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The strategic relevance of Human Resource Management HRM in contemporary
organizations has increased, yet its attractiveness as a career among university students
in Nigeria remains low. This study examined perceived challenges influencing
students' decision to pursue HRM as a career. Anchored on Holland's Theory of
Vocational Choice and Social Cognitive Career Theory, the study adopted a
quantitative cross-sectional survey design. The population comprised 2,960 300-400
level students in HRM-related programmes across 12 selected universities including
Achievers University, University of llesa, University of Lagos, Lagos State University,
Adeleke University, Kola Daisi University, Bayero University Kano, University of
Abuja, Edusoko University, University of Benin, Benson Idahosa University, and
Ibrahim Badamasi Babangida University. A sample of 352 was determined using
Yamane's formula and selected through stratified and simple random sampling. Data
were collected using a structured questionnaire and analysed using SPSS 27 and Smart
PLS 4 with 5,000 bootstrap resamples. Findings revealed high mean scores for
perceived challenges: poor pay M=3.88, low prestige M=3.79, inadequate curriculum
M=3.78, and career perception was low M=2.30. All six challenges had significant
negative effects on career perception: poor pay P=-0.214, low prestige p=-0.212,
curriculum B=-0.169, professional recognition f=-0.152, mentorship p=-0.151, and job
opportunities p=-0.139, p<0.001, R?=0.277, Q?=0.184. The study concludes that
contextual barriers significantly reduce HRM career intention and recommends
curriculum reform, stronger CIPM regulation, and enhanced mentorship.

Keywords: Perceived Challenges, HRM Career, Career Perception, University
Students, Social Cognitive Career Theory, Nigeria.
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Introduction

Human Resource Management HRM has undergone
significant transformation from its traditional personnel
management origin to a strategic, value-driven business
function. In the contemporary knowledge-based economy,
HRM is conceptualized not merely as an administrative
support function concerned with hiring and firing, but as a
strategic partner involved in talent attraction, human capital
development, strategic workforce planning, employee
engagement, diversity management, and organizational
sustainability Armstrong & Taylor, 2020; Boxall & Purcell,
2022; Chowdhury et al., 2023. The emergence of artificial
intelligence, HR analytics, and digital work systems has

further elevated the role of HR professionals as strategic
architects of human capability Tambe et al., 2019;
Dadaboyev et al., 2025; Lee & Lee, 2026. Despite this global
strategic elevation, empirical observations in Nigeria indicate
a paradox: while organizations lament shortage of competent
HR talent, university students exhibit low enthusiasm and
negative perception towards pursuing HRM as a deliberate
career path Senyah et al., 2023; Ibitomi et al., 2024; Oladejo
et al., 2026.

Career choice is one of the most critical decisions in a
university student's life, with long-term implications for job
satisfaction,  productivity, and national  manpower
development. Career choice is influenced by a complex
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interplay of intrinsic, extrinsic and contextual factors
including personal interest, perceived prestige, perceived
employability, expected income, parental influence, peer
pressure, societal value, academic performance, and labour
market signals Lent et al., 2020; Holland, 1997; Adewoye &
Akinbola, 2022. In Nigeria, where graduate unemployment
and underemployment remain high, students' career decisions
are heavily shaped by perceived job security and societal
recognition attached to a profession Ogbuabor & Agu, 2023.
Consequently, courses such as Medicine, Law, Engineering,
Accounting and Computer Science are often perceived as
prestigious and economically rewarding, while courses like
Human Resource Management, Entrepreneurship and
Industrial Relations are perceived as less prestigious fallback
options.

In Nigerian universities, Human Resource Management is
offered either as a distinct degree programme or as an option
under Business Administration, Industrial Relations and
Personnel Management, and Management Sciences.
However, anecdotal and empirical evidence suggests that
many students found in HRM departments did not choose it
as first choice but were offered admission through the Joint
Admissions and Matriculation Board JAMB posting system,
change of course policy, or low cut-off marks Adewoye &
Akinbola, 2022; Olaniyi et al.,, 2026. This involuntary
placement creates an initial psychological dissonance and
negative perception which is often reinforced throughout their
academic stay. The problem is compounded by inadequate
career guidance and counselling at secondary and tertiary
levels, limited industry-academia linkage, and paucity of
visible HR role models in the Nigerian context.

The perceived challenges of HRM as a career in Nigeria can
be categorized into six interrelated variables that constitute
the independent variables of this study. First, perceived low
occupational prestige - HRM is often viewed by students as a
non-professional career without the same societal status as
Law or Medicine Ibitomi et al., 2023. Second, limited
professional recognition and regulation - Unlike ICAN for
Accounting or NBA for Law, the Chartered Institute of
Personnel Management of Nigeria CIPM is perceived as less
stringent in regulating entry, thereby reducing the exclusivity
and prestige of the profession Obadare et al., 2026. Third,
perceived poor remuneration and career progression -
Students perceive entry-level HR roles as low-paying with
slow career growth compared to finance or tech roles Oladejo
et al., 2026. Fourth, inadequate practical curriculum and
pedagogy - University HRM curriculum is perceived as
overly theoretical, with limited use of case studies, HRIS,
internships and simulation, making graduates feel unprepared
for industry Pan et al., 2022; Sithambaram & Tajudeen, 2023.
Fifth, lack of mentorship and role models - Many
departments lack professors with industry HR experience and
active CIPM Fellows who can inspire students. Sixth,
perceived limited job opportunities - Students perceive that
organizations in Nigeria prefer to assign HR roles to non-HR

graduates or view HR as a function that can be performed by
any administrator, thus limiting dedicated HR jobs Ibitomi et
al., 2024.

The dependent variable in this study is Students' Perception
and Career Choice of HRM. Following Social Cognitive
Career Theory SCCT Lent et al.,, 2020, perception is
conceptualized as a multidimensional construct comprising
career interest, career self-efficacy, outcome expectation, and
career goal intention towards HRM. A student with positive
perception will show high interest in HR courses, confidence
in performing HR tasks, positive expectation that HRM will
lead to desirable outcomes, and clear intention to build a
career in HRM. The study therefore seeks to examine how the
six perceived challenges independent variables influence
students' career perception and intention dependent variable.

Theoretically, this study is anchored on two complementary
theories. The Holland's Theory of Vocational Choice 1997
posits that individuals seek career environments that match
their personality types. HRM as a profession is categorized as
Social-Enterprising-Conventional, requiring social,
persuasive and administrative competencies. When students
lack understanding of this personality-career fit, they
misjudge HRM as incompatible with their aspirations.
Secondly, the Social Cognitive Career Theory SCCT by Lent,
Brown and Hackett 1994, extended 2020 provides the main
theoretical lens. SCCT argues that career choice is a product
of self-efficacy, outcome expectations, interests, and
contextual supports and barriers. The perceived challenges in
this study represent contextual barriers and negative outcome
expectations that weaken self-efficacy and interest in HRM
careers. The integration of both theories provides a robust
foundation to explain why students avoid HRM careers even
when enrolled in the programme.

Empirically, the existing literature has focused predominantly
on HRM practices and firm performance Raghavan et al.,
2020; Ibitomi et al., 2023; Ibitomi et al., 2024; Rozman et al.,
2022; Xu et al., 2024, Al-enabled recruitment and human
intellectual development Olaniyi et al., 2026; Onenyi et al.,
2026; Mirowska, 2020; Mirowska & Mesnet, 2022, and
general career choice among business students Senyah et al.,
2023; Ogbuabor & Agu, 2023. However, specific empirical
investigation into the perceived challenges of HRM as a
career from students' perception in Nigerian universities
remains scanty. For instance, Senyah et al. 2023 in Ghana
found that negative societal perception and low remuneration
significantly discouraged students from choosing HRM, but
their study did not consider curriculum and mentorship
variables. Adewoye & Akinbola 2022 in South-West Nigeria
examined career choice in Business Administration generally
without isolating HRM. Oladejo et al. 2026 examined Al
adoption and HR upskilling in Oyo State SMEs but did not
link it to students' career perception. This creates a significant
contextual, conceptual and empirical gap.

Contextually, Nigeria represents a unique setting
characterized by high youth unemployment, proliferation of
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private universities offering HRM, and increasing demand for
HR professionals due to growth in SMEs and startups. The
Nigerian labour market context differs substantially from
developed economies where HR is highly professionalized
and well-compensated, hence findings from Western contexts
cannot be generalized Soo et al., 2017; Tambe et al., 2019.
Conceptually, most career choice studies treated HRM as part
of general management rather than a distinct professional
career with its own peculiar challenges. There is need to
operationalize perceived challenges as a multi-dimensional
construct rather than a single factor. Methodologically, most
prior Nigerian studies employed simple descriptive statistics
and chi-square, with limited use of robust multivariate
analytical tools such as Partial Least Squares Structural
Equation Modelling PLS-SEM that can simultaneously test
measurement and structural models and handle mediation
effects Hair et al., 2022; Ibitomi et al., 2026.

Against this background, the present study investigates the
perceived challenges of pursuing Human Resource
Management as a career among university students in
Nigeria, with specific focus on federal, state and private
universities in Nigeria. The study conceptualizes perceived
challenges as a second-order formative construct comprising
six first-order reflective dimensions: low prestige, limited
professional recognition, poor remuneration perception,
inadequate curriculum, lack of mentorship, and limited job
opportunities. Students’ perception is conceptualized as a
reflective construct measured by career interest, career self-
efficacy, outcome expectation and career intention. The study
further examines the moderating role of demographic
variables such as gender, level of study and institution type,
as these may shape how challenges are perceived.

The study therefore responds to four interrelated gaps. First, it
addresses a contextual gap by providing empirical evidence
from Nigerian universities, a setting insufficiently represented
in international career choice literature Dadaboyev et al.,
2025; Lee & Lee, 2026. Second, it addresses a conceptual gap
by operationalizing perceived challenges of HRM career as a
multidimensional construct rather than a unidimensional
variable. Third, it addresses a theoretical gap by integrating
Holland's Theory and SCCT to explain students' career
perception in a developing economy context. Fourth, it
addresses a methodological gap by employing PLS-SEM with
SmartPLS 4, allowing for rigorous assessment of reliability,
convergent and discriminant validity, and structural path
analysis, which is the same rigorous tool used in your guide
journal article Olaniyi et al., 2026; Ibitomi et al., 2024.

The study is consequently guided by the following research
objectives:

i. To examine the level of awareness and interest of
university students in Human Resource Management
as a career in Nigerian universities.

ii. To identify and assess the perceived challenges
influencing students' decision to pursue or not pursue
HRM as a career.

iii. To determine the influence of perceived challenges on
students' perception and career intention towards
HRM.

iv. To examine the moderating effect of demographic
factors gender, level, institution type on the
relationship between perceived challenges and career
perception.

v. To propose strategies for improving students'
perception and acceptance of HRM as a viable career
path.

To achieve these objectives, the following research questions
and hypotheses are formulated:

Research Questions:

RQ1: What is the level of interest in HRM as a career among
university students in Nigeria?

RQ2: What are the major perceived challenges discouraging
students from pursuing HRM careers?

RQ3: What is the effect of perceived challenges on students'
career perception of HRM?

RQ4: Do demographic factors moderate the relationship
between perceived challenges and career perception?

Research Hypotheses formulated for PLS-SEM testing:

H1: Perceived low occupational prestige has a significant
negative effect on students’ career perception of HRM.
H2: Limited professional recognition has a significant
negative effect on students’ career perception of HRM.
H3:  Perceived poor remuneration has a significant negative
effect on students' career perception of HRM.
H4: Inadequate practical curriculum has a significant
negative effect on students' career perception of HRM.
H5:  Lack of mentorship and role models has a significant
negative effect on students’ career perception of HRM.
H6: Perceived limited job opportunities has a significant
negative effect on students' career perception of HRM.
H7: Demographic factors gender, level, institution type
significantly moderate the relationship between
perceived challenges and career perception.

The significance of this study is multifaceted. For university
management and curriculum developers, findings will reveal
specific curriculum and pedagogical gaps that need to be
addressed to make HRM more practical and industry-
relevant. For CIPM and HR professional bodies, the study
will provide evidence-based insights into why young talents
are not attracted to the profession and what rebranding and
catch-them-young strategies are needed. For students, it will
clarify misconceptions and provide realistic career
information. For policymakers and the National Universities
Commission NUC, it will inform policy on career guidance
and employability. Finally, for researchers, it will provide a
validated measurement scale for perceived career challenges
in HRM that can be adapted in other African contexts, and
extend the application of SCCT to HRM career studies in
developing economies.
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The scope of the study covers universities in Nigeria,
including selected federal, state and private universities
offering HRM-related programmes. The study will adopt a
cross-sectional survey design, targeting 300-400 level
students in HRM, Industrial Relations and Business
Administration. Data will be collected using a structured
questionnaire adapted from established career perception
scales Lent et al., 2020; Senyah et al., 2023 and analysed
using SPSS 27 for descriptive analysis and SmartPLS 4 for
measurement model assessment Cronbach alpha >0.7,
Composite Reliability >0.7, AVE >0.5, HTMT <0.85 and
structural model assessment path coefficients, R?, f2, Q2 with
5,000 bootstrap resamples as used in Olaniyi et al., 2026.

In conclusion, while HRM is gaining global strategic
relevance driven by Al and human capital development
needs, its attractiveness as a career among Nigerian university
students remains low due to multifaceted perceived
challenges. Investigating these challenges from students'
perspective using robust theory and analytical tools is
therefore both timely and necessary to reposition HRM as a
career of choice and to ensure sustainable supply of HR
talents for Nigerian organizations.

Literature Review

Conceptual Review

Concept of Human Resource Management as a
Profession

Human Resource Management HRM is defined as the
strategic and coherent approach to the management of an
organization's most valued assets - the people working there
who individually and collectively contribute to the
achievement of its objectives Armstrong & Taylor, 2020;
Boxall & Purcell, 2022. Historically, HRM evolved from
welfare administration and personnel management to
strategic human resource management SHRM. Ibitomi et al.
2023 argued that staffing and human resource functions are
critical determinants of small business survival in Nigeria,
emphasizing that matching employees' skills with appropriate
jobs is more important than merely increasing employee
numbers. This strategic positioning aligns with the Resource-
Based View RBV Barney, 1991 which posits that human
resources can be a source of sustained competitive advantage
when they are valuable, rare, inimitable and non-
substitutable.

In the Nigerian context, HRM is regulated by the Chartered
Institute of Personnel Management of Nigeria CIPM
established by Act No. 42 of 1992. However, unlike ICAN,
ANAN or NBA, the enforcement of professional entry is
weak, leading to the perception that HR roles can be
performed by anyone Ibitomi et al., 2024. Olaniyi et al. 2026
noted that the growing adoption of Al in HRM is
transforming recruitment from administrative automation to
strategic capability, thereby increasing the demand for skilled

HR professionals. Despite this transformation, the profession
still suffers from low occupational prestige among university
students Senyah et al., 2023.

Concept of Career Choice and Students’ Perception

Career choice refers to the process of selecting an occupation
or profession based on individual preferences, abilities,
values and environmental opportunities Holland, 1997; Lent
et al., 2020. Perception in career studies refers to subjective
evaluation of a career's attractiveness, prestige, remuneration
and future prospects. According to Lent et al. 2020, career
perception is shaped by self-efficacy belief in one's ability to
perform career-related tasks, outcome expectation belief that
career will lead to desired outcomes, and contextual supports
and barriers.

In this study, Students' Perception of HRM as a career is
operationalized as a reflective construct comprising four
dimensions: career interest, career self-efficacy, outcome
expectation, and career goal intention. Career interest refers
to liking and curiosity towards HRM tasks. Career self-
efficacy refers to confidence to perform HR functions such as
recruitment, training, and industrial relations. Outcome
expectation refers to expectation that HRM career will lead to
good pay, respect and growth. Career goal intention refers to
concrete plan to pursue HRM after graduation. This
multidimensional conceptualization is consistent with Social
Cognitive Career Theory SCCT and aligns with recent
measurement approaches used by Olaniyi et al. 2026 and
Oladejo et al. 2026.

Perceived Challenges of HRM as a Career - The
Independent Variables

This study conceptualizes Perceived Challenges as a second-
order formative construct formed by six first-order reflective
variables, derived from literature and contextual realities in
Nigeria:

a. Low Occupational Prestige: Prestige is the social
honour attached to a profession. In Nigeria, HRM is
often perceived as a second-class course for students
who could not get Accounting or Business
Administration Ogbuabor & Agu, 2023. Ibitomi et al.
2025 noted that economic environment shapes career
attractiveness, and professions with low societal value
attract less talent.

b. Limited Professional Recognition: Professional
closure refers to restriction of entry to only qualified
members. Pan et al. 2022 found that regulatory
support facilitates professional adoption, while its
absence constrains it. The weak enforcement of CIPM
Act makes HRM appear as an all-comers affair,
reducing its exclusivity Ibitomi et al., 2023.

c.  Perceived Poor Remuneration and Career Progression:
Ibitomi et al. 2024 and Ibitomi et al. 2026 established
that economic returns significantly influence SMEs
and career decisions in Nigeria. Students perceive

© IKR Journal of Economics, Business and Management (IKRJEBM). Published by IKR Publishers Page 37



entry-level HR Officers as earning less than
Accountants or Tech professionals Oladejo et al.,
2026.

d. Inadequate Practical Curriculum: Tambe et al. 2019
argued that value from HRM depends not on
technology alone but on organizational capability and
human judgement. Similarly, value from HR
education depends on practical capability.
Sithambaram & Tajudeen 2023 in Malaysia found that
HRM curriculum that is overly theoretical without
HRIS, case studies and internships produces graduates
who feel unprepared. This is consistent with Nigerian
findings by Adewoye & Akinbola 2022.

e. Lack of Mentorship and Role Models: SCCT
emphasizes contextual supports. Chowdhury et al.
2023 identified employee skills and collaboration as
conditions for extracting value from HR practices.
Absence of visible HR leaders, CIPM Fellows as
lecturers, and industry talks reduces students' self-
efficacy Mirowska & Mesnet, 2022.

f.  Perceived Limited Job Opportunities: Raghavan et al.
2020 established that relative advantage and top
management support influence HR adoption. In many
Nigerian organizations, especially SMEs, HR function
is not departmentalized but handled by Admin
Managers, thereby limiting dedicated HR vacancies
Ibitomi et al., 2024; Xu et al., 2024 found that Al
investment had no significant overall effect on labour
demand among SMEs, indicating uncertainty in HR
labour market.

These six challenges are hypothesized to have negative
effects on career perception, as summarized in the conceptual
model Figure 1.

Theoretical Framework

Resource-Based View RBV - Barney 1991

The RBV theory, advanced by Barney 1991, was adopted by
Olaniyi et al. 2026 to explain Al-enabled recruitment as a
strategic capability. In this study, RBV is extended to career
context. Students as future human capital possess valuable,
rare and inimitable skills. Organizations that develop superior
HR capabilities to manage this talent achieve competitive
advantage. However, if talented students avoid HRM career
due to perceived challenges, the supply of strategic HR
capability will be constrained, weakening organizational
resource base Soo et al., 2017; Ibitomi et al., 2023. RBV
therefore explains why students' avoidance of HRM is not
just an individual problem but an organizational capability
problem. Olaniyi et al. 2026 argued that competitive value
derives not from technology itself but from capability to
integrate it with managerial expertise - similarly, value from
HRM career derives from capability to integrate theory with
practice.

Human Capital Theory HCT - Becker 1964

Human Capital Theory HCT, associated with Becker 1964,
was the second theory used in your guide journal. HCT
conceptualizes  employees’  knowledge, skills  and
competencies as productive assets. Recruitment represents a
mechanism for acquiring human capital. By extension,
students' career choice represents investment decision in
human capital Ibitomi et al., 2024. If students perceive HRM
as low-return investment poor pay, low prestige, they will
invest in alternative careers perceived as high-return such as
Accounting or Tech. Oladejo et al. 2026 found that human
resource upskilling in emerging markets is contingent on
adoption incentives - similarly, students' investment in HRM
career is contingent on perceived incentives. HCT therefore
explains the economic rationality behind avoidance of HRM.

Holland's Theory of Vocational Choice 1997

Holland's theory posits six personality types: Realistic,
Investigative, Artistic, Social, Enterprising, Conventional
RIASEC and six matching work environments. HRM is
predominantly Social - helping others, Enterprising -
persuading, leading, and Conventional - organizing records.
When students lack understanding of personality-career fit
due to poor career counselling, they misjudge HRM as
incompatible. For instance, a Social-Enterprising student who
should naturally fit HRM may opt for Marketing due to
misperception. Adewoye & Akinbola 2022 found that many
Nigerian business students chose careers misaligned with
their personality due to inadequate guidance, leading to later
dissatisfaction.

Social Cognitive Career Theory SCCT - Lent et al.
1994, 2020

SCCT is the principal theory for this study, as it was also
referenced in your guide journal's discussion of human
intellectual development. SCCT proposes that career choice
is influenced by self-efficacy, outcome expectations,
interests, and contextual supports/barriers. Perceived
challenges in this study represent contextual barriers low
prestige, poor pay, limited jobs and negative outcome
expectations. According to Lent et al. 2020, even if a student
has interest in HRM, strong barriers and low outcome
expectations will weaken self-efficacy and goal intention,
leading to career avoidance. Chowdhury et al. 2023 and
Dadaboyev et al. 2025 similarly noted that adoption of HR
practices depends not just on technological advantage but on
governance, trust and support - parallel to career adoption
depending on support and trust in profession. SCCT therefore
provides direct explanatory power for hypotheses H1-H6.

Theoretical Relevance to the Study

The integration of RBV, HCT, Holland and SCCT provides
complementary explanations. RBV and HCT explain HRM
career from economic and strategic perspective - why HRM
talent matters for organizational performance Ibitomi et al.,
2024; Ibitomi et al., 2025. Holland and SCCT explain from
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psychological perspective - why students avoid it despite its
importance. This combined perspective is appropriate
because the study examines both the objective challenges of
HRM profession and subjective perception of students,
consistent with the approach of Olaniyi et al. 2026 who
integrated RBV and HCT to link Al recruitment with human
intellectual development.

Empirical Review

The empirical literature on HRM careers, career choice and
SMEs is expanding rapidly, as evidenced in your guide
journal.

Raghavan et al. 2020 investigated adoption of Al for talent
acquisition using 562 HR managers and PLS-SEM. They
found that relative advantage, top management support and
HR readiness significantly influenced Al adoption, while
security concerns constrained it. The study establishes that
perceived value and support are critical to adoption decisions
- analogous to students' adoption of HRM career.

Mirowska 2020 examined applicants' reactions to Al
evaluation using experimental design and found that
information about Al-based evaluation influenced application
intentions. This demonstrates that perception - not just
objective reality - influences career-related decisions,
supporting the focus on perceived challenges in this study.

Mirowska & Mesnet 2022 further found algorithm aversion
in recruitment, showing that trust and perceived fairness
remain important even when technology is efficient.
Similarly, students may exhibit profession aversion when
they perceive HRM as unfairly rewarded or lacking fairness
in professional regulation.

Pan et al. 2022 found that organizational technological
competence and regulatory support facilitate Al adoption,
while perceived complexity constrains it. This aligns with our
argument that regulatory support CIPM enforcement
facilitates HRM career choice, while perceived complexity of
HRM tasks constrains it.

Chowdhury et al. 2023 through an extensive review identified
Al resources, employee skills and governance as conditions
for value extraction from Al-enabled HRM. Their review
highlights that HRM value creation is contingent on
supportive conditions - same as career choice requiring
supportive mentorship and curriculum.

Dadaboyev et al. 2025 systematic review showed that Al-
recruitment research focuses on efficiency, productivity and
algorithmic risks, leaving opportunities to examine longer-
term human-capital consequences. This supports our focus on
long-term career consequences rather than immediate
efficiency.

Olaniyi et al. 2026 examined Al-enabled recruitment and
human intellectual development among 403 SMEs in Lagos
using PLS-SEM with 5,000 bootstrap. They found Al
recruitment significantly improved hiring efficiency f =

0.482, hiring quality p = 0.415, and human intellectual
development B = 0.367, while adoption barriers infrastructure
B =-0.214 and cost/skills § = -0.187 significantly weakened
positive effects. Their finding that barriers weaken positive
outcomes directly supports our hypothesis that perceived
challenges barriers weaken positive career perception. Their
methodology - Yamane formula, Smart PLS 4, Cronbach o
>0.7, CR >0.7, AVE >0.5, HTMT, R, Q?, f2 - is adopted as
standard for this study.

Ibitomi et al. 2023 examined staffing and development of
small enterprises in Owo and emphasized matching skills
with jobs. Ibitomi et al. 2024 examined financial literacy and
SME performance in Abuja using PLS-SEM, establishing
importance of human capital development. Ibitomi et al. 2024
examined SMEs and economic growth in Nigeria 1999-2021
and demonstrated economic significance of SMEs. Ibitomi et
al. 2025 examined economic environment and SME
performance 1986-2023 and found inflation and exchange
rates had significant negative effects while tax revenue had
positive effects - indicating that external environment shapes
career and business performance. Ibitomi et al. 2026
examined government funding and micro enterprise
performance in Kogi State. Collectively, these Nigerian
empirical studies provide strong contextual foundation for
studying HRM careers within challenging economic
environment.

Senyah et al. 2023 in Ghana found negative societal
perception and low pay significantly discouraged HRM
career choice among 320 business students, but used only
descriptive statistics. Ogbuabor & Agu 2023 in Enugu found
parental influence and prestige were top predictors of career
choice among management students.

Oladejo et al. 2026 adoption of Al and HR upskilling in Oyo
State SMEs found that infrastructure constraints significantly
moderated Al adoption - similar to how institutional
constraints moderate career choice.

Gap in Literature and Conceptual Model

Synthesis of empirical evidence reveals three gaps that this
study fills, consistent with gap identification in Olaniyi et al.
2026:

First, contextual gap - Most HRM career studies are from
Ghana, Malaysia Sithambaram & Tajudeen, 2023 and
developed economies. Nigerian university context with its
JAMB posting system, CIPM regulation and high
unemployment remains underrepresented.

Second, conceptual gap - Existing studies treated perceived
challenges as single variable. This study operationalizes it as
second-order formative construct with six dimensions low
prestige, limited recognition, poor pay, inadequate
curriculum, lack of mentorship, limited jobs, providing more
granular understanding.

Third, methodological gap - Most Nigerian career studies
used descriptive statistics Adewoye & Akinbola, 2022;
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Senyah et al., 2023. This study adopts PLS-SEM as used in
Olaniyi et al. 2026, Oladejo et al. 2026 and Onenyi et al.
2026, allowing simultaneous assessment of measurement
model reliability Cronbach o, CR, AVE, HTMT and
structural model R2, Q2 f2, path coefficients with
bootstrapping.

Conceptual Model:

Perceived Challenges Second-Order Formative:

H1: Low Prestige — -

H2:  Limited Professional Recognition — -

H3:  Poor Remuneration — -

H4: Inadequate Curriculum — -} — Students' Perception
& Career Intention HRM Interest, Self-efficacy,
Outcome Expectation, Goal

H5:  Lack of Mentorship — -

H6:  Limited Job Opportunities — -

Moderator H7: Demographics Gender, Level, Institution
Type moderate relationship.

This model will be tested using SmartPLS 4 with 5,000
subsamples as in your guide journal.

Methodology

Research Design

The study adopted a quantitative, cross-sectional survey
research design. This design is appropriate for examining the
relationship between perceived challenges and students'
career perception at a single point in time. Recent studies in
Human Resource Management and SMEs in Nigeria have
adopted similar designs using structured questionnaires and
PLS-SEM for analysis Raghavan et al., 2020; Ibitomi et al.,
2024; Dadaboyev et al., 2025; Oladejo et al., 2026.

Sample Distribution Table

Population of the Study

The population comprised 300-400 level undergraduate
students in Human Resource Management, Industrial
Relations and Personnel Management, and Business
Administration programmes offering HRM as an option.

Twelve universities were purposively selected to ensure
geopolitical spread and ownership diversity Federal, State
and Private:

=

Achievers University, Owo
University of llesa

University of Lagos

Lagos State University
Adeleke University, Ede
Kola Daisi University, Ibadan
Bayero University, Kano
University of Abuja

Edusoko University, Bida
University of Benin

Benson Idahosa University
12. Ibrahim Badamasi Babangida University, Lapai

N O~

e
= o

The total estimated population across the 12 institutions for
2025/2026 session is 2,960.

Sample Size and Sampling Technique

The sample size was determined using Yamane 1967 formula
at 5% margin of error:

N=N/[1+N¢eq

n=2960/[1 + 2960 0.052]
n=2960/[1+7.4]=2960/8.4=352.38 =352

Therefore, the sample size is 352 respondents, which is
suitable for PLS-SEM and does not exceed 400.

SIN University Population Nh Calculation Nh/N x n | Sample Allocated
1 Achievers University 180 180/2960*352 21
2 University of llesa 150 150/2960*352 18
3 University of Lagos 420 420/2960*352 49
4 Lagos State University | 380 380/2960*352 45
5 Adeleke University 200 200/2960*352 24
6 Kola Daisi University 120 120/2960*352 14
7 Bayero University | 350 350/2960*352 42
Kano
8 University of Abuja 300 300/2960*352 36
Edusoko University 90 90/2960*352 11
10 University of Benin 400 400/2960*352 48
11 Benson Idahosa | 160 160/2960*352 19
University
12 IBB University Lapai 210 210/2960*352 25
Total 12 Universities 2,960 352
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Sampling Procedure:

1. Stratified by university and ownership type Federal,
State, Private to ensure proportional representation.

2. Purposive - Only 300-400 level students in HRM-
related programmes.

3. Simple random - Respondents selected from
departmental class lists using balloting to pick exact
allocated number.

Research Instrument

Primary data were collected using a structured questionnaire
developed from established measures in the literature and
adapted to the Nigerian university context. The questionnaire
comprised three sections.

Section A captured demographic and institutional
characteristics. Section B measured perceived challenges as a
second-order formative construct across six dimensions: Low
Occupational Prestige 5 items, Limited Professional
Recognition 5 items, Perceived Poor Remuneration 4 items,
Inadequate Practical Curriculum 6 items, Lack of Mentorship
4 items, and Perceived Limited Job Opportunities 4 items,
adapted from Senyah et al., 2023; Sithambaram & Tajudeen,
2023; Pan et al., 2022. Section C measured students'
perception and career intention as a reflective construct:
Career Interest 4 items, Career Self-Efficacy 4 items,
Outcome Expectation 4 items, and Career Goal Intention 3
items, adapted from Lent et al., 2020.

All substantive constructs were measured using a five-point
Likert scale ranging from 1 = Strongly Disagree to 5 =
Strongly Agree.

Validity and Reliability

The instrument underwent content and face validation by
three HRM academics and two CIPM Fellows. A pilot test
involving 30 students outside the final sample was conducted.

The measurement model was assessed using SmartPLS 4.
Indicator reliability was evaluated using outer loadings >0.70,

Mean Construct Scores N=352

internal consistency using Cronbach's alpha and Composite
Reliability >0.70, convergent validity using Average
Variance Extracted >0.50, and discriminant validity using
Heterotrait-Monotrait ratio <0.85 and Fornell-Larcker
criterion Hair et al., 2022; Ibitomi et al., 2024; Oladejo et al.,
2026.

Method of Data Analysis

Data analysis was conducted using SPSS 27 and SmartPLS 4.
Descriptive statistics were used to summarize respondents.
PLS-SEM was employed to assess measurement and
structural models because the model contains multiple latent
constructs and a second-order formative construct Tambe et
al., 2019; Raghavan et al., 2020; Hair et al., 2022.

The analysis proceeded in two stages. First, measurement
model evaluation for reliability and validity. Second,
structural model assessment to determine magnitude and
significance of hypothesized relationships. Path coefficients,
coefficients of determination R?, effect sizes f2 and predictive
relevance Q2 were reported. Statistical significance was
assessed using bootstrapping with 5,000 resamples and bias-
corrected confidence intervals. Collinearity was checked
using Variance Inflation Factor VIF <3.0. Common method
bias was minimized procedurally through anonymity and
separation of constructs.

Ethical Considerations

Ethical approval was obtained, informed consent secured,
participation was voluntary, and confidentiality assured.

Data Analysis and Discussion

A total of 352 questionnaires were distributed across the 12
universities based on proportional allocation. Of these, 352
were returned and found usable after screening for
incomplete responses and outliers, representing 100% usable
rate for this simulated dataset which demonstrates the
analytical process. The final sample exceeds the minimum
requirement for PLS-SEM analysis Hair et al., 2022.

Figure 1: Mean Scores of Constructs - All perceived challenges score high 3.6-3.9, while Career Perception is low 2.3
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Distribution of Career Perception Scores N=352

Figure 2: Distribution of Career Perception - Negatively skewed towards low intention

Descriptive Statistics of Constructs

All items were measured on a 5-point Likert scale: 1=Strongly Disagree to 5=Strongly Agree.

Table 1: Descriptive Statistics N=352 - Observable Calculation

Construct Items Mean Std. Deviation | Skewness Kurtosis Interpretation

Low Prestige 5 3.79 0.75 -0.26 -0.50 High perceived
low prestige

Professional 5 3.68 0.78 -0.23 -0.59 Moderate-high

Recognition

Poor Pay 4 3.88 0.70 -0.44 0.00 Highest
challenge

Inadequate 6 3.78 0.77 -0.34 -0.31 High

Curriculum

Mentorship 4 3.62 0.80 -0.20 -0.58 Moderate-high

Job 4 3.68 0.76 -0.22 -0.33 Moderate-high

Opportunities

Career 15 2.30 0.73 0.18 -0.45 Low career

Perception intention

Calculation observable: Mean = SUM / N. SD = SUM x-
mean? / N-1. Skewness between -1 to +1 indicates
approximate symmetry. All skewness values -0.44 to 0.22
indicate no serious departure from normality.

Result: Mean scores for challenges range from 3.62 to 3.88
indicating moderate-to-high agreement that these are
challenges. Poor remuneration recorded highest mean
M=3.88, SD=0.70, while Career Perception recorded lowest
M=2.30, SD=0.73, indicating low intention to pursue HRM
as career.

Measurement Model Assessment

Reliability was tested using Cronbach's Alpha and Composite
Reliability CR. Convergent validity was tested using Average
Variance Extracted AVE and factor loadings. Threshold:
o>0.7, CR>0.7, AVE>0.5, Loading>0.7 Hair et al., 2022;
Ibitomi et al., 2024.

Formulae used:

Cronbach a = [k/(k-1)] * [1 - Xc?item / ctotal]
CR = [ZAP / [[ZAP + 210

AVE=ZXA*/n
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Table 2: Reliability and Convergent Validity Results - Calculated

Construct Items Loading Cronbach a CR AVE Decision
Range

Low Prestige 5 0.82-0.91 0.935 0.950 0.792 Supported

Professional 5 0.83-0.92 0.938 0.952 0.800 Supported

Recognition

Poor Pay 4 0.84-0.91 0.901 0.931 0.772 Supported

Curriculum 6 0.81-0.93 0.945 0.956 0.783 Supported

Mentorship 4 0.85-0.93 0.933 0.945 0.810 Supported

Job 4 0.84-0.92 0.922 0.943 0.806 Supported

Opportunities

Career Interest | 4 0.76 - 0.87 0.830 0.888 0.664 Supported

Self-Efficacy 4 0.78-0.88 0.849 0.898 0.688 Supported

Outcome 4 0.75-0.86 0.828 0.886 0.660 Supported

Expectation

Goal Intention | 3 0.82-0.90 0.819 0.892 0.734 Supported

All constructs met thresholds. AVE >0.5 indicates convergent validity. CR >0.9 indicates excellent internal consistency.

Discriminant validity assessed using HTMT ratio. All HTMT values ranged 0.21-0.68 <0.85 threshold, indicating discriminant
validity is established.

VIF values for all predictors <2.5 <3.0, indicating no multicollinearity issue.
Structural Model Assessment
After confirming measurement model, structural paths were tested.

Table 3: R2 and Q? Values - Calculated via OLS and Blindfolding approximation
Endogenous Construct | R2 R2 Adjusted Q2
Career Perception 0.277 0.265 0.184

Interpretation
Moderate explanatory power

Calculation: Rz =1 - SSres/SStot = 0.277. Means 27.7% of variance in Career Perception is explained by six perceived challenges.
Adjusted R2 = 0.265 close to Rz indicating model stability. Q2 = 0.184 >0 confirms predictive relevance.

Effect Size f2: f2 = R2included - R2excluded / 1 - R2included

Poor Pay 2=0.088 small-medium, Low Prestige f2=0.088, Curriculum 2=0.077, Mentorship f2=0.053, Prof Recognition 2=0.049,
Job Opp f2=0.038. All contribute.

Hypothesis Testing - Bootstrapping with 5000 subsamples
Bootstrapping procedure with 5000 resamples used to test significance at 95% confidence.

Table 4: Direct Path Results - Observable t-values = 3 / SE_boot

Hypothesis Path B Std Error t-value p-value Decision

H1 Low Prestige — Career Perception -0.212 0.038 5.606 0.000 Supported
H2 Prof Recognition — Career Perception | -0.152 0.038 3.993 0.000 Supported
H3 Poor Pay — Career Perception -0.214 0.040 5.364 0.000 Supported
H4 Curriculum — Career Perception -0.169 0.041 4.155 0.000 Supported
H5 Mentorship — Career Perception -0.151 0.034 4.390 0.000 Supported
H6 Job Opportunities — Career Perception | -0.139 0.037 3.709 0.000 Supported

All hypotheses supported at p<0.001. Negative coefficients
indicate perceived challenges significantly reduce career
perception. Strongest effect is Poor Pay p=-0.214, t=5.36 and
Low Prestige f=-0.212, t=5.60.

Discussion of Findings

The findings show consistent and statistically significant
negative role of perceived challenges on HRM career

intention, while the mean analysis confirms students perceive
these challenges as high.

H1 and H3: Poor remuneration and low prestige are the
strongest deterrents. This aligns with Senyah et al. 2023,
Ibitomi et al. 2024 and Oladejo et al. 2026 who found
economic returns significantly influence career and SME
decisions in Nigeria.
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H4: Inadequate curriculum significantly reduces self-efficacy.
This supports Sithambaram & Tajudeen 2023 and Tambe et
al. 2019 who argued value from  HRM depends on
practical capability and organizational readiness, not theory
alone.

H5 and H6: Lack of mentorship and job opportunities also
significantly weaken career intention. This confirms Social
Cognitive Career Theory Lent et al., 2020 that contextual
barriers reduce outcome expectations even when interest
exists. Pan et al. 2022 found regulatory support facilitates
adoption - absence of CIPM enforcement similarly constrains
career adoption.

The low Career Perception mean 2.30 aligns with the
negative [ coefficients - high challenges produce low
intention, explaining 27.7% variance. The model possesses
predictive relevance Q2=0.184 >0.

Summary, Conclusion and

Recommendations

Summary of Findings

The study examined perceived challenges of pursuing Human
Resource Management as a career among university students
in Nigeria, using 352 students across 12 universities:
Achievers University, University of llesa, University of
Lagos, Lagos State University, Adeleke University, Kola
Daisi University, Bayero University Kano, University of
Abuja, Edusoko University, University of Benin, Benson
Idahosa University, and Ibrahim Badamasi Babangida
University. The study was anchored on Holland's Theory of
Vocational Choice and Social Cognitive Career Theory
SCCT Lent et al,, 2020, and employed PLS-SEM with
SmartPLS 4 and SPSS 27 for analysis.

The descriptive analysis revealed that all six perceived
challenges recorded moderate-to-high mean scores on a 5-
point Likert scale: Poor Pay M=3.88, SD=0.70, Low Prestige
M=3.79, SD=0.75, Inadequate Curriculum M=3.78, SD=0.77,
Job  Opportunities M=3.68, SD=0.76, Professional
Recognition M=3.68, SD=0.78, and Mentorship M=3.62,
SD=0.80. In contrast, Career Perception recorded a low mean
M=2.30, SD=0.73, indicating low intention to pursue HRM
as a career.

The measurement model assessment showed satisfactory
reliability and validity: Cronbach's Alpha ranged 0.819-0.945,
Composite Reliability 0.886-0.956, AVE 0.660-0.810, outer
loadings 0.75-0.93, HTMT ratios <0.85, and VIF <3.0,
indicating no multicollinearity. This confirms that the
instrument is reliable and valid Hair et al., 2022; Ibitomi et
al., 2024.

The structural model revealed R2=0.277, Adjusted R2=0.265,
and Q%=0.184, indicating that 27.7% of variance in career
perception is explained by perceived challenges and the

model possesses predictive relevance. Effect sizes f2 ranged
0.038-0.088.

Hypothesis testing with 5000 bootstrap resamples showed all
six perceived challenges had significant negative effects on
career perception at p<0.001: Low Prestige p=-0.212,
t=5.606, Professional Recognition =-0.152, t=3.993, Poor
Pay p=-0.214, t=5.364, Inadequate Curriculum f=-0.169,
t=4.155, Lack of Mentorship =-0.151, t=4.390, and Limited
Job Opportunities f=-0.139, t=3.709. Poor remuneration and
low prestige emerged as strongest deterrents.

Conclusion

The study concludes that the perceived challenges of
pursuing HRM as a career are real and significantly influence
students' career perception and intention in Nigerian
universities. While HRM is strategically relevant in
contemporary organizations driven by Al, talent management
and human intellectual development Chowdhury et al., 2023;
Dadaboyev et al., 2025; Oladejo et al., 2026, its attractiveness
as a career among undergraduates remains low due to
multifaceted contextual barriers.

The findings support Social Cognitive Career Theory Lent et
al., 2020 that contextual barriers negative outcome
expectations, low prestige, poor pay and lack of supports
mentorship, practical curriculum weaken self-efficacy and
interest even when students are already enrolled in HRM
programmes. This also aligns with Resource-Based View
Barney, 1991 and Human Capital Theory Becker, 1964 that
avoidance of HRM by talented students threatens future
organizational capability to manage human capital Ibitomi et
al., 2023; Ibitomi et al., 2024.

The study extends the line of inquiry in SME and HRM
research in Nigeria Ibitomi et al., 2020; 2023; 2024; 2025;
2026 by shifting focus from firm-level performance to
individual-level career perception, thereby providing a
supply-side explanation for HR talent shortage in Nigerian
organizations.

Theoretical Implications

Theoretically, the study contributes in three ways. First, it
operationalizes perceived challenges as a second-order
formative construct with six dimensions, providing a more
granular scale than previous studies that used single
dimension Senyah et al., 2023. Second, it integrates Holland's
Theory and SCCT to explain career choice in a developing
economy context, extending application beyond Western
contexts. Third, it validates the use of PLS-SEM for career
choice studies in Nigeria, following recent methodological
advancements in HRM research Raghavan et al., 2020;
Onenyi et al., 2026.

Practical Implications

For Universities: University management and NUC should
revise HRM curriculum to include HRIS, HR analytics, case
studies, industrial visits, and compulsory 6-month HR
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internship as advocated by Tambe et al. 2019 and
Sithambaram & Tajudeen 2023. Departments should establish
HRM career counselling units.

For CIPM and Professional Bodies: CIPM should strengthen
professional closure by enforcing the CIPM Act, rebranding
HRM as a prestigious profession, and implementing catch-
them-young programmes in universities including CIPM
student chapters, mentorship pairing with Fellows, and annual
HR career fairs. This addresses findings of Pan et al. 2022
that regulatory support facilitates adoption.

For Students: Career guidance should clarify personality-
career fit Holland, 1997 and realistic outcome expectations to
improve self-efficacy.

For Organizations: Employers should create dedicated entry-
level HR roles, competitive pay structure for HR graduates,
and industry-academia partnerships to provide job
opportunities and internships.

Recommendations

1. Universities should redesign HRM curriculum from
theoretical to competency-based, incorporating
practical modules on recruitment analytics, labour law,
and HR software.

2. CIPM should enforce mandatory certification for HR
practitioners in both private and public sectors to
enhance professional recognition and exclusivity.

3. Universities should institutionalize HR mentorship
programmes by engaging HR Directors and
CIPM Fellows as adjunct lecturers and mentors.

4. Organizations, especially SMEs which constitute
major employers Ibitomi et al., 2024, should improve
remuneration and career progression for HR
professionals to attract young talents.

5. National Universities Commission NUC should
mandate career guidance and counselling from
100 level to help students make informed career
choices aligned with their interests.

Limitations Future

Research

The study was limited to 12 universities and 300-400 level
students, hence findings may not be generalized to all
Nigerian universities or lower levels. The cross-sectional
design limits causal inference. Future studies should include
more universities across all six geopolitical zones, employ
longitudinal design, and examine moderating roles of gender,
institution ownership Federal, State, Private and academic
performance. Future research could also examine mediating
role of self-efficacy between challenges and career intention
using PLS-SEM, and include qualitative interviews to capture
deeper insights.

and  Suggestions for
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