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Abstract — This study examined talent management within Nigeria's tech entrepreneurship ecosystem,
focusing on how recruitment, retention, and skills development strategies impact workforce sustainability
in technology startups and SMEs. Using the Resource-Based View and Human Capital Theory as
theoretical frameworks, we analyzed primary data from 76 HR professionals across Nigerian tech firms
through a structured questionnaire. The full sample was used for descriptive analysis, while correlation
analysis was performed on a randomly selected subsample of 20 responses to ensure statistical robustness
given resource constraints. Results revealed that talent management strategies significantly influence
recruitment effectiveness (r = 0.810, p < 0.001), employee retention (r = 0.760, p < 0.01), and workforce
competencies (r = 0.690, p < 0.01). The study found that 81.6% of turnover was driven by better salary
offers elsewhere, while 67.1% of firms identified budget constraints as the primary barrier to skills
development. These findings have critical implications for tech entrepreneurs and SME managers seeking
to build sustainable competitive advantages through human capital. The study concludes that effective
talent management is essential for sustaining Nigeria's growing tech entrepreneurship sector.
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1. Introduction

The Nigeria's technology entrepreneurship sector has emerged as a significant driver of
economic growth and innovation in Africa. In 2021, Nigerian tech startups secured over
$1.37 billion in venture capital, representing 30% of Africa's total tech investments (The
Guardian Nigeria, 2021). Companies like Andela, Flutterwave, and Paystack exemplify
successful tech entrepreneurship, creating employment and disrupting traditional industries
(Onaolapo, 2024). However, these entrepreneurial ventures face a critical challenge that
threatens their sustainability: effective talent management.

The core challenge facing Nigerian tech entrepreneurs is the paradox of high unemployment
(33.3% in 2023) alongside severe skills shortages in the technology sector (Nairametrics,
2023). The "tech brain drain" compounds this problem, with 45% of Nigerian tech
professionals considering emigration for better opportunities (AriseNews, 2023). For tech
startups and SMEs with limited resources, this talent crisis poses an existential threat to their
growth and competitiveness.

While extensive research exists on talent management in established corporations, there is
limited empirical evidence on how tech entrepreneurs and SMEs in emerging markets like
Nigeria can effectively manage talent despite resource constraints. This study addresses this
gap by examining the specific talent management strategies that enable Nigerian tech
entrepreneurs to recruit, retain, and develop skilled professionals in a highly competitive
environment.

2. Literature Review

2.1. Recruitment Challenges in Nigerian Tech Industry

Data Nigeria's technology sector has swiftly transformed into one of Africa's most dynamic
innovation centers, garnering international interest and substantial investment. In 2021, The
Guardian Nigeria reported that Nigerian tech start-ups obtained over $1.37 billion in venture
capital funding, representing over 30% of Africa's total tech investments. Firms such as
Andela, Flutterwave, and Paystack have not only transformed conventional sectors but have
also established Nigeria as a frontrunner in fintech, software development, and digital
entrepreneurship (Onaolapo, 2024). Nonetheless, although this increase in technological
innovation suggests success, an underlying issue exists which is a personnel management
challenge that jeopardizes the sector's long-term viability.

The core of this dilemma is a significant skills gap and talent shortage. Despite a 33.3%
unemployment rate in 2023 (Nairametrics, 2023), technology firms strangely encounter
difficulties in locating skilled experts. The ongoing "tech brain drain" is diminishing
Nigeria’s talent pool as proficient developers and engineers relocate to technological hubs
such as Canada, the UK, and the US, attracted by enhanced remuneration, organized career
trajectories, and international opportunities (Agbonkhese, 2023). Forty-five percent of
Nigerian computer workers contemplate resigning within a year due to substandard working
conditions, restricted career progression, and insufficient compensation (AriseNews, 2023).
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In contrast to Silicon Valley, where creativity flourishes in a stable environment, Nigeria's
technology sector is plagued by elevated turnover rates, compelling companies to engage in
a perpetual cycle of recruitment and onboarding, thereby depleting resources and hindering
progress.

These difficulties necessitate immediate, strategic, and innovative talent management
solutions. In the absence of proactive recruitment methods, enhanced staff retention
techniques, and a comprehensive skills development framework, Nigeria’s technology
sector jeopardizes its competitive advantage in the global digital economy. The issue is no
longer whether talent management ought to be prioritized; rather, it is the speed and efficacy
with which the sector can implement change.

Notwithstanding the swift expansion of Nigeria's technology sector, firms have significant
difficulties in efficiently managing their staff. Recruitment is impeded by a scarcity of skilled
experts, with estimates indicating that the nation requires more than 200,000 software
engineers to satisfy present demand (BusinessDay, 2016). The deficit is exacerbated by the
rising emigration of technology professionals, which diminishes the talent pool and escalates
recruitment expenses for companies attempting to attract and integrate suitable people.

2.2. Skills Development and Management in Nigerian Tech Industry

Skills development is essential yet frequently neglected. Ajah (2023) disclosed that 70% of
Nigerian IT firms lack organized training programs to meet the industry's changing demands.
As technology progresses swiftly, personnel lacking access to ongoing learning
opportunities face the risk of obsolescence, hence aggravating the skills gap.

Confronting these interrelated difficulties is essential for maintaining the viability of
Nigeria's technology sector. In the absence of efficient personnel management strategies,
firms jeopardize their progress in a fiercely competitive global market.

Ongoing education and professional advancement are crucial for bridging the skills gap in
Nigeria's technology sector. Nevertheless, formal education institutions in Nigeria
frequently fall short of the swiftly changing requirements of the technology sector. In
response, both the government and commercial sector have initiated programs focused on
workforce upskilling (Dele-Ajayi & Taddese, 2020). The National Information Technology
Development Agency (NITDA) (2021) launched the IT Innovation Hub, offering training in
new domains such as cybersecurity, artificial intelligence, and blockchain technology. The
government has collaborated with the corporate sector to establish initiatives like the Lagos
Innovates program, which provides technological training and incubation assistance for
entrepreneurs.

Private sector activities are significantly contributing to skills development. Andela's
training programs emphasize the cultivation of full-stack software engineers by offering
practical experience via remote client projects (Andela, 2022). Paystack, a prominent fintech
company, provides internship programs and partners with local universities to establish a
consistent talent pool (PayStack, 2018). Notwithstanding these endeavors, the issue of brain
drain persists in undermining skills development programs. A report by Michael (2023)
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indicated that over 40% of Nigerian computer workers migrate to countries like the United
States, Canada, or the United Kingdom in pursuit of superior prospects, hence diminishing
the local talent pool.

In prominent technology markets like the U.S., India, and China, talent management has
undergone substantial evolution, propelled by swift technical progress, digital
transformation, and changing worker dynamics (Akter et al., 2023). These nations, hosting
some of the top technology corporations globally, offer significant insights into international
personnel management trends, especially about how enterprises adjust to the increasing
demand for highly qualified workers.

The talent deficit in the United States has emerged as a significant concern. A 2021 survey
by Gartner in Rimol (2021) indicated that 58% of IT leaders perceive recruitment difficulties
as a substantial obstacle to attaining their objectives. Major technology companies such as
Google and Amazon have adopted sophisticated recruitment tactics, employing artificial
intelligence (AI) and machine learning (ML) algorithms to optimize the hiring process and
enhance applicant alignment (Aura Team, 2024). Furthermore, the U.S. technology sector
has adopted remote labor as a sustained trend, expedited by the COVID-19 epidemic. In
2022, the percentage of technology positions providing remote work exceeded 40%, an
increase from 22% in 2019 (Barrero et al., 2023). This transition has broadened the global
talent pool, enabling U.S. corporations to recruit from many countries, hence heightening
competition for competent workers.

India, the domicile of the world's most extensive IT outsourcing sector, is a significant
contributor to the global technology talent arena. Indian technology companies such as TCS
and Infosys have implemented extensive upskilling programs to mitigate the skills gap
resulting from swift progress in Al, big data, and cloud computing (Jackson, 2024). A 2022
NASSCOM report reveals that over 50% of the Indian IT workforce has undergone
reskilling in digital technologies, highlighting the industry's emphasis on continual learning
(NASSCOM, 2022). Furthermore, India has embraced gig economy techniques, with more
than 15 million freelance technology experts enhancing the nation's tech ecosystem (Pant &
Majumder, 2022). The transition to gig labor has provided flexibility for businesses and
individuals; yet, it has also generated worries regarding long-term retention and workforce
stability.

China, propelled by its burgeoning technology sector spearheaded by firms such as Alibaba
and Tencent, has concentrated on cultivating a domestic talent pipeline (Atkinson, 2024).
Wang (2019) shown that government-sponsored initiatives to promote STEM education
have augmented the number of technology graduates, while companies have significantly
spent in internal training to satisfy the escalating demand for specialized skills in fields such
as Al and blockchain. Nonetheless, the Chinese technology sector encounters a deficiency
of talent, especially inside top leadership positions. In response, China has progressively
engaged in global recruitment, attracting people from Western nations, hence fostering a
reverse brain-drain phenomenon (Wang, 2021).
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The influence of digital transformation across various markets is significant. The
incorporation of developing technologies like Al and automation has transformed the
requisite skills for technology positions, leading companies to allocate greater resources
towards learning and development to ensure their employees are prepared for the future
(Jackson, 2024). The emergence of the gig economy has transformed talent management,
offering firms a more adaptable workforce model but simultaneously posing issues in
sustaining consistency, corporate culture, and loyalty among gig workers (Pant & Majumder,
2022). These global trends highlight the necessity of agility in talent management, as
technology firms worldwide must maneuver through a competitive and swiftly changing
environment characterized by talent shortages, upskilling demands, and emerging workforce
models that are transforming the industry.

Fru (2021) elucidated that talent management within Africa's technology sector encounters
distinct issues, influenced by elements such as brain drain, inadequate educational
infrastructure, and resource limitations. Africa is seeing a technological surge, particularly
in fintech, e-commerce, and mobile technology; yet, numerous firms face challenges in
attracting and retaining proficient professionals capable of fostering innovation and growth.
Ozibo (2024) indicates that Africa's shortage of tech expertise is projected to reach 1.7
million workers by 2030, presenting a significant obstacle to the continent's digital
transformation.

The acquisition of proficient technological talent in Nigeria is impeded by various issues,
notably the disparity between school outcomes and industry requirements. Nigeria generates
thousands of graduates annually, although a minimal proportion possesses the technical
competencies necessary for the technology sector (Okolie et al., 2019). The National Bureau
of Statistics (2019) reports that hardly 1 in 3 Nigerian graduates possess the requisite skills
for success in technological positions such as software engineering or data analysis. Nigerian
tech companies have consequently adopted global sourcing, specifically using remote
workers from neighboring African nations or the diaspora.

Organizations such as Andela have developed creative recruitment methodologies to bridge
this gap. Andela's methodology emphasizes the cultivation of high-potential personnel and
its linkage to global opportunities. Since its inception, Andela has educated over 1,000
developers, a significant number of them are employed remotely by global clients (Andela,
2022). The difficulty of attracting premier local talent persists, as numerous Nigerian
developers pursue superior chances overseas, drawn by higher compensation and more
stable work conditions (Gebeya, 2022).

2.3. Employee Retention in Nigerian Tech industry

A significant concern in the Nigerian Tech Industry is brain drain. Verd (2024) disclosed
that proficient technology experts frequently migrate from Africa to seek superior
possibilities in regions such as the U.S., Europe, and the Middle East, attracted by elevated
salaries, improved working environments, and more advanced innovation ecosystems.
Selotlegeng-Mbe (2023) reported that approximately 30% of African technology graduates
pursue jobs outside, resulting in a diminished talent pool for local tech businesses. This trend
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is especially detrimental in a nation such as Nigeria, where the local demand for
technological skills significantly surpasses the available supply.

A further difficulty is Africa's inadequate educational infrastructure, which hinders the
cultivation of a strong talent pipeline. Although several nations, such as South Africa, had
institutions with robust engineering and computer science departments, Kanyane (2023)
indicated that numerous others lack the requisite resources to provide high-quality
technological education. The African technology workforce frequently depends on external
resources, like online courses and boot camps, for skill enhancement (Ahmed, 2024). The
inconsistency of institutionalized skills development programs across the continent hampers
many organizations' ability to adapt to the rapid technology advancements shaping the global
economy (Kanyane, 2023).

Notwithstanding these problems, significant disparities exist in talent management methods
within prominent African tech hubs. Akamanzi et al. (2016) shown that in Kenya, commonly
known as "Silicon Savannah," personnel management is significantly shaped by the
burgeoning startup culture, which depends on both local and international collaborations to
mitigate the skills gap. Companies like Safaricom have invested in training initiatives and
technology incubators to cultivate young talent, while global technology leaders including
as Google and Microsoft have set up regional headquarters in Nairobi, providing mentorship
and resources for skill enhancement (Maina, 2024).

South Africa possesses a more structured talent management framework owing to its more
developed economy and established educational system (Shikweni et al., 2019). South
African technology firms, such as Naspers, prioritize workforce diversity and leadership
development initiatives to retain domestic talent and enhance global competitiveness.
Musakuro and Klerk (2021) noted that the nation continues to experience significant
emigration, as technology workers pursue superior prospects overseas, particularly in
Europe and North America.

In Egypt, Badie et al. (2024) shown that the government actively engages in talent
management, especially through measures designed to promote technological education and
entrepreneurship. The emergence of technology firms such as Fawry and Swvl has been
bolstered by public-private collaborations aimed at enhancing workforce competencies in
areas such as artificial intelligence, machine learning, and data science (Cha’ngom, 2020).
Egypt's sizable and youthful demographic presents a promising talent reservoir; but, akin to
other African nations, it grapples with brain drain.

In summary, whereas African tech hubs have shared difficulties such as brain drain and
educational deficiencies, each region is formulating customized strategies for personnel
management. With the expansion of the African tech industry, it is imperative for
governments, educational institutions, and private sector entities to enhance collaboration in
order to establish a sustainable talent pipeline and align with the continent's swift digital
transformation.
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However, the Nigeria's technology sector has evolved into one of Africa's foremost digital
economies, with enterprises such as Andela, Interswitch, and Paystack spearheading
advancements in fintech, e-commerce, and software development (Nigeria Tech Summit,
2024). Nonetheless, talent management continues to be a significant challenge for Nigerian
technology companies, especially regarding recruiting, retention, and skills enhancement.
Notwithstanding the sector's swift growth, the industry persists in facing a deficiency of
experienced experts, exacerbated by brain drain, inadequate training infrastructure, and
intense rivalry for elite talent (Muoto, 2022).

Retention becomes a significant concern for Nigerian technology companies. The nation's
economic volatility, fluctuating currency, and restricted access to venture financing foster a
climate in which skilled professionals frequently depart for more profitable or stable
prospects (CloD Nigeria, 2024). Adenuga (2022) reports that 48% of Nigerian tech
employees are contemplating job resignation within the forthcoming year, primarily due to
insufficient remuneration, suboptimal work-life balance, and limited prospects for career
advancement.

Agbai and Okechukwu (2024) indicated that numerous Nigerian tech professionals attribute
their pursuit of alternatives to unhappiness with working conditions, restricted career
advancement, and insufficient compensation. This has led to elevated employee turnover
rates, disrupting organizational stability and escalating expenditures related to recruitment
and onboarding of new personnel. Akintaro (2024) demonstrated that startups such as Kuda
and Opay online banking company have encountered challenges in keeping essential
personnel due to intense rivalry from larger, well-capitalized firms.

Companies such as Interswitch have adopted tactics to mitigate excessive employee turnover
by providing attractive remuneration packages and career advancement programs
(Interswitch, 2024a). Interswitch's retention approach encompasses providing stock options
to employees, developing a sense of ownership and long-term commitment to the
organization. Moreover, Interswitch underscores the importance of fostering a collaborative
and inventive workplace culture, essential for maintaining premier talent in a competitive
landscape (Interswitch, 2024).

Although, Nigeria's technology sector is advancing in talent management, considerable
deficiencies persist. The collaborative endeavors of firms such as Andela, Interswitch, and
Paystack, with governmental initiatives like NITDA’s IT Innovation Hub, have enhanced
recruiting, retention, and skills development methodologies. To achieve sustained growth,
additional investment in educational infrastructure and policies that promote the retention of
qualified individuals are needed.

It is noteworthy that talent management in entrepreneurial contexts differs significantly from
established corporations due to resource constraints, uncertainty, and the need for versatile
employees (Kaliannan et al., 2022). In tech startups, human capital often represents the
primary competitive advantage, making talent management strategies critical for survival
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and growth (Oria et al., 2021). Figure one below depicts the conceptual framework on talent
management and development in Nigerian Tech Entrepreneurship.

Figure 1: Conceptual framework for Talent Management in Nigeria’s Tech
Entrepreneurship

tecruitment Challenges

Retention Challenges ———  — Effective Talent Management Strategies ———— Sustainable Growth in the Tech

s Development Challenges

2.4. Theoretical Foundations

2.4.1 Resource-Based View (RBV)

The RBV theory posits that sustainable competitive advantage derives from resources that
are valuable, rare, inimitable, and non-substitutable (VRIN). In tech entrepreneurship,
skilled employees represent such resources. Nigerian firms like Interswitch have
demonstrated how internal talent development creates competitive advantages difficult for
competitors to replicate (Interswitch, 2024). This theory underpins our hypothesis that
effective talent management strategies significantly impact organizational performance.

2.4.2 Human Capital Theory
Human Capital Theory emphasizes that investments in employee education and skills yield
returns for both individuals and organizations (Ross, 2023). For resource-constrained tech
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entrepreneurs, strategic human capital investments become critical decisions that directly
impact firm survival and growth.

2.5. Empirical Evidence

2.5.1 Global Context

Leading tech markets demonstrate diverse talent management approaches. US firms
leverage Al-driven recruitment and remote work, with 40% of tech positions offering remote
options by 2022 (Barrero et al., 2023). India's tech sector has reskilled 50% of its workforce
in digital technologies (NASSCOM, 2022), while China focuses on domestic talent pipeline
development through government-backed STEM programs (Wang, 2019).

2.5.2 African Tech Ecosystem

African tech hubs face unique challenges, with brain drain affecting 30% of tech graduates
(Selotlegeng-Mbe, 2023). However, successful models exist: Kenya's "Silicon Savannah"
leverages startup incubators and international partnerships, while South Africa's established
firms like Naspers emphasize leadership development programs (Akamanzi et al., 2016).

2.5.3 Nigerian Tech Entrepreneurship Context

Nigerian tech entrepreneurs face distinct talent challenges. While companies like Andela
pioneer innovative training-to-employment models, most startups struggle with limited
resources for talent development. Only 30% of Nigerian tech firms have structured training
programs (Ajah, 2023), highlighting the need for cost-effective talent management strategies
suitable for entrepreneurial ventures.

2.6. Research Gap and Contribution
This study addresses three specific gaps:
i.  Limited research on talent management in resource-constrained entrepreneurial
contexts
ii.  Lack of empirical evidence on the effectiveness of talent strategies in Nigerian tech
SMEs
iii.  Absence of frameworks linking talent management to entrepreneurial sustainability

Our contribution lies in providing evidence-based strategies for tech entrepreneurs to build
competitive advantages through human capital despite resource limitations.

3. Methodology

3.1 Research Design

This study employed a quantitative research approach using a cross-sectional survey design

to examine talent management practices in Nigerian tech firms.

3.2 Population and Sampling

Journal of Entrepreneurship and Business 133



Adewole, Rukevwe, Oluwatomisin & Oluwatimilehin

The target population comprised HR professionals in Nigerian tech companies, including
startups and SMEs. Using stratified random sampling, we distributed surveys to ensure
representation across company sizes and tech subsectors. A total of 76 completed responses
were received, providing a response rate of 68% from 112 distributed surveys.

3.3 Data Collection and Analysis
Data analysis was conducted in two phases:

i.  Descriptive Analysis: All 76 responses were used to analyze recruitment challenges,
retention factors, and skills development practices, providing comprehensive
insights into industry trends.

ii.  Inferential Analysis: Due to incomplete data in some responses for variables required
for correlation analysis, a subset of 20 responses with complete data across all
variables was used. This subset was verified to be representative of the full sample
across key demographics (company size, respondent experience, and role). While
this reduced sample size limits generalizability, it ensures statistical validity of the
correlation analyses presented.

This approach balances the need for comprehensive descriptive insights (using all 76
responses) with the requirement for complete data in correlation analysis (20 responses).
Future research should aim for larger samples with complete data across all variables.

3.4 Validity and Reliability

The questionnaire was pre-tested with 5 HR professionals and revised based on feedback.
Cronbach's alpha values ranged from 0.72 to 0.84 across constructs, indicating acceptable
reliability. Content validity was established through expert review by 3 academics and 2
industry practitioners.

3.5 Ethical Considerations
Ethical approval was obtained from the institutional review board. All participants provided
informed consent, and data was anonymized to ensure confidentiality.

4. Results and Discussions

4.1 Descriptive Findings
Analysis of all 76 responses revealed critical talent management challenges:

Recruitment Channels: Regarding recruitment channels, as depicted in figure 3, social media
platforms like LinkedIn emerged as the most effective tool, used by 72.4% of respondents.
This aligns with global trends where LinkedIn has become a leading platform for sourcing
tech talent due to its vast professional network and specialized job-matching algorithms.
Employee referrals (47.4%) and job boards (34.2%) were also popular, reflecting a reliance
on both digital and traditional recruitment strategies. Recruitment agencies (32.9%) and
university partnerships (7.9%) were less commonly used, possibly due to cost considerations
and a limited pool of university graduates with industry-ready skills. Figure one below shows
detailed recruitment channels employed by tech entrepreneurship in Nigeria.
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Figure 2: Recruitment Channels

76 responses

Job boards 26 (34.2%)

Employee referrals 36 (47.4%)

Social media (e.g..

Linkedin) T
Recruitment agencies 25 (32.9%)
University partnerships 6 (7.9%)
WhatsAppfll 1 (1.3%)
0 20 40 60

Recruitment Challenge in Nigerian Tec Entrepreneurship: High salary expectations
(56.6%) and qualified candidate shortage (36.8%) emerged as primary challenges. LinkedIn
dominated as the preferred recruitment channel (72.4%), reflecting digital transformation in
talent acquisition.

Figure 3: Significant Challenges in Recruiting Tech Talent
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76 responses

Shortage of qualified

candidates 28 (36.8%)

High salary expectations 43 (56.6%)

Intense competition from 11 (145%)
other firms

Limited knowledge of
emerging tech skills 19 (25%)

0 20 40

Retention Challenges: Retention challenges are a significant issue in the Nigerian tech
industry, with 81.6% of respondents citing "better salary offers elsewhere" as the primary
reason for turnover, as highlighted in figure 4. This finding underscores the competitive
environment where tech professionals are constantly seeking better financial incentives.
Other factors, such as a lack of career growth opportunities (17.1%), poor work-life balance
(15.8%), and limited access to cutting-edge technologies (14.5%), also contribute to high
turnover rates. Notably, only 6.6% of respondents identified toxic workplace culture as a
reason for leaving, indicating that organizational culture may not be the main driver of

attrition.

Figure 4: Primary reasons tech talents leave their organizations
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76 responses

Better salary offers

62 (81.6%)
elsewhere { ’

Lack of career growth AR

opportunities PRI

Poor work-life balance 12 (15.8%)

Lack of access to cuntpg- 11 (14.5%)
edge technologies
Toxic workplace culture 5 (6.6%)
We don't have tech talentfl 1 (1.3%)
0 20 40 60 80

Retention Strategies: When evaluating satisfaction with retention strategies, the majority of
respondents expressed neutrality or dissatisfaction. Specifically, 39.5% rated their
satisfaction level as neutral, while 26.3% were dissatisfied, as shown in figure 6. This
suggests that many organizations' retention efforts are either underwhelming or misaligned
with employee expectations. To improve retention, organizations must focus on creating
comprehensive retention strategies that address financial, professional, and personal
development needs. Offering competitive salaries, career advancement opportunities, and
flexible work options are critical to retaining top talent. Additionally, fostering a culture of
recognition and implementing tailored retention policies can help reduce turnover rates and
enhance organizational stability.

Figure 5: Retention Strategies
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76 responses

Competitive salaries 18 (23.7%)

Employee development
programs

Clear career progression
paths

Flexible work
arrangements

34 (44.7%)
26 (34.2%)
34 (44.7%)

Recognitions and rewards -29 (38.2%)

None [ 1(1.3%)

Skills Development: Budget constraints (67.1%) significantly limited training initiatives.
Most firms relied on in-house training (61.8%), with only 23.7% conducting quarterly skills

assessments.

Figure 6: Challenge in implementing skills development programs

76 responses

Budget constraints 51(67.1%)

19 (25%)

Lack of time for training
Poor employee
engagement

Limited access to qualified
trainers

20 (26.3%)

13 (17.1%)

1(1.3%)
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Initiatives for Workforce Development: To address skills development challenges,
organizations should prioritize regular skills gap assessments, allocate sufficient budgets for
training, and leverage partnerships with educational institutions and tech companies.
Encouraging employee engagement in training programs and adopting scalable online
learning platforms can also enhance skills development efforts and bridge the workforce
competency gap.

Figure 7: Initiatives for Workforce Development

76 responses

In-house fraining programs 47 (61.8%)
Online courses (e.g.. °
Coursera, Udemy) ZHELDR)
Mentorship programs 29 (38.2%)
External workshops/ 27 (35.5%)
seminars ’
Certifications a_nd 22 (28.9%)
sponsorships
1(1.3%)
0 20 40 60

An Overview of Improvements of Tech Talent Management Strategy: The overall
effectiveness of talent management strategies in the Nigerian tech entrepreneurship received
mixed reviews. Most respondents rated their organization's approach as average (42.1%) or
good (38.2%), while 10.5% expressed dissatisfaction. Critical improvement factors
identified include industry-specific HR training (51.3%), improved HR technology tools
(18.4%), collaboration with educational institutions (14.5%), as highlighted in figure 8.

Journal of Entrepreneurship and Business 139



Adewole, Rukevwe, Oluwatomisin & Oluwatimilehin

Figure 8 Overview of the Improvements of Tech Talent Management in Nigerian Tec
Entrepreneurship

Government policy support

18.4%

Improved HR technology tools

Collaboration with educational institutions

Industry-specific HR training for professionals 51.3%

Critical Factors for Talent Management Improvement

0 10 20 30 0 50
Percentage of Responses

4.2 Correlation Analysis Results
Table 1 below presents correlation results from the 20 complete responses:

Table 1: Correlation Analysis Results (n=20)

Retention Skills

Variables Recru.l tment Strategy Development Emp loye.e

Effectiveness . . Satisfaction
Satisfaction Frequency

Recruitment 1.000 0.750%* 0.620%* 0.810%*

Effectiveness

Retention Strategy , ;5. 1.000 0.680%* 0.760%*

Satisfaction

Skills

Development 0.620* 0.680%** 1.000 0.690**

Frequency

Employee 0.810%* 0.760%* 0.690%* 1.000

Satisfaction

*p <0.05, **p < 0.01

N=20

Correlation analysis in the above table revealed strong interconnections between talent
management components: recruitment effectiveness strongly correlated with employee
satisfaction (r = 0.810, p = 0.001); Retention strategy satisfaction showed strong correlation
with employee satisfaction (r = 0.760, p = 0.003); skills development frequency moderately
correlated with employee satisfaction (r = 0.690, p = 0.007).
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4.3 Discussion of Findings

This study’s examination of talent management challenges in Nigeria’s tech industry reveals
findings that both align with and extend previous research while highlighting unique
contextual factors specific to the Nigerian market. The identification of high salary
expectations as the primary recruitment challenge, cited by 56.6% of respondents, strongly
corroborates findings from Rimol (2021), who documented similar patterns in global tech
markets where fierce competition for top talent drives up compensation demands. However,
the present study reveals that this challenge is particularly acute in Nigeria due to the “tech
brain drain” phenomenon, where skilled professionals migrate to developed countries for
better opportunities, creating a supply-demand imbalance that further inflates local salary
expectations and contributes to the shortage of qualified candidates identified by 36.8% of
respondents.

The dominance of LinkedIn as a recruitment channel, used by 72.4% of respondents, aligns
with global trends documented in recruitment literature where professional networking
platforms have become essential for tech talent acquisition due to their specialized job-
matching algorithms and vast professional networks. The relatively low utilization of
university partnerships at 7.9% supports previous research suggesting a disconnect between
academic curricula and industry requirements, particularly in developing economies where
educational institutions may lag behind rapidly evolving technological demands. The finding
that limited knowledge of emerging technologies poses recruitment challenges for 25% of
organizations echoes concerns raised in previous studies about the pace of technological
change outstripping workforce development efforts, which is particularly relevant in
Nigeria’s context where access to cutting-edge training and technology infrastructure may
be limited compared to developed markets.

The overwhelming identification of "better salary offers elsewhere" by 81.6% of respondents
as the primary retention challenge strongly supports previous research on compensation as
a key retention factor in competitive industries, while being particularly significant in the
Nigerian context where brain drain creates additional upward pressure on local salaries as
organizations compete not only with domestic firms but also with international
opportunities. The importance of career growth opportunities and work-life balance as
retention factors aligns with contemporary workforce management literature that
emphasizes the evolving expectations of modern professionals, particularly in tech
industries. The relatively low citation of toxic workplace culture as a retention issue at 6.6%
suggests that Nigerian tech organizations may have developed relatively healthy work
environments, or that financial considerations overshadow cultural factors in retention
decisions.

The emphasis on employee development programs and flexible work arrangements as
priority retention strategies, each cited by 44.7% of respondents, reflects global trends
toward more holistic employee value propositions and supports research that demonstrates
the growing importance of work-life integration and continuous learning opportunities in
knowledge-intensive industries. The identification of budget constraints by 67.1% of
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respondents as the primary barrier to skills development aligns with resource allocation
challenges documented in previous studies of developing economy organizations, which is
particularly relevant in Nigeria’s context where organizations may face additional financial
pressures due to economic volatility and currency fluctuations that affect technology
investments and training budgets.

The inconsistent approach to skills gap assessments, with only 23.7% conducting quarterly
assessments, supports previous research highlighting the reactive rather than proactive
approach many organizations take toward workforce development. This pattern is
concerning given the rapid pace of technological change in the industry and suggests a
systematic weakness in strategic human resource planning. The high demand for data
analysis skills by 56.6% of respondents and software development skills by 40.8% reflects
global trends in digital transformation and data-driven decision making, while the significant
demand for cybersecurity and AI/ML skills in the Nigerian context may reflect both global
technology trends and specific local needs related to digital infrastructure development and
security concerns in emerging economies.

The strong positive correlation between recruitment effectiveness and employee satisfaction
(r=0.810, p = 0.001) provides empirical support for previous theoretical work suggesting
that recruitment practices significantly impact long-term employee outcomes, which is
particularly important in the Nigerian context where effective recruitment can help mitigate
the challenges posed by limited talent pools and competitive pressures. The strong
correlation between retention strategy satisfaction and employee satisfaction (r = 0.760, p =
0.003) corroborates previous research on the interconnected nature of HR practices and
reinforces the importance of holistic talent management approaches, while being particularly
significant given the high turnover challenges identified in the Nigerian tech sector.

The moderate correlation between skills development frequency and employee satisfaction
(r=10.690, p = 0.007) supports previous research on the motivational value of professional
development opportunities, while also highlighting a practical pathway for Nigerian
organizations to improve retention despite budget constraints through strategic investment
in employee growth. This study extends previous research by documenting how global talent
management challenges manifest in Nigeria’s specific economic and cultural context,
revealing that while Nigerian tech organizations face similar challenges to their global
counterparts, factors such as brain drain, budget constraints, and infrastructure limitations
create unique implementation challenges that require adapted strategies.

The statistical significance of all observed correlations (p < 0.05) provides robust empirical
support for the interconnected nature of talent management components, confirming
theoretical frameworks from previous research while demonstrating their applicability in the
Nigerian context. This suggests that Nigerian tech organizations cannot address recruitment,
retention, and skills development challenges in isolation but must adopt integrated
approaches that recognize these interdependencies. The research contributes to the limited
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body of literature on talent management in African tech industries and provides practical
insights for organizations operating in similar emerging market contexts where resource
constraints and competitive pressures create unique challenges for workforce management.

4.4 Theoretical Integration

This study’s findings strongly support both theoretical frameworks:

RBYV Perspective: The strong correlation between recruitment effectiveness and employee
satisfaction (r=0.810) confirms that human resources serve as competitive advantages. Tech
entrepreneurs who successfully attract and retain talent create value difficult for competitors
to replicate.

Human Capital Theory: The positive relationship between skills development and
satisfaction (r=0.690) validates those investments in employee development yield returns.
However, budget constraints limiting such investments highlight the challenge for resource-
constrained entrepreneurs.

4.5 Implications for Tech Entrepreneurship
These findings have specific implications for tech entrepreneurs and SME managers:

1. Strategic Resource Allocation: Despite budget constraints, entrepreneurs must view
talent management as investment, not cost. The strong correlations suggest that even
modest investments in recruitment and retention yield significant returns.

ii.  Innovative Approaches: Resource-constrained entrepreneurs should explore creative
solutions like equity compensation, flexible work arrangements, and partnerships
with educational institutions.

1.  Ecosystem Development: The findings support the need for entrepreneurship support
organizations to include talent management in their incubation and acceleration
programs.

5. Conclusions and Recommendations

5.1 Summary of Findings

This study demonstrates that talent management strategies significantly impact recruitment
effectiveness, retention, and skills development in Nigerian tech entrepreneurship. All
hypotheses were supported, confirming that strategic human capital management creates
competitive advantages for tech ventures.

5.2 Practical Recommendations for Tech Entrepreneurs
i. Leverage Non-Monetary Benefits: Offer equity participation, flexible work
arrangements, and clear growth paths to compete with larger firms.
ii.  Build Talent Partnerships: Collaborate with universities and coding bootcamps to
create talent pipelines without heavy recruitment costs.
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iii.  Implement Lean Training Models: Use peer learning, mentorship, and online
resources to develop skills cost-effectively.

iv.  Create Entrepreneurial Culture: Emphasize the unique learning opportunities in
startups to attract talent seeking diverse experiences.

5.3 Policy Recommendations
i.  Government should provide tax incentives for SMEs investing in employee training
ii.  Establish public-private partnerships for tech talent development
iii.  Create visa programs to attract diaspora talent back to Nigerian tech sector

5.4 Limitations and Future Research:

This study has several limitations. The reduced sample size for correlation analysis (n=20)
limits generalizability, though descriptive findings from all 76 responses provide valuable
insights. The cross-sectional design prevents causal inferences. Future research should:

i.  Employ larger samples with complete data across all variables
ii.  Use longitudinal designs to track talent management impact over time
iii.  Compare talent strategies across different African tech hubs
iv.  Explore qualitative experiences of tech entrepreneurs in talent management

5.5 Contribution to Entrepreneurship Literature:

This study contributes to entrepreneurship literature by providing empirical evidence on how
resource-constrained tech ventures can build competitive advantages through strategic talent
management. It extends RBV and Human Capital Theory to entrepreneurial contexts in
emerging markets, offering a foundation for future research on human capital in tech
entrepreneurship.
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