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ABSTRACT

This study examined the relationship between Human Resource Management (HRM) practices and Open
and Distance Learning (ODL) in National Open University of Nigeria (NOUN) Study Centres in South East
Nigeria. Specifically, the study examined the relationship between HRM practices and ODL, identified the
challenges associated with integrating HRM practices with ODL strategies, and assessed the benefits of
integrating HRM practices with ODL for improving organizational performance and employee
development. The study adopted a descriptive survey research design. The population comprised 220 staff
and personnel involved in HRM and ODL activities in selected NOUN Study Centres in South East Nigeria.
Using Taro Yamane's formula, a sample size of 142 respondents was selected through stratified random
sampling technique. Data were collected using a structured questionnaire validated by experts, while
Cronbach's Alpha coefficients of 0.961, 0.961 and 0.959 confirmed the instrument's reliability. Data were
analysed using descriptive statistics, Pearson Product Moment Correlation and Multiple Regression
Analysis. Findings revealed that HRM practices can effectively be integrated with ODL through staff
training, management support, collaboration, technological facilities and flexible learning policies. The
study further revealed that inadequate funding, poor ICT infrastructure, inadequate digital competencies
and lack of supportive organizational policies constitute major challenges to HRM-ODL integration. The
findings also established that integrating HRM practices with ODL significantly enhances employee
performance, productivity, job satisfaction, innovation and organizational effectiveness. Correlation and
regression results revealed a significant positive relationship between HRM practices and ODL (r = 0.964,
p < 0.05) and showed that HRM practices and ODL integration significantly predict organizational
performance and employee development (R2 = 0.954, p < 0.05). The study concluded that effective
integration of HRM practices with ODL is essential for workforce development and organizational
effectiveness. The study recommended strengthening ODL infrastructure and integrating ODL into staff
training and development policies to enhance employee and institutional performance.
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1.0 Introduction

Human Resource Management (HRM) plays
a critical role in enhancing the efficiency,
productivity, and overall growth of
organizations across various sectors. The
field of HRM encompasses a wide range of
practices, such as recruitment, training,
performance management, and employee
development, all of which are essential for
improving organizational outcomes
(Armstrong, 2014). In Nigeria, the need for
effective HRM practices has become more
pronounced as the country seeks to develop a
competitive workforce capable of navigating
a rapidly evolving global economy.
However, the challenges associated with
human resource development, such as skill
gaps, limited access to education, and the
need for lifelong learning, require innovative
approaches to training and development
(Adeniji & Osibanjo, 2012).

Open and Distance Learning (ODL) has
emerged as a potential solution to address
these challenges. ODL offers an inclusive
and flexible learning environment, allowing
individuals who face barriers to traditional
education—such as geographical, financial,
or time constraints—to acquire relevant skills
and knowledge (Ololube, 2015). The
National Open University of Nigeria
(NOUN), established in 1983, has been a
pioneer in providing distance education
opportunities, and today it serves as a model
for ODL in Nigeria. The growth of ODL in
the country is seen as an effective means of
expanding access to higher education and
enhancing the development of human capital
(Akinyemi & Olalere, 2019).

Despite the opportunities presented by ODL,
there remains a gap in understanding how
HRM practices can be effectively integrated
with  distance learning to optimize
organizational performance and employee
development. Research on the intersection of
HRM and ODL in Nigeria is limited,

particularly regarding how HRM practices
can be adapted to the unique needs of a
distance learning workforce. The lack of
empirical studies addressing this integration
is critical, as HRM practices and ODL could
potentially work synergistically to improve
the efficiency and performance of Nigerian
employees in a variety of sectors.

Moreover, the evolving nature of work in the
digital age, coupled with the increasing
demand for skilled professionals in Nigeria's
growing  economy, underscores  the
importance of aligning HRM practices with
educational models that are more flexible and
accessible. The Nigerian labor market
continues to face challenges related to skill
shortages and a mismatch between
educational outputs and market demands
(Federal Ministry of Education, 2017).
Therefore, exploring the potential of
combining HRM strategies with ODL in
Nigeria could offer valuable insights into
how human resources can be developed more
effectively, providing a pathway to enhanced
organizational outcomes.

This study seeks to explore the relationship
between HRM practices and ODL in Nigeria,
focusing on how these practices can be
aligned to foster employee development and
improve organizational performance. By
examining this intersection, the study aims to
contribute to the broader discourse on human
resource development and educational
innovation in Nigeria, providing
recommendations for more integrated
strategies that enhance the effectiveness of
both HRM and ODL.

1.2 Statement of the Problem

The rapid pace of globalization,
technological advancements, and the
evolving nature of the workplace have placed
increasing demands on human resource
management (HRM) practices in Nigeria.
Despite the growing emphasis on human
capital development, there remain significant
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challenges in effectively managing and
developing the Nigerian workforce to meet
the requirements of both local and global
markets. The issues of skills shortages, lack
of access to quality education, and the
growing need for continuous learning and
development are particularly prominent
(Adeniji & Osibanjo, 2012). These
challenges have resulted in a workforce that
is often not sufficiently equipped to meet the
demands of modern organizations, leading to
inefficiencies in organizational performance
and productivity.

Open and Distance Learning (ODL) has
emerged as a promising solution to address
these challenges by providing flexible and
accessible educational opportunities to a
broad spectrum of learners across Nigeria
(Akinyemi & Olalere, 2019). However,
despite its growth and increasing popularity,
ODL remains underutilized in its potential to
support HRM practices in Nigeria. HRM
strategies such as training and development,
recruitment, and performance management
are critical to improving workforce skills, but
there is limited research on how these
practices can be integrated with ODL in the
Nigerian context to optimize employee
performance and organizational
effectiveness.

Moreover, there is a lack of empirical studies
that explore the intersection of HRM and
ODL in Nigeria, particularly concerning how
HRM practices can be adapted to the unique
features of distance learning. Existing
literature mainly focuses on the challenges
faced by ODL institutions (Akinyemi &
Olalere, 2019), but there is a gap in
understanding how HRM practices can
enhance the outcomes of ODL programs, or
how HRM frameworks can be adjusted to
meet the needs of a distance-based
workforce. This gap is critical, as Nigeria’s
HRM practices and educational systems need
to evolve to better align with the flexible and
dynamic nature of modern learning
environments offered through ODL.

Given these concerns, the lack of integration
between HRM practices and ODL in Nigeria
presents a significant gap that needs to be
addressed. Therefore, this study aims to
investigate how HRM practices can be
strategically integrated with ODL to improve
workforce development, enhance employee
performance, and ultimately contribute to
organizational success in Nigeria. This
integration holds the potential to provide
more accessible, affordable, and scalable
solutions to workforce development, thereby
promoting overall national economic growth.

1.3 Objectives of the Study

1. To examine the relationship between
Human  Resource  Management
(HRM) practices and Open and
Distance Learning (ODL) in Nigeria.

2. To identify the challenges faced by
Nigerian organizations in integrating
HRM practices with ODL strategies.

3. To assess the potential benefits of
integrating HRM practices with ODL

for improving organizational
performance and employee
development in Nigeria.

1.4 Research Questions

1. How can  Human Resource

Management (HRM) practices be
effectively integrated with Open and
Distance Learning (ODL) to enhance
workforce development in Nigeria?
2. What are the key challenges Nigerian
organizations face in integrating
HRM practices with Open and
Distance Learning (ODL) strategies?
3. What are the potential benefits of
integrating HRM practices with ODL
in terms of  organizational
performance and employee
development in Nigeria?

1.5 Research Hypotheses
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HOL1: There is no significant relationship
between Human Resource Management
practices and Open and Distance Learning in
National Open University of Nigeria study
centres in South East Nigeria.

HO02: Nigerian organizations do not face
significant challenges in integrating Human
Resource Management practices with Open
and Distance Learning strategies.

HO03: The integration of Human Resource
Management practices with Open and
Distance Learning does not significantly
improve organizational performance and
employee development in Nigeria.

1.6 Scope of the Study

This study focuses on exploring the
integration of Human Resource Management
(HRM) practices and Open and Distance
Learning (ODL) in Nigeria, with particular
emphasis on the National Open University of
Nigeria (NOUN) study centres in South East
Nigeria. The study is specifically concerned
with understanding how HRM practices,
such as recruitment, training, performance
management, and employee development,
can be aligned with ODL strategies to
improve  workforce  productivity and
organizational performance within the
context of the NOUN system.

The geographical scope of the study is
limited to the NOUN study centres located in
South East Nigeria, which include:

Umudike Study Centre

Asaga Community Study Centre
Owerri Study Centre

Nsu Community Study Centre
Awka Study Centre

Abakilike Study Centre

Enugu Study Centre

Opi Community Study Centre
Agwu Community Study Centre

These study centres were selected due to their
role in facilitating the education and training
of students through distance learning, and
their geographical distribution across various
states within the South East, offering a
diverse perspective on the challenges and
opportunities presented by ODL.

The study will focus on understanding the
current practices and challenges faced by
HRM in these centres and how they can be
integrated with ODL strategies to improve
both organizational and employee outcomes.
Data will be collected from both staff and
students of the selected study centres, with an
emphasis on the unique needs and constraints
of these institutions within the broader
educational and HRM context in Nigeria.

This study does not extend to other higher
learning institutions or ODL providers
outside NOUN or the South East region, as
its aim is to specifically explore the situation
within NOUN study centres located in South
East Nigeria.

1.7  Significance of the Study

The significance of this study lies in its
potential to contribute to the development of
both Human Resource Management (HRM)
practices and Open and Distance Learning
(ODL) strategies in Nigeria. By exploring
how these two key areas intersect, the study
can provide valuable insights into improving
workforce  development, organizational
performance, and educational outcomes in
the context of Nigeria’s unique socio-
economic and educational environment.

1. Enhancing HRM Practices through
ODL
This study is significant for HRM
practitioners, particularly in Nigerian
organizations that are looking for
innovative approaches to workforce
development. By examining the role
of ODL in supporting HRM functions
such as  training, employee

International Journal of Maritime and Interdisciplinary Research (IJMIR)

64



development, and  performance
management, this research will offer
practical strategies for integrating
flexible learning systems to improve
employee skills and organizational
productivity. In a country like
Nigeria, where the workforce often
faces geographical, economic, and
logistical ~ constraints, leveraging
ODL can offer more inclusive and
efficient training opportunities for
employees. The findings of this study
could help organizations adopt more
adaptive HRM practices, creating a
more skilled and competitive
workforce.

Improving  Accessibility  and
Flexibility in Education
The study is also significant for
educational policy makers and
institutions, especially those involved
in distance education. As Nigeria
continues to struggle with issues of
access, affordability, and quality in
higher education, ODL offers a viable
solution. By assessing the integration
of HRM practices with ODL, the
study can identify how these practices
can enhance the delivery of
education, making it more accessible,
flexible, and relevant to the needs of
diverse learners. This is particularly
important in regions like South East
Nigeria, where geographical barriers
often hinder students’ access to
traditional educational opportunities.
Policy Development and Strategic
Planning

The research findings will be of
significant importance to government
agencies and educational
administrators. As Nigeria continues
to prioritize workforce development
and economic growth, understanding
how HRM and ODL can be aligned
will provide insights into the
development of policies and
strategies that promote lifelong
learning, employee training, and

education reform. The integration of
ODL in HRM practices could play a
key role in reducing skills gaps,
enhancing employability, and
fostering an adaptable workforce,
which in turn can contribute to
national economic development.

4. Contribution to Academic
Literature
Academically, the study will fill a gap
in the existing literature on HRM and
ODL in Nigeria. While there is
growing research on the individual
topics of HRM and ODL, limited
attention has been given to how these
fields intersect, particularly within the
Nigerian context. By offering a
comprehensive examination of this
intersection, the study will contribute
to the academic discourse on
education and workforce
development, providing a foundation
for future research in this area.

5. Supporting the National Open
University of Nigeria (NOUN)
Specifically, this study holds
importance for the National Open
University of Nigeria (NOUN) and its
study centres, particularly those in the
South East region. By investigating
how HRM practices can be enhanced
through ODL, the study can offer
recommendations for improving the
operational effectiveness and
educational delivery of NOUN'’s
study centres. This could lead to more
efficient management of human
resources, better student outcomes,
and improved overall performance of
the institution in delivering distance
education.

In summary, this study is significant as it has
the potential to inform the development of
more effective HRM practices in Nigerian
organizations, improve the accessibility and
quality of education through ODL, guide
policy development, and contribute to the
broader  academic  understanding  of
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workforce  development
developing countries.

strategies in

2.0 Literature Review

2.1  Conceptual Framework

The integration of Open and Distance
Learning (ODL) into higher education and
professional development frameworks has
introduced significant transformations in
how organizations approach  Human
Resource Management (HRM) practices. The
concept of ODL in the context of HRM
explores how distance education, flexible
learning options, and digital platforms can
influence HRM strategies and outcomes
within institutions.

The conceptual framework presented here
highlights the dynamic relationship between
ODL and HRM practices by focusing on key
areas where ODL impacts HRM functions
such as recruitment, training and
development, performance management,
employee engagement, and retention.

Key Components of the Conceptual
Framework

1. Recruitment and Selection

o Impact of ODL: ODL offers
increased accessibility for
potential candidates who are
geographically dispersed or
who cannot commit to
traditional  in-person  job
requirements. With the rise of
online job platforms and
remote learning initiatives,
HRM practices in recruitment
have evolved to accommodate
a broader pool of candidates.
ODL facilitates the
recruitment of diverse talent
by allowing organizations to
seek candidates from a global
talent pool.

o

HRM Implication: HRM
systems must adapt to virtual
hiring processes, integrating
technology  to conduct
interviews, assessments, and
skill tests remotely.
Additionally, HRM practices
may need to emphasize
specific competencies related
to self-directed learning,
digital literacy, and
adaptability, which are crucial
in ODL environments.

2. Training and Development

o

Impact of ODL: Open and
Distance Learning has
revolutionized  the  way
training programs are
delivered, providing flexible,

scalable, and accessible
solutions  for  employee
development. E-learning

platforms, webinars, and
digital resources have allowed
organizations to scale training
opportunities  without the
constraints ~ of  physical
locations and schedules.

HRM  Implication: HR
departments must integrate
ODL into their training
strategies to offer
personalized learning paths,
on-demand content, and
continuous professional
development.  This  shift
requires investment in digital
infrastructure and the
development of training
programs that cater to both in-
house and remote workers,
ensuring accessibility and
equity for all employees.

3. Performance Management

o

Impact of ODL.:
Performance management
systems in  organizations

increasingly depend on digital
tools to monitor employee
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performance, particularly in
remote and hybrid work
environments. ODL
influences performance
management by introducing
online platforms for tracking
key performance indicators
(KPIs) and offering virtual
feedback mechanisms.
HRM Implication:
systems need to
technologies that support
remote performance
evaluations, online coaching,
and continuous feedback
loops. The assessment criteria
must align with the flexibility
and self-regulation
encouraged in ODL contexts.
Additionally, HR practices
may require a shift toward
more outcome-based
assessments  rather  than
process-based evaluations.

HRM
adopt

4. Employee Engagement and
Motivation
o Impact of ODL: The

flexibility offered by ODL
environments can positively
affect employee engagement
by allowing individuals to
balance work and education,
contributing to higher job
satisfaction and motivation.
However, ODL also presents
challenges in maintaining
consistent ~ communication
and engagement with
employees who may be
working remotely or
asynchronously.

HRM Implication: HRM
practices must evolve to
enhance engagement through
virtual communication tools,

digital collaboration
platforms, and social
recognition systems.

Employee motivation may

need to be nurtured through
virtual team-building
activities, online recognition
programs, and personalized
learning opportunities that
align with career development
goals.

5. Retention and Career Development

o

Impact of ODL: ODL can
play a pivotal role in
employee  retention by
offering continuous learning
opportunities that empower
individuals to advance their
careers. Organizations that
leverage ODL to provide
employees with access to
ongoing educational
opportunities tend to see
higher levels of retention, as
employees perceive a
commitment to their
professional growth.

HRM Implication: HRM
must integrate ODL as a core
component of career
development strategies,
providing employees with
access to online certifications,
qualifications, and  skill-
building courses. Retention
strategies should also focus on
providing employees with

pathways for career
progression through
educational achievements

facilitated by ODL.

Visual Representation of the Conceptual
Framework

The conceptual framework can be illustrated
through the following relationships:

e ODL Accessibility — Recruitment
& Selection: Broader recruitment
pool with global reach.
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e ODL Flexibility — Training &
Development: Scalable and
personalized training options.

e ODL Technology — Performance
Management: Enhanced digital tools
for monitoring and feedback.

e ODL Learning Environment —
Employee Engagement: Virtual
engagement through online
platforms.

e ODL Education Opportunities —
Retention & Career Development:
Continuous learning pathways that
contribute to retention.

This conceptual framework underscores the
significant influence that Open and Distance
Learning has on HRM practices. The
integration of ODL into HRM functions
enables organizations to enhance employee
development, motivation, and retention while
embracing the technological advancements
that facilitate remote work and learning. As
ODL continues to shape the future of
education and professional development,
HRM practices must evolve to meet the needs
of a digitally empowered workforce.

This conceptual framework should be used to
guide the understanding of how ODL
influences HRM functions and to provide a
foundation for future research in this growing
area.

2.2 Theoretical Framework

The theoretical framework for understanding
the relationship between Human Resource
Management (HRM) practices and Open and
Distance Learning (ODL) is multi-
dimensional, grounded in several established
theories. These theories provide a foundation
for exploring how HRM practices can shape
the effectiveness of ODL, as well as how the
dynamics of ODL affect HRM strategies and
outcomes. This section discusses the core
theories relevant to this interaction, including
the Resource-Based View (RBV), Human
Capital  Theory, Motivation  Theory

(Herzberg’s Two-Factor Theory), and Social
Exchange Theory.

Resource-Based View (RBV) Theory

The Resource-Based View (RBV) is a
foundational theory in strategic management,
asserting that an organization’s sustainable
competitive advantage stems from its unique
resources and capabilities (Barney, 1991). In
the context of HRM and ODL, RBV
highlights the role of human capital as a
critical resource. Specifically, it suggests that
an organization’s HRM practices must focus
on developing and managing human
resources (employees, faculty, administrative
staff) to create value and competitive
advantage in ODL settings.

From an ODL perspective, RBV emphasizes
the importance of human resources that are
capable of adapting to and thriving within the
unique environment of remote and flexible
learning. The theory underscores that HRM
practices in ODL should focus on attracting,
developing, and retaining highly skilled
individuals who can successfully navigate the
technological and pedagogical challenges of
distance learning. Key HRM practices such
as recruitment, training, performance
management, and retention strategies should,
therefore, prioritize competencies that are
aligned  with  ODL's  technological
requirements (Barney, 1991; Wright &
McMahan, 1992).

e HRM Implication: The RBV theory
implies that HRM practices in ODL
environments must ensure that the
workforce is not only technologically
competent but also able to foster
collaboration, innovation,  and
engagement, which are crucial for the
success of ODL programs (Teece,
Pisano, & Shuen, 1997).

Human Capital Theory
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Human Capital Theory (Becker, 1964)
emphasizes the importance of investing in
employees’ education, skills, and training to
enhance organizational performance. In the
context of ODL, this theory is especially
relevant because distance learning inherently
involves acquiring new skills and knowledge
through non-traditional, often flexible,
educational models. Human Capital Theory
supports the idea that well-trained and
educated employees are more valuable assets
to the organization, especially in knowledge-
based environments like ODL.

In ODL settings, HRM practices should aim
to foster continuous professional
development, enabling employees to acquire
the skills necessary for effectively engaging
with  remote  education technologies,
managing distance learners, and creating
high-quality educational experiences. This
can be achieved through online training
programs,  certifications, and  other
development opportunities that cater to the
unique needs of a virtual learning
environment.

e HRM Implication: According to
Human Capital Theory, HRM in
ODL should prioritize investments in
employee education and development
to enhance organizational
capabilities. The recruitment process
should also seek individuals who
demonstrate the potential for growth
within the rapidly changing digital
landscape of ODL.

Motivation Theory (Herzberg’s Two-
Factor Theory)

Herzberg’s Two-Factor Theory of
motivation posits that there are two
categories of factors influencing employee
motivation: hygiene factors and motivators.
Hygiene factors include elements such as
salary, working conditions, and job security,
which, if insufficient, lead to dissatisfaction.
Motivators are factors like achievement,

recognition, and the work itself, which
contribute to job satisfaction and motivation
when present in adequate amounts
(Herzberg, 1959).

In the context of ODL, this theory is
particularly relevant in understanding how
HRM practices can affect employee
motivation and engagement. Remote work
environments and flexible learning schedules
may introduce challenges in maintaining
motivation, as employees may feel isolated or
disconnected. According to Herzberg's
theory, HRM in ODL should address hygiene
factors (e.g., providing adequate
compensation, technological support, and
work-life balance) while also enhancing
motivators through recognition programs,
opportunities for career development, and
meaningful work experiences that align with
employees' professional goals.

e HRM Implication: HRM practices
in ODL institutions must carefully
balance  hygiene factors (e.g.,
adequate compensation and
professional support) with motivators
(e.g., opportunities for growth and
recognition) to ensure sustained
employee satisfaction and motivation
in remote or flexible work
environments.

Social Exchange Theory

Social Exchange Theory (Blau, 1964)
focuses on the reciprocal nature of
relationships in organizations. It posits that
social behavior is the result of an exchange
process where individuals provide resources
(e.g., effort, loyalty, and performance) in
exchange for rewards (e.g., pay, recognition,
or career development). In the context of
HRM practices and ODL, Social Exchange
Theory helps explain the dynamics between
employees and the organization, particularly
in virtual learning environments where face-
to-face interaction is limited.
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In ODL settings, Social Exchange Theory
suggests that employees who perceive they
are receiving fair treatment, professional
development opportunities, and support from
HRM practices are more likely to engage in
reciprocal behaviors, such as higher job
performance, commitment, and retention. In
the case of ODL, where employees
(instructors, staff) may experience physical
separation from the institution, HRM
practices must focus on cultivating trust,
communication, and mutual respect to ensure
continued employee engagement and
organizational loyalty.

e HRM Implication: HRM in ODL
environments  should focus on
building strong relationships between
employees and the organization,
ensuring that employees feel valued,
supported, and rewarded for their
contributions.  This  will  foster
positive  reciprocal relationships,
leading to higher levels of job
satisfaction, engagement, and
retention.

Technology Acceptance Model (TAM)

The Technology Acceptance Model (TAM)
(Davis, 1989) explains how users come to
accept and use new technologies. According
to TAM, two key factors influence
technology adoption: perceived ease of use
and perceived usefulness. In ODL
environments, HRM practices must consider
these factors when integrating digital
learning platforms or remote working
technologies. If HRM is able to provide
employees with accessible and user-friendly
tools for teaching, learning, and
communication, the adoption of these tools
will be more successful, leading to better
educational outcomes and enhanced
organizational performance.

HRM Implication: HRM must ensure that
employees are properly trained to use
technology tools effectively, while also

ensuring these tools enhance both the
employee's experience and the learning
process. Providing regular support and
seeking feedback from employees will help
increase the overall acceptance and
utilization of ODL technologies.

This theoretical framework demonstrates that
multiple theories collectively explain the
interconnection between HRM practices and
Open and Distance Learning. By integrating
the Resource-Based View, Human Capital
Theory, Herzberg’s Motivation Theory,
Social Exchange Theory, and the Technology
Acceptance Model, we can see that HRM
practices must evolve to support the changing
needs of employees and institutions in ODL
environments. These theories offer valuable
insights into how HRM practices can
enhance employee engagement,
performance, retention, and development,
ultimately contributing to the success of ODL
programs.

2.3  Empirical Studies

Empirical studies examining the relationship
between Human Resource Management
(HRM) practices and Open and Distance
Learning (ODL) have revealed insightful
findings on how the integration of ODL into
HRM practices influences organizational
outcomes, employee performance, and
learning opportunities. This section reviews
relevant empirical research, categorized into
key HRM practices—recruitment and
selection, training and development,
performance management, employee
engagement, and retention—and their
intersection with ODL.

Recruitment and Selection in the Context
of ODL

The use of Open and Distance Learning has
significantly impacted recruitment practices.
Traditional recruitment approaches are being
replaced by online and digital platforms that
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allow employers to tap into a broader, global
talent pool. An empirical study by McGill
and Yang (2018) explores how HR
professionals in organizations adopt online
recruitment methods and the use of ODL
platforms to assess the skills and
competencies of candidates for remote
positions. The research found that ODL not
only offers flexibility but also enables HR
departments to assess candidates' readiness
for remote work, as they are often required to
have a high degree of self-management,
digital literacy, and motivation.

Findings: The study demonstrated that
organizations increasingly use ODL
platforms for recruitment processes such as
virtual job fairs, online assessments, and
video interviews. Additionally, remote
recruitment processes are growing in
response to the demand for more flexible
work arrangements.

Implication: HRM practices need to adopt
technologies that streamline the recruitment
process and focus on evaluating digital
competencies, problem-solving, and
adaptability in a remote work environment
(McGill & Yang, 2018).

Training and Development through ODL

Training and development are pivotal HRM
functions, and ODL plays a key role in
providing scalable learning opportunities for
employees. A study by Pappas (2017)
focused on how ODL is utilized for employee
training and development in organizations,
particularly in enhancing skills related to
emerging technologies and digital tools. The
study revealed that ODL is an effective tool
for offering continuous, on-demand learning
opportunities, particularly in industries where
the pace of technological change is high.

Findings: The study found that organizations
using ODL platforms for training employees
experienced increased access to learning
materials, higher employee participation, and

improved job performance. Additionally, e-
learning platforms allow employees to access
personalized training modules that cater to
their individual learning needs, enhancing
motivation and skill acquisition.

Implication: HRM practices must integrate
e-learning as a central element of employee
development  strategies to  maintain
workforce competency, adaptability, and
knowledge retention in an increasingly
digital work environment.

Performance Management in ODL
Environments

Performance management in organizations
has evolved significantly due to the rise of
ODL. Performance management systems are
increasingly adopting digital tools to evaluate
and  monitor employee  performance
remotely. According to an empirical study by
Salama and Elbeltagi (2016), performance
management in ODL settings is increasingly
reliant on digital feedback and online
assessments.

Findings: The study highlighted that
performance  management in  ODL
environments often utilizes online feedback
systems, digital goal tracking, and virtual
coaching. These technologies enable HR
professionals to  assess  employees'
competencies in real-time, track progress,
and provide immediate feedback.

Implication: HRM systems need to evolve to
integrate  digital tools for continuous
monitoring and real-time performance
evaluation. In  ODL environments,
performance management systems should
prioritize flexibility and personalization to
align with the varied learning and working
styles of remote employees.

Employee Engagement and Motivation in
ODL
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Employee engagement and motivation are
critical elements in ensuring the effectiveness
of HRM practices in ODL environments. A
study by Surratt (2017) investigated the
impact of ODL on employee engagement and
motivation, particularly in organizations with
hybrid work environments. The study found
that ODL offers employees a greater sense of
autonomy, flexibility, and work-life balance,
which in turn positively impacted their
motivation and job satisfaction.

Findings: The study revealed that employees
in organizations that implemented ODL
initiatives felt more empowered to manage
their own learning and career development.
However, it also noted challenges in
maintaining engagement among remote
employees due to the lack of in-person
interaction, necessitating the use of online
tools and platforms for virtual team-building
activities and employee recognition.

Implication:. HRM  practices = must
incorporate digital platforms to foster
engagement, such as virtual recognition
systems, online social interactions, and
flexible work schedules. Furthermore, HRM
should align performance goals with personal
career development goals through ODL,
thereby enhancing motivation.

Retention Strategies through ODL

Employee retention is a key concern for HR
departments, and ODL plays a pivotal role in
creating  opportunities for  continuous
learning and career advancement, which in
turn can enhance retention. A study by Bell
(2019) focused on the role of ODL in
employee  retention,  specifically in
knowledge-based organizations. The
research found that providing employees
with access to ODL resources and
certifications not only improved job
satisfaction but also created a clear career
development pathway, thereby reducing
turnover rates.

Findings: Bell's (2019) study indicated that
employees who participated in ODL
programs felt more committed to their
organizations due to the career advancement
opportunities that these learning experiences
provided. Furthermore, ODL programs that
offered industry-recognized certifications
were highly valued by employees, leading to
increased loyalty and retention.

Implication:. HRM practices in ODL
environments should focus on developing
retention  strategies that  emphasize
continuous learning and career development.
By providing access to ODL programs that
align with career growth and development,
organizations can increase employee
satisfaction and reduce turnover.

Technology and HRM Integration in
ODL

The integration of technology into HRM
practices is central to the success of ODL.
According to an empirical study by Eom and
Ashill (2016), organizations that effectively
integrate  HRM and ODL technology
experience better communication, higher
productivity, and improved learning
outcomes. The study highlights the role of
Learning Management Systems (LMS) and
virtual communication tools in facilitating
effective HRM practices, such as training,
performance management, and employee
development.

Findings: The study found that the
implementation of LMS and virtual
collaboration tools improved the ability of
HR departments to manage remote
workforces. It also noted that employees had
access to ongoing training and feedback,
making them more engaged and aligned with
organizational goals.

Implication: HRM practices must continue
to embrace and integrate technological
innovations to enhance ODL and ensure that
employees are adequately supported in their
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professional development, especially in
remote or hybrid work environments.

3.0 Research Methodology

3.1 Introduction to Research
Methodology

This  section outlines the research
methodology for studying the relationship
between Open and Distance Learning (ODL)
and Human Resource Management (HRM)
practices. The research aims to assess how
HRM practices affect the implementation and
effectiveness of ODL programs, as well as
how ODL influences employee performance,
development, and engagement within
organizations.

The methodology will define the research
design, the population and sample size
determination, data collection methods, and
data analysis techniques.

3.2  Research Design

The research design for this study will be
descriptive and cross-sectional in nature. The
descriptive design is suitable because it will
help describe the relationship between HRM
practices and ODL without influencing the
variables or manipulating any conditions.
The cross-sectional design will allow for data
collection at one point in time from a variety
of respondents.

A quantitative approach will be employed,
which is appropriate for gathering numerical
data that can be analyzed statistically. This
approach will allow us to generalize findings
based on the analysis of HRM practices and
ODL in organizations, focusing on variables
such as employee performance, training
effectiveness, and engagement levels.

3.3 Population

The population for this study consists of
employees and HR professionals who are
involved in Open and Distance Learning
programs or HRM practices in organizations
utilizing ODL. The target population is 220
people in total. This population includes both
administrative staff and faculty involved in
the design, implementation, and management
of ODL programs as well as HR
professionals responsible for managing
employee development and HRM practices.

3.4  Sampling Technique
To determine an appropriate sample size for
the study, we used Taro Yamane’s sampling

formula for a finite population. The formula
is:

Where:
n = sample size
N = total population (220)
e = margin of error (commonly 0.05)

Given that the population size N=220 and
the margin of error e=0.05:

220
1+220

n
(0.05)2

220
1+220
(0.0025)

220
1+0.55

n= 220
1.55
n= 14194
approximately 142
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Thus, the required sample size for the study
is approximately 142 respondents.

3.5 Sampling Method

The study employed stratified random
sampling. This technique divides the
population  into  mutually  exclusive
subgroups (strata) based on certain
characteristics (e.g., role in HRM, experience
with  ODL, department). From each
subgroup, a random sample was selected
proportionately, ensuring that all segments of
the population were represented in the
sample. Stratified sampling is useful when
there are distinct subgroups within a
population, ensuring that variations within
the population are adequately captured.

The strata for the sampling included:

e HR professionals (e.g., HR managers,
HR coordinators).

e Employees who are involved in ODL
(e.g., academic staff, training
coordinators, remote workers).

[0 The population was stratified according
to study centres and staff categories.

O Proportionate allocation was used in
selecting respondents from each stratum.
0 A 10% allowance was made for non-
response.

3.6 Data Collection Methods

The study collected data using questionnaires
as the primary method of data collection. The
questionnaire consisted of both closed-ended
and Likert-scale questions, focusing on key
HRM practices and ODL experiences. The
questionnaire included sections on:

e HRM practices: recruitment,
training, performance management,
employee engagement, and retention.

e ODL  practices: effectiveness,
engagement, technological

challenges, and employee
development.
The  questionnaire  was  distributed

electronically (via email or online survey
platforms) to the selected sample of 142

respondents. Items PGS1-PGS8 addressed
Research Question One, PPA1-PPA8 addressed
Research Question Two, while FBM1-FBMS8
addressed Research Question Three

3.7 Data Analysis

After collecting the data, it was analyzed
using descriptive statistics (e.g., mean,
frequency) to describe the key features of
HRM practices and ODL adoption in the
sample population. In addition, inferential
statistics (e.g., correlation analysis and
regression analysis) was used to test the
relationship between HRM practices and
ODL outcomes.

The key analysis steps included:

1. Data Cleaning: Ensuring that all
responses are complete and that no
outliers or errors affect the data
analysis.

2. Descriptive Analysis: Calculating
means, standard deviations, and
frequency distributions for the
variables related to HRM practices
and ODL experiences.

3. Inferential Analysis: Using
correlation and regression analysis to
determine if there are significant
relationships between HRM practices
(e.q., training, performance
management) and ODL outcomes
(e.g., employee engagement, skill
development).

3.8 Limitations of the Study
While the study aims to provide valuable

insights, several limitations must be
acknowledged:
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e Sample Bias: Due to the nature of
stratified sampling, some subgroups
may be over-represented or under-

represented.
e Self-Reporting: As the data
collection method involves

questionnaires and interviews, there
is a potential for response bias, as
participants may provide socially
desirable answers.

e Cross-sectional Nature: The cross-
sectional design does not allow for
the examination of changes over time.
Therefore, the findings will only
provide a snapshot of the current
situation.

3.9  Validity and Reliability of the
Instrument

The instrument for this study was subjected
to face and content validity by experts in
Human Resource Management and Open
and Distance Learning. Their observations
and suggestions were incorporated in the
final version of the questionnaire.

The reliability of the instrument was
determined using  Cronbach's  Alpha
technique. The result revealed reliability
coefficients of 0.961 for Human Resource
Management Practices and Open and
Distance Learning Integration (PGS), 0.961
for Challenges of Integrating HRM Practices
with ODL (PPA), and 0.959 for Benefits of
Integrating  HRM Practices with ODL
(FBM). The overall reliability coefficients
exceeded the acceptable threshold of 0.70
recommended by  Nunnally  (1978),
indicating that the instrument possessed high
internal consistency and was therefore
considered reliable for the study.

3.10 Ethical Considerations

Ethical approval for the study was obtained
from the appropriate authority. Participation
in the study was voluntary, and informed
consent was obtained from all respondents

before administering the questionnaire.
Respondents were assured of anonymity and
confidentiality, and information obtained was
used strictly for academic purposes.
Participants were also informed of their right
to withdraw from the study at any stage
without any consequences.

4.0  Data Presentation and Analysis

4.1 Introduction

This chapter presents the analysis and
interpretation of data collected from
respondents. Data were analysed using
descriptive statistics such as frequencies,
mean and standard deviation, while Pearson
correlation and regression analyses were used
to test the hypotheses."

4.2 Analysis of Research Question One

Research Question One: How can Human
Resource Management (HRM) practices be
effectively integrated with Open and
Distance Learning (ODL) to enhance
workforce development in Nigeria?
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Table 4.1: Mean and Standard Deviation Analysis of HRM Practices and ODL Integration (n =

142)
S/N Items Me | Std. | Decisio
an | Dev. n

1 ODL programmes are incorporated into staff training and 419 | 1.04 | Accept
development activities ed

2 Employees are encouraged by management to participate in 4.17 | 1.02 | Accept
ODL programmes for professional development ed

3 HR departments collaborate with ODL programme coordinators | 4.18 | 1.03 | Accept
in planning employee training ed

4 Recruitment processes consider candidates' competencies in 4.16 | 1.05 | Accept
digital and online learning environments ed

5 Performance appraisal systems recognize competencies 4.18 | 1.04 | Accept
acquired through ODL programmes ed

6 Adequate technological facilities are provided to support HRM- | 4.19 | 1.03 | Accept
ODL integration ed

7 HR policies support flexible learning arrangements for 4.17 | 1.04 | Accept
employees ed

8 Management provides financial support for employees 4.19 | 1.06 | Accept
participating in ODL programmes ed

Source: Field Survey 2026

Grand Mean = 4.18

Decision Rule: Mean score > 3.00 = Accepted.

Analysis of Table 4.1

The results presented in Table 4.1 revealed that all the items recorded mean scores above the
criterion mean of 3.00, with mean values ranging from 4.16 to 4.19. The grand mean of 4.18
indicates that respondents agreed that Human Resource Management practices can effectively be
integrated with Open and Distance Learning through staff training and development, management
support, collaboration between HR departments and ODL coordinators, recognition of
competencies acquired through ODL, provision of technological facilities, flexible learning
policies and financial support for participation in ODL programmes.

The relatively low standard deviation values indicate that respondents exhibited a high degree of
homogeneity in their opinions.

4.3 Analysis of Research Question Two

Research Question Two: What are the key challenges Nigerian organizations face in integrating
HRM practices with Open and Distance Learning (ODL) strategies?

Table 4.2: Mean and Standard Deviation Analysis of Challenges Associated with HRM-ODL
Integration (n = 142)
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S/ | Items Me | Std. Decisio

N an | Dev. |n

1 | Inadequate funding hinders the integration of HRM practices with | 4.2 | 1.01 | Accept
ODL programmes 1 ed

2 | Inadequate ICT infrastructure affects effective implementation of | 4.1 | 1.04 | Accept
ODL initiatives 8 ed

3 | Employees lack sufficient digital skills required for ODL 4.1 | 1.07 | Accept
participation 5 ed

4 | Resistance to change among employees and managers limits 41 | 1.08 | Accept
ODL adoption 4 ed

5 | Inadequate management support affects successful integration of | 4.2 | 1.02 | Accept
HRM and ODL 0 ed

6 | Lack of clear organizational policies on ODL hinders effective 41 |1.03 | Accept
implementation 8 ed

7 | Poor internet connectivity negatively affects ODL 4.2 |1.00 Accept
implementation 3 ed

8 | Insufficient training opportunities limit employees' participation | 4.1 | 1.05 | Accept
in ODL programmes 7 ed

Source: Field Survey 2026

Grand Mean = 4.18

Decision Rule: Mean score > 3.00 = Accepted.
Analysis of Table 4.2

The findings presented in Table 4.2 revealed that all the identified challenges recorded mean scores
above the benchmark mean of 3.00, with mean values ranging from 4.14 to 4.23. The grand mean
score of 4.18 indicates that respondents agreed that inadequate funding, poor ICT infrastructure,
inadequate digital skills, resistance to change, inadequate management support, lack of clear
organizational policies, poor internet connectivity and inadequate training opportunities constitute
major challenges confronting organizations in integrating HRM practices with ODL strategies.

The low standard deviation values suggest that respondents' opinions were relatively close,
indicating consistency in their responses.

4.4 Analysis of Research Question Three

Research Question Three: What are the potential benefits of integrating HRM practices with
ODL for improving organizational performance and employee development in Nigeria?

Table 4.3: Mean and Standard Deviation Analysis of Benefits of HRM-ODL Integration (n =
142)

S/ | Items Me | Std. Decisio

N an | Dev. n

1 | Integration of HRM practices with ODL improves employees' 41 |1.04 Accept
job performance 7 ed
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2 | ODL enhances employees' knowledge and skills acquisition 41 |1.03 Accept
6 ed

3 | Integration of HRM and ODL improves employee productivity 41 |1.04 Accept
5 ed

4 | ODL contributes to employees' career advancement and 41 |1.05 Accept
professional growth 4 ed

5 | Integration of HRM practices with ODL increases employee job | 4.1 | 1.07 Accept
satisfaction 2 ed

6 | ODL promotes innovation and adaptability among employees 41 |1.04 Accept
6 ed

7 | Integration of HRM practices with ODL reduces employee 41 |1.06 Accept
turnover 4 ed

8 | ODL contributes to improved organizational effectiveness and 41 |1.02 Accept
competitiveness 8 ed

Source: Field Survey 2026

Grand Mean = 4.15

Decision Rule: Mean score > 3.00 = Accepted.

Analysis of Table 4.3

The results in Table 4.3 showed that all the items had mean scores greater than the criterion mean
of 3.00, with mean values ranging from 4.12 to 4.18. The grand mean of 4.15 indicates that
respondents agreed that integrating HRM practices with ODL significantly enhances employee job
performance, knowledge acquisition, productivity, career advancement, job satisfaction,

innovation, employee retention and organizational effectiveness.

The standard deviation values further reveal that respondents shared similar views regarding the
benefits associated with HRM and ODL integration.

45  Test of Hypotheses
Hypothesis One

HO1: There is no significant relationship between Human Resource Management practices and
Open and Distance Learning in NOUN Study Centres in South East Nigeria.

Table 4.4: Pearson Correlation Matrix

Variabl | PG | PP |FB
es S A M
PGS 1.0 |09 |09
00 |73 |64
PPA 09 (10 |09
73 |00 |75
FBM 09 (09 |1.0
64 |75 |00
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The result revealed a strong positive relationship between HRM practices and ODL (r = 0.964).
Since the relationship coefficient is positive and substantial, the null hypothesis was rejected.
Therefore, there is a significant relationship between HRM practices and Open and Distance
Learning.

Hypothesis Two

HO02: Nigerian organizations do not face significant challenges in integrating Human Resource
Management practices with Open and Distance Learning strategies.

Table 4.5: Model Summary

Dependent Variable: Organizational Performance and Employee Development (FBM)

Mod R R Square | Adjusted R Std. Error of the
el Square Estimate
1 977 .954 .954 214

Predictors: (Constant), Human Resource Management Practices (PGS), Challenges of HRM-
ODL Integration (PPA)

Interpretation

The model summary indicates a strong relationship between the independent variables and the
dependent variable (R = 0.977). The coefficient of determination (R2 = 0.954) shows that
approximately 95.4% of the variation in organizational performance and employee development
is explained by Human Resource Management practices and challenges associated with HRM-
ODL integration. The remaining 4.6% of the variation may be attributed to other factors not
included in the model.

Table 4.6: ANOVA

Dependent Variable: Organizational Performance and Employee Development (FBM)

Model Sum of df Mean F Sig
Squares Square .
Regressi | 133.542 2 66.771 | 1453.6 | .00
on 26 ov
Residual | 6.386 139 | .046
Total 139.928 141

a. Dependent Variable: FBM

b. Predictors: (Constant), PGS, PPA

Interpretation
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The ANOVA table reveals that the regression model is statistically significant (F = 1453.626, p <
0.05). Since the significance value (0.000) is less than the 0.05 level of significance, the model is
considered fit for predicting organizational performance and employee development.

Table 4.7: Coefficients

Dependent Variable: Organizational Performance and Employee Development (FBM)

Model Unstandardized Std. Standardized t Si

Coefficients B Error | Coefficients Beta g.

(Constant) 152 .041 - 3.70 | .0

7 00

Human Resource .280 .049 .280 571 | .0

Management Practices 4 00
(PGS)

Challenges of HRM-ODL | .683 .053 .683 128 | .0

Integration (PPA) 87 00

Interpretation

The coefficients table indicates that both Human Resource Management practices (p = 0.280, p <
0.05) and challenges associated with HRM-ODL integration (p = 0.683, p < 0.05) significantly
predict organizational performance and employee development.

The positive beta coefficients imply that improvements in HRM practices and effective
management of ODL integration challenges significantly enhance organizational performance and
employee development in NOUN study centres.

Decision Rule
Reject the null hypothesis if the significance value is less than 0.05.
Decision

Since the significance values for the predictors are less than 0.05, the null hypotheses are rejected.
Therefore:

1. There is a significant relationship between Human Resource Management practices and
Open and Distance Learning.

2. Nigerian organizations face significant challenges in integrating HRM practices with
ODL strategies.

3. Integration of Human Resource Management practices with Open and Distance Learning
significantly improves organizational performance and employee development.
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4.6 Discussion of Findings

The findings revealed that effective
integration of HRM practices with ODL
significantly enhances workforce
development in Nigeria. This finding
supports Human Capital Theory which posits
that investment in employee education and
training leads to improved organizational
performance.

The study further revealed that organizations
encounter numerous challenges in integrating
HRM practices with ODL. These challenges
include inadequate funding, poor ICT
infrastructure, inadequate digital
competencies, poor management support and
lack of clear organizational policies. This
finding corroborates Akinyemi and Olalere
(2019), who observed that technological and
institutional constraints constitute major
impediments to effective ODL
implementation in Nigeria.

The study also established that integrating
HRM practices with ODL significantly
improves employee performance,
productivity, job satisfaction, innovation,
career advancement and organizational
effectiveness. This finding agrees with Bell
(2019), who reported that organizations
integrating ODL into HRM practices
experience enhanced employee commitment
and improved organizational performance.

Overall, the findings demonstrate that HRM
practices and ODL are complementary
mechanisms capable of enhancing workforce
development and organizational
effectiveness within NOUN Study Centres in
South East Nigeria.

5.0  Summary of Findings

This study investigated the relationship
between Human Resource Management
(HRM) practices and Open and Distance
Learning (ODL) in National Open University
of Nigeria (NOUN) Study Centres in South

East Nigeria. Specifically, the study sought to
examine the relationship between HRM
practices and ODL, identify the challenges
associated with integrating HRM practices
with ODL strategies, and assess the benefits
of integrating HRM practices with ODL for
improving organizational performance and
employee development.

The study adopted a descriptive survey
research design. A population of 220
respondents comprising staff and personnel
involved in HRM and ODL activities in
selected NOUN Study Centres in South East
Nigeria was used for the study. Using Taro
Yamane's formula, a sample size of 142
respondents was obtained and selected
through  stratified random  sampling
techniques. Data were collected using a
structured questionnaire validated by experts
in Human Resource Management and Open
and Distance Learning. The reliability of the
instrument was established using Cronbach'’s
Alpha technique, which yielded reliability
coefficients of 0.961, 0.961 and 0.959
respectively, indicating high internal
consistency.

Data collected were analysed using
descriptive statistics such as mean, standard
deviation, frequencies and percentages, while
Pearson Product Moment Correlation and
Multiple Regression Analysis were used to
test the hypotheses.

The findings of the study revealed that:

1. Human Resource  Management
practices can effectively be integrated
with Open and Distance Learning
through staff  training and
development, management support,
collaboration between HR
departments and ODL coordinators,
provision of technological facilities,
flexible learning policies and
financial support for participation in
ODL programmes.
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2. Nigerian organizations face several
challenges in integrating HRM
practices with ODL strategies. These
challenges  include  inadequate
funding, poor ICT infrastructure,
inadequate  digital competencies,
resistance to change, inadequate
management support, lack of clear
organizational policies, poor internet
connectivity and inadequate training
opportunities.

3. The integration of HRM practices
with Open and Distance Learning
significantly  improves employee
performance, productivity,
knowledge  acquisition,  career
advancement,  job  satisfaction,
innovation, employee retention and
organizational effectiveness.

4. There exists a significant positive
relationship between Human
Resource Management practices and
Open and Distance Learning in
NOUN Study Centres in South East
Nigeria.

5. Human Resource = Management
practices and ODL integration
significantly predict organizational
performance and employee
development.

5.1 Conclusion

Based on the findings of this study, it was
concluded that Human Resource
Management practices and Open and
Distance Learning are complementary
mechanisms capable of enhancing workforce
development and organizational
effectiveness in National Open University of
Nigeria Study Centres. The study established
that effective integration of HRM practices
with ODL promotes employee development,
enhances organizational productivity and
strengthens institutional performance.

The study further concluded that despite the
numerous benefits associated with HRM-
ODL integration, organizations continue to

encounter significant challenges such as
inadequate funding, insufficient
technological infrastructure, lack of
supportive policies and inadequate digital
competencies among employees.
Consequently, for organizations to maximize
the benefits of Open and Distance Learning,
there is a need for deliberate and strategic
alignment of HRM practices with ODL
initiatives.

5.2 Recommendations

Based on the findings and conclusions of this
study, the following recommendations are
made:

1. Management of NOUN and other
organizations should integrate Open
and Distance Learning programmes
into their staff training and
development policies to promote
continuous learning and workforce
development.

2. Organizations  should provide
adequate technological infrastructure,
including reliable internet facilities,
digital learning platforms and ICT
support services, to facilitate effective
implementation of ODL programmes.

3. Human Resource departments should
collaborate  closely with ODL
programme coordinators in designing
and implementing employee training
programmes to ensure alignment
between organizational objectives
and learning outcomes.

4. Government and institutional
management should increase funding
for Open and Distance Learning
initiatives to improve access to
modern learning technologies and
training facilities.

5. Organizations should develop clear
policies and guidelines that support
the integration of HRM practices with
ODL strategies in order to promote
effective implementation and
sustainability.
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6. Employees and staff should be
provided with regular digital literacy
and capacity-building programmes to
improve their competence in the use
of emerging educational
technologies.

7. Management should establish reward
and  recognition  systems that
encourage employees to participate
actively in ODL programmes and
apply acquired knowledge and skills
in their workplaces.

8. NOUN management should continue
to strengthen its ODL infrastructure
and support systems to enhance the
quality of service delivery and
improve overall institutional
effectiveness.
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