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The study examines human resource management practices (HRMP) 
on employee engagement among Independent National Electoral 
Commission	 (INEC)	 staff	 in	 Osun	 State,	 Nigeria.	 Specifically,	 the	
study’s	 objectives	 are	 to	 investigate	 the	 influence	 of	 recruitment	&	
selection, training & development, compensation management, and 
employee	 relations	 on	 employee	 engagement	 among	 INEC	 staff	 in	
Osun State, Nigeria. Four hypotheses were postulated for testing. A 
cross-section research design was adopted in the study. The target 
population	was	512	staff	across	the	INEC	offices	in	Osun	State.	Multi-
stage	sampling	techniques,	which	comprised	stratified,	purposive,	and	
simple random sampling techniques, were used in the study to select 
160 respondents. Data collected by use of a questionnaire was analyzed 
through descriptive and inferential statistics. Multiple regression and 
ANOVA were used to test the formulated hypotheses. The study 
found	 a	 significant	 effect	 of	 recruitment	&	 selection,	 compensation	
management, and employee relations on employee engagement. 
However,	the	study	also	found	no	significant	influence	of	training	and	
development on employee engagement. The study then concluded 
that engaged employees are the main drivers of the organization’s 
productivity, and human resource management practices are important 
factors	influencing	employee	engagement	among	INEC	staff	in	Osun	
State, Nigeria. The study recommends that organizations revise their 
HR policies, keeping the above factors in attaining the targeted goals.
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Introduction

Human Resource Management methods are critical for every organization’s 
growth	(Hallberg	&	Schaufeli,	2006;	Paul	&Anantharaman,	2003).	Staff	recruitment,	
selection strategies, market-adapted training, performance development, an appropriate 
exchange system, social security appraisal, and planned strategic needs are critical 
Human Resource Management practices (HRMP) (Teeseema and Soeters, 2006; Macey 
& Schneider, 2008). 

To some extent, an organization’s “success” is dependent on employee engagement. 
This position cannot be attained if the organization fails to establish a strong employee 
relationship that allows all employees to be maintained to motivate them to contribute 
optimally to achieving its goals (Alvesson, 2009). According to several studies, the 
link between Human Resource Management Practices and Employee Engagement is 
significant	(Jung,	Yoon,	&	Yoon,	2016).	As	a	result,	organizations	must	have	HRMPs	
in place to raise employee engagement.

Employee engagement has increased emotional connections to work and 
organization that goes beyond satisfaction and helps employees perform well while 
also desiring to stay with their employers and recommend them to others (Gubman 
2004). Employees engaged in their work give their employers a competitive advantage 
(Joo and Mclean, 2006). Hence there is a need to keep them engaged. A workplace 
approach creates the proper conditions for employees to give their all and adhere to the 
organization’s values and goals and motivation to contribute to its success and a greater 
sense of personal well-being. Employee engagement is based on the organizations’ and 
employees’ integrity, trust, two-way communication, and dedication. It is a strategy for 
increasing a company’s success by improving human and organizational performance, 
well-being, and productivity.

Employee engagement and the impact of human resource management methods 
have been extensively explored. According to research conducted in developed and 
developing countries, human resource practices substantially impact employee 
engagement (Gubman 2004). Unfortunately, little research has been undertaken 
in Nigeria on government Ministries, Departments, and Agencies (MDAs). The 
parastatals continue to use the traditional approach to people management, which 
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focuses on administrative procedures and is related to a hierarchical model of public 
services. Administrative norms are set by the federal government and followed by 
public organizations. 

This strategy is considered to sabotage performance and de-motivate employees. 
Modern HRM, according to Lankeu and Maket (2012), entails putting in place 
measures that ensure that people in an organization are used to their full potential. This 
is accomplished in a systematic and planned manner by ensuring a shift in the way 
parastatals employees are managed to ensure that they deliver the desired results. To 
accomplish these changes, leaders must have knowledge and experience in modern or 
advanced human resource management. Considering this, the purpose of this study was 
to	fill	a	research	gap	by	investigating	the	influence	of	Human	Resource	Management	
Practices (HRMP) on employee engagement among INEC employees in Osun State. 
The	 research	 tasks	 examine	 the	 influence	of	 recruitment	 and	 selection,	 training	 and	
development, employment relations, and compensation management on employee 
engagement	among	INEC	staff	in	Osun	State.

1.0. Theoretical Review

1.1. Human Capital Theory
The industrial revolution spawned Human Capital Theory (HCT), sometimes 

known as Taylorism. The cost of learning the work, according to the argument, is 
tangential to the net gain. Building on this, some economists have claimed that all 
else being equal, education and training investment is a predictor of personal income. 
This viewpoint emphasizes the concept of an organization’s need to invest in “human 
capital” to “create the skill-base required for labour force economic development” 
(HCT, 2017).

Consequently, HCT’s overarching purpose is to boost individual worker 
productivity, commitment, and engagement. Employee training and development, 
proper compensation schemes for workers, and timely employee recognition have all 
been prioritized by government parastatals in Nigeria. However, the research found 
that	certain	Nigerian	government	parastatals	administer	T&D	initiatives	ineffectively	
(Emeti, 2015). The human capital theory examines the relevance and value of 
knowledge, skills, and talents supplied by people in an organization in assisting the 
company in attaining its set goals and objectives, hence extending its capacities. The 
human capital hypothesis, which claims that training is one of the most important 
employee motivators, backs up the diverse training approach. Employees are more 
engaged when they are instructed or permitted to be trained.



47

Z. Olonade, O. Omotoye, G. Bamidele. Human Resource Management Practices  
as Predictors of Employee Engagement among Independent National Electoral Commission Staff

1.2. Resource-Based Theory.
Selznick (1957) claimed that work organizations have “distinctive competence” 

that permits them to outperform rivals, while Penrose (1959) described a corporation 
as a “gathering of productive resources.” The believability of the hypothesis was 
bolstered by Barney (2001). This concept is generally accepted to comprehend the 
connection between organizational employee engagement and strategic human 
resource management. According to Schuler, Jackson, and Storey (2001), organizations 
have three types of resources: physical resources (plant, technology, and equipment), 
human resources (employee experience and knowledge), and organizational resources 
(structures, a system for planning, monitoring, and controlling activities; social relations 
within and between organization and external contingencies).

A resource may be considered a source of persistent competitive advantage if 
it meets the criteria of value, rarity, non-substitutability, and inimitability (Barney, 
2001). Human resources may be thought of as an individual’s accumulated reservoir of 
knowledge, skills, and talents that the business has honed into a distinct specialization 
through time. This point of view stresses the company’s human resource quality and its 
capacity to learn and adapt quicker than its rivals. Individual managers and employees 
in an organization’s human resources include their experience, training, judgments, 
intellect, connections, and insights.

According to this hypothesis, a person’s overall knowledge and experience, 
and social connections can provide non-replaceable attributes that may be exploited 
to obtain a competitive advantage (Cappelli & Singh, 1992). Employee recruitment 
and selection and training and development enable a company to acquire the most 
important competencies and grow them to maintain a higher level of employee 
engagement.	Effective	management	tactics,	such	as	decentralized	teams,	provide	a	high	
level of competent labour productivity. It is necessary to incorporate mechanisms for 
maintaining abilities, such as incentives. These factors provide a corporation with a 
competitive edge over its competitors. Because enterprises must identify their resources 
and select how to utilize them to produce outstanding services, the RBV theory is 
important to the present research.

1.3. Empirical Review. 
In Nigeria, Oyo State, Ojo, Olonade, and Eguavoen (2020) looked at the impact of 

Human Resource Management Practices on Faculty Turnover Intention in a few private 
universities. According to the results, recruitment and Selection, Training, Compensation 
Design and Management, Career Management, and Performance Management all 
substantially impacted teacher turnover intention at Private Universities in Ibadan. 
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They concluded that Human Resource Management Practices, both individually and 
collectively, had a major impact on teacher turnover intentions at Ibadan’s private 
institutions. This might be accomplished by promoting faculty members regularly and 
establishing a clear Human Resource Management Practices route for them to follow.

Alima and Faizuniah (2017) looked at the link between human resource 
management techniques and employee engagement. The researchers constructed a 
framework	to	analyze	the	influence	of	perceived	organizational	support	(POS)	on	HRM	
practices-employee engagement connection based on social exchange theory (SET) 
norms.	According	 to	 the	 findings	 of	 structural	 equation	modelling,	HRM	practices,	
such as career development, job security, and performance, were shown to be strongly 
and	positively	connected	to	employee	engagement.	The	findings	also	revealed	that	POS	
might help mitigate the link between HRM and employee engagement. In the presence 
of POS, workers’ perceptions of job-related resources would impose a high degree of 
behavioural	effects	such	as	engagement.

Tangthong,	 Trimetsoontorn,	 and	 Rojniruttikul	 (2015)	 investigated	 the	 effects	
of human resource management (HRM) practices on employee retention in Thai 
multinational corporations (MNCs) with FDI promoted by the Board of Investment 
(BOI). Eleven theoretically-based hypotheses pointing to probable positive and negative 
correlations between HRM practices, mediating factors, and employee retention were 
generated.	The	findings	revealed	that	HRM	strategies,	directly	and	indirectly,	impact	
employee	retention.	Out	of	the	five	mediating	factors,	employee	engagement	has	the	
most	significant	indirect	influence	on	employee	retention.	On	the	other	hand,	employee	
retention	was	unaffected	by	organizational	citizenship	behaviours	(OCBs).	As	a	result,	
the research added to our understanding of HRM practices and employee retention by 
delving into the function of mediating variables, notably employee engagement, in the 
network of linkages.

The	 influence	 of	 Human	 Resource	 Management	 (HRM)	 practices	 that	 affect	
recruitment and selection and training and development on the organization performance 
of the Jordanian Public University in the Kingdom of Jordan is investigated by 
Saifalishlam Osman Alqudah (2014). Recruitment, selection, training, and development 
were substantially connected with Jordanian Public University’s organizational success. 
The study also recommended how the university’s HRM practices could be improved.

Employee engagement was researched by Alzyoud (2018) using Human 
Resources Management (HRM) strategies (employee communications, employee 
development, and incentives and recognitions). The article aimed to investigate the 
factors	that	impact	employee	engagement	in	a	printing	firm.	As	independent	variables,	
employee communication, employee development, awards, and recognitions were 
chosen. It was discovered that the two independent variables had a substantial link 
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with the dependent variable. Finally, it has been discovered that HRM practices impact 
employee engagement. This demonstrates that to achieve high levels of employee 
engagement, businesses must adopt appropriate and well-structured HRM policies.

Veth, Korzilius, Van vanHeijden, Emans, and De Lange (2017) investigated 
employee outcomes and perceived availability and adoption of HRM methods. 
According to the research, employee engagement is generally linked with the perceived 
availability and implementation of HRM development activities like training, learning, 
development, creativity, innovation, and new tasks. However, surprisingly, the research 
also discovered that employee engagement, perceived availability and usage of 
management HRM strategies had a substantial negative association.

The link between reward management and employee engagement has previously 
been investigated. In India, for example, Patil (2018) conducted research on employee 
engagement	and	productivity	among	bank	staff.	Correlation	and	 regression	analyses	
were used in the research. According to the study, incentive management had a 
considerable	positive	impact	on	employee	engagement	among	Indian	bank	staff.	This	
implies that reward management is a factor in employee motivation. Earlier research 
on employee involvement in Nigeria, on the other hand, focused on other elements and 
sectors of the Nigerian economy other than manufacturing.

Alzyoud	 (2018)	 evaluated	 the	 influence	 of	 human	 resource	 management	
techniques on employee engagement in Bahrain (employee communication, employee 
development,	incentive	and	recognition).	According	to	the	report,	staff	communication,	
employee development, incentive, and recognition substantially impact employee 
engagement in Bahrain’s manufacturing industry. The research was conducted in a 
setting that was not similar to Nigeria’s.

2.0. Methodology
This study adopted a cross-sectional survey design to collect data. The target 

population	 for	 the	 study	comprised	all	 staff	members	 in	 INEC	Osun	State,	Nigeria.	
According to the General Administration and procurement (GAP) department, there 
were	five	hundred	and	twelve	(512)	staff	members	in	INEC	Osun	State.	Multi-stage	
sampling	techniques	were	used	in	the	study,	comprising	stratified,	purposive	sampling,	
and	simple	random	sampling	techniques.	In	the	first	stage,	the	State	was	divided	into	
three senatorial districts. The second stage used purposive sampling to select one rural 
and one urban area from 2 local governments in each senatorial zone of the State. 
Finally, a random sampling technique was used to pick 20 respondents from each local 
government, making 120 respondents, and 40 respondents were randomly selected 
from the State headquarters in Osogbo, making a sample size of 160
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2.1. Research Instrumentation.
The main instrument used for the study was a structured questionnaire. The 

questionnaire consisted of three sections. Section A contained socio-demographic 
information. Section B was an adapted version of the Human Resource Management 
Practices Scale (HRMPS) developed by Mukiibi (2017). The Cronbach’s alpha for 
the scale is 0.83. Finally, in Section C, Employee engagement was assessed using the 
shortened nine-item version of the Utrecht Employee Engagement Scale (UWES- 
9) developed by Schaufeli and Bakker (2003). The scale constitutes three indicators 
measured with three items: Vigor, Dedication, and Absorption, and scored on a 5-point 
Likert	scale.	The	reliability	coefficient	for	the	scale	was	0.91	on	Cronbach’s	alpha.	

Data collected were analyzed using the simple percentage frequency counts for 
the demographic variables, while correlation and Linear Regression Analysis were 
used for testing the hypotheses of the study.

2.2. Research Hypotheses. 
Four hypotheses were postulated for the study viz.:
i. Recruitment	and	selection	would	significantly	influence	employee	engagement	

among	INEC	staff	in	Osun	State.	
ii. Training	and	development	would	significantly	influence	employee	engagement	

among	INEC	staff	in	Osun	State.	
iii. Employment	 relations	 would	 significantly	 influence	 employee	 engagement	

among	INEC	staff	in	Osun	State.	
iv. Compensation	 management	 would	 significantly	 influence	 employee	

engagement	among	INEC	staff	in	Osun	State.	

3.0. Results and Discussion 

Table 1
Demographic Information of the Respondents 

Variables Frequency Percentage

Gender Male 72 45.0
Female 88 55.0
Total 160 100.0

Age 20-29 years 43 26.9
30-39 years 53 33.1
40-49 years 44 27.5
50-59 years 20 12.5



51

Z. Olonade, O. Omotoye, G. Bamidele. Human Resource Management Practices  
as Predictors of Employee Engagement among Independent National Electoral Commission Staff

60 years and above 0 0.0
Total 160 100.0

Marital Status Single 35 21.9
Married 117 73.1
Divorced/Separated 8 5.0
Total 160 100.0

Educational 
Qualification

SSCE 23 14.4
OND/NCE 52 32.5
HND/B.Sc. 70 43.8
M.Sc. 11 6.9
Professional 
Certificate

4 2.5

Total 160 100.0
Working Experience 0-5 years 41 25.6

6-10 years 29 18.1
11-15 years 37 23.1
16-20 years 16 10.0
21-25 years 12 7.5
26-30 years 13 8.1
31 years and above 12 7.5
Total 160 100.0

Source: Authors’ Computation (2021)

Table 1 above reveals the demographic characteristics of the respondents. It was 
reported that 72 (45.0%) were male while 88 (55.0%) of the respondents were female. 
This result is pertinent to note that women were slightly more than men working with 
INEC in Osun State. The study found that 43 (26.9%) of the respondents’ age fell 
between 20-29 years, 53 (33.1%) between 30-39 years, 44 (27.5%) between 40-49 
years, and 20 (12.5%) between 50-59 years. No respondent was above 60 years old 
or more. The implication is that age has become an important factor in this study. 
The younger generation is to take over from the older generation. The study showed 
that most of the respondents, 117 (73.1%), were married compared to 35 (21.9%) 
who were single, and 8 (5.0%) of the respondents were divorced/separated. Thus, this 
revealed	that	most	of	the	staff	in	INEC	are	married,	and	this	factor	may	influence	their	
level of employee engagement. The results indicated B.Sc./B.A./HND frequency of 
70 (43.8%), OND/NCE 52 (32.5%), and SSCE 23 (14.4%). Those with Postgraduate 
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degrees	and	Professional	Certificates	were	37	(14.9%)	and	4	(2.5%),	respectively.	The	
findings	displayed	that	25.6%	of	the	respondents	had	0-5	years	of	working	experience,	
18.1% had 6-10 years, 23.1% had 11-15 years, 10.0% had 16-20 years, 7.5% had 21-25 
years, 8.1% had 26-30 years, and 7.5% had over 30 years.

3.1. Test of Hypotheses
Multiple Regression Analysis
The	study	employed	multiple	regression	analysis	to	investigate	the	influence	of	

human	 resource	management	practices	on	employee	engagement	among	 INEC	staff	
in Osun State. The univariate and multiple regression analyses were conducted to 
empirically	determine	whether	the	independent	variables	were	significant	determinants	
of	employee	engagement	among	INEC	staff	in	Osun	State	since	Regression	analysis	
is	 an	 important	 test	 to	 ascertain	 the	 magnitude	 of	 independent	 variables’	 effect	 on	
dependent variables variable. 

Table 2
Regression Model of HRMP on Employee Engagement 

Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .740a .540 .364 6.32914 

Predictors: (Constant), Recruitment & selection, training & development, Compensation management, 
employment relations.

Table	2	indicates	the	goodness	of	fit	for	the	regression	between	HRMP	(Recruitment	
& selection, training & development, compensation management, and employment 
relations) and satisfactory employee engagement. An R-squared of 0.740 indicates 
that the variations in HRMP explain 74.0% of the variations in employee engagement. 
These results further mean that the model applied to link the relationship of the variable 
was satisfactory.

Table 3
Analysis of Variance (ANOVA) – Results of the influence of Human Resource 

Management on Employee engagement

Model Sum of Squares df Mean Square F Sig.
1 Regression 2526.567 6 421.095 10.512 .000b

Residual 6128.868 153 40.058
Total 8655.435 159

a. Dependent Variable: Employee engagement 
b. Predictors: (Constant), Recruitment & selection, training & development, Compensation 
management, employment relations
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Table 3 above provides the result from the analysis of the variance (ANOVA). The 
ANOVA	results	indicated	that	the	model	was	statistically	significant,	and	there	was	a	
goodness	of	fit	of	the	model	with	(F	(6,153) = 10.512, P< 0.05). Furthermore, the result 
implied that HRMP (Recruitment & selection, training & development, compensation 
management, and employment relations) were good predictors of employee engagement. 
The study, therefore, concludes that human resource management practices would 
significantly	influence	employee	engagement	among	INEC	staff	in	Osun	State.

Table 4
Beta Coefficients of HRMP

βi Std. Error Beta T Sig
1 (Constant) 57.186 10.609 5.391 .000

R&S .438 .122 -.312 3.574 .000
T&D -.274 .275 -.088 -.995 .321
ER .170 .161 .104 1.053 .004
EI 1.456 .488 -.281 -2.981 .003

a. Dependent Variable: EE

The	HRMP	coefficients	are	presented	in	Table	4.	This	table	revealed	the	findings	
of the formulated hypotheses for the study.

HYPOTHESIS 1: Recruitment and selection would significantly influence 
employee engagement among INEC staff in Osun State. 

The	 results	 showed	 that	 recruitment	 and	 selection	 had	 coefficients	 (β = 0.438, 
t = 3.574, p	=	0.000	<	α	=0.05),	 indicating	 significant	 influence	of	 recruitment	 and	
selection on employee engagement. Hypothesis one was accepted. The study concluded 
that	 recruitment	 and	 selection	 significantly	 influence	 employee	 engagement	 among	
INEC	staff	in	Osun	State.	According	to	the	results,	recruiting	and	selection	significantly	
influence	employee	engagement	among	INEC	personnel	in	Osun	State.	

This is consistent with Ojo, Olonade, and Eguavoen (2020), who investigated the 
influence	of	Human	Resource	Management	Practices	on	Faculty	Turnover	Intention	at	
Ibadan’s private institutions. One of their results was that faculty turnover intention at 
private institutions in Ibadan was impacted by recruiting and selection. This research 
also backs up Armstrong’s (2010) claim that HRM resourcing strategies strive to get 
the proper main material in the form of a workforce with the necessary qualities, skills, 
knowledge, and future training potential. Most other HRM methods aimed at growth 
and motivation should be centred on identifying and recruiting employees who are most 
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suited to meet the company’s objectives (Armstrong, 2010). In their study of the link 
between recruiting/selection procedures and business performance, Terpstra and Rozell 
(2013) revealed a substantial and positive relationship between the extensiveness of 
recruitment,	selection,	and	formal	selection	techniques	and	firm	performance.

HYPOTHESIS 2: Training and development would significantly influence 
employee engagement among INEC staff in Osun State.

The	 results	 showed	 that	 training	 and	development	 had	 coefficients	 (β = 0.274, 
t = -0.995, p	=	0.321>	α	=0.05),	which	 implies	 that	 training	and	development	have	
no	 significant	 influence	on	employee	engagement.	Therefore,	 the	 second	hypothesis	
was rejected. Therefore, the study concluded that training and development have 
no	 significant	 influence	on	employee	engagement	 among	 INEC	staff	 in	Osun	State.	
Furthermore, the results of this research agreed with those of Igbal, Shabbir, Zameer, 
Khan, and Sandhu (2017), who showed that training and coaching are not major 
antecedents of employee engagement. However, the results of this research contradict 
those of Huang and Su (2016) and Jepkogei and Kiprotich (2016), all of whom showed 
that	training	had	a	significant	influence	on	employee	engagement.

HYPOTHESIS 3: Employment Relations would significantly influence employee 
engagement among INEC staff in Osun State.

The	results	show	that	employment	relation	had	coefficients	(β = 0.170, t = 1.053, 
p	 =	 0.004	 <	 α	 =0.05),	 implying	 a	 significant	 influence	 of	 employment	 relation	 on	
employee engagement. Hence, hypothesis three was accepted. The study concluded a 
significant	influence	of	employment	relations	on	employee	engagement	among	INEC	
staff	in	Osun	State.This	finding	is	similar	to	Ugwu,	Onyishi,	and	Rodriguez-Sanchez	
(2014) and Shuck, Reio, and Rocco (2015). (2011). According to Rees, Alfes, and 
Gatenby	(2013),	they	affirm	that	employee	industrial	relations	have	a	significant	impact	
on employee engagement 

HYPOTHESIS 4: Compensation management would significantly influence 
employee engagement among INEC staff in Osun State.

The	 results	 show	 that	 compensation	management	 had	 coefficients	 (β	 =	 0.883,	 
t	=	3.493,	p	=	0.001	<	α	=0.05).	This	implies	a	significant	influence	of	compensation	
management on employee engagement. Therefore, hypothesis four was accepted. The 
study	 concluded	 that	 compensation	 management	 significantly	 influences	 employee	
engagement	among	INEC	staff	in	Osun	State. This study backs with previous research 
that	 revealed	 pay	 management	 had	 a	 positive	 and	 substantial	 effect	 on	 employee	
engagement (Ahmed, Ahmad &Joarder, 2016; Jani &Balyan, 2016). It contradicts the 
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findings	of	Shah	and	Beh	(2016),	who	discovered	 that	pay	had	a	negative	 influence	
on	 employee	 engagement.	 Similarly,	 the	 findings	 of	 this	 research	 contradict	 those	
of	Njanja,	Maina,	Kibet,	and	Njagi	(2013),	who	found	no	effect	of	pay	on	employee	
engagement.

4.0. Conclusion 
The	study	examined	the	effect	of	the	HRMP	dimension	(Recruitment	&	Selection,	

Training & Development, Compensation Management and Employee Relations) on 
the	employee	engagement	of	INEC	staff.	The	study	employed	a	cross-sectional	survey	
design by administering a structured questionnaire to the targeted respondents. The 
findings	revealed	that	recruitment	and	selection,	employee	relations,	and	compensation	
management	 significantly	 influence	 employee	engagement;	 therefore,	 an	 increase	 in	
recruitment and selection, employee relations, and compensation management will 
most	likely	enhance	employee	engagement	among	the	INEC	staff.	However,	training	
and	 development	 do	 not	 significantly	 affect	 employee	 engagement	 among	 INEC	
staff.	This	is	inconsistent	with	the	findings	of	Huang	and	Su	(2016)	and	Jepkogei	and	
Kiprotich	 (2016)	 that	 training	 and	 development	 significantly	 influenced	 employee	
engagement.Therefore, it can be concluded that recruitment and selection, employee 
relations, and compensation management are the major components of HRMP driving 
employee	engagement	among	INEC	staff.

It can be recommended that INEC seeking improved employee engagement, 
should enhance its HRM practices. However, the organization conducts extensive 
training and development programs for its employees, relevant to the changing needs 
of jobs

4.1. Research Contribution 
The study expands the frontier of knowledge by contributing to the scanty 

literature on HRMP and employee engagement, particularly in the public sector in 
Osun State, Nigeria. Existing literature on human resources and employee engagement 
concentrates mainly on recruitment and selection, training and development, 
compensation management, and employee relations. The study also established that 
policymakers, business executives, and HR managers who implement HR practices 
encourage employee engagement and enhance organizational performance.

4.2. Research Implications 
The	study	indicated	that	HRMP	has	a	positive	and	significant	effect	on	employee	

engagement	among	INEC	staff.	The	adjusted	coefficient	of	the	determination	(adj.	R2) 
revealed that HRMP accounts for a 74.0% variation in the employee engagement of INEC 
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staff.	Therefore,	 an	 increase	 in	HRM	practices	will	 enhance	 employee	 engagement.	
Therefore, management should utilize human resources management (especially 
recruitment and selection, employee relations, and compensation management) to 
enhance their level of engagement. However, the study focused on the public sector in 
Osun State; as a result, the outcome might not apply to other sectors of the Nigerian 
economy and in other countries.

Further studies can equally be conducted by adapting other HR theories. 
Furthermore, the use of interviews can be considered by other researchers, as an 
interview tends to reveal more information.
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