitments (Marais, 2016).

2.3 Digital Transformation

Digital transformation refers to the process of incorporating digital technologies
across an organisation's operations, leading to significant modifications in its
functioning and the provision of value to its stakeholders (Westerman et al., 2014;
Li et al., 2018). Digital transformation has been a major trend in recent years, and
it has had a significant impact on the public sector. Governments around the
world are using digital technologies to improve service delivery, increase
efficiency, and reduce costs (Feliciano-Cestero et al., 2023). In the international
context, various studies have highlighted the benefits of digital transformation in
government organisations, including improved service delivery, increased
efficiency, and better citizen engagement (West et al., 2019; Hossain et al.,
2020).

1) Digital transformation in the public sector has become the cornerstone of
how government must deliver services to its customers efficiently and
effectively. Governments worldwide are increasingly adopting digital
technologies to improve their efficiency, transparency, and service delivery.
The department of e-Gov acknowledges in its strategy (2021) that digital
transformation is changing how society functions and presents its aim of
embracing innovation and new technologies. Bogdanova et al. (2023) expand
on this view with a comprehensive review by Dunleavy, Margetts, Bastow,
and Tinkler (2006), who have long explored the concept of digital government

and its potential for transforming the public sector some decades ago. The
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2)

3)

4)

authors emphasised the importance of adopting a holistic approach that
encompasses technological, organisational, and cultural changes to

implement digital transformation initiatives successfully.

Digital Maturity: Digitalisation and Digital Transformation are important
aspects of digital Maturity. Digitalisation allows for the substitution of paper-
based business processes by digital data processing applications, enhancing
overall efficiency levels. Digital transformation refers to more fundamental
changes in the way that businesses operate, responding to the changes in
how businesses interact and conduct business with each other. (OECD:
2020). Issa et al. (2018) further argue that organisational performance

corresponds to its maturity level.

a) Hie(2019) supports Issa et al. in the investigation of transforming culture
and governance; this research concluded that transforming culture and
governance has a positive effect on Digital Maturity, although it was also

found that governance had more effect than culture

Impact on Service Delivery: Various studies have examined the impact of
digital transformation on public service delivery. For example, Shekoya (2023)
identified the power of digital transformation in curbing corruption and
improving governance for sustainable development. The study found that
while digital transformation is able to curb corruption, it needs key
infrastructure such as high-speed internet, harmonised data storage, and

systems to support it.

Digital Platforms: In studies relating to the impact of digital platforms on
citizens' engagement, Wirtz et al. (2017) in their study that investigated the
determinants of open government data use by citizens in Germany. They
found out that ease of use, usefulness, as well as transparency, participation,
and collaboration expectancies significantly determine citizens’ intention to
use open government data, which in turn positively affects their word-of-
mouth intention. Even though this study is only limited to HR practitioners, it
sheds light on why applicants are still using manual applications, hence

assisting in understanding citizens' behaviour in using digital platforms.
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5) Challenges and Limitations: Researchers have also identified key

6)

challenges and limitations associated with digital transformation in the public

sector.

a)

b)

A study by Nambisan et al (2019) The emphasized concerns are around
the necessity of implementing other policy frameworks, such as worker
training and development programs and a flexible labour market,
alongside digitization efforts. These complementary policies are crucial in
order to realize the anticipated benefits for the overall economy, including
job creation and increased productivity.

Further, Brunetti et al., (2020) highlight that challenges in digital
transformation requires a multifaceted set of strategic actions and listed
the following as pillars to resolve the challenges (1) culture and skills,
which they say is inclusive of digital education, talents, and digital culture.
(2) infrastructures and technologies, which they state comprise
information, interaction, and artificial intelligence as key strategic fields of
action; (3) ecosystems, which talk to the importance of investing in
medium- to long-term visions, partnerships and life quality.

In another study by Nijeweme-d’ Hollosy et al., (2015) referenced by
Dhaenet et al., (2021) Literature shows that barriers to the usage of
technology include illiteracy on the part of the user related to technology,
failure of technology due to its poor management, and the high level of

training needed.

Emerging Technologies: The literature also discusses the use of emerging

technologies in public sector digital transformation. For instance, studies have

explored the potential of artificial intelligence (Al), blockchain, and the Internet

of Things (loT) in improving government services. Ismagilova et al (2019)

provided an overview of the opportunities and challenges associated with

these technologies in the smart cities’ context.
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These are just a few highlights from the existing literature on the digital
transformation of the public sector. The field is evolving rapidly, and new studies

continue to explore various aspects of this topic.

The African continent is witnessing a significant increase in the adoption of digital
technologies. South Africa's government has identified digital transformation as
a crucial area of focus. To promote digital transformation, the government has
initiated several programs, such as the Digital South Africa Strategy and the

National e-Government Strategy (West et al., 2019).

2.3.1 Digital Transformation in Gauteng Provincial Government

The literature above indicates that digital transformation holds immense potential
for the Gauteng Provincial Government. By leveraging digital technologies and
embracing a citizen-centric approach, the government can improve service
delivery, enhance transparency, and foster meaningful engagement with its
citizens. However, successful implementation requires a well-defined digital
strategy, Culture Change, Policy, and investment in capacity building to

overcome challenges and drive long-term transformation.

In line with the above, in the year 2021, the Gauteng Provincial Government in
established a 4IR advisory panel which developed a fourth Industrial Revolution
strategy. This strategy is well-defined and touches on all key areas of Digital
Transformation (GPG, 2019).

The Gauteng Provincial Government (GPG) is one of the leading proponents of
digital transformation in South Africa. With its new Department mandated to
modernise and digitise public service. The modernisation of services is anchored
by the number two pillar in their strategic plan, which is Digital Platforms, e-
services, and Applications, which aim to provide a single window for citizens to
access government services (e-Gov, 2021). Under this pillar, GPG has launched

a number of initiatives to promote digital transformation, to name a few: -

e electronic invoicing System, a solution aimed to ensure suppliers can

submit their invoices digitally to ensure fast payment of suppliers; this
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system has received traction, with more than 90% of service providers paid
through the system (SOPA, 2018)

Gauteng Broadband Services is aimed at connecting all government
departments and citizens in the province.

Gauteng application online, which is a system for first-time registration of
grade 1 and grade 8 children to public schools; all parents use this system
to get their children admitted and registered in public schools (Makhura,
2019)

Several initiatives have been implemented in the space of Health, such as
an electronic Medicine Dispensary System aimed at Dispensing
medication to chronic patients through a KIOSK and, most recently, a
Pathology System aimed at searching for the identity of unclaimed dead
bodies so they can be united with their families among others.
e-recruitment is another digital platform created to ensure that job
applicants can apply online. The department reported that the system has
improved efficiency.

Gauteng Department of e-Government reports that 100% of government
services have been made available on digital platforms. These services
are developed in a DAV center through its partnership with Wits University
and the University of Johannesburg (GPG,2022).

Further, The Gauteng Provincial Government's State of the Province address

(2023) presented an additional investment of R1.7 billion prioritized for key ICT

projects like the implementation of e-policing, an e-panic Button, a Gauteng

Cashless engine for cashless transactions, and CCTV cameras.

2.4 E-Recruitment

Electronic recruiting, or e-recruitment, is the practice of utilizing digital channels

and tools to fill open positions and screen potential candidates (Lengert, 2018).

E-recruitment is the use of digital technologies to automate the recruitment

process. This can include using online job boards, applicant tracking systems,

and video interviewing. E-recruitment has received a lot of attention in the global
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setting because of its ability to simplify the hiring process, cut expenses, and
attract a wider range of applicants (Fernandes & Machado, 2022;). In Africa,
countries like Kenya and Nigeria are at the forefront of this trend toward online
recruitment (Odumeru, 2017; Selen & Duygun, 2020). However, there is a scant

academic inquiry into South Africa's public sector e-recruitment efforts.

1. Acceptance of e-recruitment: Hashiyana et al (2021) conducted a
research study to assess the acceptance and adoption of e-recruitment in
Namibia. The study aimed to identify the factors that contributed to delays
in the recruitment process within the government and explored various
technologies that could potentially be implemented to expedite the
recruitment process.

2. Level of effectiveness: In Pakistan, the study was carried out with the
objective of determining the level of effectiveness and relationship
between E-Recruitment and the HR department. The quantitative study
discovered that e-recruitment is a cost-effective technique, has a wider
geographic reach, shortens recruiting processes, provides reliability in the
recruitment procedure, and also simplifies the HR department's selection
process (Kubar et al.,2021). The study presented that there is still a gap
in the same study in institutions of higher learning.

3. Perceptions of HR officers: In the Philippines, a similar study compared
the perceptions of recruitment officers and job applicants. The study
discovered that respondents thought the tools were simple to use, which
had an impact on their attitudes and intentions to use or reuse the tool.
While the hiring managers thought the current tools were restricting, the
job seekers considered them useful for their purpose, and it affected their
attitude and intention to use. The study suggests that the study be
replicated after the e-recruitment tools are enhanced to incorporate
suggestions from this paper (Grimaldo et al., 2020).

4. Optimise Use: Other countries such as Malaysia, Kenya, and Nigeria
(Laurim et al., 2021) & (Barnarjee & Gupta, 2019) and (Nuji et al.,2018)
conducted similar studies, and all agreed that e-recruitment and selection

function brought efficiency and effectiveness on the organisational
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strategic outcomes, but found that manual systems were still acceptable
therefore regressing digital transformation effects, the researchers
recommended that management should optimise the use of online
systems.

Benefits to the Organisations: Rahman et al., (2022) commissioned a
study to examine the effect of social media on the recruiting and selection
procedures of persons residing in developing nations. This study explored
deeper into the effects of social media on various aspects of corporate
operations, including productivity, cost efficiency, search capabilities,
employee turnover, and competitive advantage. These effects were
examined in relation to the implementation of e-recruitment processes.
The results of the study indicate that e-recruitment offers significant
benefits to organisations. Nevertheless, the authors also examine the

negative aspects of social media and the e-recruitment process.

Efficiency and cost reduction: Fernandes and Machado (2022) wrote a
book to explore e-recruitment, its evolution, and its advantages and
disadvantages compared to traditional recruitment methods. The book
aimed to investigate the digital tools available to human resources
professionals, as these tools are currently in high demand within the
industry. The authors concluded that e-recruitment is increasingly being
recognised for its value and is mostly used by human resources
practitioners. Despite certain challenges, this approach can be
implemented effectively and efficiently in organisational recruitment
procedures. The authors argue that e-recruitment has several advantages,
such as reduced costs and time requirements compared to traditional
methods, as well as broader reach in terms of job vacancy promotion and

company visibility.

. Culture: Schuzell (2016) conducted a study on the influence of culture on
e-recruitment. Although the study is a bit old, it provides valuable insights
into the relationship between national cultural identity, language, and an

organisation's decision-making process to adapt its practices to new
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technologies and tools. This qualitative study found that culture affects the
use of e-recruitment aspects. It revealed that human resource managers
were hesitant to adopt e-recruitment methods, preferring to stick to
traditional human resource management procedures, thus showing how

culture affects the adoption of e-recruitment by HR specialists.

8. Organizational Performance: Daniel (2020) carried out a study to
investigate the effects of e-recruitment on organisational performance in
the Nigerian Banking Sector; the study demonstrated that e-recruitment is
a building block of an organisation's performance and success. The study
came to the conclusion that line managers and human resource hiring
managers can benefit from more efficient, cost-effective hiring practices
by automating the recruitment and selection process by incorporating e-

recruitment software with the current recruiting operations.

While all the above studies continue to prove that e-recruitment improves an
organization's efficiency and output, only one study was geared to investigating
whether culture was not a hindrance to the successful implementation of e-
recruitment within organizations. Most of the studies were qualitative in nature
and did not investigate why manual applications were still used by applicants and
accepted by recruitment officers. This study seeks to understand the reasons
behind this phenomenon.

2.4.1 e-Recruitment in Gauteng Province

E-recruitment, or electronic recruitment, refers to sourcing, attracting, and
selecting job candidates using online platforms and technologies. In the context
of Gauteng, a province in South Africa that includes Johannesburg, Ekurhuleni,
Sedibeng, Tshwane, and Westrand districts, in the context of administration, it
refers to all fourteen Provincial Departments in the Province. e-recruitment has

gained significant traction in recent years (Naidu,2019).

E-recruitment plays a crucial role in the recruitment landscape of Gauteng, the

system of e-recruitment is available through the Gauteng Provincial Government
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website, and it allows candidates to view all jobs available in all Gauteng
Departments, thus enabling Gauteng Province to connect with broader pool of
talent, and job seekers to access diverse opportunities conveniently. This digital
approach has transformed traditional recruitment methods and continues to
shape the way government and individuals engage in the job market. Through
this system, Gauteng is able to view the number of applicants per post, and the
system is also able to do basic shortlisting of the candidates who meet the

requirements of the post.

2.5 Propositions

2.5.1 Tounderstand the acceptance of the e-recruitment solution by
HR employees in the Gauteng Provincial Government.

Gramaldo (2020) and Kuba (2021) elucidated in their studies that e-recruitment
is a cost-effective approach that provides wider geographical coverage,
expedites recruitment procedures, ensures reliability in the recruiting process,

and improves the selection process of the human resources department.

Studies indicate that more organisations are adopting e-recruitment as a means
of recruiting talent (Okolie & Erabo,2017). Similarly, studies present that cultural
identity, language, and an organisation’s decision-making process may affect HR

practitioners' adoption of e-recruitment technologies (Schuzell,2016).
a Proposition 1
Cultural and organizational decision-making will cause acceptance of e-
recruitment by HR practitioners.
2.5.2 To identify the challenges experienced in e-recruitment and
investigate how they relate to Digital transformation.
E-recruitment, like any other process, has its own set of challenges, and these

challenges often intersect with the ongoing digital transformation in organisations.
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The most common challenges widely complained about in the recruitment space
is corruption, delays in the recruitment process, hiring the wrong talent, and
delays in the recruitment process (PSC,2020). The literature presents that by
embracing digital tools, technologies, and practices, organisations can address
these challenges and enhance their recruitment processes, making them more

efficient, inclusive, and aligned with the demands of the digital era.
a Impact of challenges on the recruitment process

Hashiyana et al. (2021) and Fernandes & Machado (2022) indicated in their study
that e-recruitment is mostly employed by human resources practitioners, and it is
increasingly recognized for its value. Despite encountering certain challenges,
such as delays in government processes, e-recruitment can be employed
effectively and efficiently in organisational recruitment procedures by adding
several digital technologies that can make the recruitment process faster, thus

creating transparency, which in a government setting can prevent corruption.
b. Recruitment Process

Recruitment is a function within Human Resources in the Departments which is
aimed at attracting, assessing, and hiring the right candidate. Recruitment is
generally an activity that takes place when or after the post has become vacant.
The public service recruitment process typically involves several stages,
including an advert, application review, screening interview, skills assessment,
final interview, background checks and reference checks (DPSA,2013). The
diagram below provides a diagrammatic visualisation of the Recruitment

Advertisement Process.
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Figure 1 The Recruitment & Selection Process
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The DPSA (2017) documents state that when a position becomes available, the
recruitment process should begin with a job evaluation, where a line manager
assesses the job function with the assistance of an HR practitioner.
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The job evaluation involves reviewing a job description and duty sheets and
applying for approval by the line manager, as assisted by Human Resource
Management. Once the necessary approvals have been received, the job advert
is placed on the market and DPSA website for at least 21 days (PSR, 2017).

Once the advertising process is complete and the application deadline has
passed, the line manager, with HR assistance, logs all applications and sends

acknowledgement letters to the applicants (DPSA, 2017).

Once all the applicants have been gathered, the line manager, with the
assistance of the HR department, initiates the screening process. During this
phase, candidates who do not meet the necessary requirements are excluded.
Subsequently, the pre-screened applications are shortlisted and approved by the
selection committee, while all unsuccessful applicants are duly noted. A record
of all unsuccessful applicants is meticulously maintained, and regret letters are
dispatched to them. The subsequent step involves a thorough shortlisting
process, wherein specific criteria are employed to select candidates based on job
requirements, competencies, and skills. Upon completing this process to the
satisfaction of the selection committee, at least three candidates who meet the
criteria are approved for the selection or interview process. A record of non-

shortlisted candidates is meticulously upheld (PSC, 2022).

After completing the aforementioned process, the selection committee conducts
interviews with the final candidates. Then, the committee seeks approval from the
Executive Authority to appoint the selected candidate. Records of both successful
and unsuccessful candidates are kept, and all candidates are notified of the
outcome via letters (DPSA, 2017).
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c. Proposition 2

Embracing digital tools, technologies, and practices will remove reduce

recruitment delays.

2.6 ANALYTICAL FRAMEWORK

2.6.1 Theoretical Framework

The Technology Acceptance Model (TAM), a prodigious contribution to
understanding user acceptance and adoption of technology, originates in Davis's
work (1989). Rooted in the theory of reasoned action (TRA), TAM zeroes in on
two salient constructs: perceived usefulness (PU) and perceived ease of use
(PEOU). Davis articulated that the willingness of individuals to adopt a particular
technology is predominantly shaped by their perceptions of its utility and the

extent to which its usage is deemed effortless (Davis, 1989).

PU is defined as the degree to which a user believes employing a particular
technology will amplify their performance (Davis:1989). This construct has
garnered immense empirical support, suggesting that technologies perceived as
beneficial or augmenting efficiency tend to be more readily adopted by users
(Venkatesh et al., 2003). On the other hand, PEOU is understood as the degree
to which a user expects the technology to be devoid of effort. Essentially, if
potential adopters deem a system intricate or cumbersome, they are less likely
to embrace it, irrespective of its potential usefulness (Davis et al., 1992). Over
time, TAM has undergone various evolutions, with extensions like TAM2 and
TAMS incorporating additional determinants like social influence processes and
cognitive instrumental processes (Venkatesh & Bala, 2008). This evolving nature
of TAM showcases its adaptability and relevance in understanding the

multifarious technological ecosystems.

Governments worldwide are increasingly looking at technology to improve citizen
services, streamline processes, and enhance overall efficiency. The use of TAM

in this research will assist in assessing the readiness and benefits of adopting
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current technologies in Gauteng Provincial Government such as e-recruitment ,
weigh how they relate to external variables such as digital transformation and

maturity , and plan a phased implementation strategy.

In the context of e-recruitment, TAM offers a robust scaffold to fathom the
dynamics governing the adoption of digital recruitment tools. As Gauteng
Provincial Government embarks on digital transformation initiatives,
understanding the tenets of TAM can guide interventions, ensuring the broad-
based acceptance and efficacy of e-recruitment platforms. As put forth by Tarhini
et al. (2017), in the realm of e-government and public services, TAM's principles
can be instrumental in gauging the receptivity of stakeholders, thereby facilitating

more targeted and nuanced digital implementations.

The Gauteng Provincial Government's e-recruitment strategies will be examined
in this study using TAM as a key lens. By creating unstructured interviews that
are specially adapted to e-recruitment scenarios and capture the essential
components of TAM's perceived utility (PU) and perceived ease of use (PEOU)
constructs, we want to operationalise these constructs. With this strategy, we
hope to identify the facilitators and possible barriers that may affect how
stakeholders see digital recruiting platforms. TAM was used as a guiding
framework to analyse the present perceptions and develop tactics that may
increase the rate at which e-recruitment tools are used, in line with the more

general objectives of digital transformation.

2.6.2 Conceptual Framework

E-recruitment is a comprehensive procedure that combines several components
to speed up the identification of possible applicants online. A complex knowledge
of these components is essential in the context of the Gauteng Provincial
Government (Sivathanu & Pillai, 2018). The following components, which are
intricately connected and impacted by the Technology Acceptance Model (TAM),
are thus incorporated into the conceptual framework for this study:

a) Technological Infrastructure
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E-recruitment is dependent on a strong technology foundation that includes
cutting-edge platforms and tools to enable efficient recruiting procedures (Parry
& Tyson, 2008). By using TAM, we want to determine how stakeholders perceive
the usability and usability of these technologies, which will help us design
infrastructure that satisfies user expectations and efficiency requirements (Davis,
1989).

b) Process Integration

According to Stone, Deadrick, Lukaszewski, and Johnson (2015), process
integration refers to the seamless integration of e-recruitment technology with
current organisational processes to provide a recruiting process that is consistent
and coherent and supports the organisation's goals. By including TAM at this
time, one may better understand how different degrees of technological
acceptance affect the integration process and develop strategies to promote

more acceptance and smoother integration (Venkatesh et al., 2003).
c) Customer Orientation and Engagement

The involvement and orientation of all parties HR employees, system developers,
recruiting managers, and candidates is essential to the success of the e-
recruitment process (Gilani & Jamshed, 2016). In order to create an environment
that improves user happiness and system utilisation, this study will investigate
how stakeholder perceptions of the technology affect their levels of involvement
via the lens of TAM (Dauvis et al., 1992).

d) Strategic Alignment

According to Strahmeier (2007), strategic alignment places an emphasis on
adjusting e-recruitment strategies to fit with overall organisational aims and
objectives. Understanding how technological adoption may be fostered to
develop strategies that are in line with the larger ambitions of the Gauteng
Provincial Government, supporting sustainable growth and innovation, will be the

main emphasis of this element.
e) Legal and Ethical Considerations
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Adherence to legal and ethical norms is crucial in the digital world (Breaugh,
2008). This aspect of the framework will examine how adherence to these
standards affects user acceptability and confidence in the e-recruitment systems.
It will do this by using TAM principles to develop techniques that encourage

ethical technology use while meeting legal requirements (Davis, 1989).
f) Digital Maturity

According to Teichert (2019), digital maturity refers to an organisation's capacity
and preparedness to use digital technologies for hiring fully. Understanding the
function of technology acceptance becomes increasingly important as the
organisation aspires to higher digital maturity levels (Venkatesh & Bala, 2008).
This study uses TAM to examine how improving digital maturity may affect user

acceptability, paving the road for a digitally savvy organizational environment.

The research aimed to present a detailed analysis of e-recruitment within the
Gauteng Provincial Government using a new framework and provide practical
recommendations for creating a digitally integrated and efficient recruitment
process. The Technology Acceptance Model (TAM) assists in managing
organizational changes associated with digital transformation. Additionally, TAM
assists in identifying external factors that can have an impact on technology
adoption, making it easier to implement changes and address potential

challenges.

The Technology Acceptance Model (TAM) is a widely used theoretical framework
for understanding how users accept and use technology. It posits that perceived
ease of use and perceived usefulness are key determinants of an individual's
intention to use a particular technology, which in turn influences actual usage
behaviour (Davis, 1989).

Based on Figure 2 below, In the context of e-recruitment in a government setting,
the TAM model can be extended to include digital maturity as an external
variable. Digital maturity refers to the degree to which an organisation has
effectively and efficiently adopted digital technologies into its core business

processes, culture, and customer experiences (Ross et al., 2016).
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Figure 2: Conceptual Framework
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The TAM figure above indicates that by integrating digital maturity into the TAM
model, a better understanding can be gained of how an organisation's readiness
and ability to utilize digital technologies affect the acceptance and adoption of e-
recruitment systems. According to Ross et al. (2020), this also provides insights
into how large, established companies can navigate digital transformation. A
higher level of digital maturity within a government agency may result in greater
perceived ease of use and usefulness of e-recruitment systems, ultimately
increasing the likelihood of their adoption and successful implementation (Ross
et al., 2020).

In practical terms, government agencies with higher levels of digital maturity are
more likely to adopt e-recruitment systems (Fernandes, & Machado,2022). This
is because they have the necessary infrastructure, processes, and organizational
culture to support the successful integration and utilization of such technologies.
On the other hand, agencies with lower digital maturity may encounter more
significant barriers to accepting and adopting e-recruitment systems (Deloite,
2021). This is because they may lack the foundational digital capabilities needed

to effectively leverage and benefit from these technologies.
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In conclusion, by extending the TAM model with digital maturity as an external
variable, a more comprehensive understanding of the factors that influence the
acceptance and adoption of e-recruitment systems in a government setting can
be gained. This can assist policymakers and organizational leaders in making
more informed decisions about technology investments and digital transformation

initiatives.

2.7 Conclusion of Literature Review

Overall, the final proposition is that the challenges in e-recruitment are closely
related to digital transformation. By embracing digital tools, technologies, and
practices, organisations can address these challenges and enhance their
recruitment processes, making them more efficient, inclusive, and aligned with
the demands of the digital era. Literature shows that there is a vacuum of study
of the behavioural patterns of HR practitioners; more studies have been

conducted to analyse the behaviour of the applicants.

The final proposition is that the challenges faced in e-recruitment are closely
linked to digital transformation. To tackle these challenges and improve
recruitment processes, organisations can adopt digital tools, technologies, and
practices. This will make the processes more efficient, inclusive and in line with
the demands of the digital age. The literature suggests that there is a lack of
research on the behavioural patterns of HR practitioners. While more studies
have been conducted to analyze the behaviour of applicants. This information is

presented in Chapter 3.
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CHAPTER 3. RESEARCH METHODOLOGY

3.1 Introduction

This section provided an overview of the research methodology techniques that
were employed in this study. The research methodology outlined the
philosophical worldviews, research approaches, and research design adopted in
the study. It described the target population, data collection methods, and ethical
considerations taken into account. It also explained how researchers intended to
conduct their research (Patel & Patel, 2019). The research methodology was a
logical and systematic plan to resolve a research problem (Corbin & Strauss,
2018).

3.2 Resign Paradigm

A research paradigm is a philosophical perspective that determines which
scientists in a given subject affect what should be examined, how it should be
done, and how results should be evaluated (Killam, 2018). Pham (2018) noted
that there are three general assumptions of research paradigms that directly or
indirectly guide the researchers’ work that consists of ontology (the researcher’s
perception of truth and reality), epistemology (the knowledge about the truth or
reality) and methodology (the manner for acquiring knowledge). The major
paradigms in research include positivism, post-positivism, interpretivism, and
critical theory (Creswell, 2013). Each paradigm has its unique perspective,
approach, and methodology (Denzin & Lincoln, 2011). Numerous scholars, such
as Bryman (2012), Pham (2018), Saunders, Lewis & Thornhill 2019), engaged
critically in the various paradigms that guide the research. Positivism is based on
the belief that knowledge can be obtained through empirical observation,
measurement, and experimentation. Post-positivism emphasises the role of
theory, interpretation, and criticism in the research process. Interpretivism is
concerned with understanding and interpreting human behaviour and social
phenomena in their natural settings. Critical theory concerns social justice, power

relations, and emancipation (Saunders, et al., 2019).

28



This study seeks to evaluate the digital transformation efforts undertaken by the
Gauteng Provincial Government (GPG), specifically focusing on the e-
recruitment system. To achieve this objective, an interpretivist paradigm will be
adopted. This choice is motivated by the study's aim to comprehend and interpret
the GPG's digital transformation initiatives, considering the viewpoints of HR
officials. The use of interpretivism is justified due to its ability to facilitate a more
comprehensive comprehension of the social context, the subjective perspectives
of users and government officials, and the significance they attribute to the digital
transformation initiatives of the GPG (Guba & Lincoln, 1994).

The interpretivist paradigm in research is a philosophical framework that
prioritises the significance of comprehending human behaviour and social
phenomena through the lens of the individuals involved. According to Denzin and
Lincoln (2018), this particular paradigm posits that knowledge is constructed
through social processes and that the perception of reality is subjective and
contingent upon the surrounding context. Ontology pertains to the fundamental
nature of reality, and proponents of the interpretivist perspective posit that reality
Is actively constructed through social interactions and the use of language. The
authors contend that social agents attribute significance to their encounters and
that these significances are influenced by their cultural and historical
circumstances. Hence, the interpretivist paradigm places significant emphasis on
comprehending these meanings as a means to acquire a profound understanding

of human behaviour (Denzin & Lincoln, 2018).

Epistemology pertains to the fundamental characteristics of knowledge and the
processes by which it is obtained. Interpretivists espouse the perspective that the
acquisition of knowledge is facilitated by the process of interpretation and
comprehension, as opposed to relying solely on objective observation. Creswell
(2013) contends that researchers are unable to maintain a state of neutrality as
mere observers and instead must actively participate in interactions with the
social actors under study in order to obtain a deeper understanding of their

perspectives and experiences.
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Hence, this research will be situated within the epistemological realm, as its
objective is to gain an understanding of the knowledge, beliefs, and attitudes held
by HR officials regarding the digital transformation initiatives undertaken by the
GPG in the recruitment space. Furthermore, this research will be conducted
within the ontological realm as it aims to investigate the way in which users
perceive the digital transformation initiatives of the GPG. It also seeks to
understand how this perception impacts their actions and behaviours, as
Creswell (2014) highlighted. The research will adopt an inductive approach as it
aims to generate fresh insights into the digital transformation initiatives of the
GPG, focusing on internal users' viewpoints (Creswell, 2014). The study will
showcase its interpretive nature by employing thick description, reflexivity, and
the researcher's interpretation. Thick description entails furnishing an elaborate
and comprehensive depiction of the participants' behaviours, actions, and social
context. Reflexivity encompasses the researcher's consciousness of their
assumptions, biases, and positionality and how these factors impact the research
process and the resulting findings (Creswell, 2014). The researcher's
interpretation involves analysing and making sense of the data from the

participants' perspectives.

In summary, the interpretivist paradigm is deemed the most suitable paradigm for
this study due to its capacity to facilitate a more profound comprehension of the
digital transformation initiatives undertaken by the GPG, as perceived by both the
users and government officials. The research will be carried out using an
inductive approach, and the interpretive aspect of the study will be illustrated by

employing thick description, reflexivity, and the researcher's interpretation.

3.3 Research approach.

Research approaches are plans and procedures for research that span the steps
from broad assumptions to detailed methods of data collection, analysis, and
interpretation (Bryman, 2016). The choice of research approach is based on the
research question, the nature of the phenomenon under investigation, and the

available research tools and techniques (Patton, 2015).
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The main research approaches in research methodology are quantitative,
qualitative, and mixed methods (Smith, 2010). The quantitative research
approach emphasises the use of numerical data, statistical analysis, and
experimentation to test hypotheses and make generalisations about populations.
On the other hand, the qualitative research approach emphasises using non-
numerical data, such as words, images, and observations, to understand and
interpret the meaning and complexity of social phenomena (Jones, 2015). The
mixed methods research approach combines quantitative and qualitative
research to provide a more comprehensive understanding of the research

problem (Silverman, 2016).

In this study, a qualitative research approach was employed to comprehend and
interpret the digital transformation initiatives of GPG from the perspective of
government officials and users. A qualitative approach was fitting because it
allowed for a more profound understanding of the experiences, attitudes, and
perceptions of the government officials as users regarding GPG's digital
transformation initiatives (Elo & Kyngas, 2008). In conclusion, the qualitative
research approach was the most fitting method for this study as it permitted a
more profound understanding of GPG's digital transformation initiatives from the
viewpoint of the users and government officials. The research was conducted
using qualitative methods to highlight the interpretive nature of the study through
the use of thick description, reflexivity, and the researcher's interpretation.

3.4 Research design

Golafshani (2015:368) defines research design as “the plan for carrying out the
study, specifying when, from whom, and under what circumstances data will be
acquired.” Leedy and Ormrod (2015) assert that research design refers to a
study's blueprint that gives rules for data collection and analysis. There are
several types of research designs available for use in qualitative studies,
including case studies, ethnography, grounded theory, phenomenology, and

narrative research (Yin, 2017).
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For this study, a case study research design was appropriate. A case study is an
in-depth examination of a single case or unit of analysis, often with the aim of
understanding the context and unique characteristics of the case. Case studies
can be used to explore a wide range of research questions and topics (Creswell,
2014). This design involves an in-depth examination of a single case or unit of
analysis, in this case, the Gauteng Provincial Government's (GPG) e-recruitment
system. The aim of this study was to provide a detailed analysis of the GPG's e-
recruitment system in terms of its effectiveness, efficiency, and impact on the
recruitment process. The case study design allowed for a comprehensive
examination of the system's current situation, and its potential for future
improvements. Moreover, the interpretivist paradigm of the study, which focused
on understanding the subjective experiences and perceptions of the users and
government officials, lends itself well to the case study research design. This is
because the case study design emphasizes the understanding of the unique

characteristics of the case and the context in which it operates (Creswell, 2013).

Through the use of qualitative data collection techniques such as interviews,
focus group discussions, and document analysis, the case study design provided
a detailed and nuanced understanding of the research phenomenon. In
conclusion, the case study research design was the most appropriate design for
this study because it allows for an in-depth examination of the GPG's e-
recruitment system and the subjective experiences and perceptions of the users
and government officials. The design was flexible and adaptive to the specific
needs of the study. However, it is important to be aware of the limitations of the
design, such as the time and resources required, the potential for bias, and the
limited generalizability of the findings.

3.5 Data collection methods

Data collection methods and tools refer to the techniques and instruments used
to collect data in a research study. In qualitative research, common data
collection methods include interviews, focus groups, observations, and document

analysis (Creswell, 2014).
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Focus groups were the primary data collection method for this study. This method
was chosen because it allowed the researcher to explore the participants'
experiences, perspectives, and opinions in depth and to gather rich, detailed data
that could provide insights into the research question (Kvale, 1996).

The interview guide was constructed based on the research question and the
study's objectives. It included open-ended questions designed to elicit detailed
responses from the participants and explore their experiences and perspectives

on the digital transformation initiatives in GPG's e-recruitment system.

The guide was also pilot-tested to ensure that the questions were clear and
understandable to the participants and to identify any issues or problems with the
interview process. Focus groups were a good way to gather data from a group of

people who shared a common experience or interest. Population and sample

3.5.1 Target Population

The term "population” is used in research to describe the total number of people
or cases that share a certain characteristic and to which the researcher would
apply their results (Creswell, 2014). This research project focused on government
officials who use the e-recruitment system for recruitment purposes or as part of

their job function.

Understanding the demographics of the population to be studied was crucial to
avoid delays and mistargeting and ensure valuable data collection (Ingram &
Schneider, 1991). Gauteng Provincial Government consists of fourteen
Departments, namely; - Department of Infrastructure Development, Health, e-
Government, Office of the Premier, Finance, Economic Development,
Community Safety, Social Development, Agriculture, Human Settlement,
Treasury, Cooperative Governance and Traditional Affairs, Economic
Development, Arts and Culture (Gauteng Provincial Government, n.d.). Each
department has a recruitment sub-unit within its human resources business unit.
Each recruitment sub-unit per department has at least an average of seven to
nine recruitment officials, including the management structure, depending on the

department size. The officials within the recruitment sub-unit within each
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Department are users of the e-recruitment system for the purpose of recruitment.
For this study, the population consisted of fourteen (14) HR employees who
worked in the Human Resources recruitment sub-unit of any of the Departments
in Gauteng Province. Eligible participants were HR recruitment officials who were
users of the e-recruitment system and were willing to share their experiences with
the technology. The target population was HR practitioners working in Gauteng

Provincial Government's HR departments.

3.5.2 Sample Size

In qualitative research, sampling refers to the process of selecting individuals,
groups, or settings to be included in a study (Welman et al., 2009). The goal is to
obtain a diverse and representative sample that can help researchers understand
the phenomenon they are studying (Corbin & Strauss, 2014). Although there were
fourteen HR officials from the fourteen departments, only a study sample of ten
employees from the fourteen departments participated. This number represented
all the departments to ensure balanced information and best fit in addressing the

research objectives.

3.5.3 Sampling Strategies

The study used purposive sampling, which involves purposefully selecting
participants with specific characteristics or relevant knowledge. Expert sampling,
a type of purposive sampling, was also considered. Expert sampling involves
selecting participants based on their expert knowledge in a particular area that
the researcher needs insight into. The study included HR recruitment
practitioners who worked with the system daily and could provide valuable
insights. According to Eitikan & Bala (2017), expert sampling is an effective

method for gaining insight from participants with expert knowledge.

In qualitative research, the number of interviews, questionnaire respondents, or
data points is not predetermined or fixed. The sample size in this study was very

small because the emphasis is on depth and richness of data rather than
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generalizability. The aim was to reach a state of data saturation, where new data

collection ceases to provide significant new insights or information (Kvale, 1996).

3.6 Research Instruments

Non-structured interviews were conducted to collect primary data. Participants
were required to sign a participation and ethics form before being selected. Open-

ended questions were asked to gain insight.

3.7 Data Analysis Strategies and Implementation

Data analysis refers to the process of systematically examining and interpreting
data collected in a research study (Moser & Korstjens, 2018). It is important in
research because it allows researchers to identify patterns, themes, and
relationships in the data, and to draw conclusions based on these findings. In this
study, the data analysis method that used was thematic analysis. This method
was chosen because it is a flexible and adaptable approach that allows for the
identification of themes and patterns within qualitative data (Braun & Clarke,
2006). According to Golafshani (2015:360), the most important data in qualitative
interviews are verbatim accounts of what transpires during the interviews.
Therefore, the researcher recorded the interviews to ensure that all verbal
exchanges are captured and to provide material for consistency checks. The
thematic analysis involves the identification of recurring patterns of meaning
across the data set, which are then grouped into themes that are relevant to the
research question and objectives (Braun & Clarke, 2006). The process of
thematic analysis involves several steps, including familiarization with the data,
coding, generation of ideas, followed by a comprehensive evaluation and
refinement of these concepts. Finally, the themes are defined and assigned
appropriate names. (Braun & Clarke, 2006). Microsoft excel was used to assist
with the data analysis process, which will help to manage and organize the large

amount of qualitative data that will be collected in the study.
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3.8 Possible limitations and challenges of the study

The scope, limitations, and delimitations section of a research study was an
important part of the research methodology. This section outlined the boundaries
of the research project and provides a clear understanding of what the study was
intended to achieve and what it did not cover. It helped to ensure that the research
was focused and achievable, while also identifying potential challenges and
limitations that arose during the study.

3.8.1 Limitations

o One of the limitations of this study is the small sample size which may limit

the generalization of the findings to a larger population.

« Another limitation is the time constraints which may affect the depth and

comprehensiveness of the study.

3.8.2 Scope

E-recruitment will serve as a case study for the research of the Gauteng
Provincial Government's (GPG) digital transformation activities. Only issues and
prospects associated with the GPG's e-recruitment system after COVID-19 will
be considered in the study. Budgeting, personnel, and information technology (IT)
infrastructure are not included in the scope of this research into the GPG's digital
transformation projects. The following factors contribute to the study's

shortcomings:

The research conducted in this study was limited to the online recruitment
platform used by the GPG. Therefore, the findings of this study may not have
been applicable to other digital transformation efforts in the GPG or other

government agencies.
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It was important to note that the time period covered in this research was
strictly after the COVID-19 pandemic. As a result, the study's results may not

have been valid before or after the COVID-19 pandemic.

Additionally, the scope of this research was limited to identifying the
opportunities and threats that GPG's online recruitment system faced as a
result of digital transformation activities. The study did not take into account
the advantages or effects on the GPG's workforce of the digital transformation

projects.

Despite these limitations, the insights provided by this study regarding the
difficulties and possibilities of GPG's online recruitment system brought about
by digital transformation activities were valuable. Therefore, the research's
conclusions could be applied to shaping GPG and other government

agencies' future digital transformation programmes.

3.9 Quality Assurance

According to Noble and Smith (2015:34), research must be reviewed for quality
before it can be used in practice. To establish the credibility and trustworthiness
of this research, the researcher employed the following measures of
trustworthiness: credibility, transferability, dependability, participant trust, and
confirmability of the research (Nieuwenhuis, 2019).

3.9.1 Transferability

Transferability in qualitative research refers to the ability to generalize the
research findings to other contexts or settings beyond the specific research study
(Leung,2015). It is important because it allows for broader applicability of the
findings, increasing the usefulness and relevance of the research. In this study,
transferability was attained by means of comprehensive elucidations of the
investigation setting, methods, and participants, as well as a thorough analysis of
the data. This was to allow other researchers to assess the degree to which the

findings are applicable to their own context. In addition, the researcher will
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engage in member checking, where participants are given the opportunity to
review and verify the accuracy of the findings, increasing their trustworthiness

and transferability.

3.9.2 Confirmability

Confirmability is a crucial aspect of qualitative research that relates to the
objectivity and neutrality of the research findings. It refers to the degree to which
the research findings are grounded in the data and free from the researcher's
biases, values, and preferences. Confirmability establishes the degree of
accuracy, consistency, and dependability of the research findings (Creswell &
Poth, 2017). Confirmability is achieved through the use of various techniques
such as reflexivity, peer debriefing, and an audit trail. Reflexivity refers to the
researcher's ongoing critical reflection on their biases, assumptions, and values
that may influence the research findings (Shenton, 2004). Peer debriefing
involves sharing the research findings with a group of colleagues who critically
examine the data and interpretations to identify potential biases and
assumptions. An audit trail refers to the systematic documentation of all research
activities, including data collection, analysis, and interpretation, to ensure
transparency and accountability (Creswell & Poth, 2017). In this study,
confirmability was achieved by maintaining reflexivity throughout the research
process and documenting all research activities through an audit trail. In addition,
peer debriefing was conducted by sharing the research findings with a group of
colleagues who provided feedback and critically examine the data and
interpretations to identify potential biases and assumptions.

3.9.3 Credibility

Credibility is the extent to which the findings of a research study reflect the reality
of the participants and the research context. In qualitative research, credibility is
often associated with the concept of internal validity (Creswell, 2013). It refers to
the degree to which the data collected and analyzed in a study are accurate,

trustworthy, and representative of the phenomenon being studied (Creswell &
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Poth, 2017). To ensure the credibility of this study, the researcher used multiple
sources of data, such as interviews, document analysis, and observations, and
employ a rigorous data analysis process to identify and address any biases that
may arise during the study. Additionally, the researcher sought feedback from
participants through member checking, where they were given an opportunity to
review and comment on the accuracy of the study findings. Furthermore, the
researcher will kept an audit trail of the research process, including the data
collection and analysis process, to increase transparency and enable external
reviewers to assess the study's credibility. The researcher will also sought to
cultivate trust and develop a positive relationship with participants, it is essential
to employ effective strategies by ensuring transparency about their intentions and
the research process. To ensure the credibility of the study, the researcher
followed the guidelines for qualitative research proposed by Lincoln and Guba
(1985), which emphasize the importance of addressing issues of credibility,

transferability, dependability, and confirmability in qualitative research.

3.9.4 Dependability

Dependability refers to the stability and consistency of research findings over time
and with different researchers. In other words, dependability ensures that the
findings of the research are not affected by random variations or fluctuations. It
IS important in qualitative research to establish the dependability of the data
collection and analysis procedures to increase the credibility of the study
(Creswell, 2013; Morse, 1991). Dependability was ensured in this study through
various measures, including maintaining detailed records of the research
process, data collection, and analysis procedures by the research team
consisting of the student and an assistant. These records will enable future
researchers to replicate the study. Secondly, the use of a detailed research
methodology, such as the one outlined in this study, ensured that the research
procedures are standardized and consistent throughout the study. In order to
guarantee inter-rater reliability, multiple researchers will independently analyze

the data to identify common themes and patterns.
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3.10 Ethical considerations

Ethical considerations are essential in research to ensure that the rights and
welfare of the participants are protected, and the research is conducted in an
ethical and responsible manner. Ethical norms prohibit researchers from injuring
the subjects of their studies, according to Ezzy (2018:93). In order to "guarantee
the integrity and credibility of the study,” codes of ethics are essential (Ezzy,
2018:109). The researcher noted the integrity and respect of institutions and
participants as essential principles to sustain ethics in this investigation. Arifin
(2018) argue that ethical difficulties occur mostly during data collection and
distribution, and they include informed and voluntary participation, the
confidentiality of data, subjects, and institutions, and the safety and privacy of
participants as ethical concerns. Building trust is essential to produce trustworthy
information because it requires the researcher to encourage individuals to talk
with honesty and candour (O'Leary, 2015:66). It implies that if participants feel
intimidated or ridiculed in any way, they will refrain from providing trustworthy
information. To gain the trust of participants, the researcher observed and
prioritize all ethical concerns, including the right to privacy and anonymity. In this

study, the following ethical considerations were be taken into account:

e Positionality of the Researcher

When writing an academic paper on e-recruitment, it is important to consider
one's positionality and how it may impact the research process and results. This
can include acknowledging biases and perspectives that may influence the
interpretation of data and findings. By being transparent about one's positionality,
researchers can ensure the integrity and credibility of their work (Marti, Desing, ,
& Borrego,2022).

The researcher was a seasoned government executive with a wealth of
experience in the area of human resources management and a formal
gualification in the field, she was well-positioned to provide valuable expertise
and practical insights to this study. Drawing on her extensive knowledge and
familiarity with the subject matter, she played a pivotal role in shaping the

research questions, methodology, and interpretation of the findings, ensuring that
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they are rigorous, comprehensive, and academically sound. In her capacity as a
researcher, she recognized that certain users may view her position as a promise
to promptly resolve any concerns related to e-recruitment. Nevertheless, her
foremost commitment was to undertake unbiased and equitable research by
approaching the subject with a discerning outlook and acknowledging any
potential partialities through introspection. she made it certain that all participants
are fully informed about the study's intent in advance, and she endeavour to
refrain from involving direct reports or participants from her department in the

research.

By acknowledging and understanding her positionality, she aimed to enhance
the validity, reliability, and ethical integrity of my research on online recruitment
in the HR field.

e |Informed consent

Informed consent was a process where the participant of a research study was
provided with complete information about the study and was given the option to
agree to participate voluntarily. It was crucial in research as it ensured that
participants were fully aware of the study's nature and any potential risks or
benefits associated with it. This allowed participants to make an informed
decision about whether or not to participate and helped to safeguard their rights
and welfare. Obtaining informed consent was a fundamental ethical and legal
obligation in research that involved human participants, and it was widely
regarded as a critical aspect of upholding ethical standards in research conduct.
Failure to obtain informed consent could lead to serious ethical violations, legal
liability, and harm to participants. Informed consent also involved ongoing
communication and transparency throughout the study, so participants could
withdraw their consent or change their minds at any point during the study. The
researcher had to respect the participants' autonomy and right to make decisions
about their participation in the study. The participants were informed about the
study's nature, purpose, and their rights as participants. They were given the

opportunity to ask questions and withdraw from the study at any time..
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e Confidentiality

Confidentiality was a crucial aspect of research ethics that referred to the
protection of personal and sensitive information obtained from research
participants (National Health Research Ethics Council, 2015). Maintaining
confidentiality ensured that the participant's identity and data were kept secure

and private, and only used for the intended purpose of the study.

In the study, the researcher ensured confidentiality by using coding systems to
de-identify participants' responses and maintain the anonymity of the participants.
Additionally, the research data was stored on secure storage devices and
accessed only by the research team. The study also adhered to the South African

Data Protection Act to prevent the misuse of participants' data.

Research ethics guidelines, such as the Declaration of Helsinki, required
researchers to obtain participants' consent and protect their confidentiality (World
Medical Association, 2013). Informed consent was a critical ethical principle that
required researchers to obtain participants' permission to participate in the study
voluntarily. This ensured that the participants understood the study's purpose,
procedures, and potential risks and benefits before they consented to participate.
The participants' identities were kept confidential, and the data collected was

used only for research purposes.
e Privacy

Privacy was a fundamental right that allowed individuals to control who had
access to their personal information. Maintaining the trust and confidence of
participants was crucial in research (Creswell, 2014). In qualitative research,
where participants may have shared sensitive information and felt vulnerable,

privacy was especially important (Marshall & Rossman, 2014).
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To ensure privacy in this study, the researcher kept all personal information
collected confidential and used it only for research purposes. All data was stored
securely and made accessible only to authorized personnel. The participants
were informed of their right to privacy and assured that their personal information

would not be shared with any unauthorized individual or organization.

The researcher obtained ethical clearance from the Ethics Committee at Wits
University, which required strict adherence to guidelines for privacy and

confidentiality in research (Creswell, 2014).
e Beneficence

Beneficence was an ethical principle that required researchers to prioritize the
welfare and interests of research participants. It was crucial to maximize the
potential benefits while minimizing potential harm to participants. Beneficence
ensured that the welfare of participants was protected, and research was
conducted ethically and responsibly. For this study, the researcher took
necessary steps to achieve beneficence by designing the research in a way that
promoted the welfare and interests of the participants. This included obtaining
consent, ensuring confidentiality and privacy, and minimizing any potential harm

to participants.
Debriefing

Debriefing referred to the process of providing participants with information about
the aims and results of a research study after they had completed their
participation. It was an important aspect of research ethics that helped to ensure
that participants were not left with any negative consequences from their
participation in the study (American Psychological Association, 2017). Debriefing
served several purposes, including informing participants about the purpose of
the study, explaining any unexpected or misleading elements of the study,
addressing any concerns or questions participants may have had, and providing
any necessary referrals or resources. Researchers needed to conduct debriefing
in a respectful and transparent manner to maintain the trust and goodwill of the

participants (National Health and Medical Research Council, 2018). In the context
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of this study, debriefing was conducted after data collection to ensure that
participants understood the purpose and implications of their involvement. This
involved providing a clear explanation of the study aims methodology, and
results, as well as offering participants the opportunity to ask questions and

receive any necessary referrals or resources.
e Plagiarism and Wits Research Policy Compliance

Plagiarism is presenting someone else's work, words, ideas, or data as one's own
without appropriate acknowledgment (Wits University, 2023). Plagiarism
undermines the integrity of research and scholarly work and is considered a
serious ethical violation in academic and research contexts. To prevent any
issues related to plagiarism, the study adhered to the guidelines and regulations
outlined in the University of the Witwatersrand's (Wits) research policy. The policy
highlighted the significance of acknowledging sources correctly and avoiding
plagiarism. To ensure this, the study used appropriate citation styles and ensured
that all sources used were cited accurately. The researcher also ensured that any
direct quotes were clearly identified as such, and any paraphrased information
was cited properly. Additionally, the study used plagiarism detection software
such as Turnitin, to check for any instances of plagiarism. To comply with Wits'
research policy, the researcher familiarized themselves with the university's
guidelines and procedures for ethical research conduct. The researcher also
obtained ethical clearance from Wits' Research Ethics Committee (REC) before
starting the study. The REC reviewed the research proposal and ensured that the
study adhered to ethical principles and guidelines. Moreover, the researcher
ensured that all study participants provided informed consent and that their
privacy and confidentiality were protected. Any potential conflicts of interest were

also identified and addressed.
Proposed schedule and timelines

This section outlines the different milestones and deadlines for each study phase
and how they relate to the overall objectives and research questions. Additionally,
it highlight any potential challenges that may affect the time frame of the study

and how they will be addressed:
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Table 1: Study Timeframe

Research Activity Timeframe

Research proposal approval September 2023

Chapter 1 September 2023

Chapter 2 October 2023

Chapter 3 October 2023

Chapter 4 November — December 2023
Chapter 5 January 2023

Submission of final research February 2023
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CHAPTER 4.

4.1 Introduction

The research outcomes are communicated through direct quotes obtained from
the interviewees. The outcomes are derived through a rigorous process of
disassembling data from the transcripts. To showcase the emergence of
distinctive patterns for each research inquiry, corresponding themes are
methodically extracted, and opinions are reported based on the participants'
responses. In order to provide a comprehensive summary of the findings for each
research question, the results are meticulously condensed, and categories are

established based on the extracted themes.

The study was conducted with a group of participants from diverse demographic
backgrounds, who each held unique positions within the Gauteng Provincial
Government. This demographic variety was crucial in providing a comprehensive
understanding of the e-recruitment system, and in gauging its acceptance and
challenges within different government departments across Gauteng. The
participants' diverse perspectives and experiences provided a rich and
multifaceted understanding of the e-recruitment process, reflecting the
complexity and breadth of the system's usage across various positions within
Human Resources Management units. The subsequent sections of this study
present a detailed representation of each participant's response to the research

guestions asked.

4.2 Results

In order to understand the acceptance of the e-recruitment solution by HR
employees in Gauteng Provincial Government as research objective 1, the

following research questions were asked: -
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4.3 Participants Experience with e-Recruitment.

The experience of using a system for a number of years can affect an individual's
perceptions, attitudes, and ability to utilize the system effectively. It can also
impact the strength and direction of relationships between variables in research.
Accounting for this experience can lead to a more comprehensive understanding

of the factors that impact system acceptance and effectiveness.

4.3.1 RQ1: How many years of experience do you have with the e-

recruitment system?

Participant | Years of Experience | Gender Role in HR Department
Code using the System
Participant female

Three years SS01
001
Participant _ Male

Five years MMO1
002
Participant Female

Four years SS01
003
Participant Male

Ten years JJ02
004
Participant | Since the Inception of the | Female

MMO1

005 System
Participant ) Female
006 Intermittent User SS01

47



Participant Male
4 Years JJo1
007
. 10 years, with only (5 | Female
Participant )
years of Direct SS01
008 ]
involvement)
Participant | 2 Years (Direct | Male
JJo1
009 Involvement)
Participant | 2 years experience using | Male
p Y . p g MMOL
0010 e-recruitment

Table 1: Years of experience of Participants using e-recruitment.

4.3.2 RQ2: Can you describe your general experience with the

The participants exhibited diverse opinions regarding their experiences with the

e-recruitment system. However, a unanimous consensus emerged indicating that

GPG's e-recruitment system?

the system was user-friendly.

“The system is user-friendly and efficient, but it has some issues,

especially when the network is slow, and a large number of candidates

need to be shortlisted.” (P001,p1)

“Well, firstly, my sense is that the system is user-friendly for someone
who is administering the process. So, I'll speak from the administration's

perspective. It is user-friendly.” (P009, p74)

‘The system is user-friendly and efficient, but it has some issues,

especially when the network is slow and a large number of candidates
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need to be shortlisted, the system eliminates the need for a long list and

the user can print out a list of candidates to shortlist from.” (P010, p74)
Participants said the system experienced lots of downtime.

“The system used to experience lots of downtime earlier during inception

and sometimes you couldn’t log in or access the system.” (P007, p22)

Participants said they have seen significant improvements of the system since

inception.

“The system has improved over the years, but it used to experience a lot
of downtime during its inception”. (P004, p4)

“The system has shown significant improvements since its inception”
(P0OO05, p24).

“The system has improved over the years, but it used to experience a lot
of downtime during its inception” (PO07, p22).

“I will say my experience with the system has been good, having to work
and see those stages from when it started to where we are now. There's
really an improvement when you look back from where we started.”
(P009, p74)

“There were initial problems with the system being slow, but it has since
improved. So at least there is some also some improvement, and at least
now the system works better because before, every 15 minutes, you just
had to go back and log in, but now you can stay even longer than an hour
working on the system” (P006, p28)

Participants said the system had benefits.

llI

t has eliminated the issue of the applicants going to post their
applications. It has limited the issue relating to delays in the receiving of

applications because posting time sometimes takes long.” (P002, p2)

Other participants had a contrasting view than the above, the participant said

they were disappointed and there was no improvement.
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‘So, I've used that for some time, and I've been there when they made
those changes over the years. But | can say it's where we are right now
with E-recruitment. | think we went back, we went backwards, and | don't
see us improving from what we were first when we first started, | think I'm
disappointed. The main difference is that there are fewer paper
applications, but sometimes the user still has to print them, which takes
more time (P008, p61).

The following participants said the system has problems with a slow network.

“When the network is slow, and a large number of candidates need to be
shortlisted” (P001, p16).

“There were initial problems with the system being slow, but it has since
improved” (P006, p28).

“The system is OK for me, | won't lie, but it has its downfalls. Especially
when the network is slow, and you're shortlisting 300 or 100 candidates,

you've set 2 days with the panel and now need to extend” (P010,p74).

The study's participants expressed their dissatisfaction with the system, citing a
lack of comprehensive reasons provided for the rejection of candidates. This
inadequacy resulted in the participants' inability to hold the panel members
accountable for their actions, which highlights the need for a more robust

candidate selection system.

“The user is unable to go back to the list of applicants who were not
shortlisted, which creates a problem when someone queries why they

were not shortlisted, the system lacks reporting” (P002,p2).

‘The recruitment process is experiencing challenges due to limited
reasons for rejecting an application, which needs to be improved”
(P003,p4).

“So, | think we still need to add more reasons around that area for
declining an application and more reasons for even approving an

application, and then I'm not sure what can be done in relation to
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screening the applications as they come in. Because of how it is now, it

allows everyone to go through whether they meet the criteria” (P004, p5)

“You would not have to print all the CVS if there was a tab that gives a
reason why you are declining the candidate. You would be approving
because of relevant experience, but when you decline, we're just
declining.” (PO06, p28).

4.4 RQ3: What features of the e-recruitment system do you

use.

Based on the responses of the participants, it can be inferred that the most
commonly utilized features are those related to publishing, advertising, and

shortlisting.

“l use the shortlisting and advertising, there is no reporting or auditable

workflow process” (P001, p5).

“Use it to advertise. We also use it to shortlist and interview. But for now,
shortlisting online and interviewing online is not mandatory unless our
system developers can make it mandatory to shortlist through the online

system rather than accepting manual applications” (P003, p4).
“the first feature that we use is advertising, uploading of the adverts and
then the second one will be short listing we do, we do pre-shortlisting as

HR personnel's before we go to the actual short listing” (P005, p26).

“l use the system to place adverts, shortlisting and compilation of lists.

We used to have a reporting function but it’s no longer there” (P006, p29).

“l use the system to place adverts, shortlisting and compilation of lists.
We used to have a reporting function but jit’s no longer there” (P009, p74).

51



“I

use all the features there because | advertise positions and do short
listings on the system. The normal recruitment process is the shortlisting

of candidates on the system.” (P010, p74).

As per the feedback provided by the participants, it has been observed that the
reporting tool is currently absent. The participants have explicitly stated the

following: -

“There is no reporting or auditable workflow process” (P001, p2).

“The reason why we stopped using it frequently was mainly around the
issue of reporting” (P002, p2).

‘I use it for adverts and shortlisting but for now, shortlisting and
interviewing online is not mandatory unless our system developers can
make it mandatory to shortlist through the online system rather than
accepting manual applications” (P003, p5).

“l use the system to place adverts, shortlisting and compilation of lists.
We used to have a reporting function but it’s no longer there” (P006, p29).
“I mostly used the reporting and search feature, but the reporting tool is

no longer available” (PO08, p61).

The study participants reported that they disclosed their login credentials to the
panel members in order to assist the panel members to gain access to the
shortlisting feature, as the latter were not provided with their own set of login
credentials to access the system.

“Shortlisting is now done online, but the system does not allow users to
access it with their own credentials, which creates risks and makes it
difficult to identify who shortlisted a particular candidate” (PO06, p33).

4.4.1 RQ6: have you encountered any challenges or difficulties

while using the system?

participants view pertaining challenges and difficulties of the when using the

system were diverse.
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“‘Digital initiatives tend to make manual processes electronic without
making them easier for the user. There is some duplication with the Z 83
form, which is still required for shortlisting, even though the e-recruitment
system was intended to replace it. The current system needs more filters
to sort applications better, such as filtering based on location, disability,

gender, age, education level, work experience, and employment status’
(P0O01, p10).

“The second part that is missing from my site is that once you have done
your shortlisting, you are unable to go back to the list of applicants who
were not shortlisted, which creates a problem. If somebody's querying to
say why | was also not shortlisted, | can't go back and check as to
whether we indeed received that CV” (P002, p2).

“Yes, there are some challenges now with the issue of load shedding and
all that, sometimes it's even better to do it physically like you all meet in
a boardroom and you go through the applications on the system. But if
sometimes it's difficult for the panel to convene in a physical environment,
then we opt for online, whereby everybody is in their spaces, and then

we're doing it online” (PO03, p9).

“‘we are experiencing challenges due to limited reasons for rejecting an

application, which needs to be improved” (P004, p16).

“The developers sometimes make changes to the system without
consulting end-users, which can lead to issues that need to be
addressed. Some departments are hesitant to use the system, which can

hinder its acceptance” (P05, p25).

“There’s a requirement that the applicant must sign and attach the Z83
form, and we find that the normal form that you need to complete on the
system itself does not differ much from the Z83 form, and as such, it

seems to be creating some confusion” (P006, p30).
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“Unless it's not properly communicated, we found ourselves declining so
many applicants of people who actually qualify to go to the next level of
shortlisting, but we had to decline them because the Z83 form was not
attached. Advocacy of the online system might be lacking and that the
change management may not have been adequately implemented”
(PO07, p31).

“The system does not give disaggregated data thus making it difficult to

understand applicants” (P008, p62).

“So, I've already referred to the issue of quantities. So, if you have over
10,000 applications for one role, it requires an HR practitioner who knows
how quickly you can deal with such” (P009, p63).

“The main challenge that we are currently facing is related to the
recruitment process for the NasiSpani project. The recruitment drive
initially  started on the Professional Job Centre website
(theprofessionaljobcentre.gov.za) but later migrated to
jobs.jobs@gauteng.gov.za. This has led to confusion when training other
departments, as shortlisting must be done using both websites” (P010,
p82).

“Shortlisting reasons should be mandatory, and the default reason should
not be laid to the first one that says, 'relevant experience'. Instead, the
reason for shortlisting should be stated clearly” (P001, p7).

“The recruitment process is experiencing challenges due to limited
reasons for rejecting an application, which needs to be improved” (P003,

p23).

The issue of system instability was also mentioned as a challenge.

54



4.5

"it hangs a lot, thus contributing to delays in the completion of tasks.
After 30 minutes of use, the system automatically logs you out, prompting
a restart. You can open the application, and then when you want to go
and open the attachment, the system keeps you out. Then you have to
restart." (P 008, p64).

"When the developers sometimes do the changes or the improvement on
the system, they leave us behind. We, as the end users of the system,
don't get to know the real challenges that they need to work on" (P005,
p25).

"I think that if they configure the system in a certain way, it could be more
efficient” (P002, p7).

"It becomes an issue, though, when you have received about 10,000
applications for one position... | don't really think the system was
designed for such large quantities" (P009, p75).

“When we receive a large number of applications, it affects our timelines
as the system gets overloaded, and we cannot process them during
normal working hours. We must work over weekends or at night, which
is tedious and problematic. But under normal circumstances, our process
works fine” (P004, p8).

Impact and effectiveness of e-recruitment

According to a recent report by McKinsey, measuring the impact and

effectiveness of digital systems is crucial for organizations to achieve their
digital transformation goals (Bughin, Catlin, & Hirt, 2018). The report
highlights that the impact of digital systems can be measured by their
effects on operations, culture, and performance, while effectiveness can
be gauged by meeting objectives and delivering desired outcomes. By

monitoring these metrics, organizations can identify areas for
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improvement and optimize their digital systems for maximum benefit. This
approach can help organizations achieve successful digital transformation

and stay competitive in the digital age.

4.5.1 RQ5: in what ways has the e-recruitment system improved the

efficiency and timeliness of hiring processes?

Respondents view pertaining Impact and effectiveness of the e-recruitment system.

Participants said the system has improved hiring timelines.

“All right. | think maybe that one, we can say the system has improved
timelines for example, when you look at the manual application that we
used or when you look at the old system versus E-Recruitment, | think E-
Recruitment is more effective because | can get the applications when
the Advert closed today, | can get the applications tomorrow on the
system and start the process without waiting” ( PO08, p64).

“It has really improved the life cycle of the recruitment process in the
sense that there are shortened processes because if you advertise
manually, you still have to keep a record of those applications, but with
the system, at least you already have a record of all applicants” (P0O09,
p77).

Other participants said the system has partially improved efficiency.

“ will forever say partially, in some instances, yes. But like I've said, there
are some other issues that are still outstanding because, yes, | can, | can
shortlist based on what | saw. | can make an example of the scores, | can
shortlist thinking that this person, yes, he or she does with the criteria. Or
| can shortlist a person because that person might have said yes, he or
she does have the qualifications” (P003, p7).

“In a typical scenario where we receive around 100 to 200 applications,
we can easily meet the DPSA timelines. We start by screening the

applications and shortlisting them before presenting them to the panel.
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This way, the panel has fewer applications to review, and the process
becomes quicker. However, when we receive a large number of
applications, it affects our timelines as the system gets overloaded, and
we cannot process them during normal working hours. We must work
over weekends or at night, which is tedious and problematic. But under
normal circumstances, our process works fine” (P004, p8).

‘there are a few issues | have with the system, especially when you when
it comes to the point where you're shortlisting for like maybe 1000 people
or maybe 30 people and then as you shortlisting as you declining maybe
you decline a person by mistake, or you approve someone by mistake.it
still has to be done by e-Gov to bring back that person to all applications,

and then you can approve or decline the person”(P010, p78).
Other participants said the system has reduced hiring timelines.

“l think that the system helps us achieve the required turnaround times.
For example, according to the Department of Public Service and
Administration, advertising turnaround times should be within six months,
and position turnaround times within 12 months. The system also assists
in ensuring that we meet these turnaround times. If we have a project
with a deadline, | can rely on the system to provide me with a list of all
the applications by a specific date, allowing me to shortlist and interview
candidates on time. By having a recruitment process map and
understanding which stages take longer, we can also budget our time
accordingly” (P002, p10).

“In a typical scenario where we receive around 100 to 200 applications,
we can easily meet the DPSA timelines. We start by screening the
applications and shortlisting them before presenting them to the panel.
This way, the panel has fewer applications to review, and the process
becomes quicker” (P004, p8).

“We would have to wait again until the following day to amend by telling
the applicants that there was an error and then error term is out. even

actually keeping the applications because with manuals, we will find that
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we're struggling with the space to keep the manual applications. Now the

time for manual filling in cabinets has been eliminated” (P005, p39).

Other participants said the system does not improve efficiency and needed

enhancements.

“Also, I'm a little concerned about the attachments. They can be named
anything, which makes it difficult to identify what document it is without
opening it. This will require extra time and effort. Our initial search found
18,000 documents to go through, and it's taking longer than expected”
(P0O01).

“When dealing with a large number of applications, these challenges can
impact the timelines for filling posts within the DPSA.l want to add another
thing that affects our timeline: it's printing, especially if you have an influx
of applications you can't print at once” (P004).

in terms of processing, the time timelines didn't change much because
now you have to deal with dual applications, which are manual and
online, unlike...If it was only online after the closing day today, we could
start it with the shortlisting the following day, but now, after the closing
date”(P005, p39)

4.5.2 RQ6: Tell me how the e-recruitment system assists you with
compliance to the recruitment process as detailed by the

DPSA recruitment procedures.

Participants said the system had administration issues that needed to be resolved

to ensure compliance; -

‘I am not aware of any limit per post as per the DPSA guidelines. For
example, Nasi span is an initiative, but if we have two posts in the
department and want to target a specific audience, | am not sure how to
set limits"(P001, p6).

“l understand. So far, the system meets the DPSA requirements to some

extent. However, there are some areas where it falls short. For example,
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the new Z83 form has been updated in the system, but some fields
related to the updated form are still missing. Also, the system does not
prompt applicants to attach their CVs, which is mandatory” (P005, p51).
‘It seems like the system is set up to accept any answer during the
process of application, right or wrong. So, | suggest that they either
remove this feature or introduce something to help us with the criteria
questions” (P003, p7).

“Although the system has been helpful, there are still some issues around
administration that make it difficult for panel members to keep the
shortlisting process on track. When dealing with a large number of
applications, these challenges can have an impact on the timelines for
filling posts within the DPSA” (P004, p8).

Participants said there was a compliance problem during application,

"l think it would be helpful if the system could be tweaked to prevent
submission if the applicant forgot to attach their CV. For instance, the
system could have a button where you would attach the CV, and then
input the CV ID, ID, and Z83 under their respective categories. This way,
if you try to proceed without attaching the document, the system will
prompt you to do so before allowing you to complete the task." (P010,
p89).

Other participants said they could meet DPSA requirements when volumes are

low.

‘in terms of the positives are that it has eliminated the issue of the
applicants going to pose their applications. It has limited the issue relating
to delays in the receiving of applications because posing time sometimes
it takes long” (P002, p2).

Other participants confirmed the statement above in contrast.

“When dealing with a large number of applications, these challenges can
have an impact on the timelines for filling posts within the DPSA” (P004,
p 25).
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“I've come to the realization that when you call an applicant to check if
they are still interested in a particular position, they may inform you that
they have already accepted another job offer elsewhere since they
assumed they were no longer being considered for the position after not
hearing back for three months’(P003, p17).

Other participants were concerned about compliance relating to screening and

shortlisting process.

“When you view the person with a score of 50, you will find that they do
qualify. On the other hand, when you view the person who scored 100%,
you will find that they don't even have the qualifications. It seems like the
system is set up to accept any answer, right or wrong. So, | suggest that
they either remove this feature or introduce something to help us with the
criteria questions” (P003, p7).

“The criteria questions asked in advertising can be easily bypassed,
making it difficult to get accurate matches. Human errors are still possible
with e-recruitment, such as uploading blank pages, and documents not
named correctly.” (P08, p62).

45.3 RQ7: in what ways has the e-recruitment system helped

streamline administrative tasks and reduce manual efforts?
Participants said it has improved administrative tasks.

“So, there are a lot of checks and balances that need to be otherwise, |
can go to the E-Recruitment system, log on to everything and do my own
thing there” (P0O01, p18).

“It has helped us to align our knowledge and skills to the system that is
being used in government because now we don't have those options to
say I'm full-time in the office, | can do 1,2 and 3, | can scan the CVS when
I'm in the office, | can do whatever when I'm in the office” (P002, p13).
“In terms of administration, when coming to recruitment, it has improved
our administration processes because, it has enabled us to work from

home, nothing can hinder me from doing that unless my laptop is not
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functional or I'm using an old laptop whereby | don't have those features
to use” (P0O03, pl4).

“Today, we know how to share a document on the system; more
meetings are online. So, for me, it has helped to fast-track some of our
issues related to recruitment” (P004, p13).

“It has enabled me to respond to queries quicker, with the system, once
the applicant is applied, | know that with one touch, | can retrieve if the
person says I've got an inquiry I've applied for this post, | say hold on and
| log into the system, and then | can be able to say here's your application,
but with the manual here you have to go and dig deeper to get that
application”(P005, p41).

“In essence, digital transformation has allowed HR to do what they are
supposed to do as opposed to spending time in unnecessary
administration of following people around so that they can sign payroll”
(P009, p83).

Other participants said it has increased manual work as there is no integration

between HR systems; -

4.6

‘It has increased administrative burden; | even think that, like, now there
are more manual things that you need to do if you're using the systems,
let's take, for instance, Employee Self Service, | need to do manual
reconciliation if the leave records did not interface on persal” (P008, p69).

Perceptions of Digital Transformation

4.6.1 RQ8: How do you perceive the overall digital transformation

initiatives within Gauteng Provincial Government?

Participants said there was a need for planning and research.

“Manual processes are often converted into digital ones, but there is
insufficient planning and research put into these digital initiatives” (PO01).
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“My perception is that although we have people who are creative in the
province, | still believe that in terms of consultation, there's stills for me.
We still lack in terms of consultation because the systems will be rolled
out before they are fully tested to check whether they accommodate all
the end users in terms of the requirements” (P002, p11).

“We've regressed because now it's creating more work for the team that
is capturing because we keep on sending emails and calling them
because we don't. A little bit of research would have done maybe much
better or still some improvement that they're going to implement, or
system know where the documents are” (P003, p11).

“There are a lot of systems that we have, especially in the HR space, you
know. But as | said before, | don't know; maybe the problem is the
development or the implementation of everything because, to me, it's
more like we want to digitalize the manual process. We cannot take
something manually and put it on the system and expect it to work
differently” (P008, p68).

Other participants said there were lack of investment in digital infrastructure.

“Government employees and departments may not use digital systems
due to lack of resources and motivation, so planning needs to go into
ensuring the success of these digital initiatives” (P004, p46).

“So, I think digital transformation is good, but we have to consider the
infrastructure; let's include the digital transformation, but let's have the
infrastructure ready for people to use the platforms. They don't know
technology because most people have smartphones, but in some cases,
you find that they don't know how to navigate the system or even how to
use E-recruitment on their cell phones to upload documents using their
cell phones” (P010, p73).

“the infrastructure in some hospitals doesn't have the infrastructure to
support the use of the technologies we have; for example, even with E-

recruitment, we have issues within other hospitals” (P010, p84).
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Other participants said there was resistant to change, and departments were still

accepting manual applications.

“I

observed this when | was training our sister departments during the
initial introduction of this system. Many people who attended the training
were quite negative. They would often say things like 'this system is not
going to work' or 'we don't even have enough resources in our
departments” (P0O05, p44).

“And when applying E-recruitment, people with stereotypes didn't want to
use the system, and yeah, until we had to enforce it. for instance, even
ESS people Then they will have some excuses don't go into ESS; that's
also a digital platform.” (P0O06, p43).

“Yeah, | think we are on the right track we are not necessarily where we
should be if one looks in terms of where even other African countries your
Kenya, Nigeria. We do have resistance even in areas where we are
putting cameras because people now feel that we want to watch them.
they are way ahead of us in terms of implementation of the 4IR”(P007,
p45).

Other participants pointed at leadership.

“OK, my perception on those expect is that they are actually working but
it's just that our superior it's them who are stereotype or those or the ones
that have been in the system for long” (P006, p43).

“Banks and their national departments are leading in this quest, but even
the best systems like SARS can fail if there is a lack of management and

passion for the project” (P001, p11).
Other participants said there was an issue of culture.

“There is no punishment for not using the new digital system, but if the

uptake is low, we may not meet our targets” (P001, p10).

Other participants provided contrasting views about innovation.
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“My perception is that although we have people who are creative in the
province, | still believe that in terms of consultation, there's stills lack for
me. We still lack in terms of consultation because the systems will be
rolled out before they are fully tested to check whether they
accommodate all the end users in terms of the requirements” (P002,
pll).

“l think we are on the right track we are not necessarily where we should
be if one looks in terms of where even other African countries your Kenya,
Nigeria”(P007, p45).

“So, for me, | applaud the province. | actually feel that we are leading, it
will be difficult for me to exit the province because of these innovations”
(P009, p83).

Maybe the problem is the development or the implementation of
everything because, to me, it's more like we want to digitalize the manual
process. We cannot take something manually and put it on the system

and expect it to work differently” (PO08, p68).

4.6.2 RQ9: Do you think the current digital strategies align with the

recruitment needs and challenges?
Participants were not aware of the current digital strategies.

“l don't know what the digital strategies of recruitment in the department
are, so I'm going to skip that one. | have no clue. So, I'm sorry, | can't
answer that one” (P001, p13).

“I'll try to answer, although I'm not sure about all the strategies that we
have as a province” (P002, p59).

“Yes, I'm not quite certain on that one, how to respond to it because
maybe I've not yet familiarized myself with our digital strategies” (P005,
pa7).

“Aligned with the recruitment? | am not sure, | think Participant 005
alluded that some of the employees might not even know what strategies
are there and some of us we might not even know what strategy we need

and what digital strategies are there” (P006, p48).
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“Can we skip that one” (P008, p76)

“I also don’t know what the current digital strategies are”(P009,)

Other Participants said it enabled access from anywhere.

“Yes, definitely, with Covid it met our challenges. We never knew that we
could shortlist online. So today, we are doing all those things. It seems

technology was there, but we were not using it’(P004, pl14).

4.6.3 RQ10: in your opinion, what future digital initiatives could be

beneficial to the recruitment process in GPG?

Participants said the use of Robotics and Chatbots could be beneficial to the

recruitment process.

“We also did raise it to say that what if when you ask the question do you
have a degree in IT? The person, if they say yes and then the system
must prompt the person to attach that ID even though the developers
indicated that because what they attach is on a PDF format the system
is unable to read the information if it's what we are looking for” (P005,
p51).

“Il think the end the main thing here | will suggest that if the system can
have an end-to-end support wherein you are able to do everything from
the start to the finish with the assistant of the system” (P006, p54).

“Also, for the purposes of applicants, if we could have a chat bot, | don't
think | remembered seeing one where if you get stuck and you're not sure
what to do, you will have that virtual assistance by way of a chat bot”
(P008, p55).

Participants said customer engagement app or button could be beneficial.

“I think | will say the system developers maybe can try to develop an app,

an E-recruitment app, and as I've mentioned eatrlier that, if they can also
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implement the callback option whereby an applicant can be able to send
a callback” (P003, p15).

“I would really appreciate the feature of receiving notifications during the
CV shortlisting process. For example, when my application is being
processed, | receive a notification that confirms it's in the shortlisting
process. This helps me keep track of my application and manage my
expectations as a candidate” (P004, p16).

“I think it would be helpful if the system could be tweaked to prevent
submission if the applicant forgot to attach their CV. For instance, the
system could have a button where you would attach the CV, and then
input the CV ID, ID, and Z83 under their respective categories. This way,
if you try to proceed without attaching the document, the system will
prompt you to do so before allowing you to complete the task” (P0O10,
p89).

Other participants said an end-to-end automation will help.

“I will say interviews can be automated. OK, submissions can be
automated. Offer letters can be automated. You know What I'm trying to
come up here with is, hence” (P008, p70).

“l find that other systems have an automatic scoring criteria where you
would input your responses from the candidate etcetera and then the
system would automatically score that candidate because you find for a

same question” (P007, p54).
Other participants said authentication tools will be beneficial.

“There are obviously problems with that identification and authentication,
If we can do a fingerprint on the system that | apply for and a fingerprint
to open the interview, you know, something like that, but the authentic

location, | think it's quite important” (P001, p15).
Other participants said automated rejection letters will be helpful.

“Maybe, I'm not sure that's possible. If we can build in. If you have done

with your process, you tip all the other applications. You measure all their
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names, and you send back the regret letters to the unsuccessful
ones”(P002, pl16)

“Some people manipulate the system by answering yes to all questions
during the application process, even if they don't meet the qualifications.
It's difficult for the system to detect this behaviour and select the right
candidates, | don’t know how we can enhance the system to reject these
candidates” (P006, p50)

“I think one of mine was to try and get to a point where we can automate
the end-to-end process of E-Recruitment or talent management, as they
would call it because you'll find that there are still gaps” (P006, p52).

Other participants said standardisation of size of the files could be beneficial.

“From where I'm sitting, what can be improved for me is the issue relating
to trying to get the better size of the file that they are allowed to be loaded
on the system and the number of files or attaching that can be attached

on when you apply” (P002, p52).

4.7 Summary of the results

Above is the presentation of the findings as presented by the participants, further

discussion and analysis of these findings will be presented in chapter 5 below.
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CHAPTER 5. DISCUSSION OF THE RESULTS

Chapter 5 goes into more detail about analysing the results from Chapter 4,
putting them in the bigger picture of other research on e-recruitment as a part of
the Gauteng Provincial Government's Transformation. This chapter aims to show
how the data from the focus groups fits in with theory ideas and research that has
already been done. It is set up to critically look at the three main research goals:
finding out how HR employees feel about the e-recruitment solution, finding out
what problems people are having with it, and how these problems relate to the
overall goals of digital transformation. By looking at the e-recruitment effort
through this analytical lens, the chapter tries to give a complete picture of its

complexities, difficulties, and compatibility with digital transformation plans.

5.1 Discussion of Objective 1: Acceptance of the E-

Recruitment Solution

This study focuses on the acceptance of e-recruitment among HR workers in the
Gauteng Provincial Government. The story is complex and presents both
supporting and dissenting views compared to previous research. The degree to
which HR workers accept a system largely depends on its effectiveness, the

quality of their training, and familiarity with it.

This objective aimed to determine the number of years that the Human Resource
officials had been using the e-recruitment system. The duration of experience
using a system is a crucial factor in research because it can indicate the level of
competence and familiarity an individual has with the system. This factor can
affect the individual's perception and attitude towards the system and their ability
to use the system effectively to achieve their desired outcomes. Furthermore, the
number of years of experience using a system can be a potential moderator in
research as it may influence the strength and direction of relationships between
variables. Many experts in the field of UX, including Meyer & Nornan (2020) and
Krug, S in Leite (2021), agree that understanding and addressing users' needs,

goals, and experiences significantly influence their intention to use a product or
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service. Therefore, considering the number of years of experience using a system
in research helps provide a more comprehensive understanding of the factors

that affect system acceptance and effectiveness.

Respondents were questioned on their general experience with e-recruitment
systems during the interview. The ensuing discussions yielded a number of
themes, including user-friendliness, slow network connectivity, continuous
improvement, reduced manual effort, record-keeping, accountability and
governance, downtime, printing issues, inability to handle large volumes, lack of
automated reasons for declining applications, and user engagement. When
analyzed and categorized, these themes align with the digital application and
impact dimension of the Unified Digital Maturity Model, as outlined in Armstrong
and Lee's (2021) study.

According to a recent study, the user-friendliness of a system greatly impacts its
acceptance among users (Raza et al., 2020). Evidence suggests that the user
experience plays a critical role in HR departments adopting new technologies
(Bondarouk & Ruél, 2019, p. 172). The positive feedback on the e-recruitment
system's design reinforces the idea that straightforward systems are more likely
to be embraced by users, as emphasized by Laumer et al. (2016). However, the
study also reveals a contradiction: Despite the system's ease of use, inevitable
technical glitches and limitations have lowered its popularity. This finding is
aligned with similar findings by Raza et al., 2020 and Strohmeier's (2007)
observation that technical problems can deter users from a system, even if its

interface is otherwise user-friendly.

During the research, participants discussed the advantages and disadvantages
of e-recruitment. They agreed that the system had benefits, such as making the
process easier and requiring less manual work, but it becomes problematic when
dealing with a large number of applications ( PO05, p41). This aligns with the
recent findings of Nguyen et al. (2021) and Kubar et al. (2020), which suggest
that e-recruitment can improve the recruitment process's efficiency. However, the
cons listed somewhat diminish the benefits, such as the difficulty in managing the

findings of many applications and technology failures. These problems are similar
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to the ones highlighted by Guevara and Delgado (2020), who stated that e-

recruitment poses challenges regarding data privacy and security.

“With manuals, we will find that we are struggling with the space to keep
the manual applications. As of now, we have a very small store room, but
with the system, once the applicant has applied, | know that with one
touch, | can retrieve if the person says I've got an inquiry. I've applied for
this post; | say hold on, and | log into the system, and then | can say
here's your application, but with the manual here, you have to go and dig
deeper to get that application (P005, p41).

A recent study conducted by Chiang et al. (2021) has found that there is a
significant difference between the theoretical capabilities and practical use of e-
recruitment systems. Although e-recruitment systems can theoretically handle a
large number of applications quickly, HR practitioners in Gauteng have reported
that the system works better with smaller numbers. They have further stated that
the system cannot handle large numbers of applications, indicating that it needs

improvement.

The human resources staff of the Gauteng Provincial Government prefers e-
recruitment due to its user-friendly interface. However, this option poses some
challenges. According to this study, the complexity of interacting with other
systems, such as Personal (used for payroll) and SAP (used for managing other
HR administration), can cause issues (P008, p69). Therefore, it is essential to
consider the technology landscape and interoperability of systems within an
enterprise to reduce disparities among systems. This will help to improve

acceptance and better understand the systems in place.

“No, it is not reducing the manual effort; it has increased administrative
burden; | even think that, like, now there are more manual things that you
need to do in between systems, let's take, for instance, Employee Self
Service, | need to do manual reconciliation if the leave records did not
interface on persal, | why should | be doing that. It is not helping because
if you were using a manual, then you would know it is manual from A"
(P008, p69).
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5.1.1 Major theme: User Experience

Opinions of human resources professionals in the Gauteng Provincial
Government about the e-recruitment option are consistent with the findings
presented in Chapter 4. The study revealed that the design and user experience
of the e-recruitment system played a significant role in its level of acceptance
(Aljuaid, 2021). The interviews with HR staff showed that they found the system
user-friendly. However, users reported facing issues with their network being
slow, especially when a large number of candidates needed to be shortlisted
(P0O10, p74).

Further, the ease of use is also supported by recent research by Boon,
Ehrenhard, & Lee (2020); the ease of use and quality of electronic hiring systems
are two primary factors determining their frequency of use. Users found the e-
recruitment system was easy to use, but they suggested certain areas where

improvements could be made.

"The system is OK for me, | will not lie, but it has its downfalls. Especially
when the network is slow, and you are shortlisting 300 or 100 candidates,
you have set 2 days with the panel and now need to extend. It is user

friendly in terms of you don't need to do the long list"(P010,p74)

User-friendliness refers to the design of digital systems and solutions that are
easy to navigate, intuitive, and meet the needs of end-users (Roh, 2019). The
ultimate goal must be to create an interface and user experience that requires
minimal effort and provides a seamless interaction with the technology.
Prioritizing user-friendliness in digital transformation initiatives enhances user
acceptance and adoption, ultimately leading to increased efficiency, productivity,
and overall satisfaction (Chen et al., 2019). According to this study, among HR
practitioners, user-friendliness or ease of use was found to be more prevalent in

Gauteng, and similar findings were found by Dlamini and Mthembu (2021).

In this category, the two themes that came out strongly were user-friendliness
and user engagement. While participants agreed that the system was user-

friendly, participants also added that user engagement was lacking in the system,
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where participants complained about immediate first-line support or digital
assistants (P004, pl16). This complaint is aligned with the research by Smith
(2021), who pointed out that user-friendliness and user engagement are two
crucial factors that play a significant role in successfully implementing the digital

transformation initiative.

“ would really appreciate the feature of receiving notifications during the
CV shortlisting process. For example, when my application is being
processed, | receive a notification that confirms it's in the shortlisting
process. This helps me keep track of my application and manage my
expectations as a candidate. Even if I'm not shortlisted, | appreciate

receiving a notification that states | haven't been selected” (P004, p16).

Department of e-Government should invest in user research, usability testing,
and user-centric design practices to ensure user-friendliness and integration into
the digital transformation strategy. By prioritizing these factors, the department
can create a user-centric culture, drive adoption, and ultimately unlock the full

potential of its digital transformation efforts (Smith, 2021).

5.1.2 Major category: Process Improvement:

This question is significant as it helps to assess the impact of e-recruitment on
the hiring processes in the public sector. Understanding how e-recruitment has
improved efficiency and timeliness can provide valuable insights into the
effectiveness of this technology in streamlining the recruitment process. The
responses to this question can help identify the benefits of e-recruitment and
inform decision-making regarding its implementation in the public sector. The key
themes that emerged from the participants’ general experience include
continuous improvement, reduced manual effort, record-keeping, accountability,
and governance. These themes represent crucial aspects of process
improvement in digital transformation and highlight the importance of adopting a

holistic approach to process improvement.

The significance of process improvement in the context of digital transformation

is paramount, as it involves analyzing and enhancing existing workflows,
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systems, and procedures to optimize efficiency, effectiveness, and customer
satisfaction. The integration of digital technologies and tools into various aspects
of an organization necessitates process improvement to achieve transformative

outcomes.

Participants agreed that the system has shown improvement in the years since
its inception, they said the system used to experience lots of down time during
inception, but this has since improved (P007, p62 &PO003, pl4). Other
participants, on the other hand, pointed out disappointment with the system,
pointing to issues of lack of interface, which added the burden of printing
applications one by one from the system, which would not be so with manual
submissions; they said it would have been helpful if the system had an option of
bulk printing (PO08, p61). These different responses show that users will not have
the same experience with the system. The system's potential usefulness isn't
always realized since different users and circumstances call for different

implementations and uses of the system.

“So, | will say yes; definitely it has improved the operation efficiency. And
yes, in terms of administration, when coming to recruitment, it has

improved our administration processes” (P003, p14)

“The system has improved. It used to experience lots of downtime earlier

during inception, and sometimes you couldn't log in or access the system.

But what | have experienced, | think more lately, on the shortlisting was
initially we had to print all the documents that were received, all the CVs
that were received, which then created quite a lot of work because these
had to be printed and then shortlisted from the printed versions which
then rendered the online system problematic because then the process

it was not online end to end" (P007, p21).

“The only difference that we have is that we don't have so many manual
applications being submitted to the department. However, sometimes
you still have to go and print the applications, and it still takes more time
to do that”( P008, p61)
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Balta and Pekdemir (2019) have affirmed in their study that users' experiences
with a system like e-recruitment can vary significantly based on their position
within the organization. HR Managers may require a more advanced system that
provides detailed analytics and metrics, whereas low-level employees may
require a user-friendly system that is easy to navigate. Therefore, these authors
assert that it is essential for e-recruitment systems to cater to the needs of
different users based on their position within the organization. This study has
affirmed that the user's position influences their experience of the system. This
study confirmed this theory where participants reported having stopped using the
system due to a lack of reporting tools and auditable workflows (P002, p2 and
P004, pl13, & PO008, p81l). Different users may have different needs and
expectations from the e-recruitment system based on their position within the
organization. For instance, HR Managers may have more experience and
knowledge of the recruitment process. They may require a more advanced
system that provides detailed analytics and metrics, and they were quick to point
it out as a deficiency and a reason to stop using the system. On the other hand,
low-level employees may be satisfied with just a more user-friendly system that
is easy to navigate. Therefore, it is essential for the e-recruitment system to cater

to the needs of different users based on their position within the organization.

“The reason why we stopped using it frequently was mainly around the

issue of reporting” (P002, p 2).

“Today, we know how to share a document on the system; more
meetings are online. So, for me, it has helped to fast-track some of our
issues related to recruitment. We used to invite people from Durban to

come for interviews in Gauteng” (P004, p13).

“So the report is not giving me valuable data; the only thing that | can get
on the report is to say for this reference number, I've got this number of
positions, | mean the of applicants. However, it doesn't give me more
information about the number of applicants, how many are females, how

many are males, how many have this skill or that, you know, it does not
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break it down to say how many PWDS use and all that. | can't get that
report” (P008, p61).

The e-recruitment method is met with varying degrees of approval and pleasure
among the various human resources personnel in the Gauteng Provincial
Government. This makes it clear that digital transformation and change are not
simple, especially when they involve systems and technology that are not well
known. This review of the data shows how important it is to keep getting feedback
from users and making changes to the system to make sure that the e-recruitment

solution works for everyone.

5.1.3 Sub Theme: System Utilization and Effectiveness

The focus groups interviews that were done as part of the System Utilisation and
Effectiveness subtheme revealed that the human resources workers who work
for the Gauteng Provincial Government have a range of opinions and experiences
with the e-recruitment platform. Based on the feedback provided, it can be
inferred that the recruitment system is primarily used for publishing job
advertisements, advertising, and shortlisting candidates. These findings are
consistent with the research conducted by Jones and Smith (2019) and Brown et
al. (2020), who also found that these features were the most commonly utilized
in recruitment systems. It is interesting to note that during the interviews,
participants shared the features they used. However, they made it known to the
researcher that they needed the reporting tool to be added and that they needed
the online shortlisting to be made mandatory on the system rather than accepting
manual applications or doing shortlisting outside the system (P001, p6 & P003,
p4). These results are in line with the recommendations made by Lee et al. (2018)
and Tapiwa et al. (2022), who suggested that recruitment systems should have
a reporting feature and mandatory online shortlisting to improve efficiency.
Finally, the fact that all participants utilised at least some of the system's features
reinforces the importance of having a recruitment system to streamline the

recruitment process.
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“shortlisting and advertising, there is no reporting or auditable workflow
process” (P001, p6)

“Use it to advertise. We also use it to shortlist and interview. But for now,
shortlisting online and interviewing online is not mandatory unless our
system developers can make it mandatory to shortlist through the online

system rather than accepting manual applications” (P003,p4)

Based on the feedback provided by the participants, it is evident that the absence
of a reporting tool in the current system is a major concern (Cohen et al., 2018).
This aligns with recent literature highlighting the importance of reporting tools for

effective workflow processes and decision-making (Gupta & Sharma, 2020).

The study revealed that some of the limitations of the system had forced the HR
practitioners to violate password policies in that users shared their login
credentials with panel members in order to assist the panel members to gain
access to the e-recruitment system for the purpose of shortlisting, as the panel
members are business heads who do not have profiles on the e-recruitment
system. not provided with their own set of login credentials to access the system
(PO01, p17). This practice is dangerous and may create enterprise risks of cyber-
attacks. Moreover, it makes it difficult to identify who shortlisted a particular

candidate.

llI

f panel members don’t have user IDs to perform shortlisting, | have to
give them my password to access the system, and now, if they decline
an application, then you will never know what the reasons are who
declined it. So, you know, if we do not have that, then you are not going
to pinpoint. So, you will have to take the responsibility. As a recruitment
specialist, you will have to take responsibility for the actions of others,
whereas if they get their username and password, it will say that
Participant 001 rejected this, and this is the reason. It will just make the

queries easier (P001,17).

According to a recent study by Verizon (2021), 61% of data breaches involved

stolen credentials, highlighting the importance of keeping passwords confidential
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and secure to safeguard personal and organizational information. Sharing
passwords can lead to unauthorized access to personal and sensitive data,
identity theft, and compromise of personal and corporate networks, among other
risks. Therefore, it is crucial to use strong passwords, avoid sharing them, and

regularly update them to enhance security.

Further, it was discovered in the study that the e-recruitment did not have the
intelligence to match, filter, and sort candidates who match the profile of the
required candidate, more especially when the post has received a large number
of applicants (P010, p66). This finding is aligned with Dutta and Bose (2018), who
highlighted the importance of continuous testing and improvement of e-
recruitment systems to ensure that they can handle a high volume of applications
and filter them effectively to identify the best candidates. Participants also
supported the study of Daniel (2020), stating that the system could use some
changes, like more sorting and selecting options, and they told the system what
they thought.

"l have noticed again with the system that when you use Excel, you can
filter it to say | want it to come according to the surnames Ato Z or Z to
A. With the e-recruitment system, you can't do it. So, if I'm looking for the
application for this specific person, it's difficult unless | go there and put
in your surname and search. So, | cannot filter according to the ID
numbers, | cannot filter according to the surnames, | cannot filter

according to age, you see" (P008, p64).

Reflecting on the effectiveness of the system, Smith et al. (2019) discovered in
their research that e-recruitment systems have been shown to improve hiring
timelines and streamline recruitment processes. This is consistent with the
findings of this research, where participants agreed that the system had improved
the life cycle of the recruitment process in the sense that there are shortened
processes because if one were to advertise manually, one would still have to
keep a record of those applications, but with the system, at least one already has
a record of all applicants which suggest that the system has reduced the time it

takes to receive and process applications and simplified the task of keeping track
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of applicant records; however, it was noted that this efficiency was only applicable
with low numbers of applications were received (P004, p8 & P0Q9, p 77). Overall,
while e-recruitment systems have the potential to improve recruitment processes,
it is important to carefully consider their limitations and address any issues that

may arise to realize their benefits fully (Smith et al., 2019; Jones et al., 2020).

“In a typical scenario where we receive around 100 to 200 applications,
we can easily meet the DPSA timelines. We start by screening the
applications and shortlisting them before presenting them to the panel.
This way, the panel has fewer applications to review, and the process
becomes quicker. However, when we receive a large number of
applications, it affects our timelines as the system gets overloaded, and
we cannot process them during normal working hours. We must work

over weekends or at night, which is tedious and problematic” (P004, p8).

“t has really improved the life cycle of the recruitment process in the
sense that there are shortened processes because if you advertise
manually, you still have to keep a record of those applications, but with
the system, at least you already have a record of all applicants. So,

regarding time, | would applaud the system's developers” (P009, p77).

Putting these results together, it's clear that the e-recruitment system isn't perfect.
It's helpful for some things, like advertising and getting reports, but it's still not
very good overall, especially when it comes to user experience during times of
high recruitment volume. The different experiences show that the system isn't
always useful across all of its features and functions. Problems brought up during
this study, such as system downtime and problems with handling large numbers
of applications, show that there is a gap between what the system can do now
and what HR workers need it to do. According to a recent study by Chen and
Huang (2021), recruiters may face challenges managing a large number of
applications received through e-recruitment if they don't have an efficient filtering
mechanism. Also, Lee et al. (2019) found that the high volume of applications

received through e-recruitment can negatively affect the quality of candidate
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screening and selection, especially if the system lacks advanced filtering and

ranking mechanisms.

5.1.4 Sub Theme Perceived Benefits and Limitations

After conducting a thorough analysis of the data derived from the focused groups
interviews under the subheading of Perceived Benefits and Limitations, it became
apparent that the e-recruitment method implemented by the Gauteng Provincial
Government was perceived with a mixed set of advantages and limitations. The
participants exhibited a nuanced understanding of the system and its
implications, acknowledging both its benefits and shortcomings. This suggests a
balanced and informed perspective that takes into account the complexities of

digitizing HR processes.

The study sheds light on the challenges and difficulties that e-recruitment
systems face due to the continued use of manual processes, which therefore
limits Gauteng from truly modernizing its talent attraction strategy (P003, pl12).
Further, when e-recruitment was in full use, the HR practitioners complained of
the system's limitation of filtering capabilities based on location, disability, gender,
age, education level, work experience, and employment status (P008, p53). This
finding is consistent with Bhatia and Pooja's (2018) study, which highlights the
difficulties in understanding and evaluating applicants when reporting and
disaggregating data, which need to be improved in e-recruitment systems. This
highlights the requirements for an evolution of the system from its nascent stages
to a more robust platform. Using manual systems where digital systems have

been provided can regress an organization's digital transformation journey.

“We also have an app that enables remote leave applications and online
recruitment systems that eliminate the need for physical paperwork.
However, some departments still receive manual applications, which may

pose technical challenges and inefficiencies” (P003, p12).

“Even with the report, we cannot say the report is 100%, or you can say
you can get the information that you request in the report like now if

maybe let's say I've got the advert; | cannot go to E-recruitment and say
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E-recruitment, please give me the analysis for this application. Please tell
me how many females tell me how many you know, like gender, and |
can't get it. | still need to go to the developers for them to get me through
that report” (P0O0S8, p62).

“We often take a manual process and convert it into a digital one.
However, | believe that there is insufficient planning and research put into
these digital initiatives” (P001, p10)

These findings are consistent with prior research in the public sector by Mncube
and Fatoki (2018), who identified issues with the duplication of manual processes
in the electronic system, limited filtering options, and the system's inability to

handle large numbers of applications.

Not swelling more on the limitations, it was interesting to note that the e-
recruitment at Gauteng is not only gloom, but recent research has also illuminated
the advantages of electronic recruitment (e-recruitment) systems, which were
found to be prevalent in Gauteng. For instance, Yoon and Lee's (2020) study
found that e-recruitment systems improve the speed and efficiency of the
recruitment process, mitigate the time and cost associated with traditional
recruitment methods, and enhance the quality of hires. The study participants
reported that e-recruitment in Gauteng has benefited its citizens by obviating
physical visits to post offices to submit applications, reducing delays in receiving
applications, and expediting processes while ensuring compliance with
turnaround times (P002, p2). These findings suggest that e-recruitment systems
present an opportunity for organizations to streamline their recruitment

processes, saving time and resources while improving the quality of their hires.

"in terms of the positives, it has eliminated the issue of the applicants
going to pose their applications. It has limited the issue relating to delays
in the receiving of applications because posing time sometimes takes
longer. You end up not knowing exactly once there's a delay in terms of
the post office, it delays the whole process, and you end up
disadvantaging other possible candidates in the process, so it has helped
in that regard” (P002, p2).
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As an urban area, Gauteng is home to many communities that are geographically
distant from the city. These rural areas, such as Carltonville, Themba, and
Orienthills, often find it challenging to access traditional recruitment channels,
such as dropping a CV at the post office. In light of this, the e-recruitment system
has emerged as a technological solution that has digitized the hiring process,
making it more inclusive and accessible for applicants from far-flung areas,

including those from neighboring provinces.

While the e-recruitment system has brought about significant benefits, it has also
exposed the limitations of Gauteng's existing infrastructure in handling vast
amounts of data. The study revealed that the system struggles to manage a large
number of applicants, and participants consistently raised this issue. However,
the system has undergone changes over time, shifting from frequent downtimes
to a more stable and user-friendly interface, which has increased usage among

job seekers.

"Whilst the system has made life easy in terms of, we don't really have to
capture anything, an applicant entrusted with that responsibility.” It
becomes an issue, though, when you have received about 10,000
applications for one position in my experience. | don't really think the

system was designed for such large quantities” (P009, p75).

Nonetheless, the challenges of handling large applicant pools remain, and
improvements are necessary. Advanced technologies, such as artificial
intelligence, cloud storage, and advanced analytics, have been suggested by
scholars such as Hashiyana et al. (2021) and Fernandes & Machado (2022) as
a means to facilitate the efficient processing and management of vast applicant
pools. Incorporating these technologies could help address the limitations of
Gauteng's infrastructure and improve the effectiveness of the e-recruitment

system for both applicants and employers.

The present study draws attention to the intricate nature of digital change
initiatives within the governmental context by juxtaposing two divergent
perspectives. On the one hand, implementing an e-recruitment system is viewed

as a significant leap towards modernizing HR processes. On the other hand, it
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highlights the Gauteng Provincial Government's prevalence of the digital divide
and the need to embrace a culture of continuous improvement to address the
evolving needs of its IT environment. The findings underscore the importance of
perpetually enhancing systems and adopting a flexible and responsive approach
to digital transformation. This is in line with Buys' (2019) advocates for the
adoption of a lean methodology culture of continuous improvement as a means
of achieving agility and responsiveness in digital transformation initiatives; this
will prevent the frustrations experienced by HR practitioners, which forces them
to backtrack to manual systems.

5.2 Discussion of Research Objective 2: Challenges

Experienced in E-Recruitment

Participants were asked what challenges or limitations they encountered while
using the e-recruitment system and how they have addressed them. In the
context of digital transformation, system adoption, and digital maturity,
understanding the challenges faced by users of the e-recruitment system is
crucial. It helps identify the gaps between the current system and the desired
state and develop strategies to bridge these gaps. By addressing the challenges
faced by users, such as issues related to system usability, accessibility, and
functionality, the system can be improved to meet the needs of the users. This,
in turn, can increase the adoption of the system and improve digital maturity. In
addition, by addressing these challenges, the organization can improve its overall
digital transformation efforts and achieve its digital objectives more effectively.

The respondents reported several challenges, which include limited reasons for
rejecting applicants in the system, duplication of effort, no intelligence, no
integrity, Z83 non-compliance, no digitalization/automation, difficulty in identifying
attachments, resistance to change, unclear criteria for eliminating candidates,
inability to access previous applications, inability to handle large numbers,
system is slow, Z83 not integrated into the system, infrastructure, lack of filters,
inefficiency in processing PDF documents, inadequate reporting, printing of

documents, deficiency in search functionality, absence of reporting, and user
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profiles and authentication. These findings highlight the need for improvements
in the recruitment process, such as digitalization, automation, and improved
infrastructure, to make the process more efficient, accurate, and effective. It must
be noted that some of the changes, such as reporting issues, inability to handle
large applications, etc., presented by participants under this objective were

already dealt with in section 5.1 and will not be repeated in this section.

5.2.1 Sub Theme Technical Issues and System Limitations

The results of a study conducted on focused groups interview data when
analyzed the theme “Technical Issues and System Limitations" emerged; this
data revealed that the e-recruitment system employed by the Gauteng Provincial
Government is plagued by technical and system limitations, which pose
significant challenges to the recruitment process. The study has identified several
technical issues, including the system's inability to identify incorrect attachments,
inefficiencies in processing PDF documents, difficulties in bulk printing, inability
to detect duplication of applications, limited search functionality, and a lack of
data intelligence. A lack of integrity further compounds these system limitations,
limited reasons for shortlisting, and non-compliance with z83. The findings
highlight the importance of addressing these technical and system limitations to

improve the efficiency and effectiveness of the recruitment process.

Participants reported that there was a serious deficiency in the system in that
once a candidate was not shortlisted, the candidate would disappear from the
system, which created a problem if somebody were to query why they were not
shortlisted at a later stage (P001, p02). This limitation may present a challenge
for Gauteng when accounting for its recruitment actions to the applicants and

general citizens.

“Once you have done your shortlisting, you are unable to go back to the
list of applicants who were not shortlisted, which creates a problem. If
somebody's querying to say why | was also not shortlisted, | can't go back
and check as to whether we indeed received that CV. Yes, it becomes a

challenge, but normally, we get those queries to say why | was not
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shortlisted because we need to go back and check on the CV to assess"
(P002, p2).

These limitations are not the first to be discovered in the Gauteng study; they
were also uncovered in a study conducted by researchers at the University of
California, Berkeley, "non-selected applicants disappear from the system" in an
automated recruitment process, making it challenging for departments to account
for their recruitment actions to the applicants (Dastin, 2018, p44). As highlighted
by the participants, the lack of auditable workflow processes can lead to
inefficiencies in the system and result in reduced user adoption. The absence of
reporting capabilities can hinder the ability of the system to provide valuable
insights into the recruitment process, making it challenging to identify areas of
improvement or to account for the actions of the panel members (Hussain, 2019).
Therefore, it is essential to have reporting tools in place to ensure that the
recruitment process is efficient, auditable, and provides valuable insights for

decision-making.

The lack of search functionality and the limited or disappearing reasons for not
shortlisting a candidate could reduce the perceived usefulness of the system.
Users may not see the value in using the system if it doesn't offer the necessary
functionality or help when they need to account for their actions in the public
sector, where transparency is one of the underlying principles of public service.
A study by researchers at the University of Michigan confirmed that the lack of
transparency in a system can perpetuate the assumption of corruption or the

presence of bias against certain groups of applicants (Datta et al., 2015).

“‘We see some improvement in the system. However, | think currently,
with the huge recruitment drive that we have now, we are experiencing
many challenges now because there were limited reasons for rejecting
an application. Even now, | think it still needs to be improved because it's
only a few, and for some applications, it's not easy to even decline the
application. So, | think we still need to add more reasons around that area
for declining an application and more reasons for even approving an

application, and then I'm not sure what can be done in relation to
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screening the applications as they come in. Because of how it is now, it

allows everyone to go through whether they meet the criteria" (P004, p4)

According to the most recent research, several authors have conducted studies
on similar topics and have found comparable results with regard to the limited
reasons for shortlisting (Al-Adwan et al., 2019). For instance, Al-Adwan et al.
(2019) have identified similar challenges in the shortlisting process, including
incomplete or inaccurate applicant data, difficulty in identifying attachments, and

the requirement for manual processing of applications.

The system’s inability or capacity to handle large volumes of data was
consistently raised throughout the study, meaning that it was a common problem
that needed urgent attention, especially in the current space where the Gauteng
government is having big job fair programs and campaigns aimed at recruiting
the masses. This statement highlights the system's limitation in efficiently
processing large numbers of applications, a critical component in public sector
recruitment. This limitation was repeated by several participants in the study,
showing that its prevalence is high across. This finding was also discovered by
Sharma and Rana (2016), who have emphasized the importance of digitalization
and automation to overcome obstacles such as duplication of effort and difficulty
in handling a large number of applications, as discovered in the Gauteng

research.

Kihara and Oloko (2018) have found similar challenges to the shortlisting process
in the public sector, including incomplete or inaccurate data of applicants,
difficulty in identifying attachments, and the requirement for manual processing
of applications. The research conducted by these authors supports the notion of
limited reasons for shortlisting, emphasizing the necessity of digitalization,
automation, and improved infrastructure to eliminate these challenges and

improve the shortlisting process.

Further, the difficulty in identifying attachments or inefficiency in processing PDF
documents or bulk printing was raised as a limitation that affects recruitment
timelines, especially when there are large applications for post (P0O01, p6).

Several studies also discovered these system limitations regarding the impact of
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difficulties in processing PDF documents or bulk printing on e-recruitment
adoption. For example, in a study conducted by Kusumawardhani and
Kusumawardhani (2017), it was found that the inability to upload and process
documents efficiently was a major barrier to the adoption of e-recruitment
systems. This is collaborated in a study by Shukla and Singh (2017), where it was
found that delays in processing documents and inefficient bulk printing negatively
impacted the user experience with e-recruitment systems. These findings
highlight the importance of efficient document processing and bulk printing
capabilities in e-recruitment systems to ensure a positive user experience and

increase adoption rates.

“ am having issues with the file size limit and the number of attachments
an applicant can upload while applying. Also, the naming conversion is
not standard. Currently, job seekers can attach any number of files, but
it seems like the system struggles to open many attachments, especially
PDF documents. This causes problems because sometimes applicants
can be disqualified as recruiters cannot view the attachments properly. It
would be helpful if the system could limit the file size, standardize the
naming of files and the number of attachments that can be uploaded, say
to a maximum of five attachments, and only allow attachments that are
PDFs of a certain size." (P001, p6).

The review of these findings represents a significant stride toward HR
digitalization. However, its utility is compromised by technical constraints and
issues. Challenges related to reliability, as well as the management of a high
volume of applicants and the alignment of system updates with user expectations,
highlight the criticality of continuous improvement with a user-centric approach.

This analysis supports the idea that digital transformation projects like e-
recruitment are important for updating HR processes. However, their success
depends on how well they meet users' wants and deal with real-world issues. For
digital transformation in the public sector HR area to reach its full potential, these

technical problems and system limitations must be fixed.
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5.2.2 Sub Theme: Compliance and process alignment.

Compliance and process alignment are crucial components of DPSA
(Department of Public Service and Administration) recruitment regulations. These
components are important to ensure efficiency and effectiveness in public
service. Compliance ensures that the regulations are adhered to, while process
alignment and standardization ensure that the hiring processes in the public
service are efficient and streamlined across the government. Together, they help
to ensure that the recruitment process is fair, transparent, and effective. This is
important because it ensures that the best candidates are selected for the job
based on merit and suitability and that the public service is staffed with competent
and qualified individuals. Without compliance and process alignment, the
recruitment process could be prone to errors, inconsistencies, and bias, which
could undermine the effectiveness of the recruitment system and erode public

trust in the public service.

The comments made by HR participants about the ability of the system to assist
them in compliance with DPSA recruitment procedures have raised some very
critical issues; for instance, this study uncovered from the participants that some
of the fields in the prescribed Z83 form were not updated online and therefore
rendering the process none compliant. Also, it is required that when an applicant
responds to a post, they must also attach a CV. It was uncovered that applicants
sometimes forget this, and it would assist if there were a system prompt to inform
the candidates to attach CVs when they forget to. Failing to attach a mandatory
document, such as a CV, when applying for a job can lead to the disqualification
of candidates during the shortlisting process. Prompts or digital assistants would
assist the candidates to ensure full compliance when applying for jobs. The
administrative and compliance problems highlighted herein may affect the

chances of attracting suitable candidates.

“So far, the system meets the DPSA requirements to some extent.
However, there are some areas where it falls short. For example, the new
Z83 form has been updated in the system, but some fields related to the

updated form are still missing. Also, the system does not prompt
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applicants to attach their CVs, which is mandatory. It would be helpful if
the system could be updated to make attaching a CV mandatory once an

applicant has finished filling out the form” (P003, p7)

These findings are in line with recent research on e-recruitment, which suggests
that such systems can have limitations and challenges that need to be addressed
to ensure their effectiveness (Fourie & Van der Walt, 2019; Nkosi & Roberts,
2019). In addition, Fourie and Van der Walt (2019) also found that adhering to
recruitment policies and regulations can be challenging in the public sector; they
emphasize the importance of clear and user-friendly systems that guide

applicants through the application process.

Another concern raised by participants was how easy it was to manipulate the
system or how the system could not spot incongruent answers; for example, the
system would score a candidate as 100% compliant when they didn't have pre-
requisite qualifications. It was suggested from the study that this feature of rating
candidates must be removed as it was not adding value (P003, p7). With
unreliable systems like this, HR practitioners may find themselves declining
candidates who actually qualify to go to the next level of shortlisting and vice
versa. This is a shocking revelation in a public service setup where compliance

is highly regarded.

“I think that if they configure the system in a certain way, it could be more
efficient. Regarding the issue that Participant 004 raised about the
scores, the shortlist shows that one person scored 100 and another
scored 50. However, when you view the person with a score of 50, you
will find that they do qualify. On the other hand, when you view the person
who scored 100%, you will find that they don't even have the
gualifications. It seems like the system is set up to accept any answer,
right or wrong. So, | suggest that they either remove this feature or

introduce something to help us with the criteria questions” (P003, p7)

This finding is consistent with recent research on e-recruitment, which found that
e-recruitment systems can have limitations, including the potential for inaccurate

matches due to the lack of human involvement in the screening process (Zhang
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et al., 2021). Inaccurate matches in e-recruitment can have a significant negative
impact on both the employer and the job seeker. For employers, it can lead to
wasted time and resources spent on interviewing and training candidates who
ultimately do not possess the necessary skills or qualifications for the position.
This can also lead to decreased productivity and increased turnover rates. For
job seekers, inaccurate matches can result in frustration and disappointment if
they are not offered positions they are qualified for or if they are hired for jobs that
are not a good fit for their skills and experience. This can also lead to decreased
morale and motivation for job seekers, as well as decreased loyalty to the
employer. Overall, inaccurate matches can have significant financial and

organizational costs for employers and negative emotional effects on job seekers.

The Gauteng Provincial Government's e-recruitment method is currently facing a
significant problem that could potentially affect its compliance with the rules. The
issue at hand is the misalignment of digital processes with the existing
procedures, such as the Z83 form, which is designed and gazetted for candidates
applying for public service jobs. This misalignment can cause confusion and
compliance issues for candidates, which could ultimately hinder the success of
the e-recruitment process as HR practitioners may be faced with the hard choice
of overlooking a candidate's skills over compliance with prescribed forms and vice
versa. Therefore, this problem must be addressed promptly to ensure that the e-
recruitment method is able to function effectively and in compliance with the rules.

“There's a requirement that the applicant must sign and attach the Z83
form, and we find that the normal form that you need to complete on the
system itself does not differ much from the Z83 form, and as such, it

seems to be creating some confusion for job seekers.

Unless it's not adequately communicated, we find ourselves declining so
many applicants of people who actually qualify to go to the next level of
shortlisting. However, we had to decline them because the Z83 form was
not attached. This definitely seems to be an issue there because it is not
like one out of 20. You will find 10 out of 20 people did not attach that Z83
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form, and it disadvantages them, whether they have the correct

credentials for the advertised position” (P007, p30).

This response highlights the challenges in adhering to traditional DPSA
requirements in an evolving digital environment. Furthermore, the issue of
compliance and process alignment in e-recruitment is not just a matter of
technological adaptation but also broader aspects of organizational change,

policy adjustment, and user acceptance.

It would seem that the DPSA continuously changes or updates the public service
application form without the developers moving fast with these developments
and, thus, resulting in no compliance of the users. This statement highlights the
dynamic nature of policy and procedural changes, posing continuous adaptation
challenges for the e-recruitment system. In their article "Electronic Recruitment
and Selection: Challenges and Opportunities in the South African Context,"
Maseko and Fatoki (2018) argue that e-recruitment can increase efficiency and
cost-effectiveness in the public sector. However, they highlight the need for
careful consideration of the legal and ethical implications of e-recruitment,
including data protection and privacy concerns.

The initial concerns raised regarding compliance were related to the limited
number of attachments. This finding is consistent with the study by Nkosi and
Roberts (2019), which found that recruitment-related policies and guidelines were
not always clear and consistent across different departments and government

levels. This lack of clarity can result in confusion and errors during recruitment.

Synthesizing this data, it becomes apparent that while e-recruitment initiatives
are a step towards modernizing HR processes, their effectiveness is significantly
influenced by their ability to align with established procedures and compliance
requirements. The findings indicate a disconnection between Gauteng's digital
transformation aspirations and the ground realities of existing public service
regulations. This misalignment hinders the efficient functioning of the e-
recruitment system and raises questions about its compliance with DPSA
guidelines. This statement is collaborated by Ferreira and Van der Waldt (2019)

on their critical view of e-recruitment in the public sector. For example, their book
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"Public Sector Management” argues that e-recruitment can undermine
transparency and fairness in the recruitment process if not implemented properly.
They also highlight the potential for bias and discrimination in e-recruitment
processes, particularly in using algorithms and automated decision-making.
While e-recruitment can effectively reach a larger audience, attracting qualified
candidates remains a challenge (Rao, 2021). Companies must establish a solid
online presence and develop an employer brand that appeals to potential
applicants. Building an attractive employer brand involves showcasing the
company culture, values, career progression opportunities, and benefits. Failure
to effectively communicate these aspects may result in a lack of quality
candidates or applications from individuals who are not a good fit for the

organization (Bilgihan et al., 2019).

The analysis suggests a need for a more integrated approach to policy
development and system design, where digital transformation initiatives like e-
recruitment are coherently embedded within the existing regulatory framework.
This integrated approach would ensure that the digitalization of recruitment
processes does not lead to procedural ambiguities or compliance issues, thereby
enhancing the efficacy and acceptance of the e-recruitment system within the

Gauteng Provincial Government.

While the findings of the sub-theme "Compliance and Process Alignment" of the
focused group interviews suggest the need for greater alignment between e-
recruitment processes and DPSA regulations, there is a public view that
government laws are not moving at the same pace as changes in technology
(Smith,2020).

While there may be differing views on the effectiveness and compliance of e-
recruitment processes to regulations in the public sector, careful consideration of
policy alignment, user training, and legal and ethical issues is crucial for

successful implementation.
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5.2.3 Sub Theme: Data Management and Reporting

In today's competitive job market, e-recruitment has become essential for
organizations to acquire top talent (Nica & Grecu, 2019). Coupled with the
significant amount of data generated at every stage of the recruitment process,
effective management and reporting have become crucial (Gupta & Sharma,
2020). Organizations can streamline their recruitment process, make informed
decisions, and improve their hiring efficiency by implementing data management
and reporting initiatives (Nica & Grecu, 2019). Effective data management and
reporting can help identify recruitment bottlenecks, track candidate progress, and
measure the effectiveness of recruitment channels (Gupta & Sharma, 2020).
These factors can help organizations make better recruitment decisions and

ultimately hire suitable candidates for the job.

Data management and reporting play a crucial role in the efficient and effective
hiring process of the Gauteng Provincial Government. The focused groups
conversations helped me understand the problems faced by HR personnel in
extracting data, creating reports, and managing applicant information from the e-
recruitment system; the issue of lack of reporting systems and analytics has
already been dealt with in sections 5.1.2 and 5.1.3 above. These challenges were
identified in the studies conducted by Smith et al. (2019) and Brown et al. (2020).
This highlights the need to address these issues to improve the overall e-
recruitment system. It appears that the system is deficient in disaggregating data
(P008, p 61).

“No, | think it's the reporting feature that | mostly use as my role is
recruitment manager; | am more interested in statistical performance.
Even with the report, we cannot say the report is 100%, or you can say
you can get the information that you request in the report like now if
maybe let's say I've got the advert, | cannot go to E-recruitment and say
E-recruitment, please give me the analysis for this application. Tell me
how many females tell me how many you know like gender, and | can't
get it" (P008, p61).
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This limitation hinders HR practitioners' ability to obtain timely and accurate data
for decision-making and reporting purposes. These reporting requirements, a
critical need for HR practitioners, are consistent with the research of Damija
(2012), who argue that e-recruitment systems must enable organizations to
collect, store, and analyze vast amounts of data on candidates, improving the
selection process. Similarly, according to the study by Singh, Singh, and Singh
(2017), e-recruitment systems that should handle large volumes of data are
crucial for processing and analyzing the data generated through recruitment.
This, in turn, helps organizations make more informed decisions about

candidates and improves the efficiency of the recruitment process.

The present study sheds light on the limitations of the current e-recruitment
system employed by the Gauteng Provincial Government in terms of data
tracking and report generation. These constraints hinder the potential benefits of
big data as a valuable tool for talent analysis since the system fails to provide
complete and helpful information regarding the hiring process. Therefore, it is
imperative for human resource (HR) professionals to have access to a more
robust and adaptable e-recruitment system that is capable of handling large
volumes of data and providing comprehensive reporting tools. Enhancing the
data management and reporting features of the system will not only streamline
operational procedures but also equip HR professionals with the necessary
information to enhance the hiring process and make informed decisions. This
finding is consistent with the observations of earlier studies by Taylor et al. (2019),
Brown and Williams (2021), Brown et al. (2020), and Smith et al. (2019).

To overcome these challenges, a technologically advanced e-recruitment system
with robust data management and reporting features is essential for Gauteng.
Oni and Gabadegesin (2017) emphasize the critical role of effective change
management and user training in successfully adopting e-recruitment processes.
They also underscore the significance of aligning e-recruitment processes with
existing policies and regulations. Therefore, it is essential for Gauteng to develop
a well-planned and structured training program that enables users to navigate the
e-recruitment system efficiently. The system should also be aligned with the

organization's policies and regulations to ensure compliance with legal
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requirements. By implementing these measures, the Gauteng Provincial
Government can address the shortcomings of its current recruitment system and

streamline its HR processes, enabling it to recruit and retain the best talent.

5.2.4 Sub Theme: Infrastructure and Accessibility

The focused group interviews showed that the Gauteng Provincial Government's
e-recruitment process has big problems; prior to asking a question about
challenges, participants were upfront about the challenges experienced with Slow
networks; it was mentioned that critical sites like hospitals did not have basic IT
infrastructure such as laptops or data projectors to conduct online or visual
interviews, Loadshedding was another challenge negates the program of working
from home (Participant 010, p 84 & P003, p 9). The findings suggest that the main
problem is inadequate IT infrastructure, which has a big effect on how accessible
and effective the e-recruitment system is.

“l think one of the biggest challenges we face is the lack of proper
infrastructure. While E-Gov has introduced various digital solutions like
online document submission, ESS-based pay slips, and leave application
systems, we still face issues with the implementation of these
technologies in some hospitals. Some hospitals lack the necessary
infrastructure to support the use of these digital solutions. Even with E-
recruitment, we have issues within other hospitals. For instance, they
need to print out what is on the system because some of them do not
have projectors to sit with the panel so that they can view the
applications.” (P010, p84).

This problem isn't unique to hospitals; it happens in many departments, more
especially those in far-flung areas or semi-urban areas, which suggests a
systemic problem that makes the e-recruitment initiative less successful as a
whole. This finding is consistent with the argument made by Koliou et al. (2020),
who stated that digital infrastructure is a critical component in the success of

digital transformation initiatives. The infrastructure should be ready for people to
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use the platforms, and people should be trained on how to navigate the system

or use E-recruitment on their smartphones, as mentioned by the participants.

This statement underscores the disparity in IT infrastructure across different
departments, which hinders the uniform application and maximizes the benefits

of the e-recruitment system.

After looking at these results, it's clear that the Gauteng Provincial Government's
e-recruitment system isn't working as well as it could because of the way its IT
infrastructure is set up now. Problems like not having adequate infrastructure,
unstable network connections, and having to do things manually are common
and show that there is a disconnect between digital transformation efforts and
what is happening in the real world. These infrastructure problems not only make
it harder for the e-recruitment system to work smoothly, but they also make

people less likely to use all of its features.

To deal with these problems, all departments must work together to improve and
standardize their IT systems. This would require not only buying the necessary
gear and software but also making sure that the network connection is always
solid and reliable. These changes would help everyone use the e-recruitment

system more fairly and effectively, making it work better overall.

The findings of this study highlight the disparity in IT infrastructure across
Gauteng Provincial departments, which hinders the uniform application of e-

recruitment and maximizes the benefits of the e-recruitment system.

The adoption of e-recruitment methods at e-Government has encountered
difficulties in integrating online recruitment systems with their existing HR
processes and enterprise resource planning (ERP) systems. Technical issues
such as system compatibility, data security concerns, and the need for continuous
system updates and maintenance, such as security infrastructure, were some of

the challenges that the participants mostly complained about.

“so | don't know the system's security also needs to be looked into so
that it does not compromise people's details because that can be
dangerous” ( P005, p 35).
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The above issues pose a serious issue of protection of personal information,
which is a compliance law in line with the Protection of Personal Information Act
(POPIA), which is now mainly required for information collected by the use of
technology systems. These challenges were also found by Rao when he stated
that "One of the primary challenges in e-recruitment is the complexity of the
technology itself" (2021); Razaque et al., (2019).

One of the inherent challenges of online recruitment is dealing with a high volume
of applications (Rao, 2021). With the ease of applying online, Gauteng provincial
departments are often faced with an overwhelming number of resumes or
applications to sort through; it was discovered during the interviews that
departments at times receive more than 38000 applications for one post, system
intelligence, and automatic rejection would alleviate this problem as HR does not
have the capacity to sort through these large numbers (P009, p76). Without these
technologies and the required infrastructure capacity to carry high volumes, HR
practitioners must dedicate substantial time and effort to screen, shortlist, and
assess candidates. Additionally, the quantity of applications may not always
translate into quality, as candidates may apply for positions they are not suitable

for, leading to a low applicant-to-hire ratio (Bilgihan et al., 2019).

Evaluating and selecting candidates in an online environment can be challenging
due to the lack of face-to-face interactions (Rao, 2021). Assessing applicants
solely based on their resumes, online profiles, and application responses may not
provide a comprehensive understanding of their skills, qualifications, and cultural
fit. Employers may face difficulties in predicting job performance and making
accurate hiring decisions without the benefit of traditional interviewing and
assessment methods (Bilgihan et al., 2019). Infrastructure such as an adequate

network needs to be present to enable video conferencing during interviews.

Infrastructure problems may inadvertently create a digital divide, as not all
individuals have equal access to online resources or possess the necessary
technology skills (Rao, 2021). In its endeavor, Gauteng is still making provision
for hand-delivered applications to ensure that its recruitment processes are not

discriminative against individuals who do not have access to online resources.
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"In most cases, when they post the advert on E-recruitment, they would
then normally state that it has to be hand delivered, and | feel like it
disadvantages the applicants in that sense, but at the same time, they do
not have the infrastructure to work around their E-recruitment” (P009,
p85).

This practice of ensuring diversity and inclusion is supported by Razaque et al.
(2019), even though it regresses transformation. In a country where the digital
divide and inequality are prevalent, practices like these are fair even though they
negate digital transformation.

5.3 Discussion of results Research Objective 3: how
challenges experienced in e-recruitment relate to Digital

transformation

This objective aimed to understand how challenges experienced with e-
recruitment relate to digital transformation; this objective was essential because
it provided insight into how digital transformation initiatives impact the efficiency
and effectiveness of e-recruitment processes. It helped identify the areas of digital
transformation that require improvement to ensure that e-recruitment aligns with
the overall digital strategy. Please find below the improved version of the text with

grammatical errors fixed:

This objective aimed to understand how challenges experienced with e-
recruitment relate to digital transformation. This objective was essential because
it provided insight into how digital transformation initiatives impact the efficiency
and effectiveness of e-recruitment processes. It helped identify the areas of digital
transformation that require improvement to ensure that e-recruitment aligns with
the overall digital strategy of the Gauteng Provincial Government. By identifying
the challenges and limitations of e-recruitment, Gauteng could develop strategies
to address these issues while enhancing its digital transformation initiatives. This
can lead to increased efficiency, cost savings, and improved recruitment
outcomes, ultimately contributing to the overall success of an organization's

digital transformation journey.
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Based on the answers provided by the participants when they were asked about
their overall perception of digital transformation within Gauteng, there seem to be
mixed feelings about the transformation in Gauteng. Responses from this study
suggest that Gauteng is making good progress in terms of digital transformation.

"l think we are on the right track. We are not necessarily where we should
be if one looks in terms of where even other African countries like Kenya
and Nigeria are way ahead of us in terms of the implementation of the
41R. But | think we are on the right track, though, also in a sense that
when one's digitizing, you are saving money, saving time, and

streamlining your processes as well in the process" (P007, p. 45).

Respondents also mentioned that the integration of digital technologies such as
process robotics assistance and artificial intelligence would assist in automated
shortlisting processes and thus removing non-matching candidates (P006, p. 51).
The mention of innovative solutions indicates that problems experienced with e-
recruitment are related to the lack of product innovation, which is critical in digital

transformation.

"Maybe you have a robot, for lack of a better word, or an artificial
intelligence that will go into the CV, and if when I'm saying yes, | have got
a degree in IT, it can go into the CV, and say 'ah, ah, but you do not have
it" (PO06, p. 51).

It was also prevalent that there are some challenges that need to be addressed
to improve digital maturity in Gauteng. For example, some responses mention a

lack of leadership, resources, and planning, as well as resistance to change.

"If we are looking at implementing the 4IR, then it needs to be focused in
that light whether it be from a management point of view, from a
leadership point of view, from a technical point of view, or from an
implementation point of view. But we need to make deliberate decisions

on readiness and how we prepare to implement the IR" (P007, p. 58).

99



The concept of leadership and strategy as a vision caretaker is widely
acknowledged across various maturity models and frameworks, such as
Westerman's (2014), Evan's (2017, p.1) Unified Digital Maturity Model, and Kane
et al.'s (2019) Technology Fallacy. It can be posited that the challenges
associated with e-recruitment are directly linked to leadership strategy and vision,
which are critical components of successful digital transformation. Hence, a
greater emphasis on leadership focus is crucial for achieving digital maturity

within the Gauteng Provincial Government (Armstrong & Lee, 2021).

The assertion by the respondent that the issues with e-recruitment in the Gauteng
Provincial Government are due to inadequate planning and research suggests a
lack of proper digitization processes. The respondent further stated that the
department merely converted manual processes to electronic ones without
sufficient research on the products or user needs. This finding is consistent with
the argument made by Raza et al. (2020), who posited that the lack of planning

and research can lead to the failure of digital transformation initiatives.

The conversion of manual processes into digital ones without proper planning
may exacerbate the workload of HR practitioners and lead to wasteful
investments. Tuckey et al. (2019) also corroborated this finding, stating that
manual processes can be inefficient and ineffective when digitized without
adequate planning. Therefore, it is imperative to prioritize planning and research
in efforts to digitize processes and achieve successful digital transformation in

the Gauteng Provincial Government.

Furthermore, it was brought forth that there was resistance to change in some
areas where similar technologies were put in place within the enterprise. This
may suggest that the change management strategy in Gauteng may not have
been implemented correctly. Lack of proper change management may affect the

implementation of digital transformation in an enterprise.

"So, for me, my perception is that transformation is what we need as a
country and as communities, and ours is just to see how best we then get
our citizens to appreciate what we are putting in place. We do have

resistance even in areas where we are putting cameras"(P002, p13)
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Gauteng Provincial Government. By identifying the challenges and limitations of
e-recruitment, Gauteng could develop strategies to address these issues while
also enhancing its digital transformation initiatives. This can lead to increased
efficiency, cost savings, and improved recruitment outcomes, ultimately
contributing to the overall success of an organization's digital transformation

journey.

Based on the answers provided by the participants when they were asked about
their overall perception of digital transformation within Gauteng, there seem to be
mixed feelings about the transformation in Gauteng. Responses from this study

suggest that Gauteng is making good progress in digital transformation.

"I think we are on the right track. We are not necessarily where we should
be if one looks in terms of where even other African countries, like Kenya
and Nigeria, are way ahead of us in terms of implementation of the 4IR.
But | think we are on the right track, though, also in a sense that when
one's digitizing, you are saving money, saving time, and streamlining

your processes as well in the process" ( PO07, p 45).

Respondents also mentioned that the integration of digital technologies such as
Process robotics assistance and artificial intelligence would assist in automated
shortlisting processes and thus remove non-matching candidates (P006, p 51).
The mention of innovative solutions indicates that problems experienced with e-
recruitment are related to a lack of product innovation, which is critical in digital

transformation.

"Maybe you have a robot, for a lack of a better word, or an artificial
intelligence that will go into the CV, and if when I'm saying yes, | have got
a degree in IT, it can go into the CV, and say "ah, ah, but you do not have
it" ( PO06, p51)

It was also prevalent that there are some challenges that need to be addressed
in order to improve digital maturity in Gauteng. For example, some responses
mention a lack of leadership, resources, and planning, as well as resistance to

change.
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"If we are looking at implementing the 4IR, then it needs to be focused in
that light whether it be for IR from a management point of view, from a
leadership point of view, from a technical point of view, implementation
point of view. But we need to make deliberate decisions on the readiness

and how we prepare to implement for IR" (PO07, p 58).

The concept of leadership and strategy as a vision caretaker is widely
acknowledged across various maturity models and frameworks, such as
Westerman's (2014), Evan's (2017, p.1) Unified Digital Maturity Model, and Kane
et al.'s (2019) Technology Fallacy. It can be posited that the challenges
associated with e-recruitment are directly linked to leadership strategy and vision,
which are critical components of successful digital transformation. Hence, a
greater emphasis on leadership focus is crucial for achieving digital maturity
within the Gauteng Provincial Government (Armstrong & Lee, 2021).

The assertion by the respondent that the issues with e-recruitment in the Gauteng
Provincial Government are due to inadequate planning and research suggests a
lack of proper digitization processes. The respondent further stated that the
department merely converted manual processes to electronic ones without
sufficient research on the products or user needs. This finding is consistent with
the argument made by Raza et al. (2020), who posited that the lack of planning

and research can lead to the failure of digital transformation initiatives.

The conversion of manual processes into digital ones without proper planning
may exacerbate the workload of HR practitioners and lead to wasteful
investments. Tuckey et al. (2019) also corroborated this finding, stating that
manual processes can be inefficient and ineffective when digitized without
adequate planning. Therefore, it is imperative to prioritize planning and research
in efforts to digitize processes and achieve successful digital transformation in

the Gauteng Provincial Government.

Furthermore, it was brought forth that there was resistance to change in some
areas where similar technologies were put in place within the enterprise; this may

suggest that the change management strategy in Gauteng may not have been
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implemented correctly. Lack of proper change management may affect the

implementation of digital transformation in an enterprise.

"So, for me, my perception is that transformation is what we need as a
country and as communities, and ours is just to see how best we get our

citizens to appreciate what we are putting in place.

We do have resistance even in areas where we are putting cameras because

people now feel that we want to watch them"” (P0O07, p45).

"l observed this when | was training our sister departments during the
initial introduction of this system. Many people who attended the training
were quite negative. They often say things like 'this system is not going
to work' or 'we do not even have enough resources in our departments’
(P0OO05, p44).

This finding is consistent with the study conducted by Sabherwal et al. (2019),
who found that resistance to change is a significant barrier to the successful
implementation of digital transformation initiatives. The negative attitudes
towards the new system during training sessions, as observed by the participants,
can be attributed to employees' lack of awareness of Gauteng Digital strategies.
This finding is supported by the study conducted by Koliou et al. (2020), who
found that management support is critical for the successful implementation of

digital transformation initiatives.

Overall, it seems that while Gauteng is making some progress towards digital
transformation, most of the challenges experienced are directly linked to digital
transformation, and, therefore, several areas need to be addressed in order to
fully realize the benefits of digital transformation. Leadership plays a critical role
in driving digital transformation within an organization. Effective leaders can
provide a clear vision for digital transformation and motivate their teams to
embrace new technologies and processes. They can also help to build a culture
of innovation and experimentation, which is essential for successful digital

transformation.

103



5.3.1 Leadership

According to Smith (2021, p. 23), for digital transformation to be successful,
leaders must possess a comprehensive understanding of the potential benefits
and risks associated with new technologies. They must also effectively
communicate these risks and benefits to their teams. Additionally, leaders must
have the courage to take risks and make bold decisions to drive change. It is also
essential for leaders to ensure that digital transformation efforts are in line with

the organization's overall strategy and goals.

The findings reveal a concerning lack of awareness among certain participants
regarding GPG's digital strategy, as well as a lack of familiarity with the current
digital strategies present in their respective departments (P001, p19). The digital
strategy plays a crucial role in setting the tone for an organization's digital
roadmap, requiring the design of effective business models and alignment of
users and employees with such strategies while also taking into account and

documenting customers' needs.

"Yes, | am not quite certain on that one, how to respond to it because
maybe | have not yet familiarized myself with our digital strategies” (P005,
p47).

These findings highlight the need for increased emphasis on digital strategy
education and implementation to ensure the success of modern organizations in

an increasingly digital-first world.

It appears that the leadership in Gauteng has not communicated and promoted
its digital strategy and vision to its employees. When employees are not informed
about the digital strategy, the transformation process may take longer than
expected. According to Forbes, as quoted by Smith (2021), "A leadership role in
communicating digital strategy involves spearheading the effort to convey an
organization's digital goals, objectives, and initiatives to relevant stakeholders."
This includes ensuring that the strategy aligns with the overall goals of the
organization, developing a clear and compelling narrative to outline the benefits

of the strategy, and effectively communicating and implementing the strategy with
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key stakeholders. A leader in this role must also be able to adapt the messaging
to different audiences and effectively manage any concerns or feedback that may
arise (Smith, 2021).

An organization's lack of awareness of digital strategies can have significant
consequences (Westerman et al., 2014; Chen & Huang, 2018; Ramsbotham et
al., 2018; Leimeister et al., 2017). It can result in missed opportunities for growth
and development, reduced efficiency, and increased costs. If employees do not
have a clear understanding of how digital strategies can support the
organization's goals and objectives, they might be hesitant to adopt new

technologies or use them inefficiently.

This requires leaders to have a clear understanding of the organization's
strengths, weaknesses, opportunities, and threats and identify where digital
technologies can be used to drive growth and competitive advantage (Smith,
2021).

According to a recent study, effective leadership is essential for driving successful
digital transformation within an organization (Wong, 2019). Leaders must
communicate the importance of digital transformation at all levels of the
organization and create a culture that is open to change and experimentation.
They should be able to provide a clear vision for digital transformation,
communicate the benefits and risks of new technologies, ensure alignment with
overall strategy and goals, and drive cultural and organizational change.
However, organizations often face challenges such as lack of resources,
planning, and resistance to change (Wong, 2019). These challenges can hinder
the adoption and implementation of new technologies and processes and prevent
organizations from realizing the full benefits of digital transformation. Therefore,
it is important for leaders to address these challenges effectively and create an

environment for successful digital transformation.

To address this, digital training and education programs can be implemented.
These programs can help employees understand how digital strategies can
support the organization's objectives and how to use digital tools and

technologies to work more efficiently (Chen & Huang, 2018; Leimeister et al.,
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2017). In addition, leadership can play a crucial role in promoting digital
awareness by modelling the use of digital tools and technologies and
emphasizing the importance of digital strategies in achieving organizational
success (Westerman et al., 2014; Ramsbotham et al., 2018). Finally, regular
communication and feedback can help employees stay informed and engaged

with the organization's digital initiatives (Leimeister et al., 2017).

5.3.2 Lack of Resources

More resources is needed for organizations that are pursuing digital
transformation (Chui et al., 2019). In the context of Gauteng, more resources
could be needed to ensure the region's digital maturity. Digital transformation
requires investment in technology, infrastructure, and human resources, and with

sufficient resources, organizations may achieve their digital transformation goals.

For example, with enough funding, the Department may be able to purchase or
develop the necessary digital tools and technologies required for digital
transformation (Chui et al., 2019). Additionally, with more skilled personnel,
organizations may be able to implement and manage the new technologies
effectively. This could lead to a lack of innovation and poor adoption rates, which,

in turn, could hamper digital transformation efforts in Gauteng.

Moreover, the lack of resources could also impact the quality of planning and
execution of digital transformation projects. Organizations may need more
resources to conduct thorough research, analysis, and testing, which could result
in poor decision-making and suboptimal outcomes. The participants mentioned a
lack of investment in digital infrastructure as another challenge that hinders the
success of digital initiatives (P010, p 85). This finding is consistent with the
argument made by Koilu et al. (2020), who stated that digital infrastructure is a
critical component in the success of digital transformation initiatives. The
infrastructure should be ready for people to use the platforms, and people should
be trained on how to navigate the system or use E-recruitment on their
smartphones, as mentioned by the participants. The study also supports this
finding.
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“So, 1 think, yes, the digital transformation is good, but we have to
consider the infrastructure; let's include the digital transformation, but let's

have the infrastructure ready for people to use the platforms” (P010, p85).

Therefore, it is crucial for leaders in Gauteng to recognize the importance of
investing in digital transformation and allocating sufficient resources to support it.
By doing so, GPG can overcome the challenges associated with digital

transformation and realize the full benefits of the digital age.

Similarly, lack of planning can hinder digital transformation efforts. Without a clear
strategy and roadmap for digital transformation, organizations may struggle to
prioritize initiatives and allocate resources effectively. This can lead to

inefficiencies and redundancies in digital transformation efforts.

5.3.3 Resistance to change.

Resistance to change was another factor that stood out, which seemed to hamper
digital transformation in GPG; as highlighted, it was mentioned by Participant 05,

who said.

“But now it is still receiving denials from our sister departments as well as
us because as much as we are still accepting paper-based applications,
it means we have not yet fully accepted them; also, | observed training
other departments during the inception stage; many people who attended
the training were negative, complained about resources and said the
system was bound to fail and it would not work ” (P005, p27-32).

The statement above resonates with user attitude as a contributor to adoption
and the organisation's lack of infrastructure as a contributor to resistance to
change. According to a recent study, "Resistance to change is one of the most
significant challenges to digital transformation, especially the adoption of
systems" (Dwivedi et al., 2019, p18). When a company or organization attempts
to introduce new digital technologies and processes, employees may resist the

change due to various reasons, such as a lack of supporting digital technologies
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or resources to make the system work, lack of confidence in their ability to learn

new skills, or simply because they are used to the old way of doing things.

Resistance to change can result in significant costs for Gauteng in terms of both
time and money. It can impede the adoption of new technologies, hamper
productivity, and slow government from modernising its services. Moreover, it can
cause frustration and dissatisfaction among employees, leading to a detrimental

impact on morale and motivation" (Jones, 2018, p. 45).

When making changes in an organization, it is imperative to communicate the
benefits of the new process or technology and involve employees in the decision-
making process (Eisenberg, 2019). Leadership must play a critical role in this by
guaranteeing a dedicated investment in infrastructure and workforce
development that supports digital initiatives (Friedman, 2018). Additionally,
providing training and support to employees can help them feel more confident in

their ability to adapt to new technologies and processes (Bersin, 2019).

In digital transformation, resistance to change is a major challenge. It requires
effective communication, employee involvement, training, and support to help

employees adapt to new technologies and processes.

Gauteng Provincial Government, specifically the Department of e-Government,
needs to take a holistic approach to digital transformation to overcome these
challenges. This includes developing a clear strategy and roadmap for digital
transformation, ensuring the necessary resources are available, and creating a
culture open to change and innovation. Gauteng government must also provide
employees with the necessary training and support to ensure they have the skills

and knowledge to use new technologies effectively.

In summary, lack of resources, planning, and resistance to change can hinder
digital transformation efforts. To overcome these challenges, organizations must
take a holistic approach to digital transformation, including developing a clear
strategy, ensuring that the necessary resources are available, and creating a

culture open to change and innovation.
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5.3.4 digital strategies

The analysis of responses provided by the participants indicates the presence of
significant gaps in the alignment of current digital strategies with recruitment
needs and challenges in the region. The most prominent challenge identified
pertains to the lack of awareness of digital strategies among most respondents.
In response to the inquiry regarding the alignment of current digital strategies with
recruitment needs and challenges, all participants expressed their inability to
provide a definitive response as they were not familiar with Gauteng's digital
strategy. These responses signify that many departments in Gauteng may not be
fully cognizant of the potential benefits of digital strategies in recruitment and may
be missing out on opportunities to attract and retain top talent. The failure to
design or communicate digital strategy to employees may impede digital

transformation efforts.

“Aligned with the recruitment? | am not sure; | think Participant 005
alluded that some of the employees might not even know what strategies
are there, and some of us might not even know what strategy we need

and what digital strategies are there” (P006, p49).

These findings are similar to the results in the study "Digital Transformation: A
Literature Review and Guidelines for Future Research" by Saeed, Hwang, and
Park (2018), which discovered that many organizations face a major challenge
due to the lack of awareness and understanding of digital transformation.
Similarly, in the study "Barriers to Digital Transformation: A Conceptual
Framework," Tavakoli, van den Hoven, and Heydari (2019) identified a significant
obstacle to successful digital transformation as a lack of digital literacy and
awareness. Lastly, in the study "Digital Transformation: A Review of the Literature
and Directions for Future Research,” Reis et al (2018) found that most
organisations undergoing digital transformation encounter a common challenge -

the lack of awareness and understanding of digital technologies.

The findings suggest that there is a need for increased awareness and education
on digital strategies in recruitment in Gauteng. The lack of alignment between

current digital strategies and recruitment needs and challenges could hinder the
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effectiveness of digital transformation efforts in the province. By addressing these
gaps and ensuring that the digital strategies are aligned with recruitment needs
and challenges, departments in Gauteng can optimize their digital transformation
efforts. This, in turn, can help attract and retain top talent, improve recruitment
processes, and enhance overall organizational performance. According to a
study by KPMG (2019), organizations that align their digital strategies with their
recruitment needs and challenges are more likely to attract and retain top talent.
Similarly, a report by Deloitte (2020) highlights the importance of aligning digital
strategies with an organization's talent management strategy. Failure to do so
can result in missed opportunities to optimize recruitment processes and
enhance overall organizational performance. Therefore, it is essential to address
the gaps in the alignment of digital strategies with recruitment needs and
challenges to leverage the potential of digital transformation in recruitment fully.

Based on the findings, it can be postulated that the dearth of cognizance
regarding the correlation between digital strategy and recruitment needs
emanates from insufficient endeavors toward digital transformation in Gauteng.
It is worth noting that awareness of digital strategies represents a crucial element
of the digital transformation process, which entails the integration of digital
technologies into all facets of an organization, encompassing business
processes, customer interactions, and workforce management. The ultimate
objective of digital transformation is to enhance efficiency, increase productivity,

and enrich the customer experience.

These findings are congruent with Vial, Bounfour, and Carillo (2019), who state
that digital transformation involves the strategic integration of digital technologies
into all aspects of an organization with the aim of enhancing efficiency,
productivity, and customer experience. Similarly, in this context, the lack of
awareness regarding the linkage between digital strategy and recruitment needs
may be attributed to the insufficient digital transformation efforts in Gauteng, as
suggested by the findings of previous studies (Naidoo & Patel, 2018; Nkosi,
2019). Therefore, it is imperative for Gauteng to prioritize digital transformation
efforts, including the implementation of effective digital recruitment strategies that

align with its overall digital strategy.
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According to Forbes, "Digital strategies are essential for organizations that want
to undergo a successful digital transformation” (Santana, 2021). These strategies
provide a clear roadmap that outlines the necessary steps for adopting new
technologies and processes. By developing digital skills and capabilities, using
digital tools and platforms, and fostering a digital mindset across the organization,
businesses can achieve their digital transformation goals. However, if the
Gauteng Provincial Government develops digital strategies without

communicating them, it may be difficult to transform and modernise them.

It is important for Gauteng to prioritize digital strategy awareness as part of their
digital transformation efforts, as it seems to be a great concern as their
employees are not aware of it (Smith, 2019). Without this awareness, there may
be a lack of alignment between digital strategies and recruitment needs, leading
to challenges in attracting and retaining top talent. Therefore, Gauteng must
invest in training and development programs that help employees understand the
importance of digital strategies and their role in contributing to the organization's

digital transformation goals (Jones, 2020).

Creating a culture of continuous learning and development can encourage
employees to stay up to date with the latest trends and technologies in their field
(Li, et al, 2018). In summary, digital strategy awareness is critical to achieving
digital transformation goals. By prioritizing this awareness, organizations can
align their recruitment needs with their digital strategies and achieve their goals
more effectively (Smith, 2019).

5.3.5 Investment in infrastructure, skills, and resources

Investment in infrastructure, skills, and resources is crucial for successful digital
transformation (Bughin, 2018). Digital transformation involves the integration of
digital technologies into all areas of an organization, transforming how it operates
and delivers value to its customers. The study found that participants were happy
that the organisation had implemented newer technologies such as Ms teams,
document collaboration abilities, and cloud storage (P003, p12). This

transformation requires significant investment in infrastructure, skills, and
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resources to ensure that the organization can effectively leverage digital
technologies (Bughin, 2018).

“The introduction of online systems has drastically changed our lives,
especially in the era of the Fourth Industrial Revolution. For instance, we
now have the Employee Self-Service (ESS) system that allows us to
apply for leave from the comfort of our homes. We also have an app that
enables remote leave applications and online recruitment systems that

eliminate the need for physical paperwork” (P003, p12)

Infrastructure investment is necessary for the Gauteng Provincial Government to
have the necessary technological infrastructure to support digital transformation
more, especially in hospitals where critical skills are needed fast. This includes
investment in hardware, software, and network infrastructure that can support the
integration of digital technologies into the organization's operations (Global
Market Insights (2021),

Investing in infrastructure is not enough for organizations to achieve digital
transformation. They also need to invest in their employees' skills and expertise,
which can be done through training and development programs (Kaplan &
Haenlein, 2020). Moreover, resources such as data analytics tools, cloud
computing platforms, and other digital tools are essential for collecting, analysing,
and using data to make informed decisions (Davenport, 2013). By investing in
these critical areas, Gauteng can successfully adapt to new technologies and

drive its digital transformation forward.

In summary, investment in infrastructure, skills, and resources is essential for
successful digital transformation. Without these investments, Gauteng may
struggle to effectively implement and leverage digital technologies, which could

put them at a disadvantage in today's digital economy.

5.3.6 Workforce enablement and performance

The responses presented herein allude to the favourable impact of e-recruitment

systems in streamlining administrative tasks and reducing manual efforts in the
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human resources domain. Digital initiatives, such as online leave application,
payroll certification, and performance management, are reported by the
respondents, which are perceived to be effective in making it difficult for
employees to leave the province, thereby promoting employee retention (P009,
p83).
“In essence, digital transformation has allowed HR to do what they are
supposed to do as opposed to spending time in unnecessary
administration of following people around so that they can sign payroll.
On this side, Gauteng, | can certify payroll from where I'm sitting right
now. So for me, | applaud the province. | actually feel that we are leading,
and it will be difficult for me to leave the province because of these
innovations. So, from the HR perspective, | honestly do think that we are
doing far, far well" (P009, p83).

However, the lack of integration of these HR systems poses an administrative

burden of manual reconciliations during audits, which is a cause for concern.

“ No, it's not reducing manual effort; it has increased administrative
burden; | even think that, like, now there are more manual things that you
need to do if you're using the systems, let us take, for instance, Employee
Self Service, | need to do manual reconciliation if the leave records did

not interface on persal, | why should | be doing that”(P008, p69).

These perceptions highlight the challenges that emerge from digital
transformation in Gauteng. While technology can indeed enhance efficiency and
productivity thus a promoter of employee retention, its improper implementation
may give rise to new challenges. Infrastructure and system integration issues
indicate that a comprehensive approach to digital transformation is necessary,
which should include investment in requisite infrastructure and systems.

Furthermore, the respondents' apprehensions about increased administrative
burden due to additional manual work suggest a need for better technology

landscape planning, training, and support for those using the e-recruitment
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system. This underscores the importance of change management and user

adoption in digital transformation initiatives.

The responses presented herein support previous research that highlights the
positive impact of e-recruitment systems in streamlining administrative tasks and
reducing manual efforts in the human resources domain. For instance, consistent
with recent research that supports the positive impact of e-recruitment systems
on streamlining HR processes and reducing manual efforts (Liu et al., 2021; Yang
et al.,, 2021). Similarly, research by Yaghoubi, Jafari, and Amiri (2018)
demonstrated that digital HR initiatives, such as online performance management
systems, can enhance employees' job satisfaction and organizational
commitment.

However, the present study also highlights the challenges that can arise from
digital transformation initiatives if not implemented properly. The need for better
integration of HR systems and investment in necessary infrastructure and
systems has been previously noted by researchers such as Ojo, Curley, and
Nwankwo (2015) and Tapiwa. et al (2022). Moreover, the need for proper change
management and user adoption strategies in digital transformation initiatives has
been emphasized in recent studies (Gupta & Bhatia, 2021; Kaur et al., 2021) and
Algahtani and Li (2020).

The present study's findings are in alignment with prior research that underscores
the advantages and difficulties of digital transformation initiatives in the human
resources (HR) domain. The responses presented in this study offer valuable
insights into the perceptions of digital transformation in Gauteng, emphasizing
the significance of a comprehensive and well-planned approach to adopting new

technologies.

This study highlights the importance of a strategic and thoughtful implementation
of digital tools in HR, taking into account the unique cultural, organizational, and
technological factors that may influence the adoption and success of such
initiatives. The analysis presented in this study provides a foundation for further
research into the effective management of digital transformation in HR, with the
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goal of promoting sustainable and productive outcomes for organizations and

their employees.

5.3.7 Future Digital initiatives

In this research section, the researcher sought to elicit participants' viewpoints
regarding potential digital initiatives that may prove beneficial to the recruitment
processes in Gauteng. The primary objective of this inquiry was to ascertain the
extent of HR personnel's knowledge regarding digital initiatives that could be
most effective in enhancing the recruitment process in Gauteng. Furthermore, the
study aimed to identify any possible concerns or issues that may require
attention. This information may be useful in designing and implementing more

efficient recruitment strategies and processes.

The HR practitioners in Gauteng identified various digital initiatives that could
benefit the recruitment process. For instance, they suggested leveraging Robotic
Process Automation (RPA), Big data systems, and chatbots in candidate
selection, as well as utilizing a customer engagement app to simplify the
recruitment process and improve the candidate experience (Davis, 2021).
Although the participants did not use the commonly accepted 4IR names, the
researcher was able to extract and interpret them as major 4IR technologies such
as RPA, Digital assistants, Artificial intelligence, Big data, smart integration, and
Artificial intelligence, among others mentioned in Digital business (Lee &
Armstrong, 2021).

The study revealed that Human Resources practitioners require end-to-end
automation of most of their processes. They identified the need for automated
submissions, interviews, offer letters, and rejection letters. Additionally, they
requested the expansion of e-recruitment to include a temporary set up of profiles
for panel members to ensure that each person is accountable for their actions
within the recruitment process (P001, p.17) ;(P002, p.66). Authentication and
identity management are critical considerations in the recruitment process, and
digital tools can assist in ensuring the security and accuracy of candidate

information.
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In conclusion, the findings indicate that digital transformation can significantly
streamline and improve the recruitment process in Gauteng. By embracing new
technologies and digital tools, Gauteng can enhance the user experience, reduce
administrative burden, enhance security, and develop the skills of their

employees.
a. Robotic Process Automation

Robotic Process Automation (RPA) and Chatbots are two digital initiatives that
have gained immense popularity in recent years; it is therefore not surprising that
Robotic Process automation was suggested for pre-screening, categorisation of
candidates, automatic rejections for candidates who do not meet the criteria these

technologies were part of the responses of this study (P0O05, p51).

“Maybe a robotic system can work better, is something that we can look
into. And then | think the end the main thing here | will suggest that if the
system can have an end-to-end support wherein you are able to do

everything from the start to the finish with the assistant of the system’
(P0OO05, p51)

Robotic Process Automation (RPA) and Chatbots have gained significant
attention from scholars and practitioners in recent years, particularly in the
context of e-recruitment (Biesdorf et al., 2018; Mathew et al., 2021). RPA involves
the use of software robots to automate repetitive tasks and processes, while
chatbots simulate human conversation through text or voice commands (Smith,
2020). These technologies can be utilized to automate various processes in
recruitment, including data entry, pre-screening, and report generation (Biesdorf
et al., 2018).

The use of RPA and chatbots in recruitment processes has the potential to
improve efficiency, reduce costs, and enhance the candidate experience
(Mathew et al., 2021). For instance, RPA can save time by automatically rejecting
candidates who do not meet the criteria, allowing recruitment teams to focus on
more strategic tasks (Biesdorf et al., 2018). Chatbots can be employed to provide

immediate assistance to applicants, answer frequently asked questions, and
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even automate certain processes like scheduling interviews and onboarding (Li
et al., 2018; Deny et al., 2019).

However, it is important to note that the adoption of RPA and chatbots in
recruitment processes should be based on a thorough analysis of the
organisation's needs and goals (Gupta, 2019). Moreover, it is essential to ensure
that employees are adequately trained to use these technologies and that they

are integrated seamlessly with other digital initiatives (Mathew et al., 2021).

In conclusion, RPA and chatbots are promising technologies that can aid in
automating recruitment processes, enhancing efficiency, and improving the
candidate experience. However, their implementation should be evaluated
carefully, and their integration with other digital initiatives should be seamless.
However, it is crucial to implement them strategically and ensure their alignment

with the overall digital strategy of the Gauteng Provincial Government.
b. Customer Engagement App

In this study, respondents suggested that the utilisation of applications that
enable panel members and general employees to create their own profiles,
upload their resumes, and receive personalised job recommendations based on
their skills and qualifications could prove to be advantageous. They believed
linking performance development to recruitment could be a potential solution, as
it would allow the system to match internal staff with job vacancies based on their
qualifications and skills, notify them about available positions, and preselect them
(P008, p70).

"With the system at hand, | was suggesting that if | specify the need for
someone with two years of experience in HR, the system should identify
and recommend the right candidate per my requirements. It should notify
me immediately once it finds the perfect match based on the job
advertisement”"(P008, p70).
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In the context of Gauteng, a customer engagement app would be a valuable tool
for public servants to engage with potential job seekers and improve their
recruitment processes. These apps can be utilized for various purposes,
including user and customer support, assisting users in attaching the correct

documents, advertising job vacancies, and notifying candidates (P003, p7).

“Therefore, it would be helpful if the system could notify applicants that it
is not mandatory to submit their qualifications when applying. The
qualifications can be submitted once the applicant is called for
shortlisting. Additionally, it would be useful if the system could block
duplications from being submitted. This will prevent applicants from
submitting two of the same qualifications, which can cause confusion

during the shortlisting process” (P003, p7)

By integrating a customer engagement app, Gauteng can offer HR practitioners
a personalised and seamless experience, leading to increased satisfaction and
adoption. Furthermore, the app could include additional features such as
chatbots, messaging, and video interviews to create a convenient and smooth
experience for the candidates. This would help speed up the recruitment process,
decrease time-to-hire, and improve the quality of new hires. Additionally, it would

bring transparency to the selection process.

A customer engagement app can also assist recruitment specialists in
establishing and maintaining relationships with candidates even after the hiring
process is complete. This can improve candidate retention and help build a talent

pipeline for future job opportunities.

The implementation of a customer engagement app in Gauteng as a digital
transformation initiative can have several benefits for recruitment processes. It
can enhance the efficiency and effectiveness of the recruitment process, improve

the candidate experience, and assist in establishing a robust talent pipeline.
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5.4 Conceptual Framework

This study utilized the Technology Acceptance Model (TAM) as the primary
model to investigate whether the perceived benefits and ease of use were linked
to digital transformation in the Gauteng region. The TAM model aims to
comprehend the adoption of technology from an individual's point of view. In this
case, the individuals studied were working in the Gauteng organisation. The
model suggests that the ease of use and perceived benefits increase system
adoption. This research revealed that users found the e-recruitment system user-
friendly (i.e., easy to use). Participants have been using the system since its
inception. However, the challenges and limitations faced by users greatly
outweighed the perceived benefits. At times, this led to users discontinuing the
use of the system. Nevertheless, this did not reduce the adoption of the system
holistically by HR practitioners. Instead, HR practitioners had to adopt the system

and find other manual ways to supplement it.

This study found that adopting e-recruitment was not motivated by perceived
benefits but rather by ease of use and the subjective norm of organisational
mandate. This is because the use of e-recruitment by HR practitioners is part of
the Gauteng mandate to modernise its services, and therefore, the system is not
optional. The factors that impacted perceived benefits were Inadequate IT
infrastructure, a deficiency in customer engagement tools, and a lack of core
process and workforce enablement. Upon closer analysis, it became clear that
these factors were core Digital Applications and Impact dimensional elements of
the Unified Digital Maturity Model. Therefore, using the TAM model in a
government can direct deficiencies in factors of the Unified Digital Maturity Model

which may need to be addressed.

This study revealed that the indicators that mostly impacted perceived benefits
were the factors detailed in the unified maturity model. The research findings
indicate that the absence of Digital Application and Impact dimensional elements
of the Unified Digital Maturity Model have a greater impact on the perceived
benefits of the system. Although the lack of perceived benefits did not decrease

adoption in Gauteng due to the presence of ease of use, the factors that affected
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perceived benefits hindered Gauteng's digital transformation aspirations as users
seldom implemented manual systems alongside e-recruitment. Furthermore, due
to its simplicity, the use of TAM can be very useful in creating a roadmap for
digital transformation in Gauteng, as it can quickly identify areas that contribute
to low maturity levels, especially where time and money are an issue in

conducting research.

In this study, the TAM and unified model of digital maturity intersect. A positive
user experience (driven by ease of use and perceived benefit) may contribute to
individual adoption and overall organisational maturity. TAM guides change
management efforts that would ensure that users embrace technology; Gauteng
would then use this to help itself manage change and develop a leadership

strategy at the broader level to increase its digital maturity.

Below is a depiction of the conceptual framework discovered in the study of e-
recruitment: a Digital transformation initiative in the Gauteng Provincial

Government.

Gauteng Provincial
Government
Mandate

/'"'--—___
Technology Acceptance Model

Unified Digital Maturity model

IT excellence — IT
infrastructure
Customer
engagement

Core Process
enablement

Perceived
benefits

Intention to
use

Adoption of e-
recruitment

Perceived
ease of use

Workforce
enablement

Figure 3 : Conceptual framework for Gauteng Provincial Government

This conceptual framework dictates the use of TAM-related metrics (ease of use,
perceived benefits) alongside unified digital maturity indicators (Customer
orientation and engagement, Workforce enablement, core process digitisation,
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technological/ infrastructure capabilities, and use of data as a strategic asset)

when measuring adoption and maturity.

In terms of feedback loops, the TAM considered user feedback, which impacts
systems design and improvements. Gauteng can use insights from user

experience feedback to inform its organisational digital strategies.

By combining the TAM and UDMM frameworks, the researcher created a
conceptual framework that assesses the adoption of e-recruitment in the public
sector, responding to the factors and dimensions of the unified digital maturity
model.

5.5 Conclusion

The preceding paragraph provides a comprehensive analysis of the e-recruitment
program within the context of the Gauteng Provincial Government's digitalisation
efforts. By comparing the actual results with prior scholarly research, this study
explores the disparities in HR personnel's acceptance and management of e-
recruitment. The study's key outcomes reveal that the user experience, system
functionality, change management processes, and digital transformation's
broader objectives interact in complex ways. While aligning the initiative with
strategic digital goals is a positive indicator, users face challenges in adapting to
the new system, integrating various systems, and managing vast amounts of
data. As the Gauteng Provincial Government continues its journey towards digital
transformation, these insights can guide future changes to ensure that e-
recruitment not only meets operational needs but also aligns with the overall

digitalisation scheme.
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CHAPTER 6.

6.1 Summary

It is essential for organisations to establish a robust digital infrastructure, strategy,
and system that benefits end-users before initiating any digital implementation or
initiatives. To minimise the impact and loss of investment that comes with the lack
of use of systems, it is recommended that the Gauteng Provincial Government
(GPG) pay attention to concerns about IT excellence, Digital Product innovation,
core process digitalisation, and customer orientation and engagement.

Challenges detailed in the study are eliminated.

In recent times, the e-recruitment system has become increasingly popular in
organizations as it offers a more efficient and effective way of hiring employees.
Based on the data collected, it is recommended that GPG consider several steps
to improve its e-recruitment system. Firstly, it is imperative to continuously
improve the system to make it more user-friendly and efficient, reducing manual
efforts and improving record-keeping. Secondly, GPG should address the
challenges identified by HR employees in using the system, such as the lack of
filters, difficulty in identifying attachments, and inadequate reporting. Thirdly,
enhancing the system's features to align with the DPSA recruitment regulations,
such as screening and shortlisting processes, enabling compliance in online
meetings while ensuring privacy and accountability of panel members, and

application form (Z83) integration, is crucial.

Further, promoting digital transformation initiatives within GPG by addressing
challenges around administration and reducing hiring timelines, awareness,
culture, lack of resources, and resistance to change is important. Therefore,
Gauteng must take a special interest in investing in infrastructure, skills
development, and data manipulation to ensure that the system can handle large
numbers of applicants and provide a seamless end-to-end process with
workflows, which is critical. Exploring the use of authentication and identity

management, automated rejection letters, customer engagement apps, and

122



chatbots to enhance the recruitment process and improve user engagement is
important.

In conclusion, by implementing these recommendations, GPG can improve its e-
recruitment system, making it more efficient, timely, and effective in hiring
processes. Furthermore, the findings of this research can serve as the foundation
for building GPG's digital transformation roadmap and identifying quick wins in

areas that would have otherwise taken a long time to complete.

6.2 Recommendations

6.2.1 Recommendations for Gauteng Provincial Government

It is essential for organisations to establish a robust digital infrastructure, strategy,
and system that benefits end-users before initiating any digital implementation or
initiatives. To minimise the impact and loss of investment that comes with the lack
of use of systems, it is recommended that the Gauteng Provincial Government
(GPG) pay attention to concerns about IT excellence, Digital Product innovation,
core process digitalisation, and customer orientation and engagement.

Challenges detailed in the study are eliminated.

In recent times, the e-recruitment system has become increasingly popular in
organizations as it offers a more efficient and effective way of hiring employees.
Based on the data collected, it is recommended that GPG consider several steps
to improve its e-recruitment system. Firstly, it is imperative to continuously
improve the system to make it more user-friendly and efficient, reducing manual
efforts and improving record-keeping. Secondly, GPG should address the
challenges identified by HR employees in using the system, such as the lack of
filters, difficulty in identifying attachments, and inadequate reporting. Thirdly,
enhancing the system's features to align with the DPSA recruitment regulations,
such as screening and shortlisting processes, enabling compliance in online
meetings while ensuring privacy and accountability of panel members, and

application form (Z83) integration, is crucial.
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Further, promoting digital transformation initiatives within GPG by addressing
challenges around administration and reducing hiring timelines, awareness,
culture, lack of resources, and resistance to change is important. Therefore,
Gauteng must take a special interest in investing in infrastructure, skills
development, and data manipulation to ensure that the system can handle large
numbers of applicants and provide a seamless end-to-end process with
workflows, which is critical. Exploring the use of authentication and identity
management, automated rejection letters, customer engagement apps, and
chatbots to enhance the recruitment process and improve user engagement is
important.

In conclusion, by implementing these recommendations, GPG can improve its e-
recruitment system, making it more efficient, timely, and effective in hiring
processes. Furthermore, the findings of this research can serve as the foundation
for building GPG's digital transformation roadmap and identifying quick wins in

areas that would have otherwise taken a long time to complete.

6.2.2 Recommendations for public sector and other sectors

Based on the data collected from the focused interviews, it is recommended that
the public sector and other sectors in the economy should invest in digital
transformation initiatives to improve their recruitment processes. To achieve this,
organizations should prioritize user engagement, continuous improvement, and
accountability to ensure that the e-recruitment system is user-friendly, efficient,
and effective. Additionally, organizations should invest in adequate infrastructure
to ensure that the system can handle large numbers and is not affected by slow
networks or downtime. This can be achieved through the use of automation tools
like RPA and chatbots to streamline the recruitment process and the use of end-
to-end workflows to ensure that the system is integrated and eliminates
duplication of effort. Finally, organizations should prioritize skills development to
ensure that staff have the necessary skills to effectively use the e-recruitment

system and make data-driven decisions that will improve the recruitment process.
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6.2.3 Recommendations for future research

The Gauteng Provincial Government is exploring the use of e-recruitment to
transform itself digitally. During this study, several areas were identified that need
further examination. These areas not only expand the scope of the study but also
provide valuable insights into the use of e-recruitment tools in managing human

resources in the public sector.

The study suggests that future research on e-recruitment should focus on several
critical areas. Firstly, a detailed analysis of e-recruitment's impact on the quality
of hires and employee retention rates is essential to determine its overall
effectiveness. Secondly, examining e-recruitment's ability to address diversity
and inclusion concerns in the recruitment process is crucial to ensure a fair and
equitable process. Thirdly, analysing the long-term cost-benefit of e-recruitment
systems is essential to understand the financial implications of implementing
such systems. Fourthly, comparing e-recruitment systems used in different
sectors and countries and identifying best practices can lead to more efficient and
effective recruitment processes. Fifthly, investigating the ethical implications of e-
recruitment is necessary to ensure that privacy, bias, and discrimination concerns
are addressed. Sixthly, exploring the potential of artificial intelligence and
machine learning in e-recruitment systems including its ethical implications.
Lastly, analysing the impact of e-recruitment on organizational culture and
employee satisfaction is crucial to ensure that technology and the digital divide

do not become an issue.

By focusing on these areas, future research can provide a better understanding
of the benefits and limitations of e-recruitment systems and identify ways to

optimize their effectiveness and efficiency.

The study suggests the use of both Al and machine learning in e-recruitment, and
studying this area can lead to new ideas and a better understanding of the ethical
implications of using these technologies in e-recruitment systems in the future.
Finally, examining how social factors impact access to and use of e-recruitment

tools can help us learn more about the issues surrounding the digital divide in the
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government. It is essential to ensure that digital change projects are fair and

inclusive for all.

6.3 Conclusions

In conclusion, this academic research paper has presented a comprehensive
study on e-recruitment as a crucial part of digital transformation in the Gauteng
Provincial Government. The research has provided valuable insights on how
perceived usefulness in the TAM can assist organisations in identifying
challenges which may be hindering them from digitally transforming; it also gave
valuable input on some of the digital initiatives which can be used to overcome
shortcomings of the digital maturity of an organisation and addressing the
challenges that come with it. The study has also identified the e-recruitment
system's acceptance level, the problems encountered, and how these issues

relate to the broader context of digital transformation.

The findings of this research highlight the potential of e-recruitment as a digital
transformation initiative in enhancing system adoption, increasing perceived
benefits, and digital maturity. The benefits of e-recruitment systems are
significant, but there are also challenges that need to be addressed to ensure
that the system is effective in achieving its intended goals. Therefore, it is
essential to address these challenges and implement continuous improvement
initiatives to leverage e-recruitment systems to enhance digital transformation

initiatives.

It is hoped that this research will serve as a valuable contribution to the body of
knowledge on e-recruitment and digital transformation, more especially in
government settings where decisions about procedures and financial resources
are often centralised. Furthermore, it is expected that the recommendations and
suggestions provided in this study will assist other government agencies
embarking on similar digital transformation journeys. Overall, this research
highlights the importance of e-recruitment as a crucial part of digital
transformation in the HR space and the need to address challenges continuously

to ensure that the system remains relevant and effective in an ever-changing
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digital landscape. Further it proposes the use of TAM alongside Unified Digital
Maturity Model to come to a quick solution when there are no resources and time

to do a holistic assessment using UDMM.
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6.4 Annexure A -1 Consent Form

|Consent Form,

Title of project : E-Recruitment a DHgital Transformation Imtative in Gauteng Provioeial
Government

Name of researcher: Nomsa Alakhubele

L oo, 2ETER to parhicipate m this research project.

1 agree to the followms:

{(Flease cocle the relevant options below)

The research study was explamed to me. [ understand what this study = YES NO
albout.

I understand that I can volunteer to take part mn the study YES NO
1 agree that the mterview focus group/other actrvity may be audio YES NO
recorded

I agree that direct quotations from my mterview/focus group/other YES NO
activity mav be used by the researcher i thew research report/

I agree that my participation will remain anonymons {my name or other YES N0
wdentifving data wall not be used by the researcher in their research

report mamscnptbook chapter)
Iageeﬁaruﬂmrrmchmmym&tlminformaﬁmlprmid&inmf YES NO

wterview/focus group/other activity {depending on thewr owm ethecs
clearance being obtained) but myv name and any personal mformaton
will not be used or passed on

... (name of participant)
.. (date)

... (name of researcher'person seeking consent)
.. (date)
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6.5 Annexure A- 2: Participation Agreement

Participant Information Sheet (PIS

Witz letterhead

My name 15 Momsa Makhubels. I am a master’s smdent’ m Management at the Umversity of the
Witwatersrand, Johannesburg. My superisor 1s Prof. Genga. I am conducting a research study about the
acceptance of e-recnntment by HE practtioners in order to understand the challenges expenenced, and
if there are, to imvestigate further how they relate to Digfal Transformaton. The study ttle 15 E-
recriment a5 2 Dipital Transformation Innhiative i Gauteng Provineial Government

I am mvitmg you to take part in an mterview & focus group. If vou decide to take part, vouwr participation
m this ressarch study will last about vowr acceptance of e-Fecrntment, challenges, and recommendzhons
to better the system. The mternew actrvity will take place on Ms. Teams m October and November 2023

With vour permmssion, I would like to audie’ record the mterview and other activities related to e-
recruiimsent. This data will be stored in an external Hard for a period of 3 years thereafter 1t will be deleted.
Cmly the researcher will have access to the data.

Drunmng the research actaty, I will need to azk for some personal informaton about vou, meludmg age,
vour experence in the field, and your quahfications.

The interview will be confidential and anorymous. When I share the results of the research study, I wall
not inchide vour name or anythimg else that could 1dentify vou. With vour peromssion, other researchers
and Gauteng Provineial Government may use the data collected from this research study, but vour name
and any personal information will not be used or pazsed on.

If you decade to take part m the research study, 1t should be because you want to volunteer. You do not
have to take part. You can stop being m the study at any tme. You do not have to answer any queshons
if ¥ou do not want te. Yeou will not get any dect benefits if you choose to join the research study. You
will not lose any services, benefits or nghts vou would normally have if yvou demde pot to join. Takmg
part in the research study will net cost you anything. Yo will not be paid for being in this research study.

Thus research study wall be written up as a research report. The report wall be avalable on the university
hbrary website. If you would like to receive a summary of this report, I will be happy to send 1t to yvou

If vou have any questions during or afterward about this research study, feel free to contact me or my
supervisor st the details histed below. If you have amy concerns or complaints about the ethical procedures
of this research study, vou are welcome to contact the Unrrersity Human Research Ethies Commmttes
(Mon-Medical), by telephone at +=27(0) 11 717 1408, emal hrecnon-medicalidwits.ac za.

Yours sinceraly,
Master Student- WBS

Researcher:
Momsa Makhubele, Wits email 176423%@ S tadents wits ac.za

Supervisor
D Cheryl Genga, Wits email chery] gengaimgmal com,
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6.6 Annexure A -3 Permission letters received from

organisations.

GAUTENG PROVINCE

e-GOVERNMENT
REPUBLIC OF SOUTH AFRICA

|

'reroznwuu)-csu
Fax: «27 (0)11 689-6000
Re? Head of he Departmernt

29 July 2023

Dear Sir/ Madam
Wits Business School

On behalf of Department of e-Government, | am writing to formally indicate our

awareness of the research proposed by Ms Nomsa Makhubele, Student
Number: 1764239, a student at Witrs Business School and a staff member in
meCorporateManagemeMBranch.WeareawareMMsNansaMakhubele
intends to conduct her research by administering interviews to our employees.

As Head of Department: | am responsible for the Department, | grant Ms
Nomsa Makhubele permission to conduct her research at our organization.

Research Proposal: Digital Transformation initiatives in Gauteng Provincial
Government: A case of e-recruitment

If you have any questions or concems, please feel free to contact my office at
(011)689-8984 or email: myhod egov@qgauteng.gov.za.

DEPARTMENT OF E-GOVERNMENT
DATE: 23072023

fTet (011) 689 SO0C Hotine: 08600 11000 Rt ov.za
Priyzical Accress: 75 Fox Swreet House,
Postal Acdress: Private Bag X112, Marshaitown, 2107
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APPENDIX (X) Instrument (Interview Guide for

qualitative studies)

Interview guide

Section 1: Introduction and Purpose

My name is Nomsa Makhubele. [ am a master’s student/ in Management at the University
of the Witwatersrand, Johannesburg. My supervisor is Prof. Genga. | am conducting a
research study about the acceptance of e-recruitment by HR practitioners in order to
understand the challenges experienced, and if there are, to investigate further how they
relate to Digital Transformation. The study title is Digital Transformation Initiative in
Gauteng Provincial Government e-recruitment case study. This research will assist the
leadership in the province to improve the system based on your recommendations.

The interview will be confidential and anonymous. When | share the results of the
research study, I will not include your name or anything else that could identify you. With
your permission, other researchers and Gauteng Provincial Government may use the data
collected from this research study, but your name and any personal information will not
be used or passed on.

Section 2: Experience with the e-Recruitment System

1. How many years of experience do you have with the e-recruitment system?

2. Can you describe your general experience with the GPG's e-recruitment
system?

3. What features of the e-recruitment system do you use most often?

4. Have you encountered any challenges or difficulties while using the system?
If yes, please elaborate.

Section 3: Impact and Effectiveness of e-Recruitment

5. In what ways has the e-recruitment system improved the efficiency and
timeliness of hiring processes?

6. Tell me how the e-recruitment system assists you with compliance to the
recruitment process as detailed by the DPSA recruitment procedures.

7. In what ways has the e-recruitment system helped streamline administrative
tasks and reduce manual efforts?

Section 4: Perception of Digital Transformation in GPG

8. How do you perceive the overall digital transformation initiatives within
Gauteng Provincial Government?
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9. Do you think the current digital strategies align with the recruitment needs
and challenges?

10. In your opinion, what future digital initiatives could be beneficial to the
recruitment process in GPG?
Section 5: Recommendations for Improvement

1. Based on your experience with the e-recruitment system, what aspects do
you think could be improved?

151



