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ABSTRACT

The purpose of this research effort was to
examne the rel evance of human resources accounting
information to sone sel ected organisations in the
private sector in Ngeria. It was expected that the
study woul d provi de sone evidence as to whet her
organi sations in this category utilise this
information in their day-to-day business operations.
The study seeks to fill the vacuum created by
conventional accounting systemin financial reporting
due to failure to report on organi sational human
resources. Thus, the objectives of the study were:
(1) to find out the relevance of infornation
concerni ng human resources of an organisation in the
private sector in financial terns, (2) to know the
I npact of reporting or not reporting human resources
values to organisations in the private sector in N geria.
(3) to know precisely the type of industry or conpanies
I n whi ch human resources accounting information is nore

rel evant and nost useful .

In order to acconplish this task a sanple of 15
manuf acturing and 15 service-rel ated organi sations
each having nore than 50 enpl oyees were drawn from
private sector organisations. Al so, out of these
organi sati ons people from the supervisory |evel upwards

were randomy selected to fill the questionnaire.
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The research nethodol ogy involved two phases:
a literature review phase ana a questionnaire phase
of the study. That is to say, for the purpose of
the research, the methodol ogy involved collection of
data both on secondary and prinary basis. The secondary
data collection involved an extensive search of relevant
literature fromtextbooks, journal, articles, net*spapers,
nmagazi nes, conpanies reports and other naterials
considered relevant for the research. The prinary
research too used in this study to collect the prinmary

obt ai ned t hrough

data was/a detail ed questionnaire designed and
adm ni stered based on the instrunents gathered from the

review of the existing literature.

The basic findings or the research were:
(1) It was found that organisations in the private
sector are profit-oriented and,therefore, attach nore
rel evanceto any publicly nmace available infornation
that will help in attaining this objective. (2) That
out of the resources of an organi sati on, human resources
are the nost inportant. (3) It was also found that
human resources planning and devel opnent greatly hel ps
managenent in the functional areas of planning,
co-ordi nati on, communi cations, decision-naking and
notivation. (4) Furthernore, it was discovered that
human resources accounting information helps greatly
inthe inplenentation of good and effective nmanpower

pl anni ng and devel opnent, especially when it cones to



a natter of cost reduction and profit inprovenent
programres. (5) Aso,it was discovered that human
resources accounting information is very useful to
private sector organisations in the determnation of
cost of capital; calculating neaningful ratios and

in the determnation ana nanagenent of working capital.
(6) Finally, it was evident that the respondents were
nore confident to say that human resources accounting
information is nore relevant and nost useful in the

service-related industries.

Recommendat i ons were, therefore, nade that:
(1) Since the capacity of an organisation to achieve
its strategi c objectiveswas influenced by hunan resources
especially in the capacity to operate effectively,
human resources pl anning and devel opnent shoul d be the
focal point in business necisions. (2) Qganisations
shoul d concentrate on providing specific training to
their enployees, and that this policy should be backed
by restriction of nobility and retention policy to
di scourage the trained enpl oyees from | eaving the
firmimediately after receiving their training.
(3) Finally, it was recommended that, these research
findings are not final, but rather should be viewed as
a basis for further research to progress the subject
further. This could be acbhipved by joint effort from
teachers, practitioners and students in accounting,

finance and other related fields.
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CHBAPTER ONE
1. INTRCDUCTION

1.1 DEFINITION OF TH: FROBLEM

The dichotomy between human assets and non-human
assets is fundamental. Regardless of this dichotomy, it
has been clearly recognized by most accounting teachers
and practitioners that, the four Ms'-men, materials,
machines and money are tihe most essential inputs to all
business crganisations, The effective and efficient
utilization of these resources determines,to a large

extent, the success of business operations,

Over the years, accountants have been giving much
attention ana have succeeded in improving the control
and utilization of machines, materials and money. That
is to say, for long accountants have recognised non-human
capital as asset and,thereiore,is recorded and reported
in financial statements, Barich and Schwartze (1971)
in their analyses say that, "conceptually there is a
clear-cut difference between human and non-human asset,
However, according to current accounting practices,
non-human capital such as materials, machines and money
have been recognised by accountants ana therefore, are
recorcded and reported in finmancial statements"(1).
“hereas, it has been strongly argued Ly Flamkoltz and
Seashow (196£) that "failure te record and report on

the organisation's human asset can have several

1. Barich Leve and A. 3chwartze (1971). "On the Use
of Econcmic Concept of human capital in financial
statements. Accounting Review April, 1971 p. 103.



conseqguences on the overall organisational effectiveness
as well as on the effective control on human resources
itself,(2> Also, due to complexity in business
environments these days, organisations witness a
tremendous increase in human resources capital
investments. This requires the accountants to change
their attitudes and re-examine the treatment accorded +o
investment in human assets. Accerding to the current
accounting systems as practised today in Nigeria, outlays
such as, cost of hiring, recruiting, familiarization,
training and development of company's employees are
re;arded to te periocdic expenses not assets.

Similsrly, speculations about the importance of
human resources accounting infermestion to different
industries or companies have appeared in recent years,
consequent upon which various models have been advanced
as regards measuring and reporting of human assets,

But tne most fundamental problem that has remained
unchallenged so far is that, there is no up- to-date,
published or unpublished research study in Nigeria
concerning the relevance of disclosing human resources
accounting information to organisations in the private

sector.
1. 2 STATEMeNT CF MOTIVATION

A research of this nature is of special interest to
any accounting teacher or ractitioner. Some of the

motivational forces warranting a research in tnis

2. G. Flamholtz and H. Seashow (1968):"Accounting for
human Resources", Michigan Business Review (March
1968) p. 21.



area include the following:=-

(a)

(b)

Human resources accounting is a very new
area 1in Nigeria and at tre szme time very

important in the field of business operations.
Being a new area, i:. ne~ds an extensive
research, yet 1ittle is done as far as
research is concerned in this area,

To assess the value of human resources
accounting information in sel-cted business
orgenisations in the private sector and

to find out the cdegree of importance of

this information in different industries

or companies,

1.3 OBJECTIVES OF THe STUDY

The objectives of the study include the following:-

(a)

(b)

To know the relevance of human resources
accounting information to appropriate
manufacturing and service-related
industries in tne private sector.

To know precisely and to acceptable level
of accuracy, what ic the impact of reporting
or not reporting human resources values to
organisations in the private sector? The
final objective is to try and find out if
the information is relevant to selected
organisations to a reasonable extent and
then to find out for which type of industry

or company this information is most important,
most useful and more relevant?



1.4 THe EXPECTZD CONTRIBUTION OF THE STUDY

The research covers organisations in the
private sector in Nigeria. Therefore, the research
findings are expected tc contribute to a factual body
of knowledge that will help or provide the entire
manzgement of the organisations in the private sector
with some inputs into their day-to-day decision-making
processes. Thus, the research study is expected
to contribute in some of tne following ways:=-

(a) As a new area of research in Nigeria, it will
help accounting practitioners in providing the
users of financiel statements with information
concerning human resources of an organisation.

(b) The final findings also are expected to
provide organisations in the private sector
with the corrcct picture about the relevance
of human resources accounting information, as
regards the strategic area involving planning,
co-ordinstion, budgeting, control and decision
making processes and thereby improving
profitability. Cn a more important note it is
also expected to provide information on the
usefulness of human resources accounting
informetion as regards to planning, control and
development of human resources itself.

(c) The final finding is also expected to draw the
attention of the financi~l analysts and other
related groups of financial statements users

with the essence and relevance of human resources



accpunting information, as it relates to
organisational effectiveness to enable
favourable decisions. The final outcome is
expected to help both accounting teachers and
practitioners by pointing out the most
important frontiers for further research and

developmer:t in human resources accounting.

1.5. SOME SFECIFIC RE3EARCH HYPOTHESES

For the purpose of conducting research to find out

the relevance of human resources accounting information

to selected organisations in the private sector, the

following propositions have been advanced to guide this

research,

These propositions are tentative statements

specifically aimed at providing conceptual bases for

conducting the research., The final research findings

will test the reliability and accuracy of these assumptions

advanced.

These theoretical assumptions in this context

are as follows:~-

Ao

B.

c.

The common obJjective of private sector
organisations is to maximize profit.
Human Resources plinning and development
brings about organisational profitability
in the private sector.

Human Resources Accounting Information
provides good humzn resources planning

and developmer.t,

Infact, many more hypotheses coulc be advanced and

used in this context, but the above premises have been



selected based on their assumed effectiveness to assess
th= research problems and their validity depends on

empirical test.

1,6 THE RESEARCH DESIGN AND METHCDCLOGY

For the purpose of the research, procedures involve

a pilot study, collection of data both on primary and
secondary bases. 1In other words, both primary and
secondary data would be used with much priority and more
time given to the primary data. Thus, the research
design to be developed in order to study the relevance
of human resources accounting information to some seleccted
organisations in the private sector will aim at providing
answers to some of the most controversial coperational
concepts. To do this, there is need to have a clear and
comprehensive research procedure to guidein collecting

data relevant to the intended research study. As a
result of this necessity, the research design will include
the following aspects:- The pilot study, sampling
methods, operaticnalization of concepts, the questionnaire,
statistical methods to be used, tiie expected problems to
be encountered during the research and how to go about
tackling them.

1.6.1 Pilot Study

The pilot study formed the starting point of the
research., As the phase of data preperation is as much a
part of the actual research process as the final findings,
the research project depends on the way in which

information is collected before making the analysis.
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To that effect, the research has been preceded by a pilot

study which provided a picture for further full
investigation, Thoush, lines of investigations have been
established and designed to some extent before pilot

study got under way, some new mcthoas and techniques are
devised and original ones tested and sharpened up during

the pilot study. The pilot study provided an opportunity
to gain knowledge avout the availability and reliability

of the required information to be tested and established,
as well as providing bases for designing methods of

collecting data both from thc primary and secondary
sources.

1.6.2 Sample Size and Sampling Techniocues

For the purpose of this research, the population
from which the sample size is to be drawn is the private
sector organisations in Nigeria. This population is
selected in order to test the relevance of human
resources accounting information in the private sector.
The reascon for selecting this sample population is because,
it has been widely accepted that the private sector

organisations are profit oriented and assumed to have
attached more relevance to any publicly available

information that will help them to maximize this profit.
In selectin.: a sample size from this population =
multi-dimensional sampling technique is to be used. That
is to say both stratified and random sampling technigues
are to be used. The populction will first be divided
according to its nature, mode of formaztion and operations,

and afterwards a random sampling technique will be used
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to determine the sample elememts,For this purpose, the
population which is private sector organisationst'will be
classified into manufacturing and service-related
organisations. The basic reason for deines this, is
because, service-related organisations are more employee
intensive organisations than manufacturing ones. OQut of
the population for the purpose of collecting data, a
sample of 15 service related organisations and 15
manufacturing organisatiomswill be drawn regardless of
the nature ana type of business. '[he reason for taking
30 corganisations is to enable makin; a generalized
statement based on the findings from the selected
sample at a lower possible cost. For the purpose of
selecting people to fill the guestionnaire, a random
sampling technigue will be used. Thet is to say, the
people to filliige questiommaire will be ramdomly drawn
from the selected 30 private sector organisations. In
each of these organisations the categery of personnel

te fill the questionnaire are thnose from tne rank of
supervisory level upwards. The basic reason for this is
that, these are the staff who are actuzlly involved in
carrying out the organisational functions of planning,
control, co=-ordination and decision-making for optimum
profit. o :

1.6.3 Operationalization of Concepts (Variatles)
This section of the research design deals with the

identification of both dependent and independent variables

to be measured from the earlier establiched premises.



Variables measurement as applied in this context is used
to help to explain or predict why certain concrete and
specific events occur when and where they do. To explain
or predict specific events is to state the conditions
under which such events took place or are likely to take
place. With the above notion in mind, the bases upon
which the variables are to be measured in this context will
be centred arounc the following hypotheses mentioned

earlier:-

(a) Human Resources planning and development
brings about organisational profitability

in the private sector.

(b) Human Resources Accounting information
provides good manpower or human resources

planning and development.

In order to carry £etailed ‘investigation in this
particular area, there is need to take into account the
following variables: The first variable is human
resources planning and development; the second variable
is organisational profitability while the third and the
last variable is human rescurces accounting information.
In the first hypothesis the independent variable is
human resources planning and development and the dependent
variable is organisational profitability. Thus, in erder
to have a general explanation of the relevance of human
resources planning and development to organisational

profitability, there is need to test the operational
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concepts or factors of organiscticnal profitability.
wWhen these factors hsve been identified they will be
tested ana measured to see il there is any correlation
that exists with tre varisvle human resources planning
and development., It is only when these factors that
determine organisational profitability are greatly
influenced or are being made operational by the variable,
then we can concluce that the observed phenomenon is
applicable and hence the expected conseguences will
follow. Thus, the operational factors of organisational
profitability such as plannin-, control, co-ordination
and decision-making will be tested and measured to
establish relationship with humsn resources planning
and development.

Considering second statement, the indepenaent variable
is human resources accountin;, information ancd good human
resources planning and developm-nt as the dependent

variable. In the same measure as in the first hypothesas,
cperational concepts or factors of good human resources

planning and development will be identified, tested amd

measured so as to find out the correlation that exists
between these operational factors and the causal variable

human rescurces accounting information. The whole idea
stems from the simple motion that, if the operational
concepts of organisational profitability have been tested
and found to have some correlation with human resources
planning and development, then, there is a basis for
explaining that human resources planning and development

determines organisational profitability. Alseo, if the
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operational concepts of human resources planning and
development are tested and found to have some correlation
with disclosed human resources accounting information,
then, there is a sufficient ground to conclude that goed
human resources planning and development depends upon
human resources accounting information. This will
invariably meke us to infer that since human resources
accounting information determines good human resources
planning and development, which in turn,determines
organisational profitability, we can therefore, confirm
to a certain degree of accuracy that human resources
accounting information is relevant to organisations in
the private sector. Wwhereas, if the operational factors
have been tested and measured and proved to be otherwise,

then the expected consequences will not follow,

1.6y The Questionnaire

For the purpose of collecting responses from the
selected samples about the operational concepts or factors
or the predictive indicators four hundred guestionnaires
will be administered and distributed. These guestionnaires
will be distributed teo the respondents in manufacturing
and service-related organisations. 200 questionnaires
will go to service-related industries while the remaining
200 will go to manufacturing industries, However, there
will be a clear-cut analysis of how many questionnaires
will be distributed to the respondents in a particular
organisation based on the nature, size and the number of

employees in such organisation.
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1.7 STATISTIC:L MLTHODS

The qﬁestionnaire data or responses will be analysed
- using free distribution statistical test. Throughout the
process, the data received will be analysed based on the
classification of responses and the result to be cbtained
will be based on the theory of generality using simple
statistical tables aﬁd percentages as a determining factors
That is to say, where the response in favour of the
phenomenon observed is very high i.e, well above 50% it
basis towards

will provide a good:/ forming a positive opinion about the

problems under investigation.

1.8 EXPECTLD PROELEMS DURING THE STUDY

One of the methodolegical difficulties in conducting
this research stems from either using survey or data
analysis techniques tc investigate the relevance of human
resources accounting information to selected organisations
in the private sector, Due to the nature of human beings
and the negative attitudes of the Nigerian workers
especially in the private sector coupled with the different
views concerning investment in human assets by different
organisations, a hundred percent (100%) honest response
was not expected to be received for all the questionnaire
items designed to meet the intended requirements. Another
problem is that of inadequate financial resources in

carrying out this research.

1.9 HOW TC TACKLE THe PRCBLEMS THAT ARISE?

All the above problems are real and important

concerning this research study and are to be given due
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consideraticn. Thus, attempt is made to base the
investigation on an intensive study of carefully selected
organisations in the private sector. That is, the analysis
is to?%asad as Justifiably as possible upon a survey of

a large but carefully selected sample. This is expected
to provide not only a concrete basis for the study
undertaken but also will increace the level of confidence
in the findings of the study. In addition, this approach
will provide the basis for selecting those aspects
underlining the theoretical framework which requires more
detailed investigation and the related areas most

appropriate for the study at lowest possible cost.

1.10 CONCEFTS AND TERMINCLOGY

Generally, concepts and terminology used or to be
used in this research study are those being adopted
from the conventional accounting system. The concepts
and terminology are only applied to a very new area of

research study that has not been explored in the past.

1.11 LAYOUT AND CONTEN1S

The research has been conducted in Nigeria with
particular reference to some selected organisatiorSin
the private sector. The whole research has been divided
into five chzpters -~ the contents of which are shown
below in brief:-

Chapter 1 forms the introductory part of the study.
It covers the nature and definition of the problem, the

statement of motivation, objectives of the study and

the expected contribution of the study te a factual body
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of knowledge, The chapter also, deals with specific
research hypotheses, sampling methods, specific areas
of research design, statistical tools, associated
problems of the study, concepts and terminology and

finally layout and contents.

Chapter II forms the literature review section of
the study. It contains the concept of human resources,
accounting information. Other areas covered in this
chapter include the following:- Comparative anslysis of
human resources accounting and conventional accounting
systems. The final part of the chapter provides detailed
analysis regarding the impact of failure to account for
human assets, and a critical analysis on the relevance of
human rescurces accounting data which is the main theme of

the study.

Chapter III deals with the human resources accounting
information as viewed by private sector organisationsin
Nigeria. The main theme of the chapter being data
analysis and interpretation of responses received
concerning the guestionnaire items about the relevance
of human resources accounting information to selected

organisations in tke private sector,

Chapter 1IV. This chapter deals with the aspect of
human resources Accounting as experienced in some selected

a the U

countries.such as the U,K, and the U.S.A.

Chapter V is the final part of the study and as such

deals with the most sensitive and useful areas such as



summary of the basic findings, the implications of the
study, recommendations, important frontiers for further

research and development in human resources accounting.

15
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CHAPTER TWO

TH.. RELEVANCE OF HUMAN RESOURCES ACCOUNTING

TO ORGANISATIONS IN THE PRIVATE SECTOR:

A LITERATURE REVIEW

2.1 Human Resources and Accounting Information

In fact, there is no accurate definition of the term
'human resources', Most of the people involved in the
study of 'human resources' come from a variety of
disciplines and each brings along his own terminology
and concepts. However, vader, Heveman et al (105R)Y,
define the term'human resources'thus, "... Human resources
mean people. It means workers. It refers to adult and
working human beings in modern business organisations.
These include men and women who employed others or are

employed in business or industry. Human resources include

b | Wwers u( :)
yel: =

both employees wnd €mp o] T’hus, human resources
simply means people - men and women = in employment and
in order for an organisation to survive there must be a
designed procedure for efficient utilization of human

Tresources.

On the other hand, 'accounting'from a logical point
of view is a complete information process. To be
specific, it is part of management information process.
Layman (1980) supports this assertion with the following

words, "Accounting is a service entity. Its function is

3-

D. Yoder, H. G. Heveman, Y. G. Turnbull, C. H. Stone (1sd) *
"Hand book of personnel management and labour relations"
Macgrow Hill Publishing Co. 1958. p_ g7,
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to report guantitative information, primarily financial

in nature about economic entities that is intended to

be useful in making economic decisions. Accounting is

the art of recording, accumulati”’ and disseminating
information relevant to various decision-makers$:{)Thus.
accounting information can be seen or viewed as any
financial information gathered from the data received

and interpreted by the financial accountant, and that

which is purely financial in nature. It must be understodd
that the information should be capable znd adequate enough

in providing inputs into various management decision-

making models.

2.2 Human Resources Accounting and Its Objectives

Human Resources Accounting (HRA) has been defined
by many writers in the field. However, the most
acceptable definitions of the term'human resources
accounting' include the one advanced by ° (rumbley
and Richard (197<), who define it as, "... Human
resources accounting is an accounting system which is

more concerned with management control within an

S

enterprise". That is to say, human resources accounting
has been defined as the art of recording, classifying
analysing and interpretation of investment in human
beings in financial terms. In other words, it is an
attempt to quantify the investme:st which goes into

human resources.

h. AJK. Layman (1980) "Accounting a3 Munugemecnt Ferspective",
Prentice Hall Internatiornal Inc, 1980 E.)4.

5« Larry Crumbley and Richard S. Sarich (1975). "The Use of
'luman Kesources in Taxaticn.," Accounting Review Jan.19/5
Fet12.
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Leonard (1980) in his analysis en Cerporate Human
resources development, describes human resources
accounting as, "the thrust in accounting field which

is not to depreciate the roles of humans or to consider
them as extensions of machines, but rather, the purpese
of human resources accounting is to find a way of taking
the financial resources related to human beings and
preducing some quantified data"sa)Thus, as regards human
resources accounting, part of the essence of exploring
the area includes the following:-~ Firstly, the exploration
seeks to keep a financial record of organisations that
spend on individual employees. Secondly, and more
importantly, it is possible to utilize some of the human
resources accounting thinking to sort out some of the
financial aspects of human resources development. For
this purpose, there must be a functional classification
of the employment related costs such as, cost of
recruitment, hiring, training, familiarization and
developmnent, with the resultant costs being transferred
to the personalized accounts of individual employees.

To do all these, there must be adequate and accurate
records in financial terms of all these classes of costs
to provide ample chance of generating information

relevant for decision-making in an organisation,

As regards to the objects of human resources

accounting, this segment of accounting system is not

6. e Leonard (1589)"Corporate Human Resources
Development. “A management tocl. Van Nostrand
Rainhold Co. 1980 page 88 - 93.
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directly-cencerned with enly tie total manpewer cests

as with the earning investmeri meneys such as meney
expended in impreving perfermaznce directly er indirectly,
Thus, the basic assumed ebjectives #f human reseurces

acceunting ceuld be enumerated as follews:-

(a) Te assess the investment made in cempuny's
empleyees se as te previde infermatien

needed te facilitate human reseurces

planning and develepment fer mere prefitability.

(b) Te provide infermatien abeut the effectiveness
of a pregramme ef changes 1n the mix and
cempesitien ef the investment in human
reseurces as well as te gxamine truely the

cest ef redundancy pregramme.

{(c) Te place seme valueg on the human ressurces, se
that these values can be reflected in the
tetal assets picture eof an erganisatien en
a balance sheet. This will in turn secure
the purpese of the infermation used in take
evers, share valuations etc. with the aim

of giviang.the "idea of organisation's total
assets nature,

Over and abeve the menticned assumed ebjectives,

ethers include the fellewing:-
Te previde human assets prefiles and prejectiens;

Te provide infermatien aboult hew managers utilise

these assets ever time; and



Te previde informatiep about insights on preferred
management strategies ef allecating,maintaining
and efficient utilization ef business reseurces

as a whele. | |

2.3 Human Resources Acceunting and Cenventienal
Accounting System

Cenventienal accounting system is meant te recerd,
classify, analyse and interprete financial data. =

Human reseurces accounting is a part and parcel »f

20

cenventienal acceunting system. Generally, the develeopment

ef human reseurces accounting stems frem the fellewing

facts:=~

The ample need te identify human resources cests

and te separate it frem ether erganisatienal cests;

Te differentiate between assets and expenses

cempsnents ef human rescurces cests;

To classify human resources cests in te functional
areas such as the cest ef recruiting, hiring,
develeping, familiarization and training ef cempany
empleyees. These needs arise due the fact that the
conventienal acceunting system fails in all respect
to previde such infermation about erganisatien's

human assets.

Tf human resources acceunting informatien is previded e

s

r

it
made publicly svailable/will enable management and ether

users of financial statements teo determine whether

investments in human capital are being maintained,

effectively controlled, efficiently utilized and adequately
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Managed. This failure on the part of conventional
accounting system to provide information about human
resources financial data gave rise to the development
of human resources accounting to fill the vacuum,

2.y The Impact of Failure to Account and Report
Human Assets

Information regarding human resources is of
importance to management as well as to the outsiders.
Although, this information is very important, the
conventional accounting system fails tc provide this
information. As for example,-ensis and Seashow
(1963) point out that, "conventional accounting system
fails in all respects to provide information to

management to determine whether investments in human

resources are being maintained and effectively utilized"

Thus, it is worth noving that, failure to record and

report human resources values has several conseguences on

overall organisational effectiveness as well as on the
effectiveness of human resources management itself.
In fact it was in response to this that Rensis (1965)

asserted in the following words:-

The accounting systems are neglecting an
asset (people) that may represent a material
past investment and may be of great current
value to an organisation. As a result, all
levels of managements are handicapped by

the inadequate and at times inaccurate
information available to them., Also,
organisations incur substantial costs as

(

7. Rensis Likert, and S.E. :eashow (1983) "making cost
control work". Harvard Husiness Review (November
1983) P. 99.

7)
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2 recsult of the #nadequacy of information

available about the value of its humazn

resources.(8)
Th=t i. tec say, in short, lack of recording and reporting
of organisational human assets would result in lack of
explicit planning of investments in human beings.
Crganisations as seen today to be pumping money in
trsining production workérs and by sencding varicus
minagers to executive development programmes make it very
difiicult for them to systematically evalusate these
relevant costs and the expected benefits to be derived

from such expired costs if they fail to report on these-

investments.,

!nother implication is that nowadays more
sophisticated tools are used for evaluating various
copital projects in budgeting decisions and that the
effects of such decisions on human assets are considered
to be nil or even totally ignored under conventionsl
accounting system. Despite the fact that human capital
is one of the most important assets that determine the
success or failure of any organisation, yet it is5 not
included in the assets used as a basis in calculating
the rate of return on investment. This negligence stems
from the fact that, current conventional accounting
ractices assume that human assets sre without costs.
“Iwereazs, in the real sense, this assumption contradicts

tre real fact and therefore quite misleading. Failure

f.  Rensis Likert, (1965) "Human Organisational
fezsurements: Key to Financial Success". Michigan
husiness Review Vol. 13 Mo. 3) 1%65 pp. 1 - 5.
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to recerd and report information about human resources
in erganisatioens will greatly contribute to adverse
results regarding decisions in various areas ef decisien-

making .

Finally, the typical approach to achieve effective
cost control programme and cest reduction or profit
imprevement programmes involve the intreduction,
extension, or tightening of performance standards and
budgets in order to improve employee performance. Thus,
lack ef human resources accountin, infermation, thererore,
not only hinders the effective application of these
various contrel techniques, but also, too eften leads te

incorrect decisions concerning the question of:
What system of managem=nt is most productive?

What strategies of cost control yeild the lewest

cost?

What system ef managerial compensation yeilds

employee metivation and the most likely

behaviour which tends to serve in the best

interest of the entire organisation? =‘c....
These and other numerous gquestions nced to be answered
and human resources accounging information could be the
first target in an atéempt to provide the answers,
Hence, failure to provide accounting informatien about
organisational human resources would lead to a negative
effect on the whole organisation and thereby have a

negative impact on profit margin.



2.5. Frameworks of Human Reseurces Vsluation

Presently, one of the most disturbing problems
facing accounting teachers and practitioners is that ef
finding a proper model or models of assigning numerical
values to human resources. To that effect, various
models have been advanced, all in an attempt to come
out with a fair method of mensuring =~ the value of

human assets. Some of these models include the follewing:-

(i) The first model is the one developed by
Bikki~Jaggi and Hon-3hiang (1974 )L : This
model is purposely aimed at determining the
econemic value of service that would bhe
previded by current employees to an
organisation., The model employs the idea
of incorporating data in the histerical
me vement of employees within an organisation

into a "Ranked Transitional Matrix".

(11} The second model is the stechastic model
which has been developed to measure
investment in human assets using 'group
approach.' The group in this context refers
to homogenous group of employees in
different departments. Attempts have been
made to use this model to predict with a
high level of accuracy the career movement
of employees within an organisation and
the most probable chance: of an employee

leaving the firm at any period. This model

9, FEikki Jagzi and “on-Shiang-Lau (1974)
Towards a fodel for Human Hescurces
Valuation", The fcrounting iteview,p, 321 .
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is an alternative to the first measure

or model developed by J and L based on
individual approach. However, due to some
limitations this model has been substituted

by another model called Markeovian model.

(iii} The markovian model also employs the group
basis approach and in addition theMarkevian
chain techniques, It uses the stochastic
nature of duration of employees'stay eor
promotion chances in a firm. The mocel is
used to estimate the transitional matrix.
However, using this model brings a lot eof
problems of predicting as accurately as
possible the movement of each individual

employee in a homogeneous group.

(iv) Finally, in order to come out with the best
method of assigning monetary value to human
resources, other models have been developed
using either group or individual approach.

Flamholtz is another pioneer in this field. He came eut
with another model which atiempts to measure employee
value to the firm by multiplying the expected quantities
of services of employees in each service group with the
corresponding probabilities of an individual eccupying
this position in the forthcoming period of time.
However, the models so far advanced, despite the fact
that, they have suffered from various limitations have

some value anc relevance = if not for all industries
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at least for service-related industries. These models
are some what superficial mainly due to the subjects
complexity, Nevertheless, in its most sophisticated
form of human assets valustion, the above mentioned
approaches represent one of the most promising aids to
mansggerial planning and control. It is hoped that with
further research, more measurement techniques will
emerge which will enhance the usefulness of these
models, Though, a multidisciplinary approach is necesaary
to progress the subject, a cursory look will show that
the difficulties to be encountered will not be worse
than those already associated with the traditional
accounting practices.

2.6 The Relevance of Human Resources Accounting
Information in Private Organisations

Human rescurces accounting information is very
essential to private sector organisations particularly
in each of the several phases of organisational planning,
control, co-ordination and decision-making functions.
Accending to American Accountin: Association:
statement of basic accounting theory (1966), "Accounting
function typically has the main role to play in the
field of planning and control involving recognising and
defining problems; evaluating alternatives, searching
for alternative solutions and selecting among the
alternatives", Therefore, humasn resources accounting,
if made available will greatly help in the effective
and efficient utilization of 'human resources'. From

there
human capital point of view, in an organisation,/is need
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to measure and report human capital mainly in order to
facilitate eftective decision-making involving human
resources and other non-numan resources. For example,
proposed investments in training or developing company's
employees should be assessed on cost-value basis. But
with inadegquate financial information regarding human
assets, cost-value basis cannot be practically and
realistically put into proper use. As already stated,

R. L. Brumment, E. G. Flamholtz, %W. C. Fyle, g¢i al (1958)
contend that, "investments are typically made in training
and development programmes witiout a systematic evaluation
of the expected benefits to be derived in relation to

the cost to be incurred$jo)Thus, from the abcve assertion,
it could be seen that in addition to cost-value analysis
in human capital investment, manpower information is

also very relevant in the following areas:-

1. It is relevant for information invelving
legal compliance i,e. decision involving
education, welfare, social security, tax

policy and policy making activities,

2. It provides inputs into manpower planning
and development by providing organisations
with data to be used in making a number of
decisions concerning the allocation, and
effective utlization of both human and non

human resources.

10. R. L. Brummet, E. G. Flamholtz, W. C. Pyle, et al;
"Human resources measurement - A challence for
Accountants", the Accounting Review (April 1968)
FP. 223 - 224.
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3. 1t provides independent information in the
basic financial reports regarding unreported
human assets possessed by an antity.

Thus, informetion aboul human resources in financial
terms helps not only in investments, development and
decisions involving humzn resources, but also very
relevant and essential in tne allocatlion and efficient
utilization of other organisational resources. This is
because, in order to encourage executives to use all
resources at their disposal both human and non-human, it
is of paramount importance to value, record, and report
the human resources expenditures in financial terms.
This assertion was succintly supported by .Hek!mizn et =1
(1967) when they argue that, "Failure to account and
report for human resources can have adverse consequences
on overall effectiveness of an organisation“fqlghus,
guantitative valus tion of human resources would allow
an explicit planning of investments in human beings as
in other resources in the organisations. The information
will greatly help in enhancing meaningful choices between
investments in human beings and investments in non-human
assets.
HRA information is also relevant in the vast areas
of organisation's prefitability in the long-run. This {is
because, for long, lack of guantitative information

concerning employees caused manzgers to put pressure on

11. James Hekimian, gt al; "put people on your Balance
Sheet, Harvard Bu-iness Review, (January - February)
1567pp. 105 - 113.
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employees for cost reducticon which would result in
increase in current income as measured by the conventional
accounting pra tices. This unknowingly results in
deterioration of employees'attitudes and motivation in
the long=-run. This deterioration brings about human

resources liquidaticn in the long-run.

Human resources accounting information is very
important and very relevant in the successful operation
of effective control measures. One of the most important
control areas in which num=2n resources accounting
information plays a vital role is cost reduction or
profit improvement programme. The fact is that,
effectiveness of cost reduction programme cannot succeed
without realistically assessing the changes in the value
of human assets in organisations, Thus, the idea of
takin; into account changes in the value of human asset
and assessin; the cost reduction needs is to be appreciated
by organisations. It is to be uncerstood that human
resources accounting informztion will greatly contribute
to the development ana execution of effective cost

reduction programme.

In addition, HRA information could be more useful
in the service-related industries. This is because,
apart from its usefulness in the vast areas of financial
reporting and overall management control in private
sector organisations in general, in addition the HRA

information could be used favourably in service-related
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o wt

organisations. The fact bein; that, a service-f;iéted
organisation which has its products as the ‘rendering
of services' has ne inventory in the real sense of the
word. As Glickman (1979) asserted, "In Service
industries generaily cash is primarily expended for
tfixed asset' and not for inventory. The ordinary
operations of the business do not involve a circulation
of capital within tne current asset groupgjé?Thus, if
service-organisations employ HRA, its most important
asset is its 'personnel'., In this type of industries

HRA could however be used in many other areasespecially

in connection with the accumulsated earnings penalty tax.

In the private organisations, one method of
optmising profit and distribution of earnings is to
accumulate earnings and invest it favourably until the
most advantageous time 1= found to distribute it. In
order to discourage organisations from having unnecessary
and unreascnable accumulated earnings, the Internal
Revenue Board of america (U.S.A.) introduces the
accumulated earnings penalty tax. This penalty tax has
been generally based on the concept of retained earninis.
That is,Internal Revenue Board usually looks at the
retained earnings alone in order to determine whether
there is unreascnsble retained earnings or not., Vhere an

organisation has enough working capital and still has a

12, R Glickman (1979 omplete Guide to Accounting
and Financial Methods and controls for Service
Bqﬁ&?ess. Prentice hall publishers U.5.A. 1979.
P. . _ _
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substantial balance of retained earnings, then, penalty
tax is applicable to such organisation, But where the
organisation has poor liquidity, earnings can be
accumulated up to the time when its liguidity poesition
improves. This is because company may have large
balance of retained earnings, but yet, not having enough
liquid assets to pay dividend. To that effect, accumulated
earnin_s tax is applicable.te firms[:3¥%2§ient amount of
working capital. As a result of this, formats have been
developed such as Bhadal formula for determing the
working capital needs as theyrelate to HRA in which the
inclusion of HRA information on service-related
organisation financial statements affects the working
capital needs in a positive manner. The increase in the
current assets due to the booking of Human Resources to
be utilized in the next normal operating circle and
the related expenses associzted with these resources
raises the working capital needs of the service ~relsted
organisations, This is so to a degree that would produce
favourable
a/treatment of the accumulated earnings penalty tax in
these organisations. Therefore, the role of HRA in this

area is more important and most relevant in the service-

related organisations in the private sector.

Finally, other areas in which HrA (nfermation 1is
assumed to be relevant are in the areas of working
capital management and diviaena pelicy. In addition, it

is also relevant in determing the best system of
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management compensation that will yeild motivation and
behaviour that would be in the interest of the entire

organisation,

2.7 CONCLUSIONS

An attempt has been made in this chapter to explain
what is meant by human resources and related accounting
iniormation and its objectives. Conventional zccounting
system has also been discussed along with the accounting
for human resources. As a result, it has been possible
to highlight some of the limitations of conventional
accounting system and the need to appreciate the
development of human resources accounting. In this
chapter, it has also been possible to discuss the adverse
impact that could be felt if an organisation fails to
account and report on the human assets value, Some of
the frameworks or models, for human assets valuation
have been brought into picture and this was followed by
detailed discussion on the relevance of human resources

accounting information to private sector organisations.

Finally, it is to be uncderstood that the essence
of this research is not to go into a detailed discussion
on the issue of providing a theoretical basis for the
recognition of human resources expenditure as an assets
or expenses. This research also does not aim at making
a detailed analysis as to the best way of valuing and
reporting human resources accounting data. Though,

reference will be made from time to time in this research
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concerning the above mentioned areas, the main theme
of the research is to find out the relevance of human
resources accounting information to selected private
sector crganisations in Nigeria. From the above
literature review, it has been tentatively concluded
that'human resources accounting information'is relevant
to private sector organisstions -if not te all, at
least to the service-related or employee-intensive
organisations, In fact, like many other premises
encountered in the fielu ol research, the above statement
is not final as it must be supported by empirical
research. The statement has not yet been tested so
as to gain general acceptance. In advanced countries
it has been tested ana is found to have had general
acceptance. But it is quite likely that the level of
general acceptance in developing countries like Nigeria
the same
may not bg{due to differences in geographicsl, cultural
and organisational environments, This raises a
fundamental guestion of whether human resources accounting
information is useful or relevant to selected
organisations in the private sector in Nigeria,
‘Relevant'as used in tnis context is meant to determine
the extent to which human resources accounting
information,if mzde available to organisations in the
private sector will greatly help in increasing overall
organisational efficiency and profitability. It 1s

in line with this reasoning that an attempt is made to
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come out with an empirical answer to this preblem by
conducting a research study in this area based on data
collected from selected private sector organisations

in Nigeria. The next chapter however, provides a detailed
analysis and interpretaticn of data obtained from the
respondents who perceive the relevance of human

resources accounting informztion as seen from Nigerian

point of view,
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CHAPT<R THR!E

3. HUMAN RESOURCES ACCOUNTING INFORMATION AS
VIEWED BY FRIVATE ScCTOR ORGANISATIONS IN
NIGERIA: DATA ANALYEIS AND INTERPRWTAT AN

3.1 INTRODUCTICN

The previous chapters dealt wit* the introductory
aspects and literature review of the study. This chapter
presents the actual survey data. 1t presents the
relevance of human resources accounting information as
viewed by the private sector organisations in Nigeria,

In this context, data analysis anc interpretations are
the main theme. It be,;ins by providing the sample size
and the number of responses receivea from the respondents.,
This is followed by the analysis anc interpretation o!
the respondents' opinion as regards the relevance of
human resources accounting informsaiion to private sector
organisations in Nigeria. In this respect the analysis
and interpretation will be based on some carefully
selected key aspects of the guestionnaire items. In

this regard, emphasis will be particularly focused on

the following areas: sample size and response rates;
Human capital assets and tre users of human resources
accounting information; manesgement functions and their
rele in achieving organisationsal goal; the relevance of
manpower planning and development in profit maximization;
tiie relevance of human re:.ources accounting intormation

in effective manpower plannin; and development programme.
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3.2. Sanple Size and desponce Rates

The questionnaires were distributed to the staff
from supervisory level upwards in the selected private
sector organisations: both manufacturing and service-
related, Those who couldn'™t return tne filled-in
gquestionnaire during the first call were wisited on .
a second call after one we«k anc most ol the
questionnaires were collected. Finally, a third call
was made to get all the remaining questionnaires. It
has been possible to collect back the guestionnaires
duly filled in by all except five questionnaires from
manufacturing organisations. fable in page zghows the
sample size and the response rates from both

organisations;:-~



DISTRIBUTION OF GUESTIONNAIRE TC ORGANISATIONS
SAMPLE SIZE AND RLSPONC= RATE

Type of
Organisation

sService
Org .

Manuf.
Org.

Total

Number of staff to
whom questionnaires
were distributed

200

200

1,00

Number of staff who
returned the
guestionnaireS during
the first call

137

293

Number of staff who
returned the
questionnaires during
second call

96

Number of staff who
returned the
questionnaires during
the third ané final
call

Total numver of
persons returaing the
guestionnaires

200

195

395

Percentage of persons

retuming the guestion-

naire (to nearest
whole Number)

1005,

Source: Appendix

From the above table, it can be seen that the

response rate is very high anc can permit a very good

analysis and interpretation of data.

QOut of the 200

questionnaire distributed to the related groups in
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the service-related organisations, 156 submitted their
questionnaires during the first call, 38 respondents
submitted during the second call, while the remaining
6 submitted their own durin. the third and final call.
In thelﬁgggfgﬁturing organisationg a total of 200
guestionnaire were distributed, out of which 137
responaents submitted their response during first call,
58 submitted during the second call, while the

remaining 5 respondents did not return the guesticnnaire

given to them.

This gives a total response rate of 100% in the
service-related organisations and 98% in the manufacturing
organisations. This gives an overall response rate of
99% which for this particular project is considered to
be very high and this provides a basis or starting
point for further investipgation about the research

problems.

3.3 MAIN OBJECTIVE OF PRIVAT: SxCTOR CRGANISATIONS

In order to find out the relevance of human
resourCES accountihg information to the private sector
organisations in Nigeria, there is need to identify the
most important, or in short, the main objective of
private sector organisations. Only when this basic
objective has been identified, it would be possible
to find out whether human rescurces accounting

information is relevant to these organisations, This
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idea stems from the fact that, an information is said
to be relevant to these organisations, if and 6nly if,
it will help the private sector organisations to
achieve their main goals. 7o this effect, question
No. 8 was prepared to obtain the opinion of tﬁe
respondents about the notion that 'the main object of
private sector organisations 1s to maximize profit!
Table 2 below provides the resjonse rate in percentages.,
TABL= 2
THE MAIN OBJECTIVE CF PRIVATL SECTOR

ORGANISATICN Iz TOC MAKIMI&? PROFIT:
(Number of Responses: 395)

Those Saying Yes 98

Those saying No 2

Source: apppendix B

From the above table it can be seen that when
the respondents were asked to express their opinion
as regards the main objective of the private sector
organisations,98% agree that their main objective is

te maximize profit, while only 2% disagree with it.

From this analysis it is possible to explain
that the basic objective of private sector in Nigeria
is to maximize profit. Based on this established
fact, it is possible to move further to find out the
relevance of human resources azccounting information

to these organisations. As stated earlier, any type
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of information ls considered relevant to these
organisations, if it can help or lead to profit

maximization,

3.4 RE3SCURCES OF PRIVATE SECTOR ORGANISATIONS

One of the most important aspects of attaining
business objectives of the firm in maximizing profit
is the efficient and effective utilization and control
of both human and non-human organisational resources.
In almost all organisations in the private sector,
the resources utilized to achieve the main objective
are men, materials, machines and money. All these
resources have their own relative importanée in all
the fypes of organisations. But what is more important
here 1is to find cut the degree of importance attached
to these resources when it comes to operations to
maximize profit. The importance attached to human
resources'i.e. employees in this context'will give an
idea about the relevance of any information to be
derived from it. Table 3 P.LJ shows the degree of

importance of resources of organisations.



TABLY 3

THE DEGREE OF IMFORT A MCE OF RESOCURCES OF
ORGANASATIONS '

(Mumber o7 Resporses3on)

Very mite | Some of of No

import< import-| Wwhat Little }Import- Total

ant ant import~} Import~fance

ant ance

Brployees 55% 389 7y O Qye 100%
Money 504 L3 G 1% 0% 1004
Materials L 3% 31y 204 bd% 0Oyl 100%
Machines 51% 35% 130 % Oy 100%

Source: Appendix B

(i) From the above table, the degree of importance
of "employees", 55. ol the responcents agree
that employees are very important, 38% say it is
guite important, while only 7% agree that it is

somewhat important.

(ii) As regards the item 'morey' 50% rank money to
be very important, L3, cuite important, while
only 6% and 1% rank money to be somewhat

important and of little importance respectively.

(iii) As regards '"materials", L3 say that 1t is very
important, 31% say guite important, while 20%
and 0% respectively agree that it is somewhat

important and of little importance respectively.

{iv) As regards ‘Machineas3;5s. consider the item to be =



very important, 35% guite important, 13% and 1%
somewhat and o1 little importance respectively.
In all cases no single respondent said the

resources are oftno impertance’,

Analysing the degree ol importance of the above
mentioned organisational resources, it can be seen all
oY them are very important and guite relevant, What is
more important here is te find out the degree of
importance of human resources {(employees) in relation
to other resources. Cn this issue also, table 3 shows
that of all the resources, tnough, the disparity is not
so substgntial, "employees" are said to be the most
important. This is because, in considering which one
is the most important of the resources, the highest
percentage goes to employees i.e, Gb%, foilowed by
money 50%, materialsh3s and machines 51%. in that order,
This is a clear indication that resources are very
important and human resources are the most important
in conducting private sector operations.. This established
fact provides the basis for explaining that human

resources accounting informastion is relevant.

3.5 Human Capital Asscis ana phe Users of Iuman

Resources Accounting: Information

Having established the fact that the item

'human resources' is the most important of all resources,
and
guestions / 5 and guestion 7 were prepared to obtain
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the opinion of the respondents about the proportion
of the organisational investment which goes to human
assets. This is followed by finding out a particular
interest group which attached more relevance to the
information derived from human resources in financial

terms.

As regards the strength of the company labour
force, most of the companies involved in this survey
have number of workers ranging from 70 to 500. In all
cases, manufacturing companies have the highest number
of workers. In an attempt to finc out if the labour
force can be organised more effectively, G3i of the
respondents say'yes'against 7% who say'no: Also, 99%
agree that their companies spend hug amounts of money
on employee development, recruitm-nt, hiring, and other
related employee improvement programmes. Only 1%
stated that their companies do not spend on employees
for training and development. In order to get the real
fact, the questionnaire item 5(b) was sent to find the
opinion of the respondents about the type of training
private erganisations in Nigeria usually give to their
employees, Table L4 p.ll shows the response rate as

regards this phenomencn.



TABL 1
TYPES OF TRAINING PROVIDED BY NIGERIAN
PRIVATE SECTOR ORGANISATIONS

(Nunber of Restonsesg 39%)

Gereral Training 8%

Specific Training 80%

Both 12%

Total 100%

Source: Appendix B

From the above table, out of the respondents
drawn from variocus manufacturing and service-related
industries, only 8% of them say that their companies
provide general training, 80y of the respondents
state that thelr companies provide specific training
for the purpose oif retaining their employees. Only
12% of the total respondents stated that their
companies engage in provicding both the types of
training. Thus, the specific trazining is the most
common among the business organisations under review.
This established fact provides a basis for qualifying
the human resources investm:snt as an asset, an asset
which is most important and more useful to pfi+;f,

sector organisations.

When the respondents were asked to show the
percentage of the amount spent on various typesof

training compared with the total investment in the
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company, most of the respondents i.e., about &0% put
the percentage as between 0% - 50%, For these
established facts see Appondix B, In order to
reaffirm this finding, the respondents were asked to
show the peéercentage relationship of human capital and
non~human capital. . The average relationship as put .

by the respondents was found 1o be S0jand 50%.

Also, in order to qualify the expenditure made on
employees as antassetl, there must be some kind of
restriction of mobility on the part of the trained
employees. To that effect questionnaire item No, 5(f)
was set. The response to this is that 96% of the -
respondents say their companies restrict the mobility of
those employees who benefit from their training, while
only J0% do not. This fact proves that employees
are company assets.

3.6 PRIVATE SECTOR ORGANISATIONS' FUNCTIQNAL
AREAS FOKR ACHIEVIN, GRLAT~R PROFIT MARGIN

As stated earlier, the predictive indicators of
maximizing profit in private sector organisations
are positive. Factors such as effective planning,
co-ordination, motivation, communication, decision-
making and control are considered here in this
context to find out their relevance in attaining
organisational goal of maximizing prefit., (Question
No. 9 was set to obtain an opinion from the respondents

as regards the relevance of these predictive indicators
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in maximizing the profit of private sector
organisations. Table 5 below shows the responses

received.

TABLE
THE EXTENT TO WHICH ORGANISATIONS' FUNTTIONAL AREAS
HELP IN ACHIEVING GRzATER FROFIT MARGIN

(Number of nesponses3Ss)

Functional VE{y great Reasonable Total

Areas Extent Extent
Planning 99% 1% 100%
Co=ordination 98% 2% 100%
Motivation 92% 8% 100%
Communication 95% S% 1005%
Decision-making 9% 9% 100%
Control 98% 2% 100%

Source: Appendix B

N.B. Only non=zero values are considered here.

Analysing the information presented in Table 5
above,it could be established that all the above
functional areas of management contribute immensely in
achieving the main business objective of the firm of that 1is,
‘maximizing profit. From the above responses,it is also
possible to see that the respondents agree that the
factors contribute towaras profit maximization to a

very great extent. This is because out of 100x of the
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responses, in each case more than 90v% of responses
indicate that these functional areas are predictive
indicators or operational concepts of profitability,
Thus, at this particular point in order to find out

as to whether human resources accounting information
will be relevant in profit maximizing, it is necessary
to find out the parameters that warrant the operation-~
alization of these functional areas that yeild
profitability. To that effect, the most important
aspect of determining good and effective processes of:
planning, contrel, co-ordination, decisicon-making, and
communication to achieve the objective of the firm,is
good and effective human resources planning and -
development. Thus, the operational concepts of thesé
functional processes will be tested to see if relationship
of whatever kind can be traced through good human
resources planning and development.

3.7 THE RELEVANCE QF MANPOWER PLANNING AND
DEVELOPMENT IN PROEFIT MAXIMIZATION

Since the good and effective processes of managemeht
functions are greatly relevant in attaining the basic
chbjective of private sector organisations, manpower
planning and development can now be tested to see if 1t
helps in maximizing profit margin. This can be done
by finding out the operational concepts of these
processes and these operational concepts will be tested

to see if human resources planning and development
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helps in this respect. Also,in relation te ool system
of plamning, it is clearly seen that moking renuine
plans for the future, and making plans to achieve
objectivesare the main processes of planning.Cannon (1979)
stated that:%he main co-ordination processes may

include the following: co-ordination with purchasing
department, production department, sales department,
accounting department and research and development
departmentg13in order to have an opportunity to give

an explanation, these concepts need to be tested. Thus the
.plnlg? the respondents as re;ards the relevance of

humzn resources planning and development in planning
proeesses EFSEﬁ of the respondents say it helps in

making plans for the future at a high degree, while only
L% say it did at a low degree. As regards making plans
for the future, 100% pf the respondents say that manpower
planning and development is very relevant in this

planning process and to a high degree. See guestion

No. 10 on appendix B.

when the respondents were asked to place their
opinion as regards the relevance of human resources
planning and development in co-ordination processes,

the responses received are shown in Table & en page 47

13. James ‘Canncn (1979), Cost eftective personnel :
decisiens, Institute of personnel Janagement (IPM).
Central house, ypper woburn, London P. 195,

u k)
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RELEVANCE OF MANPOWER PLANNING AND DEVELOPMENT
IN CO~-OCRDINATION PROCESSES
(Number of iesrunsesins)

{o=ordination
Processes

Great
Relevance

Huite
Relevant

Cf No

Relevance

Total

In co-ordination
with purchasing
department

In co=-ordination
with Production
department

In co=ordination
with Sales
department

In co=-ordination
with Accounting
department

In co-ordination
with R & D
Department

81%
7854
U4
Tish

7 5%

19%

22%

264%

26%

25%

0%

0%

0%

0%

0%

100%
1 (50%
100%
100%

100%

Source: Appendix B

From Table & above, it can be seen that!
(i) B87% of the respondents attach

relevance to manpower planning and

4
»

great

development in co-ordination with the

purchasing department, while 19% feel

it is guit relevant.

(ii) 78% agree that it is of great relevance

to production department, while 22% feel

it is quite relesvant.

(iii) 7b% attach 'great relevance'

to sales

department while, 26% feel it is 'quite

releva

nt!
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(iv) 74% attach great relevance to accounting
department while 26% feel that it is
quite relevant,

(v) 75% and 25% of the respondents agree
that it igzgieat relevance and quite
relevance respectively in the vast
areas of research and development.

In considering motivation process, Woodruft
(1960) identified the operational concepts of
motivational processes as "desire to achieve goals
and organising management effort to achieve the
goals"£1u) Hensis (1970) also in his analysis points
out the relevant factors necessary for effecting a
good communication process, "as opening communication
channels, co~ordination in communication, communicating
plans to functional areas, obtaining agreement before
budget becomes operational, communicating actual result
and lastly communicating VariancesljtﬂAll these variables
need to be tested against human resources planning and
development.

On the relevance of good manpower planning and
development in motivation process, when the respondents
were asked to express or provide their opinion, all of
them responded favourably with 96% stating that it is
of great relevance. As regards the relevance of human
resources planning and development in the area of

organising management effort to achieve goals, 98% of

1., F.H. Woodruft (1960). Fercepticn anu motivation in
Medern Organisations, "einneman Publisher 1960 P,8,

15. L. Rensis (1970) "iffective Communication Michigan
Business Review 1970 I',.6€%,
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the respondents stated that it has 'great relevance.
wWhile only 2% stated that it is 'quite relevant’,
(See question No.12 on appendix B).

On the relevance of, manpower planning and
development in the 'communication processes' Table 7

below shows the responses received from the respondents:-

TABLE 7

THE RELEVANCE CF MANPOWER FLARNING AND
DEVELCPMENT IN COMMUNICATION FROCESSES
(Number of Response: 395)

CCMMUNICATION PROCESS |OF GRoAT |QUITE NOT|TOTAL
ReLEVANCE]| RELEVANT | AT
ALL
Opening Communication .
Channels 89% 10% 1%] 100%
Co-ordination in » of
Communication 76% 2 O%] 100%
Communicating plans to
functional areas 98% 2% 0%| 100%
OCbtaining agreement before )
budget tecomes operational 71% 29% 0%} 100%
Communicating actual re- " . /
sudd 895 1% 0%{ 100%
Communicating variances T1% 29% 0%| 100%
Source: Appendix B.
According to Table 7 above, it can be seen that

manpower planning and development are very essential in
communication process. This is because,in all the
communication processes,more than 70% of the respondents

are of the opinion that manpower planning and development
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has'great relevance'. Only very few of the respondents
state that manpower planning and development has no
relevance to communication processes.

Below is Table No.8 which shows the response rate
as regaeds the relevance of manpower planning and

development in the process of decision-making.

TAELE 8

THE IMPORTANCE OF MANPOWER FLANNING AND
DEVELOPMENT IN DECISION-MAKING PRCCESSES

(Number of Responses: 395)

DECISIONS-MAKING PROCESS [CF CGREAT OWITE) SOME- TOTAL
IMFORTANCE| IMFOR}WHAT
TANT { IMPOR}-
TANT
Recognising Froblems 76% 20% L% | 100%
Defining Froblems 81t 18% 1% | 100%
Searching alternative o ; % 5
solutions 8% 9% 2% | 100%
Bvaluating alternative P "y o .
solutlong - 13, =t 100;.
=electing Prefitable ; " ” ,
alternatives 775 18% S5 100%
Reporting action taken ard o » » ;
Result achieved 765 22% 2% 100%
Taking Corrective actions . . ,
for b?rections T 75% 2 3% 2% | 100%

Source: Appendix B.

Taking the above table into consideration, in eachcase

L
more than 74 of the respondents attach 'great importance'

to manpower planning and development in the vast area of

decision-making processes, Cnly very few, i.e. ranging

from 9% te 23% of the respondents state that it is'quite

1mportuﬁt'



in the decision-making process. while only 29 to &%
o the respondents in each case state that in their

ovinion it is ‘'some what important'.- _ ?*

s

Control in business operations especially in

the private sector organisations is another important

area. Cost reduction programme, control of materials,
contrel of human resources, control of machines and -
control of money were tested to see if manpower planning
an:d developmént is relevant in these areas. Table 9
below shows response. rates as regards this praoblem under
investisation.

_ TABLE O

-~ THo RELEVANCE OF MANPOWEZR FLANNING AND DEVELOFMENT

IN CONTRCOL PROCESSES
(Number of Responses: 395)

mont poeemanse  |OF GREAT | CUITE | SOME| NO

CONTROL PROCESSES | ppy mvancE| RELEVANT | WHAT IRELE-| TOTAL
) . RELE"’ VLH\P\ICE
VANT

. Cost Reduction '
Progyamme - 9L 65 4 0% | 100%
Contrel of materials 01% Q¢ GG, 0% 100%
Control of human ' | ' .
resources g9 1% 0% Q% 100%
Control of machines 9% 6% P O | 10056
gontrol of Meney ghsh 6% 0% 0% | 100%

SOURCE:  APPENDIX B,
The responses analysed in table © above showe that

a rreater majority of the respondents are of the opinion
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that manpower planning and development is of great
relevance in the processes of organisational control.
This is because in each of the above control processes,
more than 90% of the total respondents attach 'great
relevance' to manpower planning and development in
organisational control., This analysis in itself is a
clear indication thatimanpower planning and development'
is very important in various control programmes,

In order to make it very clear that manpower planning
and development is very useful, the most important control
process which is thecost reductiontor'profit jpprovement
programme ' is further selected and tested to see the
extent to which manpower planning and development helps
in organisational contrel. To that effect, the analysis
continues by taking inte consideration the qguestionnaire
items No.16(A) = (D). The whole idea stems from the
fact that the controlling factors of effective cost
reduction programme are: establishing proper organisational
chimate; establishing proper standard; the organisational
process to achieve standard set and other areas of
effective control programmes. In order to add more
relevant explanation, some of these areas were tested
to see if manpower planning and development helps in this
context.

In the first place, as regards establishing proper
organisational climate, manpower planning and development

is very important.
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This is because in each of the above casés, more than
90% of the total respondents state that it is 'very
impertant'. Only very few of them ranging from about
1% - 10% are of the opinion that it is 'quite important.
Nene ~ of the respondents has the opinion that it
is'somewhat}'of little'or'no'importance in each case,
(See questionnaire item Number 16 (A) in appendix B)
Also, when asked to express their opinion about the
relevance of manpower planning and development in
establishing proper standard for effective cost
reduction and profit improvement programmes, the
following responses were received: pbout 51% and 49%
of the respondents state that it is of 'great relevance!
and 'quite relevance! respectively in management
participation. As regards manpower production, 79%
and 21% of the respondents attach 'great' and ‘'‘quite’
relevance respectively to manpower planning and
development. About 73% and 27y state that, manpower
planning and development is 'greatly' and 'quite’
relevant in the areas of material substitution

for effective cost reduction programme. While 76%
and 24% agree that it is of 'great relevance' and
'quite relevant'respectively in effectiveness of
control programme. In all cases, there is no
respondent who said that manpower planning and
development is 'somewnat' or 'of no relevance in

these processes of effective cost reduction and

A
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profit improvement programmes.,

Finally, from the above analyses and interpretatibq&
it ¢could be seen that good manpower planning and |
development determines to a great extent the
effectiveness of all the organisationa] functions
of planning, co-ordination, communication, decision-
making and control for more profitability. In fhis
case, we can also conclude by saying that manpower
planning and develorment is quite relevant in
achieving the main organisational obJjectives of
maximizing profit, The fact that now remains to be
revealed 1s as to what determines good manpower planning
and development? Or in other words,does human resources
Accounting information provide inputs into good manpower
planning and development? As it is only if, and only if
it does, then we would be in a position to draw a logical
conclusion that human resources accounting information
is very relevant teo the private sector organisations
in Nigeria. The remaining part of this chapter analyses
the relevance of human resources accounting information
in good manpower planning and development.

3.8 THE RELEVANCE OF HUMAN RiSQURCES ACCOUNTING
INFORMATION TN GCOD MANPOWER FLANNING AND
DEVELOFMENT .

From our earlier statement, it has been tentatively
asserted that good manpower planning and development
depends on good accounting information abtout human
resources itself. In this context, in order to test

the validity of this statement, the predictive indicators
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of good manpower planning and development will be
evaluated to see if human resources accounting
information influences their operationalization. To
that effect, demand forecasting processes, manpower
supply forecast, manpower requirement processes,
manpower action planning, and manpower information
processes are the most identified operational concepts
of good manpower planning and development. To that
effect, questionnaire items number 17 A-E were prepared
to obtain the opinion of the respondents as regards
the role played by 'human resources accounting

information' in manpower planning and development.

Firstly, 'e;timating future manpower needs'and
'forecast of future lz=velsof activityrare the essential
parts of good manpower plannin_ and development., These
two aspects will be tested to see if human resources
accounting information will be of any help in these
areas. Table 10 below shows the response rates from

the respondents.

TABLE 10
THE EXTENT TO WHICH HUMAN RESCURCES ACCOUNTING
INFORMATION IS IMPORTANT IN DEMAND FORECASTING

PROCESSES
(Number of Responsesigs)

Demand Forecasting Great Reasonable Total
Process Extent Extent

Establishing future " / ;

manpower needs 98 2% 100%

Forecasting future _

level of activity 967 L 100%

Note: Only Non-zero values are considered

Source: Appendix B.



Table 10, p.57
The responses en / show that as regards the

relevance of human resources accounting information

in establishing future manpower needs, 98% of the

respondents state it is important to a 'very great

extent', while only 2% of the respondents, agree that

it is important to a'reasonable extent’

For forecast

of future levels of activity, 96% state that it is

important to a 'great extert!' while only L% state that

it is important to a 'reascnable extent'.

no respondent reported expressing his or her own

opinion as regards whether it is important to'some

extentter 'no extent at all!

Secondly, in finding out the importance of human

resources accounting information in the processes of

manpower suprly forecast, table 11 below shows the

relevant opinion obtained.

THE IMFORTANCE OF HUMAN

TABLE 11

INFORMATION IN MANPOWER SUFFLY FORECAST
(Number of Responses39F)

RESOURCES ACCOUNTING
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In all cases,

Reasont+ To
Manpower supply Grent Little| No

able some |. Total
forecast Process |Extent BetentiExtant Extent | Extent]
Analysing current » o - .
resources _ Sl 5% 1% 0% O% | 100%
Future aveail- y ; ; ; ¢ 1
ability 93% 6 1% O% 0% 00%
SOURCES: APFPENDIX B.

The above table 11 shows that in the two cases

under observation, more than G0x of the total respondents
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agree that human resources accounting information is
very important to a 'great extent', while very few i.e.
ranging from 1% -~ 6% express their opinion by saying
that it is important to 'reasonable'! or 'some extent'

in each of the above cases of manpower supply forecast.

Thirdly, in order to test the relevance or
importance of human resources accounting information
in the processes[ggtion plans for good manpower planning
and development, the following factors i.e. improving
labour use, improving labour productivity; reducing
manpower cost; reducing cost of redundancy; and
reducing labour turnover cost must be tested to see if
human resources accounting information helps in this
context. Table 12 Dbelow shows the response rate in

this carce.

TABLE 12
THE IMPORTANCE OF HUMAN ReS0OURCES ACCOUNTING
INFORMATION ACTION FLANNIN. PROCESSES FOR GOOD MANF@WER
PLANNING AND DEVELOPMENT
(Number of Responses 395)

Action Plans Process Great Reason; To Some Total
mxtent| able Extent
Extent
Improving labour use Q5% 2% 3% 100%
Improving labour . " . .
Productivity 99 O% 1% 100%
Reducing Manpower 92% 8% 0% 100%
Reducing cost of ; = = 1004
redundancy L 3% 3%
Reducing labour ” o , .
turnover cost 985% ¥ 0% 100%

Note: Only non-zero values are considereds
Source: Appendix B.



60
Basing the analysis on the above facts, in each
case, more than 90% of the respondents agree that
human resources accounting information is important to
a 'great extent' in the processes of action planning

for good manpower planning and development.

Finally, as a part of information processes,
manpower information is another area very important in
good manpower planning and development. Table 13 below
shows the response rates as regards the influence of

human resources accounting information in the manpower

information processes.

TABLE 13
THE IMPORTANCE OF HUMAN RESOURCES ACCOUNTING
INFORMATION IN MANFOWER INFORMATION PROCESSES

(Number of Responses 365)

Manpower information |Great |Reasonable|Some Total

Processes Extent| Extent Extent

Labour turnover rate 70% 18% 12% 100%

Sickness and ” ,

absenteeism 80% 3% 17% 100%

Redundancy 82% e 4% 100%
Note: Only Non-zero values are considered

Source : Appendix B.

The above data shows that in each case,more than
704 out of the total respondents advocate the uses of
human resources accounting information to a great
extent in these processes ol manpower information.
This in itself is enough to establish that human

resources accounting information really provides
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inputs into the processes of manpwer information for

good manpower planning and development.

Also, ' when asked to state whether
human resources accounting information is very
relevant in good manpower planning and development, 96%
ol the respondents stated 'YES', while only }4% stated
'NO'. (see questionnaire item No. 18 on Appendix B).
Also, when asked to state whether or not good manpower
plamming and development is relevant in achieving
organisational objectives of maximizing profit, 91% of
the total respondents stated 'YES', while only 9% stated
'NO'. (See questionnaire item No. 19). This information
provides supporting ground for concluding that good
manpower planning and development helps in achieving
the obJjective of maximizing profit. It also shews that humzn
resources accounting information helps greatly in

providing good and effective manpower planning and develepment.

3.9. CONCLUSIONS !
Thus, it can be cencluded that human

resources accounting information is very relevant in

the private sector organisations in Nigeria. Though,
thiis information is important in both organisations,
when asked to rate the degree of importance of this
informztion to these category of industries, 60% of
the respondents say that it is most useful in service-
related industry, . }0% say that it is most useful

in the manufacturing industry (see questionnaire item
Ne. 20) thus, it can be



concluded that human resources accounting information
is relevant to all industries in the private sector
in Nigeria, but with much priority attached te the
service-related (employee intensive)} organisations

‘than in the manufécturing industries.
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CHAPTER FOUR

I, HUMAN RESOURCES ACCOUNTING: EXPERIENCE IN
GPHER COUNTRIES | ' S

The concept of human resources accounting is.a
new field in the growth and development of accounting
system.: Though accounting thought got directed for
the past few years in this area, the subject has not as
yet received wider acceptance. All the sspe, evidence
exists.that some corporation in developed countries
like U.S5.A. and Britain have started demonstrating
the concept practically, Since then, some of the
corporaticns in these countries have started the praétical
application of human resources accounting. Though, most
of the business unitsinvolved in practical application
of human resources accounting are U.S.A. and Britain -
based, there is hope that gradually countries other than
U.3.A. and Britain would Jjoln. In fact, the interest
shown by firms in U.S.A. and Britain in 'Human Resources
accoﬁnting' results from the recent activitieng_a“jaint
working party of the institute of personnel management
{IPM) and chartersd institute of management accountants
(CIMA) and other subsequent efforts by related agencies.

In this chapter it i1s proposed to examine the
concept of human resources as practiced or experiencer
in other countries., In this context more amphanis-is ﬁlgced
én British and U.S., firms. This is mainly due 1o+ fact

that adequate information is not available in respect to
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other countries. It is quite possible that other

advanced countries (mainly in Europe) are also practising

this concept.

Lo HUMAN RESOURCES ACCOUNTING: U.S, EXFERIENCE

As regards human resources accounting, many
researches have been conducted to develop this concent,
In this contextjwo prominent pioneers, Rensis L. (1967)
and William P, (1968) of the institute of social Research
and University of Michigan respectively, conducted a
research concerning the practical application of human
resources accounting in R,G. Barry Corporation in 1969.
Consequent upon this research the management of R.G. Barry
corperation started the practical application of the svstem,

R.C. Barry Corporation of Columbus, Qhio is a
manufacturing Company with about 1,700 employees. From
1870 to date,the figure for the employees in R.G. Barry
Corporation started to appear on its accounts. The
figsure represents the investment made to acquire and
train employees to expected levels of effectiveness for
their respective occupationg,less the amortization of
this investment based on expected tenure (16). Also,
in order to find out the kind of information needed to
facilitate human resources management, R.G. Barry
Corporation used the assessment of investment in people
and the future cost to examine the true cost of redundancy

programme to examine the problem of lay-offs.

16. R.G. Barry Corporation, Annual Report 1270-1980,



Another company in U.S.A. which also adopts the system
of human resources accounting is Bourthern Furniture
company of Conover in North Carclina. This company

has identified the use of human resources in management
control systems and emphasized the pessibility of
improving personnel decisions on a costebenefit analysis
basis. 1In fact, as the valuable asset of this company
is its'employees} the management discovered that the
overstocking of its employees could cause the company
to increase its costs beyond the optimal level for its
needs, The company viewed the excess of its personnel
as a type of current and future assets necessary to
efficient operations. The company also viewed that

the understocking of its employees could cause the
company to be unable to accept management engagements
or to search for labour market and may have to live
with the inflated prices to meet its demand. Based on
the above two considerations, the company potentially
used the concept of human resources accounting in
taxation (i.e. on penalty tax on accumulated earnings)
to its own advantage. All the above information was
made in reference to R.p. Barry corporation final
accounts 1970 - 1980.{%‘1% final accounts of the Southern
Furniture company of Conover - North Carclina 1976 =79«

.7 HUMAN RESOURCES ACCOUNTING: EXPERIENCE TN BRITAIN

In Britain, many accountants and personnel executives

have recognised the importance of human resources accounting.
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Though, the techniques of human resources valuation

are somewhat superficial due to the complexity of

the concept, a lot has been done to progress the

subject further both theoretically and practically.

As regards the practical application of human resources
accounting in Britain, it could be seen that as a new
f'ield, the concept did not receive a nation wide practical
acceptance, However, some of the companies in Britain
have already seen the relevance of human resources
accounting and have started using the concept in practical
terms. A classical example is the practical application
of the human resources accounting data in effective cost
reduction and profit improvement programme by Benlox .
Holdings Limited, Grosveno Group, and Rock=-ware group

of Companies all in Britain,

The companies, according to.Mark-Lee( 1986)of the
Western Forest College England, have a substantial part
of their budget costs as labour cost. In fact according
to him,"Benlox holdings has about 37.3%, Grosveno group
28.3% and Lockware group of companies has 31.2% of the
budget in human resources£17%hus, these companies have
seen the relevance of human resources accounting data
and have since started using it in the cost reduction
and profit improvement programmes. Though, the relevance
of human resources accounting data has not yet been fully

seen and adopted by most companies in U.K., both service-

17 . Mark-lee Inman (1986) Cost reduction. ACCA students
Newsletter, London, May 1986. p,32,
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rélated and manufacturing industries have nowadays
started showins; concern about the subject. This is
because it has been noticed that most of the U. K.
Automobile, Insurance Companies and Benks have
started showing favourable interest in practical

spplication of human resources accounting.

1«3 _CONCLUSION

In conclusion, though, at present human resources
accounting has been adopted practically and partially
by some British and U,S. companies, it should bhe noted
that a basic form of human resources accounting concept
is beins given attention in most business organisations

in the world.

This is evident when most business organisations
evaluate training or when they attempt to ley-off
employees selectively. In fact, in most cases the
methods to be adopted in the contextual framework of”
human resources accounting are quite complex. As such,
a multi-disciplinary approach is perhaps necessary
to progress the concept further both theoretically
and practically. HMore importantly is that, human
resources accounting already represents one of the
most promising aids to managerisl job satisfaction,

coreer planning and managerial control. As such, any
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further attempt to at least identify the costs and
henefits of the different ways of orgenising and
usin, people will be of great help to modern business

operations.
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CHAFT IR iVe

Se SUMMARY AND RECCMMEZNDATIONS

5.1 SUMMARY OF THE MAJOR FINDINGS

This section of the study provides a summary
ot the basic findings of the material facts contained
in this project, It gives a straight forward ana in
brief the basic established facts that form the out-
come of this write up.

The study shows that, most of the modern business
organisations, especially those in the private sector,
have one primary objective that is, of maximizine
profits, Though, these organisations have uther
objectives for beinr in business, the most important
of all these objectives is rrotit maximization, Also,
this ubjec%ivé of profit maximization was supported by
Onyemulekwe (1973) when he said, *"is far as I am
concermed business is not a charity, as such
management of an enterprise is to do all it can to
maximize profits“&16%t has been gathered and concluded
based on established facts discovered in this research
study that any intormation, generated and passed within
and outsiade an enterprise that will not contribute
towards maximizing protit, is trivial, Thus, any act
or intormation that brings about orofit or increase in
organisation's protits is said t» be relevant ana very

impeortant.

18, Onyemulekwe, C.C., (1973). M“an and Manasement
in Contempprarv Africa., lLongman Company Limited

P.33
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fre study shows that, for the successful take-off
and for the develonment o° business oreganisations,
there must be enough resources to meel
botnh current and future onerstions, That is to say,
there must be enough resources available in terms of
employees, materials, money anrd macrines. For a
successful business operation also, there should be
effective planning, control and utilization of these
resources, Moreover, the research study findings
indicate that, though, all the above resources are
somewhat equally important in achieving the otJjective
of the enterprise; yet, the most important of all is
the human resources (i.e.,employees). This is because,
effective planning, control and utilization of human
resources determine to the larrest extent the success
or failure of any business oreanisation. l‘hus, being
the most important of all resources, ¢ood planning and
control of these resources nrovides eftective planning
and control of 2ll organisational resources (both human
and non-human). Thus, any information concerning
employees that is capable of providing inouts into the
decision-models as regards the asreas of planning,
control and development of human resources, is of
paramount importance, Also, potential users of Human
Resources Accounting data at present are the internal

users of financial statements, It was also evident during



71

research that the inftformation g¢geuld be pgenerated
ana be or some help to external users. At present
the potential users are the internalist. The
research tindings srow tnst it is common among
Nigerian organisations in the private sector to
proviade specitic training to their employees.
This is tollowed by a restriction of mobility on
the part of the trained anu developed statt. This
tinding is one o1 the most importanu aspects torming
the concepirual ana theoretical unaerpinning »f this
write-up,

Vore imnortantly, it was tound that nlanning
and control,communication, cecision-making and
motivation are the most essential and available
tools for management tn maximize profits.That is
to say, the efrective means for achieving business
objective of maximizine profits is the etfective
anplication of these management functions., It was
discovered that the effective operation of these
concepts in order to bring avout protitability in
an enterprise aepended upon ettective anu eftficient
utilization of enterprise's human resources. Theretore,
it nas been gatnered that, tnere is much relevance of
manpower planning and development in the most important
aspectyof planning, control, decision making,
communication,and motivational processes, In this
respect, it has been observeas trat, since kuran resources

are essential in these orocesses, as such anv attempt
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that will provide information or input into
effective human rescurces planning and development
will be of paramount importance to private sector
organisations in Nigeria.

The study also, shows that human resources
accounting information is very vital and plays an
important role in various processes of effective
manpower planning and development programmes. This
is because any information that can be generated
from human resources in financial terms will greatly
help in improving labour use, labour productivity,
in reducing redundancy costs and in reducing latour
turnover costs all of which are effective in the
processes of good manpower planning development. Not
only that, the findings show that information of such
a nature will provide input to manpower information
processes such as providing input to labour turnover
rate, sickness, absenteeism and redundancy. Thys, in
short, the empirical findings of this study indicate
that human resources accounting information provides
ample chance for initiating and developing very good
system of manpower planning and development. Thus, it
is an established fact that information of such a
nature is r vital to Nigerian private sector
organisations. The fact is that, gcod manpower planning
and development provide effective operationalisation

of the various management functions of planning, control,



73

motivation, decision making and communication. All
these,in turn,bring about optimum profits. Logically,
the research findings have materially established

that, in general, human resources accounting information
is very relevant to the Nigerian Private Sector
crganisations.

In conclusion, and to be specific in this context,
the research findings also indicate that human resources
accounting information is very important and quite
relevant in the vast areas of cost reduction programme;
profit improvement programme; in deserainingz werking
capital management; in the determination of cost of
capital in the calculation of return on investment; in
calculating meaningful ratios (such as the computation
of human to non-human capital ratios); in the calculation
of earning per share and many others,

5.2 THE IMFLICATIONS OF THE STUDY

Like any other form of knowledge, human resources
for Ufnutructive purpeses oOr

accounting information 'can be used / abused., Thus,
despite the fact that, human resources accounting
information is very relevant in the private sector
organisations, the adoption of the system will however,
have some implications especially to the management.
This part of the research study provides the basic
implications for accounting and reporting information

concerning human assets, An attempt is made below to

analyse the implications of human resources accounting:=-
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(1) The first implication of human resources accounting
in the private sector is that, the determination of human
capital values suggest a new set of financial ratios.
This is because a new ratic of human te non-human capital
will be capable of indicating the degree of labour
intensiveness in the private sector organisations., The
labour intensiveness in any organisation especially in
private sector will have various implications concerning
the firms day-to-day operations. For example, ratio of
human to non-human assets will assign different weights
to different employees according to their earning power,
Consequently the labour intensiveness is thus measured
to reflect the cuality as well as the quantity of the
labour force. Moreover, with the use of human resources
accounting information, the total value of a firm's
capital can be desegregated in terms of groups and
sub=-groups for which other several ratios could be
calculated. For example, the ratio of investment
managers to total employees or the ratio of investment
in supervistry stafﬁngtal staff. All these ratios if
calulated will have several implicaticns to the firms,
(2) The second implication of the study is that,
information to be generated from human resources
accounting will provide the private sector organisations
with a ready-made information about the change taking
place in the age distribution of employees. This
information (i.e., age distribution) will have a great
implication for the firm. In contrast to the practice

in the past, if this information (i.e.,age distribution
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of employees) is incorporated, it will form one of the
basic modalities for determining the value of human
beings by capitalizing earnings over the expected
useful 1life of the employee to the firm. Thus, a
change in the age distribution of the labour force

would obviously affect firm's human capitzl values.

(3) The third implication of the study is that, the
difference between the general and specific values of
human capital is another source of valuable information,
for both internal and external users of fimancial
statements. In the real sense, the specific value of
human capital is based cn the actual wage scale of the
firm, while the general value is based on industry-wide
wage averages. In fact, the difference between the two
will indicate the level of the firm's wage scale relative
to the industrial average. DBased on the industry-wide
wage as the standard, the difference between the specific
value and Easuﬁfneral value of human capital indicates
extent to / the firm's wage scale is above or at par with
or below the standard. Also, reporting the general and
specific values of human capital, will thus, enable the
users to investigate the effects of specific wage and
hiring policies though, in most cases, management tries
to increase profits in the short-run by hiring low
quality employees. The implication of this policy is
that it produces a somewhat damaging effect which will

be realized only in the long-run., Zut with a full
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information about human capital values the use of this
infermation will currently reflect the change in hiring

policy and thereby direct the management affort.

| (%) The fourth implication is the use of human resources

- accounting information in lay-offts where the sole aim is

to minimize the loss of undepreclated investment. In

theory, the reduction in the skilled people would leead

‘. to a reduction in the total stock ot human capital. At

the same time, it should be reallsed that it would be

::.possible for a company to increase its profitability by

- applying better techniques or production which might

result iu reduction in manpower {(say from 5 workssto L).

- This situation ot arriving at a decislon to lay-o1t one

worker is as a result of avallability ot human resources
accounting information. It is also possible that stock
market may react to thls situaztion by pushing the quoted
price of the coapany's shares upwards as a response to

increase in profits.

. (5) The fifth ilmplication is that if information about

human resources is recorded and reported, the disclosure
ot such information by the enterprise would provide
financial statement users other than the management with
valuzble information which is vital for use in their

various decision making models,

5.3 RECOMMENDATIONS

In order to enable modern business organisations in

. the private sector to achieve an optimum prolit, the

following obseruations should be taken into consideration:
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(#) Humzn resources planning and development sheuld
be the foc<l peint. This 1is because the capacity ef
| an afganisation to achieve its5strategic objective is
influenced by huMan resources in the follewing three

fundzmental ways as follows:-

(i)} Cost economies
{(ii) Capacity te operate effectively
(iii) Capaclty to undertake new enterprises teo
and to change operations

{(b) From the research findings, it has been pessible
to agsert that corperate executives belisve that human
resources planning, development and managemént
activities reduiréd S§me future erdented perspective
and directien that guide financial, marketing, and
other management activities. 1In effect, it 1s strongly
recommended that the private séctof organisations
shoula establish a new staff positien to deal with
- emerging human resources programmes and management.
INew position tittles could take the following forms:-
Menager, Managemont of Human Resources (MHR). Manager,
Human Resources Planning {HRP). Manager, Human
Resources Utilizatien (HRU). .Maneger, Personnel
Flanning and Development (PPD). Manager, Staff Planning
and Career Development (SPCD). -

A1l the above tittles should represent the
introduction of new staff positions charged with
anticipating future personnel reguirements, planning

rrogrammes and eorganisaticnal changes that willl satisfy
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the above-mentioned requirements. 1In addition,
there should be an accounting team headed by a2 management
accountant to be responsible for ebtaining all the

necessary human resources accounting data.

(¢c) Organisations should always embark on previding
specific traininc to their employees. There should
also be a restriction and retention pelicy that will
discourage the trained employees from leaving the

firm within a very short period of time after receiving

their various forms of training.

(éd) It is recommended that human sssets should be
included in calculzting the cost ef capital which is
used in determing the return on investment or earnings
per share, This recommendation is necessary because
the data relied upon at present in the calculation of
cost of capital is quite misleading in the field of
finenc;; Unless the value of human beings in an
orgznisation is quantified and added to the totzl
assets of the company and made to form part of the basis
of calculating return on investment (ROI), then ROT as
one of the basis of various business decision making is
of limited use.

(e) There should also be a continuing effort by both
accounting teachers and practitioners directed towards
developing human resources accounting.

(f) Though, the immediate adoption and practical
appnlication of human resources accounting has been
advocated, this does not mean that it should be adepted

in full instantaneously. Rather, as 2 start, piece-meal
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approach for its practical implementation is
recommended, That is te say, organisations can start
say by recording and reporting information cencerning.
company mansgers first, followed by that of supervisory

staff and then that of the productive workers.

(g) Though, as time goes on eother valuation and
reporting methods may be explored with further research,
the fellowing valuation and reporting methods are
recommended for the private sector organisations in
Migeria.,

(i) Flamhoytz model of humasn resources valuation,
.. by capitalizing the expected services
to be received by the firm from employees
using appropriate discount rate.

(ii) Human assets should be reported on the
Balance Sheet as current assets for service
organisations, and Fixed assets for manu-
facturing erganisations.

(h) From all indications, it is highly recommended
that what ever method is to be adopted as regards human
resources accounting, emphasis should be based in the
first instance on the cost-bencfits associated with the
system. In short, in all cases the assumed benefits

of the system should in no circumstances be lower than
the cost of its implementation.

Finally in general terms, it is highly reccmmended
that as regards the development of human resources
accounting in particular, and the development of
traditional accounting system in general in Nigeria

the following points are worth considering:-
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(1) _Thefe shouid be an adequaté.énd up~-to-
date accounting manpower planning method
to be designed to meet the needs of varinus
accountants in the various sectors of the
economy.,

{ii) A new body or a sub-body of ICAN may
usefully be cereated to offer courses and
professional services covering the areas of
cost and management accounting and human

resources accounting,

5elp  FRONTIERS FCR FURTHER RESEARCH

'Human resources' as a new area ih accounting
especlally in Nigeria, demands additicnal effort to
be put in for further research and development. This
regearch project is not an end in ltself, but rather
a means towards further research. Thus, in Nigeriam
context, this project in the first instance provides
a starting point for topieal research that will
challenge and channel both accounting teachers and
practitioners into a more productive research effort
in the field of human resources accounting. Though,
when reading through the write up, various points that
need further researceh and development are evident, helow
are some of the most important frortitiers that nerd
research and development in this field so as te keep
the subject matter more close to the recent develepmentis

taking place in modern business environment:
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{a) There is need to conduct an intensive research
on the best method of recording, amortizing and
reporting human aséets values. There should also
be an attempt to find out the most acceptable
conceptual basis that will qualify the existence of

" . human capitsl. Attempt here 1s tc be focused towards

finding out the best way of functionalialising the
employee related expenditures, that will cualify both
labour cost and the resultant labour overhead cost as

an asset.

(h) More research 1s needed to find out the relévance
of human resources accounting information to the N
extermal users eof financial statements. Here, attention
should be centred around the basic notion of what would
be the reaction of the external users concerning the
published information on human resources of an

organisation.

{(c) rinally, another important area that need extensive
research in this context is to find out, as to what role
would the behavioural measures play in accounting for

and reporting human rescurces values.
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TOPIC:

8%

APFENDIX &
QUESTIONNAIRE RESPONSE RATES

PRIVATE SECTOR ORGANISATIONS
QUESTIONNAIRE

A STUDY OF HUMAN R&ESOURCES ACCOUNTING

INFORMATION AND ITS RLLLEVANCE TO SELECTED

ORGANISATIONS IN THE PRIVATE SECTOR

INSTRUCT IONS

1.
2

(a)

(b)

(e)

This questionnaire is meant for conducting
research on the aboveementioned topic. It is
required to be answered by company executives,
such as, General Managers, Company Manzgers,
Sectional Managers, Departmental Heads, and
Higher and Middle level Supervisors.

It is very important to answer the guestions

as accurately as possible. This is because the
success of the study depends upon the diligence
and care used in answering these questions.

Most of the questions can be answered by
ticking one of the answers (v ). You are
required to go through and tick the answer
that in your opinion is exactly the answer or
any one that is nearer to the answer. A few
guestions require brief expression of your
opinion.

It is your opinion and feelings that are
important here. Please feel free to express
your views, All information provided by you
will be KEPT STRICTLY CONFIDENTIAL and the daka
analysed will be used only for the purpose of
this research.

THANK YOU FOR TAKING FART IN THIS RESEARCH
PROJECT .

Name Of the COMPANY cseecseccnsocsscsosssccssosccnsse

Nature of Business:

Manufacturing Business 200
Service Business 195
Any other type 0
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3. Fresent pOSItion held in the COMPANY s eesssesanses

L.(a) what is the strength of the labour force in yomr
company (please indicate the number of workers)

® @ s AA A A EN e

(b) Can the labour force be organised more
effectively? Yes or No 367 28

(¢) 1f answer to number L(b) above is yes, in what
way or Why?...‘............‘....‘.I.'..........

5.(a) Does the company incur expenditure on
recruitment, hiring, training and development
of company employees? Yes 391 No L

(b) Ifanswer to 5(a) above is yes, what type of
training is provided by your company to its
employees?

General training 31
Specific training 317
Both L7

(¢) 1If answer to 5(a) is ves, what is the estimated
percentage of this expenditure compared with
the total cost of the company?

Average 1,0 - SO%

(d) On an average what has been the percentage
relationship of the amount incurred on the
following company assets?

Human capital assets (expenditure incurred
on empioyees)on avera;e S50%

Non-human capital assets (expenciture incurred
on materials, machines etc) 50Y%

(e) If answer to 5(a) is No, why is it S0%ccecscces

LI B N B O S A B B B O O B B B R R RO B O B O B B N B

(f) Does your company restrict the mobility of
those employees who enjoyed the company's
specific training? Yes:376 Nc 17

6. Of what importance are t:he following respurces
to your organisation?

very Cuite Some OfLittle Of No

important ImportantImﬁ%;{ﬁntlmportancelmportance
pnployees 219 150 26 0 0
Money 168 170 25 2 0
Material 168 122 80 25 0
Machines 201 140 50 b 0
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Te To what extent do you think that, Human Rescurces
Accounting Informaticn if made available will be
useful to the following users of financial statement?

Very Reason- Some Very To no
Great able Extent Little Ixtent
Extent Extent Lxtent at all

Organisation

itself 220 150 20 5 0

Shareholders 80 188 100 27 0

Creditors 150 100 80 £5 10

Financial

analysts 190 150 30 25 0

Financial

Institutions 50 190 108 50 0

Governments S0 8s 110 100 10

General Fublic

and students 15 160 110 80 0

8. Do you think that the most important and common

objective of all private sector organisations
whether manufacturing or service-relsted is to
maximize profit? 395 Yes O No

9. To what extent do you think that the following
management functions help private sector
organisations to achieve their common objectives
of maximizing profit?

Very Reason- Some Very To no
Great able Extent Little Extent
Extent Extent Extent at all

Planning 350 5 0 0 0

Co-ordination 385 10 0 0 0

Motivation 365 30 0 C 0

Communication 375 20 0 0 0

Decision-making360 35 0 0 0

Control 385 10 0 0

10. What do you think good manpower planning and
development help: in the following planning

processes?

Higzh Degree lLow Degree Not at all

Making plans for the
future 380 15 0

Making plans to
achieve objectives 394 1 0
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11. Of what relevance is mznpower planning and
development to the followinr coordination
sections?

Of Great Quite Of No
Relevarice Relevant Relevance

In consideration
with purchasing
department 320 75 0

In consideration
with Production
department 309 86 0

In consideration
with sales depart-
ment 394 101 0

In consideration
with Accounting
department 2G3 102 0

In consideration
with Research )
department 296 g9 0

12. What is the relevance of pgood manpower planning
and development on the following motivational

processes?
of Great uite )
Relevance Relevant Not 2t all

Developing desire

to achieve goals 380 15 0
Organising

management effort

te achieve goal 387 8 0

13. Wwhat is the relevance of good manpower planning
in the following communication processes?

Of gGreat Muite %
Relevance Relevani Not at all

(a) Opening

communication

channels 350 L4 5
(b) Coordinaticn in

communication 300 G5 0
(¢) Communication

plans to

functional areas 385 10 0
(d) Obtaining agree-

ment before budget280 110 0

becomes operational
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(e) Communicating

actual result 390 5 0
(f) Communicating
variances 280 115 (6

1. Wwhat is the importance of good manpower planning
and development in the following areas of
decision making?

Of Great Quite Some of Of No
Import- Import- what Little Import=-
ance ant Import- Import- angt*
ant ange

a. Recopgnising

problems 300 80 15 0 0
b. Defining

problems 320 72 3 0 0]
¢. Searching

alternative

solutions 352 36 7 0 0
d. Evaluating

alternative

solutions 315 60 20 0 0
e, selecting

profitable

alternatives303} 71 21 0 0]
f. Reporting

actions

taken and

the result

achieved 300 85 10 0 0
g. Taking « . . . '

corrective

actions for

directions 266 92 7 ¢} 0

15. Of what relevance is good manpower planning and
development to the following types of control?

Creat Cuite some
ance ant Relevant. °
de COST.
reduction
programme 370 25 0 0

b. Control of
meterials 360 35 0 0
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¢c. Control of

human

Resources 390 5 0 0
d, Control of

machines 370 25 ¢} 0
e. Control of

money 370 25 0 o)

16. (A) what important role will the manpower
planning and development play in the
following processes of establiching
proper organisational climate?

Very Quite Scme of cf No
import- import- ¥hat Little Import-
ant ant import- Import- ance

ant ance e
8, Policy making 390 g 0 o) 0
b. Responsibility )
fixing _ 361 3 0 0 0
c. Operating 372 23 0 0 0
d. Accountability 380 15 0 0 0

(B) what is the relevance of good manpower planning
and deveiopment to the following areas towards
establishing proper standards?

0f Great Quite Somewhat of No
Relevance Relevant Relevant Relevance

Management
participation 200 195 o . 0
Manpower
production 311 81, 0 0
Material
substitution 299 108 0 0
EBffectiveness
of control
programme 301 =1 0 0

(C) To what extent is good manpower planning and
development important in the following organisational
processes? Very

Reason~ To very
?f{igxt able Jome  Little hoY &t
=X2err extent pyfent Extent 2
Using the best
speclalist 367 70 18 0 0
Energy saving 296 71 28 C 0

Identifying cost
saving areas 266 89 LO 0 0



N

Reporting saving
potential areas 344 e 11 0 0

(D) To what extent is manpower planning and development
important in the following other areas of effective
cost reduction programmes?

Great Reason to ggms No Extent

Extent able cxtent at all
Extent

a. Reporting T

system 393 2 0 0
b. Developing

Instructions 379 16 0 0
c. Cperating

the system 388 T 0 0
d. Motivation

towards

achieving

goals 38 11 0 0

17. (A) To what extent do you thirk that human
Resources Accounting Information is important
in the following demand forecasting processes
for good manpower planning and development?

Great Reason- To some No Extent
Extent able =xtent at all
Extent

a., Estimating
future manpower
needs 388 7 0 0

b. Forecast of
future levels
of activity 380 15 0 0

(B) To what extent do you tnink that Human Resources
Accounting Information is very important in manpower
supply forecast processes?

Reason- To Very No

gi’rggt able  Seme Little Extent
' Extent Extent Extent at all

a. Analysing
current
resources 370 19 6 0 0

b. Future
availability 368 25 2 8] 0
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(C) To what extent do you think that Human Resources
Accounting Information is very important in
determining manpower reguirement preccesses?

Creat Reason~ To Very No
Extent 8018 SOME Little Extent
Extent Extent Extent at all

a. Analysing demand
& supply fore- 320 57 18 0 0
cast

b. Identifying

future
deficits 380 13 2 0 0

c. Identifying
future
surplus 3 7 13 (0 0

(D) To what extent do you think that Human Resources
Accounting Information is very important in action
planning processes?

creat Reason- To  Very No
Extent able Seme little Extent
~~ Extent Extent Ex#ent at =1l

a, Improving Lzbour

use 376 9 10 0 0
b, Improving labour

productivity 390 0 S 0 0
¢. Reducing manpower

costs 365 0 0 O 0
d. Reducing Redundancy 370 10 15 0 0
e, Reducing labour

turnover costs 388 7 0 0 0

(E) To what extent do you think that Human Resources
Accounting Information is very important in the
areas of manpover information processes?

Reason- To Very No

Great
gble Some Little Extent
Extent . tent Extent Extent atall
a. Labour turncver
rates 275 7C 50 0 0
b. Sickness and
absenteeisnm 314 11 70 0 0

c. Redundancy 32 16 55 0 0
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Do you agree that Human Resources Accounting
Information is very relevant in good manpower
planning and developm:=nt programme 7

Yes 378 No 17
Do you agree that good manpower planning and

development helps private organisations to
achieve their objectives?

Yes 359 No 136

In what type of organisation is Human Resources
Accounting Information most useful?

Manufacturing organisation 158

service-Related Organisation 237

Any other relevant obgervatioll cseevccsccsccsccce

..'......I.‘.......'............I....I.l.......l.

Note: Extra sheet/shcets are attached if requiréd
to note down your additional comments.

Thank you.
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APPENDI X 3
QUESTI ON\NAI RE RESPONSE  RATES TRANSLATED | NTO
PERCENTACES

PR VATE SECTCR ORGAN SATI ONS
QUESTI ONNAI RE

TOPIC: A STUWDY CP HUVAN RESOURCES ACOOUNTI NG
| NFCRVATI ON AND | TS RELEVANCE TO SELECTED
CRGAN SATI ONS I|N THE PRI VATE SECTCR

| NSTRUCTI ONS
(a) This questionnaire is nmeant for conducting
research on the above-nentioned topic. It is

requi red to be answered by conpany executi ves,
such as, Ceneral Managers, Conpany Managers,
Sectional Managers, Departnental Heads, and

H gher and Mddl e | evel supervisors.

(b) It is very inportant to answer the questions
as accurately as possible. This is because
the success of the study depends upon the
diligence*nd care used Iin answering these
quest i ons.

(c) Most of the questions can be answered by
ticking one of the answers (>"). You are
required to go through and tick the answer
that in your opinion is exactly the answer
or any one that is nearer to the answer.

A few questions require brief expression of
your opi ni on.

N.B.: It is your opinion and feelings that are
inportant here. Please feel free to express
your views. Al information provided by you
wi | be KEPT STRI CTLY CONFI DENTI AL and the data
anal ysed w IT be used only for the purpose of
this research

THANK YOU FOR TAKING PART IN TH S RESEARCH
PRQJECT

1. Narme of the conpany === =

2. Nat ure of Busi ness:

Manuf act uri ng Busi ness 51%
Servi ce Busi ness
Any- ot her type 0%



Present position held in the Conpany = = = =

(a) What is the strength of the Labour force inthe
(0. (pl ease indicate the nunber of workers)

(b) Can the Labour force be organi sed nore
effectively? Yes or No. 93% 7%

(c) If answer to nunber U.{b) above is yes, in

(a) Does the conpany incur expenditure on recruit-
ment, hiring, training and devel opnent of
conpany enpl oyees? Yes 99% No 1%

(b) 1%answer to 5 (a) above is Yes, what type of
training is provided by your conpany to its

enpl oyees?
General training 8%
Specific training 80%
Bot h 12°/

(c) If answer to 5 (a) is yes, what is the
estimated percentage of this expenditure
conpared with the total cost of the conpany?

Average I\0% - 50%

(d) O an average what has been the percentage
relationship of the anmount incurred on the
foll owi ng conpany assets?

Human capital assets (expenditure incurred on
enpl oyees 50%

Non- Human capital assets (expenditure incurred on
material s, machines etc) 50%

(e) If answer to 5(a) is No, why is it so?

(f) Does your conpany restrict the nobility of
t hose enpl oyees who enjoyed the conpany's
specific training? 96% Wo
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Cf what inportance are the followi ng resources to
your organisation?

Very Quite Somewhat O L'itt.f No

| nportant |nportant Inportant |nport. |nport.
Empl oyees 55% 7% 0% 0°/
Money 50% 1+3% 6% 1% 0%
Materials U3% 31 *Ik 20% 6% 0%
Machines  51% 35" 13V: 1% %

To what extent do you think that, Human Resources
Accounting Information if nade available will be
useful to the follow ng users of financial statements?

Very Reasonabl e Sone Very To No

Great Ext ent Ext ent Little Extent

Ext ent Extent At all
Og, Itself 56% 38 5% 1% 0%
Shar ehol ders 20% Us% 25% 7% 0%
Creditors 38% 25% 20-" 114-% 3%
Financial .0 ‘% % @ 0%
Stitution b M 27%  12% 0%
Governments 2-3% 22% 28% 25% 2%
Students & o 8% 28% 20% 0%

Do you think that the most inportant and conmmon
objective of all private sector organisations (whether
manufacturing cr service related)ds to maxim ze
profit? 100?; Yes 0% No.

To what extent do you think that the follow ng
management functions help private sector organisa-
tions xo achieve their comon objectives of
maxi m zing profit?

Very Reasonabl e Very To No

Gr eat Ext ent oone Little Extent

F. xt ent Extent Extent At All
Planning 99, T 0% 0% 0%
Co-ordina. 98% g* 0% Oy 0%
Motivation 92% 6% 0% 0%
cont nuni ca- g, % 0% W% 0%
eking T 9% 0% 0% 0%

Control 98% 21.. 0% c% 0%
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What do you think good menpowa planning and
development helps in the following planning
processes?

High Low NotAt

Degree Degree All
Making plans " L -
for the future yblo n Ut
Meking plans to o(y 0€A N

achieve objectives

a what relevance is manpower planning and devel opnent
to the follow ng coordination sections?

&E Geat Quite G No
Rel evance Rel evant Rel evance

I n.-consi derati on

w t h purchasi ng 81* 19% 0%
Depart nent

I n consideration

wi th Production 78% 22% 0%
Depar t ment

I n consideration

wth sales Depart- 71% 26- 0%
ment

In consideration

wi th Accounting 7k% 26% 0%
Depart nent

I n consideration

w th Research 4y 29/ 0%
Depart ment

What is the relevance of good nanpower planning and
devel opnent on the follow ng notivational processes?

G Qeat Quite Not At
Rel evance Rel evant. Al

Devel opi ng desire
to achi eve goals  96% k%

Qr gani si ng Manage-
ment effort to 98% 2% 0%
achi eve goal

Tt

Wat is the relevance of good nanpower planning in
the follow ng communication processes?
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a Qeat Qite NQt A
Rel evance REIlevant Al l
a) Qoenin
(2) Cbnnun?cation 89% 10% 1%
Channel s
(b) Coordination in y~ 21$ 0%

conmuni cati on

(c) Communi cation
plans to 98% 2% 0%
functional areas

(d) Optaining agree-

nment before 0 .
budget be. cones 1> 29% 0%

oper ati ona

(e) Comunicating o, : nt/
actual result

(f) GComunicating - 2q Q|
vari ances

What is the inportance of good manpower planning
and devel opnent in the follow ng areas of decision
maki ng?

Q eat Qiite Sone O Litt. O No

I mport. |nport - WWat | nport.. Inport
| nport
(a) Recogni sing 76% 20% U%
Probl ens
(b) Defining — grop 18% 1% 0% 0%
(c) Searching
alternative 89% 9% 2% 0% 0%
sol uti ons
(d) Eval uating _
al ternative 80°/ 15* O 0% 0%
sol utions
(e) Selecting 7790 189 ¢ 0% 0%

alternati ves

(f) Reporting
acﬁlons g
t aken an ' o o
the_result 76% 22 5. 2% 0°/ 0°/
achi eved

(g) Taking Cor-
rective
actions for
di rections

75% 23% 2% 0% 0%
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16.

G what relevance is Pood_ manpower pl anni ng and
devel opnent to the follow ng types of control ?
O G eat Qiite Sonewhat O No
Rel evance Rel evant- Rel evant Rel evance
(a) Cost
Reduction 9U% 6% 0% 0%
Pr ogr anme
O) ool e o o o
(c) Control of
Humen 91% 9% 0% 0%
Resources
(d) Control of g 6% 0% 0%
©) Gonae! O ok 6* 0% 0%
(A) Wat inportant role will the manpower planning
and devel opnent play in the follow n? processes
of establishing proper organisational clinate?
Vpry Qite Sone O Litt. O No
| nport. Inport. Wat | mport. |nport.
| npor t
(@ i 0% B % 0% 0%
(b) Responsi- 91% 9% 0% 0% 0%
bility fixing
(c) Qperating 9% 6% 0% 0% 0%
. gAv
(d) Accountability" " h% 0% 0% 0%
(B) Wat is the relevance of good manpower pl anning

99

and devel oprment to the follow ng areas of
est abl i shing proper standard?

G great Quite Sonmewhat O No
Rel evance Rel evant Rel evant Rel evance

Manager_*rent . A A 0 % o)
Participation b !

Manpower 29 > A Q%
Production i

M aterial W N 0% N
Substitution oA *L?

Effectiveness of g, ol 05 nol rn
Control Programme '®'* Aes ° * °
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(O To what extent is good nmanpower planning and
devel opnent is inporatnt in the follow ng
organi sational cost reduction processes?

Very Reasonable To Some Very  Not
Q eat Ext ent Extent Little A
Ext ent Extent Al
Usi ng the best ,Q. 0 0 0
speci al i st 18% h% 0% 0%
Energy Saving 75% 18% 7% 0% 0%
I denti fying
cost saving 67% = 23" 10% 0% 0%
ar eas
Reporting savi ng” : 0
Potential areas '© !9 Y- oa 0%
(D To what extent is nmanpower planning and devel oprent

is inportant in the following other areas of effect-
ive cost reduction programres?

Qeat Reason- To Sone No Extent
Extent able Ext ent A Al

Ext ent
Reporting system 99% 1% 0% 0%
Devel opi ng .
| nstructions 96% o 0% n%
(perating the 0 . 0
System 98% 2 0% 0%
Mot i vation towar d397% 2% 0%

achi eving goal s

8%

(A) To what extent do you think that Human Resources
Accounting Information is inportant in the
fol l owi ng denmand forecasting processes for good
nmanpower pl anni ng and devel opnent ?
Q eat Reason- To Sone No Extent
Ext ent abl e Extent A Al
Ext ent
Estimating future 4o 0 0%
Manpower needs 2% 0% ’
Forecast of future _ 0 0%
| evel s of activity %v: k% 0% ’
(B) To what extent do you think that Humen Resources

Accounting Information is very important in
manpower supply forecast processes?
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Great Reason- To Some Little No Extent
Extent able xtent Extent At All
Extent
Analysing
Current QL. B 1% 0% 0%
Resources
Future 9 3% o . . -~
availability 65 i @ 0%

{c)

To what extent do you think Human Resources

Accounting Information is very important in
determining manpower recuirement processes?

Grest HReason- To Some

Little No Extent

Fxtent able “xtent Fxtent At All
Extent
Analysing gaw  auw S5 0y 0%
supply
forecast
Identifying
future de~ 96y i 1% (074 0%
ficits
Identifying79;. 185 3 0 0%

future surplus

To what extent do you think that Human Resources
Accounting Information is very impertant in actien

planning processes”?

Great Reason- To Some Very No Extent
Extent able Lxtent Little Al All
Extent Extent
Improving 5 . - ;
Labour use 95% 2 3 0% 0%
Improving
Labour 99y Ose 1% 0% 0%
Productivity
Reducing Man=-o,. " . o
power costs 925 & O O% O
Reducing hHe- 3 & y o 0/
dundancy oy 3 3 O O
Reducing ofe
Labour il z . - o

turnover costs
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(¢) To what extent do yocu trink that Human
Resources Accounting Information is very
important in areas of manpower information
processes?

Great Reason- To scme Very Ne Extent
Extent able Extent Little At All

Zxtent Extent
Labour turnover " n. . ; y
rates 705 107 12% O% 0%
Sickness and L , w o ;
absenteeism €os 3 17% o O%
Redundancy 824% U 14 0% 0%

18, Do you agree tnat Human Resources Accounting Infor-
mation is very relevant in good manpower planning
and development programme?

Yes ey No L%

19, Do you agree that good manpower planning and
development helps private organisations to achieve
their objectives?

Yes 914 No 9Y%

20, In what type of organisation is Human Resources
Accounting Information most useful?

Manufacturing Organisation L,0%
Service-Related Organisation 60%
1« Any other relevant observation? ...cceeeccccccsssas

S 8 8 8 8 89 8 P E P PR SRR T R R P AR R e E TS s s seasbes s

Note extra sheet/sheets are attached if reguired to

note down your additional comments,

Thank you.
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APPENDIX C
THE MANUFACTURING ORGANISATIONS

Cotton and Agricultural Processing Limited,
P. M. B. No. ; Gombe, Bauchi State.

Eleiyele Cashew Processing Factory, P. M. B.
5068, Eleiyele Ibadan.

Eastern Enamelware factory Limited, Plot 31,
Trans - Amadi Industrial Lay-out, P. O. Box
23, Port Harcourt.

Gaskiya Textile Limited, Bompai Industrial
Lstate Kano, Kano State.

King=-Cola Manufacturing Co. Limited Sokoto,
Sokoto State.

Leman Industries Nigeria Limited, Nasarawa
Road, P. M. B. 2208, Kaduna.

Northern Metal Works Company Limited, 26 Dantata
Road, Bompai P. 0. Box 6461, Kano.

Northern Daivies Nigeria Limited Zaria Bye-pass

_Funtua, Katsina State.

Nigeria Carton and Packaging Manufacturing
Company Limited, No. 1 Sapara Street F. 0. Box
296, IkeJja.

Nigeria Ball-point pen Industries Limited
P. M. B. 142, Ikeja.

Nigeria Carpet Manufacturing Company Limited,
Ribway Close, 0Oliha Quarters, P. 0. Box 22l
Benin City.

Nigerian Breweries Limited Aka Road, Uye, Akwa-
Ibom State.

Revierra Biscuits Factory Limited, Sharada
Industrial Estate, Kano.

R. He Plastics Limited, 2, Tanko Jafqru Close,
R, Oy Box 6012 Kakuri, Kaduna.

Vitafcam Nigeria Limited, P. 0. Box 506 Jimeta.
Yola.

g






