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ABSTRACT 

The aim of this study is to assess the effect of human resource accounting on the productivity of Nigeria 

Banks. The study employed both the primary and secondary sources of data collection. The target 

population for this study is the members of staff of randomly selected Banks in the North Central Zone of 

Nigeria comprising of the Federal Capital Territory, Nassarawa and Kogi State. The sample size of 300 

members of staff were drawn from 15 randomly selected banks. The data for this study was analyze with 

the Pearson’s products – moment correlation coefficient. The study revealed that there is a strong 

relationship between staff welfare, increase in employee’s salary and proper disclosure of employee’s size 

on the productivity of banks in Nigeria. The study amongst others recommended that the banks listed in 

Nigerian stock exchange should imbibe the lifestyle of enhancing staff welfare, encouragement of 

employees via increase in salary and capitalizing and reporting all expenditure or investment on human 

resource accounting disclosure to enhance their productivity. 

Keywords: Human Resource Accounting, Productivity, Commercial Banks. 

 

1.0 INTRODUCTION  
Human Resource Accounting has been the focus of much academic research since the late 1960’s 

(Ezejiofor, John, and Iyidiobi, 2017). Human resource has been generally defined as a term that explains 

the set of individuals who make up the workforce of an organization or a business entity. According to 

Syed (2009) in Edom Inah and Adanma (2015), it is made up of the energies, skills, talents and 

knowledge of the people which are, or which can be applied to the production of goods or rendering 

useful services (Syed  (2009) in Edom, Innah and Adanma 2015). In concurring with Syed (2009), Knauf 

(2011) in Okpako, Atube and Olufawoye (2014) pointed that the effective and efficient use of the 

physical assets largely depends on the skills, ability, quality, perception and character of the employees 

(Kuauf 2011 in Okpako, Atube and Olufawoye 2014). Moreover, American Accounting Association 

(AAA) (1973) define Human Resource Accounting (HRA) as the process of identifying and measuring 

data concerning human resource and communicating this information to interested parties. 

Flam holz (1999) pointed that human resource accounting (HRA) play some unique roles in an 

organization. These includes; to encourage decision makers to accept HRA and to provide firms with 

information relating to the cost of employees. However, despite having a lot of researches on HRA, it is 

still not widely accepted in practice due to the following reasons: How can we ascertain the proper or 

accurate measurement of employees, and whether employees can be measured as an asset in an 

organization. Welfare and training of staff, increase in staff salaries and employee’s size of an 
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organization is part of human resource framework. Firms like banks can leverage on the capabilities and 

skills of its workforce to enhance and improve its productivity. This is the outlook of this study. 

1.1 Research Problem 

The most relevant assets of any organization is its employees because all activities of organization that 

determine productivity, growth and performance depends largely on the inputs of the employees. 

However, it is difficult to measure data concerning human resources. Another problem is determining the 

effect of human resources accounting indices like increase in staff salaries, welfare and training of staff 

and employees size on the productivity of the Nigerian Banking Industry. This problem is what this study 

intends to solve. Hence, this research is expected to answer the following questions. 

1. What is the effect of staff welfare and training productivity of Nigerian Banks? 

2. What effect has increased employees salaries on the productivity of banks in Nigeria? 

3. What is the relationship between efficient disclosure of employee’s size and Productivity of 

Nigerian Banks? 

1.2 Research Objective 

In view of the preceding research gaps, this study’s aim is to examine the effect of human resource 

accounting on productivity of Nigeria Banks. Specifically, the objectives of the study are to 

1. Investigate the effect of staff well fare and training on the productivity on Nigeria banks  

2. Ascension the effect of increase in employee salaries on the productivity of banks  

3. Determine the relationship between efficient disclosure of employees size and productivity of banks 

in Nigeria  

1.3 Research Hypotheses  

Base on the research objectives of the study, the following hypotheses are going to be tested in a null 

form. 

HO1: Staff welfare and training cost does not affect the productivity of Nigeria banks  

HO2: Cost of increase in employee’s salaries does not affect the productivity of banks. 

HO3: There is no relationship between cost of efficient employee size disclosure and productivity of 

banks in Nigeria. 

 

2.0 REVIEW OF RELATED LITERATURES  

2.1 Conceptual Framework  

Concept Human Resource Accounting  

Human Resource Accounting is the process of identifying, measuring data about human resource and 

communicating this information to interested parties. It has also been described as a tool developed to 

account for people as organizational resources by providing information on estimated value and the cost 

of investment on the human resources in an organization to the stakeholders. According to Mary and 

Kolawole (2015), Human resource accounting was developed to overcome the weaknesses of the 

traditional accounting system, where all investment in human resources are written off as expenses in the 

year it is incurred ( Mary and Kolawole 2015). Moreover, Gupta (1991) is of the view that Human 

Resource Accounting is an information system that tells management what changes are occurring 

overtime to the human resources of the business. It involves the accounting for investment in people and 

their replacement costs, and also economic values of the people in the organization. This definition 

explains HRA as an information system which is able to help the management of an organization in 

effective decision making in relation to the hiring and retention of employees (Gupta, 1991). 

In the view of Newman (1999), Human Resource Accounting can be defined as the measurement of the 

abilities of all employees of an organization at every level of management, supervisory and ordinary 

employees with the aim to produce value from their knowledge and the capabilities of their mind. (This 

definition sees the Knowledge and intellectual abilities of the employees as key to the success and growth 

of an organization (Newman 1999).  

Mary and Kolawole (2015) explained that according to Boedker, Mouritsen and Guthrie (2008), most 

organizations adopts a valuation method suitable for the measurement their human resources and report 
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such information as extra information in their statements of annual reports (Boedker, Mouritsen and 

Guthrie 2008). Afolabi (2014), pointed out that the various definitions of Human Resource Accounting 

has brought to the fore three vital aspects of human resources accounting: 

(a) Valuation of human resources  

(b) Recording the valuation in the books of account and  

(c) The disclosure of the information in the financial statement of the business. 

Furthermore, Afolabi (2014) observed that accounting for human asset is a difficult task. Thus, it is faced 

with multi-dimensional problems and challenges which impede its application. These are  

(a) How can we value human resources? 

(b) How can we record the value in the book of account? 

(c) How to disclose the information in the financial statement of the business 

2.2 Evolution of Human Resource Accounting  

The application of economic reasoning to evaluation issues was part of the earliest attempts made by the 

accounting profession to address the value of human resources in the world (Scoth, 1925). Scoth (1925) 

recognized that the treatment of intangible assets which is currently referred to as human resources, 

generated some controversy – the main argument being that the possession of a trained force of workers 

should be valued in some way in an organization’s balance sheet. Likert (1967) in Afolabi (2014) pointed 

out that the first important human resources emphasis of separating people as valuable resource came 

from organizational psychologists who tried to see employee – management interface as a medium to 

promote human resources perspective of the employee versus the more traditional “personnel” idea of 

workers as passive tools of the organization Likert (1967) in Afolabi (2014).The research done at the 

university of Michigan by the research team comprising Rennis Likert, R.lee Brunmet, William Prie and 

Eric Flamholtz marked the early stages of the development of the concept of human resource accounting 

(Flamholtz, Bullen and Hau, 2002). Roger Hermanson (1964, 1986) in his pioneering monograph 

“Accounting for Human Assets” described a model to measure human resource value in external financial 

reports. Hamanson model was instrumental in providing information as to how human resource can be 

valued or placed in the financial report of organizations. Other works of researchers who contributed to 

the emergence of human resource accounting included the study carried out in 1966 by William Pyle in 

conjunction with the management of R.G Barry which came up with a report on how to value human 

assets on the current cost basis. Flamholzt (1973) reported that as from 1967, R.G Barry, a leisure 

footwear company in Columbus, Ohio, used HRA to report the value of its human resources or assets as 

associated with its annual reports and financial statements for external use (Flamhotz, 1973). 

Flamhotz (1999) pointed out that as from the 1980s and 1990s, developed economies shift from 

manufacturing to service economics triggered renewed interest in Human Resource Accounting. 

Furthermore, the researcher explained that some of the firms that moved to implant the ideas of HRA was 

the united state office of Naval Research who carried out a study on applying the concept of HRA in the 

Navy, banking institutions with the sole aim of finding avenues to determine the true cost of replacing 

tellers as management trainees. Furthermore, according to Flamholz, Bullen and Hau, (2002) in Afolabi 

(2014), it was observed that throughout the various stages of renewed interest in the field of HRA and as 

well as the previous work in the field, the development seen in HRA were really as a result of successful 

collaboration between the forces behind the academic research and those responsible for the practical 

application of the concept of Human Resource Accounting. Thus countering a widely held argument that 

research and practice are not related (Flamholtz, Bullen Hau 2002) in Afolabi (2014). 

2.3 Importance of Human Resource Accounting in an Organization  

According to Afolabi (2014), Human Resource Accounting is intended mainly to be used as a 

management tools, it has very important uses for present and future investors of an organization. The uses 

of Human Resource Accounting are listed below. 

1) Human resources accounting provides useful information to the management, financial analyst, 

and employees. 
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2) Human resource accounting system provides information of vital importance for both short and 

long term decision making as well as performance measurement. 

3) Human resource valuation provides the management with information about change in the 

structure of its labour force. 

4) Human resource Accounting helps the management in employment and utilization of human 

resources. 

5) It also helps the management in taking decisions about transfers, promotions training and 

retrenchment of human resources  

6) It helps management in carrying out plans for physical asset through human resources. 

7) It also assist the management in evaluating the expenditure incurred for imparting additional 

education and training on employees in terms of the gains obtained by the firm. 

8) Management can also identify the causes of high labour turnover through HRA. 

9) It is an assessment tool: it aids the assessment of the inner strength of an organization and assist 

the management to lead the organization through thick and thin situations. 

10) The real cause of low return on investment can be located through the help of HRA. 

11) It also provides valuable information for persons interested in making long-term investment in a 

firm. 

2.3.1 Welfare and Training of Staff and Human Resource Accounting  

Abiodum (1999) in Ekundayo (2016) posits that staff training is vital to the development and growth of 

any organization. It compared training and welfare of workers to the blood that is essential to the 

existence of human beings. Intellectual, physical, mental and social training are very important in 

enhancing not only the level of productivity but also the work force and or employees of any 

organization. Furthermore, in the view of Abiodum (1999) in Ekundayo (2016), training in defined as a 

systematic development of the knowledge, skills and attitudes of an employee. The ability of the 

management to carry out training of its staff is seen as the most important formation of any competent 

management. The reason is that the computer age has come with it attendant sophisticated technology 

which has really made it compulsory for organizations to meet up with changing scenarios (Abiodum 

(1999) in Ekundayo (2016). Central to the sustenance of economic growth and development of any 

organization is training because human capacity is the most important asset of any organization. Worthy 

of note is capacity building which is part of training. It has been defined as the internalization of the 

knowledge, skills and processes that assist in the formation, implementation monitoring and evaluation of 

organization set of goals and objective in an efficient manner.  

2.3.2 Salaries of employees and human resource accounting  

Generally salaries and incentive are regarded as variable payment made to employees or a group of 

employees on the basis of the amount of output or result achieved (Okeke, Nwele and Achilike 2017) 

Banjako (2006) further noted that efficient incentive and salaries pay system is a necessary condition for 

individual employees and work teams to contribute effectively and efficiently to the organization’s, not 

only in what they do but also in how well they do it (Banjoko, 2006). According to Martocchio (2006) in 

Okeke, Odwele and Achilike (2017), to attract, retain and motivate highly productive workers and to be 

fair to all employees, organization need to reward employees on the basis of their relative productivity. In 

support of the above opinion, Reilly (2003) noted that when employees are paid commensurate to their 

outputs, it does not only serve as encouragement to do more but serve also as a factor that would help in 

stabilizing the work environment thereby providing conducive atmosphere for higher productivity (Reilly, 

2003). 

2.3.3 Employees Size and Human Capital Accounting  

Ekundayo (2016) defined employees size to be the number of employees been disclosed in the directors 

annual report (Ekundayo 2016). A hand full of studies examined on this subject matter has showed mixed 

results. For example, the main arguments proposed by those who disagree with the impact of employees 

as team members on the productivity or performance of organizations is that the existence of employees 

as a team may allow for nonperformance and non challancy by some employees (Alchisn and Demsets 
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1972). It is important to note that a lot of theoretical literatures focus their attention on the impact of 

employees on productivity and product quality of an organization. Of great importance to some is the 

recognition that the introduction of various forms of participation, even if connected by overall 

improvements in the effectiveness of organization, may also result in major costs to the organization. It 

therefore means that employees might heed more sharing of organizations reward through financial 

participation, such as gain sharing, profit sharing and employee stock ownership to company teams in 

order to avoid the undermining of their commitment to their teams (Benver and Jones, 1995 and Kato 

Morishina 2002). This showcases the relationship between employee size and human capital accounting. 

2.4 Concept of Productivity 

It is obvious that the concept of productivity is a widely discussed subject among economics, politicians, 

media and managers. However, in the cause of these discussions, the subject of productivity has been 

defined and explained in different forms and manners. Pooja and Sachin (2015) view productivity as an 

average measure of the efficiency of production. It can be expressed as the ratio of output inputs used in 

the production process. Productivity measures that use one or more input factors but not all factors, are 

referred to as partial productivities (Pooja & Sachim 2015). Currie (1972) pointed out that productivity is 

the quantitative relationship between what we produce and the resources we use. Moreover, Smith and 

Beeching (1968) view productivity as the volume of output which is achieved in a given period in 

relationship to the sum of the direct and indirect effort expended in its production (Smith & Beeching 

1968).Pooja and Sachium (2005), identified efficiency and effectiveness as two major components of 

productivity. Explaining the background and usefulness of these components to the concept of 

productivity, Simon (1957) in Pooja and Sachium (2005) describe efficiency as dictating the choice of 

alternatives which provides the largest result for the given application of resources. Badmus (1961) points 

out that as the word efficiency has no scientific root, we are forced to believe without question that to 

maximize efficiency is important if not indeed the main purpose of any industrial enterprise or 

organization. The research further argue that normal systems of productivity and efficiency do not 

normally take into cognizance the factors that relate to the way employees work. Specific elements such 

as the initiative they employ, flexibility, cooperation and adaptability are not brought into the measures of 

output (Badmus 1961).Expanding more on the other components of productivity, Bowe (1982) viewed 

effectiveness as an important factor desired in the improvement of organizational performance. Focusing 

on effectiveness in the activities of any organization is therefore a vital dimension of productivity and 

failure to take it into account can lead to the production of a false assessment of the true performance of 

an organization (Bowe 1982). 

Factors Affecting Productivity of an Organization 

Pooja and Sachium (2015) positioned that there are quite a variety of factors which affects the 

productivity level of an organization. There further separated them into (a) Highly Controllable (b) 

Marginally Controllable (c) Controllable at the national level and (d) Uncontrollable  

a. Highly controllable factors are:- 

(i) Capital investments in production (ii) capital investments in technology (iii) capital investments 

in equipment (iv) capital investments in facilities (v) work force knowledge and skill from 

training and experience (vi) technological changes (vii) work methods (viii) procedures (ix) 

systems (x) quality of products (xi) quality of processes 

b. Marginally controllable factors are:- 

(i) Quality of management (ii) legislative and regulatory environment   

c. Controllable only at national level 
(i) General levels of education (ii) social environment  

d. Uncontrollable factors 

(i) Geographic factors  

2.6 How to Improve Productivity in Organization  

William (1999) in Pooja and Sachin (2015) enumerated key steps that organizations can follow to 

improve productivity. These are:- 
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(a) Organizations leadership should look at the system as a whole in deciding which operations are 

most critical. This is because it is the overall productivity of the firm that matters most. 

(b) Develop productivity measures for all operations 

(c) Develop methods for achieving productivity improvement, such as soliciting ideas from workers, 

studying how other firms have increased productivity, and re –examining the way work is done. 

(d) Establish reasonable goals 

(e) Make it very clear that management supports and encourage productivity improvement, consider 

incentive, to reward workers for contributions.  

(f) Measure improvements and publicize them. (William (1999) in Pooja & Sachim (2015)). 

2.7 Theoretical Framework  

2.7.1Human Capital Theory 

The human capital theory is hinged on the assumption that organizations would naturally take decisions 

concerning the amounts of investments that would be made on human capital based on the expected 

future benefits or gains from such investments. In this regards, the investment in human capital include 

training and development costs. According to Flamholtz and Lacey (1981), investments in human capital 

encapsulates all costs related to encouraging productive behaviors from workers. These costs includes 

those cost related to monitoring, motivating, training and retraining of the work force. Organizations 

therefore spend a lot of money to train their workers for them to acquire specialized skills, at the same 

time, they strive to compare their investments in the firm’s human capital and the expected future returns 

or benefits that would be obtained from the investments. Firms are expected to put more efforts to make 

sure that any of such acquired skills from training of the employees are retained in the investing 

organization and not allowed to leave. This theory is very vital to this study as it connects human resource 

accounting and productivity of organizations. 

2.8 Empirical Studies 

Oladele, Aribaba, Ahmodu and Omobola (2018) studied human resources accounting disclosure on 

financial performance of selected listed firms in Nigeria. The study population comprises of 188 

manufacturing and non – manufacturing firms in Nigeria between 2011 and 2015. The study revealed that 

there was a positive co – efficient value between the independent and dependent variables. Finally, the 

study recommended that the listed companies should imbibe the culture of capitalizing their reports and 

disclose all the expenditure on human resource so as to improve the productivity of the firms. Edom, 

Innah and Adanma (2015) researched on the impact of human resource accounting on the productivity of 

a firm: An empirical evidence from Access Bank of Nigeria PLC from 2003 to 2012. The study used the 

ordinary least square analytical technique to analyze the secondary data from Access Bank. Findings from 

the study revealed that there is a positive relationship between the indicators of human resource cost 

(training cost, development cost and number of staff) and the profit of the organization. It was therefore 

recommended that should enhance the retention and training on staff so as to avert wastage of 

knowledgeable investment. 

Ezejiofor, John and Iyidiobi (2017) studied the appraisal of human resources accounting on profitability 

of cooperate organization. The study on employed explanatory research design and time series data. Data 

for the study were collected from ten (10) commercial bank in Nigeria. The study however refereed that’s 

increase in staff salary has recover among others that the relevant authority’s standard look into coming 

up with a financial reporting standard on human resources activities in Nigeria. Khan and Ali (2011) 

carried out a study on human resource accounting discount practice of top Bangladash companies. The 

study employed content analyst method with a sample of 52 companies and for a period of 3 years. The 

data were collected from top listed companies in Dhaka stock exchange. The outcome of the study 

revealed that human resources accounting disclosure was not as low as reported. The study concluded that 

most of the companies basically disclosed information on human capital in the areas of employee training, 

career development, number of employees training and the various opportunities provided by the firms 

for recruiting new employees. Ilaboya (2013) examined the extent to which large top companies have 

been able to adopt socially responsible reporting practice with the main focus on human capital reporting 
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within corporate organization’s annual reports and accounts. One major findings from the study is that 

human resource, disclosures lack overall consistency and comparability.  

Adebawajo (2015) researched human resource accounting and corporate performance. The core aim of 

the study was to investigate the effects of human resource, accounting on the performance of business in 

Nigeria. The study adopted an empirical ex – post factor research design on a sample of 18 listed banks in 

Nigerian capital market. The study tested the hypothesis using simple regression model. The outcome of 

the analysis confirmed that human resources accounting has significant effects on the performances of 

banks. In addition, it found out that human capital related information is very relevant to the market value 

of the sampled banks in Nigeria. Al – Mamun (2009) carried out a study on human resource accounting. 

The study affirmed that there is a strong relationship between human resources information and company 

size. Furthermore, the study observed that company size has a significant relationship with human 

resources information disclosure. This outcome made the study to conclude that larger companies with 

higher market value disclose more human capital information their smaller companies. Enofe (2013) 

carried out a study on human resource accounting disclosure in Nigeria listed firms. The main reason for 

carrying out the study was to verify the relationship between firm’s probability and human resources 

accounting disclosures. They used data obtained from 50 companies listed in the Nigerian stock exchange 

for financial and non financial sector. The data obtained were analyzed with the multiple regression 

statistical tools to investigate and test the relationship between the study variables. The findings from the 

study revealed that there is a posture relationship between the financial performance of a company and its 

level of human resource accounting disclosure. Bakare (2015) examined human resource, related 

information on non financial related knowledge based information. The main objective of the study was 

to find out the extent of human resources information disclosed in Nigerian Initial Public Offering (IPO) 

and the level of voluntary human resources information disclosures in prospectuses. The study used index 

analysis method to identify amount of information relating to human resources included in the 

prospectuses. Findings from the study revealed that there is a substantial increase on the level of 

voluntary human resources information disclosed initial public offering (IPO) of Nigerian listed 

companies. 

 

3.0 METHODOLOGY 

Research Design and Data Analysis Techniques 

The research design employed in sourcing for data in this study was “Survey Design”. This design is 

aimed to study research population by selecting and studying samples from population in order to arrive 

at a logical deduction based on evidence. This study adopted the random sampling techniques for the 

sampling of the population. The aim is to give a fair view of the population under study. 

The target population for this study is the members of staff of randomly selected banks quoted in the 

Nigerian stock exchange in the North Central Zone comprising the Federal Capital, Nassarawa state and 

Kogi state respectively. The sample was drawn from 15 randomly selected banks from the Federal Capital 

Territory, Nassarawa and Kogi states. A sample size of 300 members of staff of banks was derived by 

random distribution of questionnaires. However, only 265 questionnaires were retrieved from 

respondents.The research data were obtained using structured questionnaires that were administered 

randomly on the sampled population. The questions were made in such a way to test whether there is a 

significant relationship between staff welfare and training cost with productivity of Nigerian banks, cost 

of increase in staff salaries and efficient employee size disclosure and productivity of Nigerian banks 

respectively.  

Model Specification 

The model for this study is the Pearson’s Product – Monument Correlation Coefficient. This model 

measures the strength of the linear relationship between two variables x and y estimated by a sample 

correlation coefficient derived by r. it is given by the following formula:- 

r =   ------------------------ (1) 
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Where: r = Pearson’s Monument Correlation Coefficient  

   x = Weight attached to response  

   y = Frequency of response  

   ∑ = Summation sign 

    = Mean of weighted average 

    = Mean of frequency of response 

In the view of Olakhanan and Udegbunam (2004), the Pearson’s Product moment correlation coefficient 

is cumbersome numerically, however simple to remember. The less cumbersome one is the alternative 

formula for r which is:- 

r =   ------------------------ (2) 

Where: x = x -  and  

    y = y -   

Equation 2 will be used in this study for the computation of empirical analysis.  

Decision Rule: 

 The Pearsons Correlation Coefficient r may assume any Value from –1 to 1 (i.e. –1 ≤ r ≤ 1) 

depending on the direction and the strength of the relationship.  

 If r = 0, then there is no linear relationship (zero Correlation). 

 The closer r is to 1, the stronger is the positive correlation while the closer r is to 0, the weaker 

the correlation.   

 

DATA PRESENTATION AND ANALYSIS 

Presentation of Data 

Table 1: Response to Question 3: Staff Welfare and Training cost has impact on productivity of Nigerian 

banks. 

Response  Frequency    Percentages (%) 

Strongly Agree 126 48 

Agree  99 37 

Uncertain  10 3 

Disagree  26 10 

Strongly Disagree  4 2 

Total  265 100% 

           Source: Field Survey, 2026 

Table 2: Response to Question 6: Increase in employee’s salaries has impact on the productivity of banks 

in Nigeria. 

Response  Frequency    Percentages (%) 

Strongly Agree 125 47 

Agree  96 36 

Uncertain  15 5 

Disagree  19 7 

Strongly Disagree  10 4 

Total  265 100% 

           Source: Field Survey, 2026 
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Table 3: Response to Question 10: Efficient Disclosure of employee’s size has impact on the productivity 

of banks in Nigeria. 

Response  Frequency    Percentages (%) 

Strongly Agree 130 49 

Agree  111 42 

Uncertain  5 2 

Disagree  15 6 

Strongly Disagree  4 2 

Total  245 100% 

  Source: Field Survey, 2026 

Hypothesis Testing 

Hypothesis 1 

The data in table 1 and equation 2 specified on the model were used to compute the -correlation 

coefficient r and test hypothesis 1 which is: 

HO1: Computation of Pearson’s product – moment correlation coefficient  

 x Y X = x -  Y = y -  xy X2 Y2 

Strongly Agreed 5 126 2 73 146 4 5329 

Agree 4 99 1 46 46 1 2116 

Uncertain 3 10 0 -43 0 0 1849 

Disagreed 2 26 -1 -27 27 1 729 

Strongly Disagreed 1 4 -2 -49 98 4 2401 

Total [∑] 15 265   317 10  

       12,424 

Source: Researchers Computation, 2026 

Since =    =    =3 

And =  =  = 53 

From equation 2: r =   =  =  = 0.9 

Hypothesis 2: Increase in Employees Salary affect the Productivity of Banks in Nigeria.  

Table 5: Computation of Pearson Product – Moment Correlation Coefficient (r)  

 x Y x = x -  y = y -  xy x2 y2 

Strongly 

Agree 

5 125 2 72 144 4 5184 

Agree  4 96 1 43 43 1 1849 

Uncertain  3 15 0 - 38 0 0 1444 

Disagree  2 19 - 1  - 34  34 1 1156 

Strongly 

Disagree  

1 10 - 2  - 43  86 4 1849 

Total ( ) 15 265   307 10 11482 

 Researchers Computation, 2026 

Since =    =    =3   

And =  =  = 53 

From equation 2: r =   =  =  = 0.906 

Hypothesis 3: There is no relationship between employee’s size disclosure and productivity of banks. 
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Table 6: Computation of Pearson Product – Moment Correlation Coefficient (r) 

 x y x = x -  y = y -  Xy x2 y2 

Strongly 

Agree 

5 130 2 77 154 4 5929 

Agree  4 111 1 58 58 1 3364 

Uncertain  3 5 0 - 48 0 0 2304 

Disagree  2 15 - 1  - 38  38 1 1444 

Strongly 

Disagree  

1 4 - 2  - 49  98 4 2401 

Total ( ) 15 265   348 10 15442 

Source: Researchers Computation, 2026 

Since =    =    =3   

And  =  =  = 53 

From equation 2: r =   =   

r =  = 0.86 

 

DISCUSSION OF FINDINGS  

Examining the data in table 1 and employing the equation of the model. It was observed that the Pearson 

Product Moment Correlation Coefficient (r) read 0.9. From the set decision rule, the closer r is to 1 the 

stronger is the positive correlation. This indicates that most of the respondents agree that staff welfare and 

training impact on the productivity of Nigerian banks. 

Applying the same model and decision rule on the data on table 2. The Pearson Product Moment 

Correlation Coefficient (r) read 0.906. r here is closer to 1 implying the strength of the relationship. Thus, 

this indicates that majority of the respondents agree with the fact that increase in employees salary affects 

the productivity of banks in Nigeria. Also, while examining the data in Table 3, it was observed that the 

Pearson Product Moment Correlation Coefficient (r) read 0.86 implying that the respondents did not 

disagree with the fact that employee’s size disclosure has a great relationship with the productivity level 

of banks in Nigeria. 

In summary, from the above hypothesis, the following observation were deduced. These are:- 

 Staff welfare and training cost does not impact positively on the performance of banks in Nigeria. 

 That increases in employee’s salary can impact on the productivity of banks in Nigeria. 

 That proper disclosure of Employees size on the financial statement could also affect the 

productivity of banks positively. 

 

5.2 CONCLUSION AND RECOMMENDATIONS 

The study was set out to assess the effect of human resources accounting on the productivity of Nigerian 

Banks. Three vital mechanisms of human capital accounting were used. These are staff welfare, salary 

increased and employee status disclosure. Essentially, after testing the hypotheses the study revealed that 

there is a strong relationship between staff welfare and bank productivity. It was also revealed that 

increase in employee’s salary can also affect the productivity of banks; and finally, the study find out that 

adequate disclosure of employee’s size could also impact on the productivity of banks in Nigeria. 

The study therefore made the following recommendations: That banks listed in Nigerian stock exchange 

should imbibe the lifestyle of enhancing staff welfare and training, engagement of staff via increase in 

their salary and capitalizing and reporting all expenditure or investment or cost on human resources 

accounting disclosure to enhance their productivity. This will include the value that will be attached to the 

information content of their financial statement; and by implication impact on their share price. It is also 
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imperative that the Apex regulatory agency for Nigerian Banks, the CBN should come out with an 

accounting standard that will mandate and guide deposit money banks in Nigeria on the Valuation and 

disclosure of human resources. This to a great extent will enhance valuation of stakeholders; and ensure 

uniformity in content disclosure in financial statements. 
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