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Digital transformation is rapidly changing the landscape of human resource 

management (HRM) globally, but its adoption and impact in Nigeria are only beginning 

to be understood. As the Nigerian workforce becomes more digitized, it is crucial to 

examine how digital tools are shaping HRM practices and organizational outcomes. 

This study focused on four core domains: AI-driven recruitment, e-learning and HRIS 

for training, digital performance management, and HR analytics dashboards. Drawing 

on data from 2019 to 2024 and reputable sources such as McKinsey & Company and 

Dataphyte, the research highlighted significant improvements across all areas. AI-

based recruitment platforms, for example, reduced time-to-hire by 42% and enhanced 

the quality and alignment of new hires. E-learning systems increased training 

participation by 25 percentage points, improved knowledge retention by 20 points, and 

lowered training costs by 40%. Digital performance management tools accounted for 

nearly half of the variance in employee performance, while HR analytics dashboards 

boosted engagement, reduced absenteeism by 36%, and cut turnover rates from 22% to 

15%. These findings underscore the transformative potential of digital HR tools in 

Nigeria. Not only do they streamline HR processes and improve efficiency, but they 

also empower HR professionals with real-time data for better decision-making. The 

evidence points to the urgent need for Nigerian organizations to integrate digital HR 

practices. Immediate steps should include digital HR audits, staff training, and basic 

tool adoption. Medium-term strategies involve policy updates and curriculum reforms, 

while long-term goals must focus on building analytics infrastructure and ethical 

governance. Importantly, digital HRM also supports employee well-being by enabling 

continuous feedback and early detection of burnout, especially in high-pressure sectors. 

Ultimately, digital transformation in HRM is key to building more resilient, productive, 

and healthy workplaces across Nigeria. 
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INTRODUCTION 

Across the globe, human resource management 

(HRM) is being reshaped by digital technologies 

such as AI-driven recruitment, HR information 

systems (HRIS), e-learning platforms, and 

predictive analytics. In high-income countries like 

Singapore, Sweden, and the UAE, over 75% of 

firms have digitized at least three HR processes, 

enhancing recruitment, retention, and productivity 

(Raimi, 2019; Gift and Obindah, 2020; McKinsey 

and Company, 2023; World Economic Forum, 

2023). These systems now serve not just 

administrative functions but are aligned with 

broader goals like SDG 8 (Decent Work), SDG 9 

(Industry, Innovation), and SDG 10 (Reduced 

Inequalities). For developing countries, digital HR 

systems offer a strategic opportunity to improve 

workforce inclusivity, especially where informal 

labor is dominant and skills mismatches are 

persistent (Raimi et al., 2019; Mordecai et al., 

2024; Duanyo et al., 2024a; Aziba-anyam et al., 

2025a, b). However, adoption remains low in 

Nigeria despite rising internet penetration and the 

Digital Economy Policy (2020–2030). Fewer than 

30% of formal-sector organizations use any digital 

HR tool (Dataphyte, 2023), and most public 

institutions still rely on manual records and 

traditional appraisal methods (Abdulraheem et al., 

2025a, b; Abaya et al., 2023a, b; Samuel et al., 

2023). Contributing factors include infrastructure 

gaps, limited digital skills, resistance to change, and 

poor enforcement of labor standards. This results in 

inefficiencies that hinder hiring, onboarding, and 

performance evaluation, widening organizational 

disparities. The implications are significant. 

Outdated HR systems contribute to slow hiring, 

poor engagement, and high attrition. Firms using 

AI-based platforms report shorter recruitment 

cycles and better role alignment (Yusuf et al., 

2022), but such innovations are rare outside urban 

multinationals. In the public sector, analog HR 

systems compromise transparency and hinder 

performance tracking (Erezina et al., 2023; Abaya 

et al., 2023a, b; Samuel et al., 2023). This 

mismatch is particularly stark for digitally literate 

youth, many of whom disengage in rigid work 

environments (Raimi et al., 2021a, b, c). Poor HR 

practices are also linked to employee burnout and 

stress, especially in high-demand sectors like 

healthcare and education (Raimi et al., 2020a, b; 

Samson et al., 2020; Olalekan et al., 2020a, b; 

Raimi and Raimi, 2020; Morufu et al., 2021a, b, c; 

Raimi et al., 2021a, b, c; Raimi et al., 2022; Duanyo 

et al., 2024b; Promise et al., 2024; Elemuwa et al., 

2024a, b; Kakwi et al., 2024a, b; Nimisingha et al., 

2024; Abaya et al., 2024; Okechukwu et al., 2024; 

Uchenna et al., 2024; Christopher et al., 2024; 

Promise et al., 2025; Ibrahim et al., 2025; Yusuf et 

al., 2025; Olaniyi and Morufu, 2025; Henry and 

Morufu, 2025; Adias et al., 2025). While digital 

tools like feedback platforms and wellness 

dashboards could address these issues, their limited 

adoption continues to constrain workforce potential 

and policy innovation (Koleayo et al., 2021a, b; 

SMEDAN, 2022; Promise et al., 2025; Christopher 

et al., 2025a, b; Digha et al., 2025; Enetimi and 

Morufu, 2025). 

While global attention to digital HR transformation 

is rising, Nigeria’s adoption remains slow and 

uneven. This is not merely due to technical 

constraints but reflects deeper organizational, 

cultural, and policy barriers. Many firms hesitate to 

invest due to cost concerns, economic uncertainty, 

and skepticism about long-term value (Yusuf et al., 

2022; Adias and Raimi, 2025). In a national survey, 

over half of HR managers in medium-sized firms 

cited “uncertainty of impact” as a major deterrent 

to adopting HRIS (Abaya et al., 2023a, b; Samuel 

et al., 2023). The consequences are substantial: 

Nigeria loses an estimated ₦480 billion annually 

due to inefficiencies in recruitment and workforce 

management (Dataphyte, 2023). Yet digital HRM 

remains peripheral in national digital policy, which 

favors fintech and e-commerce over internal 

workforce systems (Federal Republic of Nigeria, 

2020; Duanyo et al., 2024a). Geographic and 

infrastructural disparities exacerbate the challenge. 

While some urban firms in Lagos and Abuja are 

leveraging AI recruitment, e-learning, and 

performance dashboards, rural SMEs often lack 

digital infrastructure and structured HR 

departments (Abdulraheem et al., 2025a, b; 

SMEDAN, 2022). Public-facing sectors like 

education, healthcare, and agriculture are 

particularly behind. In Bayelsa and Kwara, digital 

tools for staff performance tracking remain absent 

despite growing evidence of their effectiveness in 

improving attendance and reducing burnout 

(Ibrahim et al., 2025; Christopher et al., 2024; 

Adias et al., 2025). Moreover, outdated systems 

create generational and gendered disparities. While 

younger employees in digitized firms benefit from 
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real-time feedback and tailored learning, older 

workers and women in traditional sectors are often 

left out of digital reform efforts (Adias and Raimi, 

2025; Abaya et al., 2023a, b). The informal sector, 

which employs over 80% of Nigerians, is almost 

entirely excluded from HR digitalization 

(SMEDAN, 2022). Yet public health models show 

that low-cost mobile tools can extend digital reach 

to underserved groups (Promise et al., 2025; 

Duanyo et al., 2024a). Without inclusive planning, 

digital tools risk reinforcing workplace inequality 

rather than reducing it. At the same time, poor HR 

practices continue to affect worker well-being. 

Stress, burnout, and turnover are aggravated by 

opaque appraisal systems, lack of feedback, and 

limited employee voice (Raimi et al., 2021a, b, c; 

Adias et al., 2025). Although wellness dashboards 

and flexible feedback tools have shown promise in 

pilot settings (Koleayo et al., 2021a, b; Erezina et 

al., 2023), they remain inaccessible to most 

workers. Institutional fragility compounds the 

problem. There are no national standards for digital 

HR systems, limited inter-sectoral coordination, 

and little integration of digital HR into public 

policy or higher education (Adias et al., 2025; 

Raimi et al., 2021a, b, c). Without a unified 

strategy, digital HRM in Nigeria risks stagnating at 

the pilot phase. 

Despite increasing awareness of digital HRM’s 

potential, progress in Nigeria remains constrained 

by unresolved research and implementation gaps. 

Most existing studies focus on technological 

feasibility or adoption challenges, yet few 

empirically link digital tools to measurable HR 

outcomes like recruitment efficiency, engagement, 

or retention (Adias and Raimi, 2025; Yusuf et al., 

2022). Comparative evaluations across industries 

and firm sizes are rare, despite known differences 

in digital capacity between multinationals, SMEs, 

and public institutions (SMEDAN, 2022; Offurum 

et al., 2024). Moreover, research on the intersection 

of digital HRM and employee well-being is still 

emerging. Nigerian HRM literature often treats it as 

an operational function rather than a determinant of 

mental health, satisfaction, or organizational trust 

(Duanyo et al., 2024b; Adias et al., 2025). Yet 

international findings increasingly recognize that 

HR systems with structured feedback, role clarity, 

and wellness tools are pivotal to psychosocial 

outcomes (WHO, 2022; McKinsey and Company, 

2023). In Nigeria, where formal mental health 

services are sparse and stigmatized, well-integrated 

digital HR interventions offer a viable support 

pathway (Raimi et al., 2021a, b; Adias et al., 2025). 

Equally overlooked is the informal sector, which 

constitutes over 80% of Nigeria’s workforce 

(SMEDAN, 2022; Abdulraheem et al., 2025a, b). 

These workers often lack access to structured HR 

processes despite facing similar recruitment and 

training issues. Lessons from community-based 

health interventions demonstrate that mobile and 

low-cost technologies can be scaled effectively in 

resource-limited contexts (Promise et al., 2024, 

2025; Duanyo et al., 2024a, b). However, this 

insight has not been widely applied to HRM. 

Methodological weaknesses also persist. Many 

studies rely on perception-based data or one-off 

case studies, limiting generalizability (Koleayo et 

al., 2021a, b; Abaya et al., 2023a, b). Empirical 

studies that quantify specific HR outcomes such as 

time-to-hire or training completion, and link them 

directly to tool deployment, are still lacking (Yusuf 

et al., 2022; Offurum et al., 2024). Similarly, the 

strategic use of HR analytics remains minimal. 

Although analytics is mainstream in marketing and 

finance, HR departments seldom use dashboards to 

track absenteeism, turnover risk, or training impact 

(Erezina et al., 2023; Dataphyte, 2023). This 

absence of data-driven planning hinders 

organizational learning and innovation (Ibrahim et 

al., 2025; Christopher et al., 2025a, b; Digha et al., 

2025; Enetimi and Morufu, 2025). Finally, there is 

a disconnect between Nigeria’s digital economy 

policy and HRM reform. Although the policy aligns 

with SDG goals on innovation, infrastructure, and 

equity, few institutions operationalize these 

through HR practices (Federal Republic of Nigeria, 

2020; Mordecai et al., 2024; Oweibia et al., 2024). 

Without this alignment, donor agencies and 

policymakers remain disconnected from workforce 

development, limiting coordinated support for 

digital HR initiatives (Duanyo et al., 2024a, b; 

Abdulraheem et al., 2025a, b). These evidence gaps 

reinforce the need for a comprehensive, outcome-

focused investigation into Nigeria’s digital HRM 

landscape. This study addresses that gap by 

examining the impact of (1) AI-based recruitment 

on talent acquisition efficiency, (2) e-learning and 

HRIS on training and development outcomes, (3) 

digital performance tools on employee 

performance, and (4) HR analytics dashboards on 

decision-making, engagement, and retention. The 

study further situates these objectives within the 
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broader conversation on equity, informal sector 

inclusion, and workforce well-being. 

MATERIALS AND METHODS 

Study Design 

This study utilized a retrospective, mixed-methods 

design aimed at synthesizing quantitative 

secondary data and qualitative insights from 

existing literature. By triangulating metrics across 

four HRM dimensions: AI-based recruitment, e-

learning/HRIS training, performance management 

systems, and HR analytics dashboards, it seeks to 

provide a coherent picture of digital transformation 

outcomes in Nigeria. The approach follows 

guidelines by Creswell and Plano Clark (2018) on 

conducting secondary mixed-method research, 

enabling both numerical comparisons and 

contextual interpretation. The quantitative 

component centers on pre- and post-intervention 

HR metrics (e.g., time-to-hire, knowledge 

retention, engagement scores) drawn from sources 

published between 2019 and 2024. The qualitative 

component includes documented organizational 

experiences, sector case studies, and policy 

narratives to contextualize how digital tools were 

implemented and received. This dual lens allows 

for more nuanced interpretation than quantitative 

data alone, especially essential in understanding 

interventions across diverse Nigerian industries. 

Adopted as a modular study, each of the four 

objectives was treated as a mini case: gathering 

metric data, visualizing outcomes, and analyzing 

implementation context. This layout aligns with 

best practices for multi-objective studies that 

emphasize modular clarity and methodological 

transparency (Smith et al., 2020). 

Data Sources and Selection 

A systematic search was conducted in May 2025 

across academic databases (Scopus, Web of 

Science, PubMed), consulting industry reports, 

grey literature, and organizational case studies from 

reputable consultancies like McKinsey and 

Company and Dataphyte. The search terms 

included combinations such as “digital HR 

Nigeria,” “AI recruitment Nigeria,” “e-learning 

HRIS Nigeria,” “performance management digital 

Nigeria,” and “HR analytics Nigeria.” Only works 

published between 2019-2024 focused on the 

Nigerian context were included. To qualify, sources 

had to provide empirical data or case study metrics 

related to one of the four HRM domains, specify 

Nigeria-based implementation, and report 

quantitative outcomes before and after a digital 

intervention. Studies without clear pre-post 

comparisons, or those focused solely on non-HRM 

technologies, were excluded. This screening 

yielded 18 relevant sources: 6 on recruitment, 5 on 

training, 4 on performance management, and 3 on 

analytics dashboards (Figure 1). Additionally, data 

from credible industry reports such as peopleHum 

(2023) and McKinsey’s Nigeria Digital Economy 

outlook (2022) were cross-referenced for 

validation. These reports provided macro-level 

insights into sector-wide adoption, ensuring 

consistency with academic findings. The inclusion 

of grey literature reflects a pragmatic approach 

often applied in human-centric fields like HRM and 

aligns with methodologies outlined in Petticrew 

and Roberts (2006) as well as Pope and Mays 

(2006). 

 

Figure 1 presents a PRISMA flow diagram 

showing the study selection process. 

Thus, Figure 1 include: 

i. Identification: 92 records found through 

database searches 

ii. Screening: 76 records remained after 

removing duplicates 

iii. Eligibility: 34 full-text articles were assessed 

iv. Included: 18 studies were included in the final 

synthesis 

This Figure 1 above aligns with the PRISMA 2020 

guidelines and visually clarifies the selection 
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process used for sourcing studies on digital HRM 

practices in Nigeria.  

Measures and Metrics 

For Objective 1 (Recruitment Efficiency), key 

variables included: 

i. Time-to-hire: measured in calendar days from 

job posting to accepted offer; 

ii. Quality-of-hire: scored via proprietary scales 

(1-5, based on job fit, performance feedback); 

iii. Hiring alignment: percentage of roles filled 

matching specified qualification matrices. 

These measures were extracted from Adeyemi 

(2020) and peopleHum (2023). When raw scores 

were not provided, proportional conversions 

followed guidelines by Lakens (2021) on metric 

standardization for meta-analyses. 

For Objective 2 (Training and Development), 

metrics included training attendance (% of total 

invites), knowledge retention (post-training test 

scores), and training cost per trainee (₦). Data from 

Offurum et al. (2024) were complemented by 

McKinsey cost analytics for e-learning in 

developing economies. Cost savings were 

calculated by comparing pre-digital expenses 

(venue, materials, facilitators) versus digital 

deployment costs. 

For Objective 3 (Performance Management), 

variables included employee performance scores 

(1-5 scale), digital PM platform adoption scores, 

and regression coefficients from performance vs 

adoption models. Offurum et al. (2024) and 

Nsisong et al. (2025) provided these statistics. To 

ensure modeling consistency, published β and R² 

values were reanalyzed against simulated 

scatterplots using Python (version 3.11), following 

recommendations by Field (2013). 

For Objective 4 (Engagement and Retention), 

engagement scores (1-5), annual absenteeism (days 

per employee), and turnover rates (%) were 

recorded before and after HR analytics dashboard 

implementations. Opara (2025) and Adeyemi 

(2020) provided these measures. All metrics were 

standardized by comparing absolute and percentage 

changes. For holistic comparison, percentage point 

(pp) changes were calculated per Heads. 

 

 

Data Extraction and Quality Control 

Data extraction was conducted by two independent 

reviewers using standardized Excel sheets, with 

disagreements resolved through consensus. Inter-

rater reliability was assessed using Cohen's kappa 

(κ = 0.82), indicating strong agreement (Landis and 

Koch, 1977). Extracted fields included citation 

details, organizational context, HR tool type, 

duration of implementation, and before-after metric 

values. Sources were appraised using the Mixed 

Methods Appraisal Tool (MMAT) (Hong et al., 

2018) to ensure methodological rigor. All sources 

scored ≥75% on MMAT criteria, supporting the 

validity of data synthesis. Reports with low 

transparency or unclear outcome data were 

excluded from final analysis. Documentation 

procedures, following PRISMA guidelines (Moher 

et al., 2009), were maintained in Open Science 

Framework repositories. Full data extraction tables, 

scoring rubrics, and visualization code are available 

upon request, enhancing transparency and 

reproducibility. 

Statistical Analysis 

For Objective 1 and 2, descriptive statistics and 

percent change calculations were performed using 

SPSS version 28. Bar charts (Figure 2 and 3) were 

generated to visually illustrate pre-post changes 

with appropriate scale normalization for mixed 

metrics (e.g., percentages vs currency values). 

Visualizations were cross-checked with ggplot in R 

to confirm concordance. For Objective 3, 

regression model visualization was generated using 

Python (matplotlib and seaborn), verifying β = 0.69 

and R² = 0.47 values. Robustness checks included 

repeating plots with 95% confidence intervals and 

ensuring residual normality and homoscedasticity 

(using statsmodels). For Objective 4, engagement 

scores, absenteeism reduction, and turnover decline 

were calculated as percentage differences and 

tested for significance via paired t-tests (p < 0.05). 

Overall, all analyses adhered to the statistical 

reporting guidelines as suggested by Lang and 

Altman (2013) and Kline (2015), ensuring clarity, 

transparency, and replicability. 

Ethical Considerations 

The study reviewed only publicly available 

secondary data, exempting it from formal ethics 

approval. However, we adhered to ethical standards 

by ensuring anonymization of any organizational 

identifiers and contacting authors when necessary 
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for clarification. Ethical discussions around 

algorithmic fairness, data privacy, and occupational 

impact were integrated into interpretations, 

aligning with ethical frameworks proposed by 

Mittelstadt (2019). Policy implications outlined 

within this study such as promoting algorithmic 

bias checks and data privacy norms are informed by 

existing Nigerian regulatory frameworks (e.g., 

Nigeria Data Protection Regulation, 2019) and 

international best practices in digital HR 

governance. 

Study Limitations 

This study offers important insights into the impact 

of digital transformation on HRM practices in 

Nigeria. However, there are several limitations to 

acknowledge. The research relies exclusively on 

secondary data drawn from published studies, 

industry reports, and policy briefs. As such, the 

findings are contingent on the accuracy, 

completeness, and methodological rigor of those 

original sources. In cases where specific metrics 

such as return on investment or tool adoption rates 

were unavailable, proxy values or extrapolations 

were used. While care was taken to standardize data 

through meta-analytic techniques, this may 

introduce variability and limit generalizability. 

Additionally, the study focuses primarily on the 

formal sector, where digital HRM adoption is more 

documented. This omits the perspectives of 

workers in Nigeria’s informal economy, which 

accounts for over 80% of national employment. 

Informal sector workers often operate without 

structured HR systems or access to digital tools. As 

a result, their challenges, adaptations, and 

innovation potential are underrepresented. This is a 

significant gap, particularly for policymakers and 

development practitioners interested in equitable 

digital transformation. The study is also bounded 

by a five-year time frame (2019–2024). While this 

provides a focused analysis, it may not fully capture 

longer-term trends in HRM tool adoption, system 

sustainability, or workforce outcomes. Given the 

rapid pace of technological change, economic 

instability, and evolving labor regulations in 

Nigeria, the relevance of certain tools or practices 

may shift quickly. Future studies should 

incorporate longitudinal tracking and mixed-

method designs that include both qualitative and 

quantitative elements to better reflect changing 

conditions, contextual diversity, and organizational 

realities over time. 

RESULTS 

Impact of AI-based recruitment platforms on 

talent acquisition efficiency in Nigerian 

organizations 

The increasing adoption of AI-based recruitment 

technologies in Nigeria represents a transformative 

shift in how organizations approach talent 

acquisition. Data derived from Adeyemi (2020) and 

peopleHum (2023) illustrates that organizations 

integrating AI-driven platforms experienced a 42% 

reduction in time-to-hire, improved quality-of-hire 

index from 3.2 to 4.1, and enhanced hiring 

alignment by 20 percentage points. These 

improvements reflect a growing alignment between 

organizational needs and candidate competencies, 

indicating that predictive and automated screening 

processes facilitate more targeted and timely hiring. 

This is especially relevant in a competitive labor 

market where talent shortages, particularly in tech, 

finance, and healthcare, require more agile 

recruitment strategies. Figure 2 supports these 

findings by visually representing pre- and post-AI 

recruitment metrics, with a clear performance edge 

following digital transformation. The significant 

drop-in time-to-hire indicates that AI tools, such as 

applicant tracking systems and resume parsers, are 

effective at filtering candidates based on job-role 

fit, experience, and behavioral indicators. 

Furthermore, the observed increase in quality-of-

hire suggests that these systems do more than speed 

up hiring, they enhance it by using machine 

learning algorithms to predict long-term candidate 

performance. This correlation between AI 

integration and improved hiring outcomes validates 

the argument that digital technologies are not 

merely operational conveniences but strategic 

assets in HRM (Aziba-anyam et al., 2025a, b; 

Enetimi and Morufu, 2025; Christopher et al., 

2025a, b). From a broader perspective, these results 

underscore the necessity for Nigerian organizations 

to scale up investment in AI-powered recruitment 

platforms. For HR professionals and business 

leaders, the potential real-world implications are 

far-reaching. Firstly, faster hiring cycles mean 

organizations can reduce vacancy-related 

productivity losses. Secondly, better alignment 

between roles and hires can minimize onboarding 

costs and turnover. Finally, the data-driven nature 

of AI recruitment promotes transparency and 

reduces unconscious bias, critical in building 

inclusive workplaces. As Nigeria’s workforce  
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Figure 2 illustrates the measurable benefits of implementing AI-based recruitment platforms in Nigerian 

organizations. 

 

becomes increasingly digital and mobile, the use of 

AI in HR practices will likely become not only 

advantageous but essential for sustaining 

organizational competitiveness and resilience. 
 

Role of e learning systems and HRIS in 

enhancing training and development outcomes 

in Nigeria 

The integration of e-learning platforms and Human 

Resource Information Systems (HRIS) has 

significantly reshaped employee training and 

development in Nigerian organizations. Evidence 

synthesized from Offurum et al. (2024) and 

industry-wide observations reveals that digital 

training tools have improved both access and 

effectiveness of learning programs. Specifically, 

training attendance rates increased from 55% to 

80%, knowledge retention jumped from 65% to 

85%, and training costs per employee decreased by 

40%, from ₦50,000 to ₦30,000. These statistics 

reflect not just increased efficiency, but also 

enhanced inclusivity and cost-effectiveness, 

particularly for geographically dispersed or 

resource-constrained organizations. Figure 3 

graphically reinforces this transformation by 

showing side-by-side comparisons of training 

outcomes before and after the implementation of 

digital tools. The sharp improvement in knowledge 

retention suggests that e-learning modules, 

especially those designed for asynchronous or  

 

mobile access, align better with adult learning 

principles. Moreover, the reduction in cost implies 

that e-learning minimizes logistical and 

administrative burdens eliminating venue costs, 

printed materials, and facilitator fees. Meanwhile, 

HRIS platforms contribute to more personalized 

learning paths by tracking employee progress, 

enabling tailored content delivery, and providing 

HR managers with actionable insights into training 

impact and gaps. In terms of real-world application, 

these findings have profound implications for 

workforce development in Nigeria. Organizations 

can leverage digital platforms to build agile, skills-

based learning cultures that are responsive to 

technological change and market demand. For 

SMEs and public institutions that often face 

budgetary constraints, the cost savings associated 

with e-learning and HRIS provide a strong case for 

digital upskilling strategies. More importantly, 

scalable digital learning can help bridge rural-urban 

disparities in training access, fostering equitable 

human capital development. Within the broader 

HRM transformation framework, these insights 

affirm the strategic role of technology not just in 

process automation but in cultivating a 

continuously learning workforce equipped for the 

evolving digital economy. 
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Figure 3 presents the impact of e-learning systems and HRIS on training outcomes in Nigerian workplaces. 

 

Influence of digital performance management 

tools on employee performance in Nigerian 

firms 

Digital performance management (PM) tools such 

as continuous feedback platforms, digital goal-

setting systems, and cloud-based appraisal 

dashboards are gaining traction in Nigerian 

organizations. Studies by Offurum et al. (2024) and 

Nsisong et al. (2025) highlight a statistically 

significant relationship between the adoption of 

these tools and improvements in contextual 

employee performance, especially in sectors like 

telecoms and financial services. These tools 

support ongoing feedback loops, real-time progress 

tracking, and data-informed evaluations, which 

shift performance assessment from annual 

appraisals to dynamic, continuous processes. 

Employees benefit from timely coaching and 

recognition, while managers gain better visibility 

into team productivity and capability gaps. Figure 

4 visually demonstrates a clear positive regression 

between digital performance management scores 

and employee performance. With a coefficient of 

determination (R²) of 0.47 and a beta coefficient (β) 

of 0.69 (p < .01), nearly half of the variation in 

employee performance can be explained by the 

presence and use of digital PM systems. This 

empirical relationship confirms that when 

organizations implement digital tools that 

emphasize transparency, accountability, and 

personalized performance insights, employees are 

more likely to meet and exceed targets. The upward  

 

slope of the regression line, along with the 95% 

confidence interval, reinforces the robustness of the 

observed trend. The significance of these findings 

lies in their potential to redefine performance 

culture in Nigerian workplaces. Traditionally, 

many firms relied on opaque, once-a-year 

performance reviews that often-bred distrust and 

disengagement. Digital performance management, 

by contrast, empowers employees to take 

ownership of their progress while enabling HR 

teams to make fairer, evidence-based decisions 

about promotions, development needs, and 

rewards. In real-world terms, this translates to 

improved employee morale, stronger alignment 

between individual goals and organizational 

strategy, and a measurable uptick in productivity. 

Moreover, such tools offer scalability, particularly 

valuable for firms managing large or hybrid 

workforces thereby reinforcing digital 

transformation as a cornerstone of strategic HRM 

in Nigeria. 

 

HR analytics dashboards support HR decision-

making, employee engagement, and retention in 

Nigeria 
HR analytics dashboards have become an 

increasingly vital component of modern Human 

Resource Management (HRM) in Nigeria. These 

tools provide real-time insights into workforce 

metrics such as turnover rates, engagement scores, 

absenteeism, and performance benchmarks. 

Findings from Opara (2025) and Adeyemi (2020)  
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Figure 4 represents the regression analysis addressing: Digital performance management vs Employee Performance 

in Nigerian Firms 

 

 

Figure 5 visualizes the impact of HR analytics dashboards on key HR metrics; engagement score, absenteeism, and 

turnover in Nigerian firms 

reveal that organizations leveraging HR analytics 

platforms were better equipped to make data-driven 

decisions related to talent management and 

workforce planning. Specifically, the use of these 

dashboards led to improvements in employee 

engagement scores (from 3.1 to 4.2 out of 5), a 36% 

reduction in absenteeism, and a drop in employee 

turnover from 22% to 15%. These statistics 

underscore the growing influence of analytics in 

shaping strategic HR interventions and improving 

organizational health.  

Figure 5 captures these benefits by comparing key 

HR metrics before and after the implementation of 

analytics dashboards. The increase in engagement 

scores suggests that when employees feel seen and 

heard through regular pulse surveys, transparent 

communication, and well-targeted initiatives they 

are more likely to remain motivated and committed. 

At the same time, the reduction in absenteeism and 

turnover demonstrates that analytics tools do more 

than track problems, they help prevent them. For 

instance, by identifying patterns in leave requests 

or early signs of burnout, HR managers can 
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proactively respond before issues escalate. The 

dashboards also enable predictive modeling, 

helping firms forecast workforce attrition or skill 

shortages and prepare accordingly. The broader 

significance of these insights lies in their 

applicability to both strategic and operational HR 

practices across Nigeria. In a context where many 

organizations still rely on manual HR processes and 

anecdotal decision-making, HR analytics 

introduces a new paradigm of objectivity and 

foresight. For public and private sector leaders 

alike, the real-world implications include more 

accurate workforce budgeting, targeted employee 

development, and improved organizational 

resilience. Additionally, analytics can support 

diversity and inclusion goals by highlighting 

representation gaps or promotion disparities, thus 

contributing to more equitable workplace 

environments. As digital transformation deepens in 

Nigeria, HR analytics dashboards are set to become 

essential tools for optimizing workforce 

performance and sustaining long-term employee 

engagement. 

DISCUSSION 

Impact of AI-based recruitment platforms on 

talent acquisition efficiency in Nigerian 

organizations 

The observed improvements in recruitment 

efficiency following the adoption of AI-based 

platforms in Nigerian organizations align with a 

growing body of evidence demonstrating the value 

of digital tools in optimizing hiring outcomes. 

Adeyemi (2020) reported a 42% reduction in time-

to-hire and a 20-percentage point improvement in 

hiring alignment following AI integration, findings 

that are supported by Yusuf et al. (2022), who 

documented significant cost savings and 

performance improvements in digitally mature 

organizations. Similarly, Offurum et al. (2024) 

found that AI-supported performance assessments 

in telecom firms not only streamlined hiring 

decisions but also led to more stable onboarding 

and reduced early attrition. The predictive 

capabilities of AI tools, such as applicant tracking 

systems and algorithmic resume screening, were 

found to match candidates to roles based on 

historical performance and role-specific indicators, 

validating the shift from intuition-driven to data-

informed recruitment models. These findings are 

further reinforced by Koleayo et al. (2021a, b), who 

reported that organizations adopting 

telecommuting and digital workforce policies 

experienced improved role-person fit and faster job 

cycle completions, an indirect indicator of better 

initial hires. Supporting literature from broader 

labor and digital policy domains in Nigeria echoes 

these observations. For instance, Abaya et al. 

(2023a, b) found that organizations using electronic 

records management systems achieved more 

structured hiring workflows and increased hiring 

transparency, leading to improved candidate-

employer alignment. Likewise, Adias and Raimi 

(2025) emphasized the urgency of addressing skills 

mismatches in Nigeria’s labor market and 

identified AI tools as critical enablers of faster, 

fairer recruitment processes. Their study highlights 

how algorithmic screening can mitigate human 

bias, reduce time wasted on unqualified applicants, 

and elevate marginalized talent pools through 

anonymized pre-screening mechanisms. 

Abdulraheem et al. (2025a, b) echoed this 

viewpoint, especially in their analysis of maternal 

health and gender disparities, suggesting that 

algorithmic tools, if ethically deployed can create 

pathways for more inclusive hiring by recognizing 

nontraditional career paths and skills. These 

findings complement Promise et al. (2025), whose 

evaluation of mobile-enabled interventions in rural 

health demonstrated how digital technology can be 

repurposed to scale impact quickly and equitably, a 

lesson directly transferable to HR platforms. While 

most literature supports the benefits of AI-driven 

recruitment, a few studies introduce cautionary 

notes. For instance, Duanyo et al. (2024b) raised 

concerns about the exclusionary potential of digital 

systems among populations with limited digital 

literacy or inconsistent internet access, particularly 

in rural and informal sectors. This raises questions 

about the equity of AI systems in environments 

where access to digital tools remains uneven. 

Similarly, Adias et al. (2025) highlighted mental 

health risks associated with hyper-automated 

workplace systems, cautioning that digital tools 

must not replace human judgment and empathy in 

critical HR decisions. Yet even within these 

critiques, there is broad agreement that, when 

implemented with contextual adaptation, AI-based 

recruitment platforms offer substantial efficiency 

and quality gains. Taken together, the literature 

affirms that the outcomes observed in Adeyemi 

(2020) and peopleHum (2023) are not isolated; they 

are part of a consistent trend in which AI transforms 
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recruitment from an administrative bottleneck into 

a strategic workforce lever. 

e-learning systems and HRIS in enhancing 

training and development outcomes in Nigeria 

The integration of e-learning platforms and HRIS 

in Nigeria has brought about measurable 

improvements in employee training outcomes, 

aligning with findings from Offurum et al. (2024), 

who documented significant gains in participation, 

retention, and cost-effectiveness. In their study of 

telecom sector interventions, knowledge retention 

improved by over 20%, while cost per trainee fell 

sharply due to the shift away from traditional in-

person formats. These outcomes were mirrored by 

Abaya et al. (2023a, b), whose assessment of 

electronic systems in public service training 

environments found enhanced monitoring, better 

feedback loops, and fewer dropouts in online 

learning compared to conventional workshops. 

These gains reflect not only increased accessibility 

but also improved alignment with adult learning 

needs in contexts where employees juggle family, 

financial, and professional responsibilities. The 

asynchronous and modular nature of e-learning 

systems supports personalized pacing and sustained 

engagement, both of which are essential in reducing 

dropout and improving learning retention. Several 

studies corroborate these efficiencies. Adias and 

Raimi (2025), while addressing national skill 

shortages, emphasized how digital training 

platforms especially those integrated with HRIS, 

bridge the gap between employee skill levels and 

evolving organizational needs. Their study noted 

that HRIS dashboards allowed for real-time 

tracking of learning uptake, enabling targeted 

interventions and role-based content adaptation. 

Similarly, Ibrahim et al. (2025) highlighted the use 

of digital health education modules among frontline 

workers in rural health systems, reporting better 

retention of infection control practices and higher 

satisfaction with self-paced digital learning 

compared to classroom formats. These findings 

were echoed by Koleayo et al. (2021a, b), who 

found that HR policies supporting remote training 

during telecommuting transitions in Lagos led to 

greater staff engagement and adaptability. Duanyo 

et al. (2024a) further contributed by noting how 

mobile-based digital education tools enabled 

academic staff in underserved regions to improve 

digital literacy and professional awareness, 

validating the reach of e-learning even in low-

resource environments. Nonetheless, not all 

literature is without caution. Abdulraheem et al. 

(2025a, b) and Duanyo et al. (2024a, b) warned that 

while digital training tools can scale efficiently, 

their effectiveness depends on infrastructure 

availability and user readiness. In their studies of 

maternal health training programs and digital health 

information access, they found that low digital 

literacy and irregular internet connectivity 

sometimes hindered training uptake and impact. 

Moreover, Erezina et al. (2023) emphasized that 

successful e-learning requires more than just digital 

delivery, it demands active engagement, 

contextualized content, and regular reinforcement. 

Without these, training may become passive and 

less transformative. Even so, the literature 

consistently supports the notion that when well-

designed and supported by HRIS infrastructure, e-

learning enhances access, reduces cost, and 

increases knowledge retention. Thus, the results 

derived from Offurum et al. (2024) and supporting 

data in Figure 3 are well-aligned with the broader 

scholarly consensus and further underscore the 

value of digital training platforms as integral 

components of modern HRM in Nigeria. 

Influence of digital performance management 

tools on employee performance in Nigerian 

firms 

The positive association between digital 

performance management tools and enhanced 

employee performance, as reported by Offurum et 

al. (2024) and Nsisong et al. (2025), is strongly 

supported by a growing body of literature 

emphasizing the value of continuous, real-time 

feedback systems over traditional annual 

appraisals. In their assessment of digital PM tools 

in telecom and finance, Offurum et al. 

demonstrated how timely performance tracking and 

cloud-based evaluation systems contributed to 

measurable improvements in team outcomes and 

goal achievement. These findings are echoed by 

Yusuf et al. (2022), who documented a 22% 

improvement in output efficiency in firms that 

adopted cloud-based appraisal platforms. 

Similarly, Koleayo et al. (2021a, b) found that 

organizations transitioning to digital performance 

tools during the rise of remote work observed not 

only improved employee satisfaction but also better 

alignment of individual goals with organizational 

KPIs, reinforcing the strategic function of HRM 

technologies. Further support is found in studies 
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that examine the psychological and behavioral 

mechanisms behind these improvements. Adias 

and Raimi (2025) argued that digital PM systems 

enable more equitable and evidence-based 

evaluation, reducing subjectivity and favoritism 

that often characterize manual appraisal systems. 

Their work suggests that performance transparency 

enabled by data dashboards and objective metrics 

improves trust in evaluation processes, thereby 

boosting motivation and reducing employee 

disengagement. Duanyo et al. (2024a, b), in a study 

focused on health and education sector workers, 

linked digital goal-setting tools with increased 

productivity and decreased burnout, especially 

when feedback was frequent and tailored. 

Likewise, Ibrahim et al. (2025) emphasized the 

effectiveness of real-time performance monitoring 

in managing healthcare workers’ roles across 

multiple states in Nigeria, noting reductions in 

absenteeism and improved task completion rates. 

These findings collectively substantiate the 

quantitative results shown in Figure 4, particularly 

the strong beta coefficient (β = 0.69) and R² = 0.47, 

suggesting that digital PM tools account for nearly 

half the variance in performance outcomes. 

However, a few studies introduce critical caveats 

that contextualize these benefits. Abdulraheem et 

al. (2025a, b), in their research on workplace stress 

and employee monitoring, caution that if 

performance tracking tools are perceived as 

punitive rather than supportive, they may trigger 

anxiety, reduce creativity, and foster presenteeism. 

Similarly, Adias et al. (2025) highlighted the need 

for ethical and psychological safeguards in digital 

performance environments, noting that hyper-

surveillance or lack of contextual understanding in 

interpreting performance data can undermine 

morale, especially in high-pressure work cultures. 

Erezina et al. (2023) reinforced this view, 

advocating for hybrid evaluation models that 

combine digital metrics with manager-led coaching 

and peer feedback. While these perspectives do not 

contradict the performance gains identified in 

Offurum et al. (2024), they underline the 

importance of implementation design. When digital 

PM tools are used to empower rather than control, 

they are more likely to yield the consistent upward 

performance trends observed in Nigerian firms. 

HR analytics dashboards support HR decision-

making, employee engagement, and retention in 

Nigeria 

The increasing use of HR analytics dashboards in 

Nigerian organizations is consistent with growing 

evidence that data-driven systems enhance HR 

decision-making, foster employee engagement, and 

reduce workforce attrition. As shown in Opara 

(2025) and Adeyemi (2020), analytics-enabled HR 

teams observed improved engagement scores (from 

3.1 to 4.2), reduced absenteeism by 36%, and 

decreased turnover rates from 22% to 15%. These 

improvements mirror findings by Yusuf et al. 

(2022), who noted that firms with analytics 

capabilities were significantly more likely to make 

timely decisions on promotions, training needs, and 

employee support interventions. Similarly, 

Koleayo et al. (2021a, b) highlighted how analytics 

tools informed telecommuting policies in Lagos-

based firms by revealing productivity trends and 

communication gaps, thus improving policy 

responsiveness and employee trust. These metrics 

also align with the strategic orientation of modern 

HRM, wherein analytics transforms traditional 

personnel functions into evidence-informed 

practices. Several studies underscore the 

mechanisms through which analytics tools 

contribute to organizational health. For instance, 

Duanyo et al. (2024a) noted that digital data 

collection and trend analysis among academic staff 

in Bayelsa enabled HR teams to proactively address 

digital fatigue, optimize work allocation, and 

support professional growth. In the healthcare 

sector, Ibrahim et al. (2025) reported that 

absenteeism dashboards in rural clinics helped 

identify early signs of burnout and informed 

flexible scheduling, leading to better staff morale 

and retention. Adias and Raimi (2025) argued that 

analytics dashboards support inclusive decision-

making by revealing demographic disparities in 

training access, promotion rates, and performance 

evaluations, thereby providing a foundation for 

equitable HR planning. These insights are 

reinforced by Erezina et al. (2023), who 

emphasized that well-designed dashboards make 

engagement visible, and by doing so, foster a sense 

of transparency, fairness, and accountability within 

HR processes. However, caution is necessary to 

ensure analytics tools do not become overly 

mechanistic or invasive. Abdulraheem et al. 

(2025a, b), while acknowledging the benefits of 

data-informed planning, emphasized that analytics 

systems must be implemented with employee 

consent, ethical safeguards, and clear 

communication strategies to avoid perceptions of 
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digital surveillance. Duanyo et al. (2024b) similarly 

warned that without contextual understanding, 

analytics outputs may be misinterpreted, 

potentially leading to punitive HR decisions that 

harm morale. Still, these perspectives do not 

contradict the broader trend but highlight the 

importance of thoughtful design and ethical 

oversight. When implemented with care, HR 

analytics dashboards serve as powerful enablers of 

workforce stability, strategic planning, and 

proactive engagement. The results from Opara 

(2025) and Adeyemi (2020), supported by 

quantitative evidence and visualized in Figure 5, 

underscore this potential, confirming that 

predictive analytics and performance dashboards 

are more than tracking tools; they are foundational 

to modern, resilient, and responsive HRM systems 

in Nigeria. 

IMPLICATIONS FOR POLICY AND 

INTERVENTIONS 

The findings from this study provide critical 

insights for policymakers, HR professionals, and 

institutional leaders seeking to modernize human 

resource management practices in Nigeria. One of 

the most pressing implications is the need for 

national HR and labor policies to formally 

recognize and integrate digital HR technologies, 

such as AI-driven recruitment systems, HR 

analytics dashboards, and e-learning platforms. 

Policymakers should revise outdated labor codes 

and incorporate digital HRM guidelines that 

promote transparent recruitment, continuous 

learning, and data-driven decision-making. 

Furthermore, public-private partnerships can play a 

pivotal role in democratizing access to these 

technologies, especially for SMEs that often lack 

the resources for full-scale digital transformation. 

In addition to legislative updates, the Federal 

Ministry of Labour and Employment should lead 

the establishment of a Digital HRM Policy 

Framework that outlines standards for data 

security, employee privacy, and algorithmic 

fairness. This is particularly crucial given the 

ethical risks associated with AI-based hiring, where 

bias can be inadvertently amplified if left 

unregulated. Incentives such as tax credits or 

innovation grants should be introduced to 

encourage employers particularly in under-

digitalized sectors like agriculture, manufacturing, 

and healthcare to invest in scalable HRM platforms. 

Sector-specific implementation guides and model 

policies, adapted from organizations like 

McKinsey and local HR professional bodies (e.g., 

CIPM), would also help bridge capability gaps and 

standardize digital HRM practices. Additionally, 

workforce development initiatives should embed 

digital literacy as a foundational skill for HR 

practitioners. National training schemes such as 

Nigeria’s Digital Economy Strategy and the 3MTT 

initiative should explicitly target HR professionals 

with tailored modules on HR analytics, AI-powered 

HRIS systems, and performance management 

tools. This ensures that digital transformation is not 

just technological but human-centered, equipping 

HR leaders with the competencies to lead inclusive 

and evidence-based change. Institutions of higher 

learning should also revise their business and HRM 

curricula to include these emerging competencies, 

ensuring alignment with the digital demands of 

today’s labor market. Finally, the use of real-time 

HR dashboards to inform national employment and 

productivity statistics could enhance Nigeria’s 

labor intelligence infrastructure. Data from 

organizational HR analytics can be aggregated 

(with safeguards for confidentiality) to provide 

timely insights on workforce trends such as 

attrition, skill shortages, and engagement. This 

would enable the National Bureau of Statistics and 

the Ministry of Labour to make more responsive 

policy decisions, especially in addressing youth 

unemployment, workforce planning, and skills 

mismatches. Ultimately, a multi-level, cross-

sectoral approach is needed to mainstream digital 

HRM in Nigeria, ensuring that technology becomes 

a tool for equity, efficiency, and sustainable 

workforce development. 

CONCLUSION 

This study examined the impact of digital 

transformation on human resource management 

practices in Nigeria across four core domains: 

talent acquisition, training and development, 

performance management, and employee 

engagement and retention. The results consistently 

demonstrate that digital tools from AI recruitment 

platforms and HRIS, to e-learning systems and HR 

analytics dashboards offer measurable 

improvements in efficiency, employee experience, 

and organizational outcomes. These tools enhance 

speed, transparency, personalization, and accuracy 

in HR processes, reflecting the urgent need to 
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embed digital technologies within HR frameworks 

to meet the evolving demands of Nigeria's 

workforce. Specifically, AI-based recruitment was 

shown to reduce hiring time and improve quality-

of-hire, while e-learning platforms significantly 

boosted knowledge retention and reduced training 

costs. Digital performance management systems 

correlated strongly with higher employee 

performance, and analytics dashboards proved vital 

for improving engagement and reducing turnover. 

Each of these tools not only offers operational 

benefits but also aligns with strategic goals of talent 

optimization and workforce sustainability. Their 

cumulative impact reflects a shift from reactive, 

paper-based HRM to proactive, data-informed and 

tech-enabled human capital strategies. The study’s 

results also highlight key gaps that require urgent 

attention. Despite the benefits, adoption remains 

low in many sectors due to limited digital 

infrastructure, policy inertia, low awareness, and 

resistance to change. Moreover, without robust 

frameworks for implementation, ethical 

safeguards, and continuous capacity building, 

digital HRM tools could exacerbate existing 

inequalities, particularly in rural areas or informal 

employment sectors. Addressing these barriers will 

require both institutional reform and cultural 

change, alongside investment in people, platforms, 

and policy. In conclusion, digital transformation 

presents a powerful opportunity to reimagine HRM 

in Nigeria. When thoughtfully implemented and 

contextually adapted, digital tools can enhance not 

only organizational performance but also employee 

well-being, fairness, and retention. As Nigeria 

seeks to harness its demographic dividend and 

transition to a knowledge-based economy, the 

modernization of HRM through digital 

transformation must become a national priority. 

The findings of this study offer a practical roadmap 

for moving in this direction, combining local 

insights with global best practices to create resilient 

and responsive HR systems fit for the future. 

Summary of the Findings 

This study set out to explore the impact of digital 

transformation on HRM practices in Nigeria by 

focusing on four critical areas: talent acquisition, 

training and development, performance 

management, and HR analytics for employee 

engagement and decision-making. The findings 

clearly demonstrate that digital HR tools 

significantly improve organizational efficiency, 

employee outcomes, and strategic decision-

making. AI-powered recruitment systems reduced 

hiring time by 42% and enhanced the quality of hire 

and job-role alignment, showcasing their potential 

to streamline talent acquisition processes. E-

learning systems and HRIS platforms emerged as 

key enablers of cost-effective, scalable training 

interventions. Training attendance rose to 80%, and 

knowledge retention improved by 20 percentage 

points following digital integration, while training 

costs dropped by 40%. Similarly, digital 

performance management tools were positively 

associated with contextual employee performance, 

with statistical regression showing that nearly half 

the variation in performance could be explained by 

these tools. Finally, HR analytics dashboards 

proved instrumental in improving engagement (by 

over one point on a 5-point scale), reducing 

absenteeism by 36%, and cutting employee 

turnover by 7 percentage points signaling the power 

of data-driven HR practices. In summary, the 

integration of digital technologies in HRM delivers 

substantial gains across both operational and 

strategic domains. While adoption rates vary across 

sectors and organization sizes, the direction of 

impact is consistently positive. These findings 

provide robust evidence for organizations, 

policymakers, and HR professionals that digital 

transformation is not merely a trend but a necessity 

for building resilient, responsive, and high-

performing workforces in Nigeria. 

RECOMMENDATIONS 

To facilitate the successful integration of digital 

transformation into Human Resource Management 

(HRM) practices in Nigeria, actionable 

recommendations are categorized below into short-

term, mid-term, and long-term strategies. These 

reflect the realities of organizational capacity, 

digital infrastructure, and policy readiness in 

Nigeria. 

Short-Term Recommendations (0-12 Months) 

i. Digital HR Audit and Readiness Assessment: 

Organizations should immediately conduct 

internal audits to assess their current HR 

digital maturity. This includes evaluating 

existing tools, data management practices, 

recruitment workflows, training platforms, and 

employee engagement channels. 
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ii. Adoption of Basic Digital HR Tools: SMEs 

and public organizations should begin by 

implementing user-friendly, cost-effective 

digital tools such as cloud-based applicant 

tracking systems (ATS), basic HRIS, or 

mobile-compatible e-learning platforms. 

iii. HR Staff Capacity Building and Certification: 

HR departments should initiate short training 

programs for HR staff on topics such as digital 

literacy, HR analytics fundamentals, and 

ethical AI usage. Local HR professional 

bodies like the Chartered Institute of Personnel 

Management (CIPM) should offer subsidized, 

fast-track certifications. 

iv. Data Collection and Performance Baseline 

Setting: Establish clear performance baselines 

using simple HR metrics such as time-to-hire, 

training participation, and turnover rates to 

enable comparison as digital systems are 

implemented. 

Mid-Term Recommendations (1-3 Years) 

i. Integration of Advanced Systems and 

Interoperability: Organizations should begin 

integrating more advanced systems like AI-

powered recruitment engines, predictive HR 

analytics dashboards, and cloud-based 

performance management tools that allow 

interoperability with payroll and finance 

systems. 

ii. Development of a National Digital HRM 

Policy Framework: Government agencies 

(e.g., Federal Ministry of Labour and 

Employment) should coordinate the creation 

of a national HRM Digital Transformation 

Policy. This policy should cover standards for 

privacy, cybersecurity, and algorithmic 

fairness. 

iii. Incentivization for Digital HR Adoption: 

Introduce digital transformation grants, tax 

rebates, or public-private partnerships to 

support HR digitization in sectors such as 

education, agriculture, and public health. 

iv. Curriculum Review in Universities and 

Training Institutions: Review and update 

HRM and Business Administration curricula 

in tertiary institutions to include mandatory 

coursework on digital HR tools, data analytics, 

and e-HRM platforms. 

Long-Term Recommendations (3-5+ Years) 

i. National HR Analytics Infrastructure: 

Collaborate with the National Bureau of 

Statistics (NBS) and industry stakeholders to 

develop a centralized, anonymized HR 

analytics database that aggregates workforce 

data for national planning, forecasting, and 

policy decisions. 

ii. Digital Inclusion for the Informal Sector: 

Develop low-tech, mobile-first HR solutions 

tailored for Nigeria’s informal economy, 

which represents the majority of the 

workforce. Partnerships with fintech 

companies could enable wage tracking, mobile 

learning, and digital performance feedback 

tools for small business owners. 

iii. Legislative Reforms and Ethical Oversight: 

Enact legal reforms to institutionalize data 

protection, anti-discrimination mechanisms in 

AI recruitment, and worker rights within 

digital HRM frameworks. Establish an HRM 

Technology Oversight Board under the 

Ministry of Labour to monitor compliance. 

iv. National Talent Optimization Strategy: 

Formulate and implement a national strategy 

focused on aligning digital HRM systems with 

long-term national goals such as youth 

employment, diaspora reintegration, 

workforce agility, and public sector reform. 

Significant Statement 

Though grounded in organizational management, 

this study highlights how digital HRM tools have 

direct and measurable effects on employee health 

and well-being. In Nigeria, where chronic 

workplace stress, burnout, and job dissatisfaction 

remain widespread especially in healthcare, 

finance, and construction digitally enabled HR 

practices offer a practical means of reducing these 

stressors. Faster recruitment, more accurate talent 

matching, structured performance feedback, and 

accessible training systems help reduce uncertainty 

and improve employee satisfaction. Digital 

platforms that incorporate continuous feedback, 

wellness tracking, and engagement monitoring 

support a healthier work environment. Employees 

benefit from clear expectations, early recognition 

of overload, and responsive support systems that 

reduce absenteeism and turnover. These 

improvements in morale and work-life balance 

point to a broader public health benefit: digital 

HRM practices can serve as preventive tools 

against mental health decline. By making it 
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possible to identify signs of distress such as rising 

absenteeism, lower engagement, or survey 

feedback, HR teams can intervene early through 

adjustments, support referrals, or counseling 

access. In a setting where mental health resources 

are scarce and stigma is high, embedding wellness 

strategies into daily HR operations provides a low-

cost, stigma-free way to reach at-risk employees. 

This makes digital HRM not just a tool for 

productivity, but a scalable public health 

intervention with potential to improve both 

individual outcomes and organizational resilience. 

Thus, graphically it is represented (Figure 6 below) 

as: 

  

Figure 6: Unveiling the Impacts of Digital HRM on wellbeing 

Source: Author design 

List of Abbreviations 

Abbreviation Full Term 

AI Artificial Intelligence 

ATS Applicant Tracking System 

COVID-19 Coronavirus Disease 2019 

E-HRM Electronic Human Resource Management 

HR Human Resources 

HRIS Human Resource Information System 

HRM Human Resource Management 

ICT Information and Communication Technology 

KPI Key Performance Indicator 

MMAT Mixed Methods Appraisal Tool 

MTN Mobile Telephone Network (Nigeria) 

NBS National Bureau of Statistics 

NDPR Nigeria Data Protection Regulation 

PRISMA Preferred Reporting Items for Systematic Reviews and Meta-Analyses 

ROI Return on Investment 

R² Coefficient of Determination 

SDG Sustainable Development Goal 

SME Small and Medium-sized Enterprise 

SMEDAN Small and Medium Enterprises Development Agency of Nigeria 

SPSS Statistical Package for the Social Sciences 

3MTT 3 Million Technical Talent (Nigeria’s digital skills initiative) 
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