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ABSTRACT

Human Resource Accounting (HRA) is a measurement process that recognizes the human
resour ces of an organisation as an intangible asset, whose cost and value are included in the
financial statements of an organisation so that the true value of the organisation can be
established. An overriding challenge of HRA however, has been the lack of universal approach
to reporting human resour ce contribution, and resear chers have suggested that the valuation
of HR through HRA can be made possible if the reporting companies and professionalsin the
area of accounting agree on a universal model/approach for reporting human capital. This
study examines other factors that might likely influence HRA disclosure, apart from the
aforementioned. Specifically, theinfluence of firm characteristics such asturnover, age, mar ket
size and number of employees are examined in quoted Nigerian manufacturing companies.
The study sample comprises 37 randomly selected companies from the consumer goods,
industrial goods, and agriculture and conglomerate sectors. Secondary data, sourced from
the 2015 Annual Reports of the sampled companies, are used and Panel data analysis is
applied for data analysis. Results show that firm turnover had no significant influence on
human resource accounting disclosure, while age of business, market size and number of
employees were found to have significant influence on human resour ce accounting disclosure
in the companies. The study therefore concludes that, overall, firms' characteristics influence
human resour ce accounting disclosureto a significant extent. The compelling need for Nigerian
guoted manufacturing companies to leverage on the competitive advantages of increased
human resource disclosure, rather than focussing only on the cost of doing so, was emphasised,
particularly at this time that the nation’s economy is in the doldrums.

Keywords: Firms Characteristics, Human Resour ce Accounting Disclosure, Quoted Nigerian
Manufacturing Companies, Economic Doldrums

INTRODUCTION

Periodicreporting of thefinancid statusof organizationsisawidely recognised Satutory
requirement for required business organi zationsand thiscrucia activity isperformed
essentially through theinstrument of accounting. Accounting which hasbeen called
“language of business’ measurestheresultsof organization’seconomic activitiesand
conveysthisinformationto avariety of usersincludinginvestors, creditors, management
and regulators (Robert, 2008). With the passage of time, the role of accounting has
changed sgnificantly and a present, it isaccepted asinformation system (Gupta, 2003).
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Despitetheimportant informationa role of accounting, thetendency in organisations
hasbeen to report on physical and financial assetsonly, with human resource assets
being neglected notwithstanding the hugeinvestments made onthemintermsof various
training and capacity development activities. Basically, HRA isameasurement process
that recognizesthe human resources of an organisation asan intangible asset, whose
cost and value areincluded inthefinancia statements of an organisation so that the
true value of the organi sation can be established (Abubakar, 2012). Although, the
challenges of reporting HR includethelack of universal approachtoitsreporting, it
has been suggested that the val uation of HR through HRA can be made possibleif the
reporting companies and professionalsin theareaof accounting agreeonauniversal
model/approach for reporting human capital (Ojokuku and Oladejo, 2015).

Studieson determinant factorsof HRA implementation have shown that firm
characterigticsexert influenceon HRA implementation, but among such characterigtics,
firm sizeand listing age have been reveal ed as being two of the most controversial
determinant factors (Chow and Wong-Boren, 1987; Owasu-Anshah, 1998; Singhvi
and Desai, 1971; Wallace and Naser, 1995). Thisisbecause most investigations of
szeandlisting age of companieson HRA practiceshave provided mixed results(Micah
and Tonye, 2015; Bhuiyan and Biswas, 2007; Brammer and Pavelin, 2008; Guthrie,
Petty and Ricceri, 2004).

Human resource at macro level indicatesthe sumof al componentssuch as
skills, creative abilities, innovative thinking, intuition, imagination, knowledge and
experience possessed by al the people. An organization with abundant physical
resources may sometimesfail miserably unlessit hastheright peopleto manageits
affairs. Thus, theimportance of human resource cannot beignored. Therefore, it
becomesimportant to pay due attention on proper development of such animportant
resourceof an organization. Anaudit of human resourceswould include assessment of
thefollowingfactors: existing staffing resources, numbersof saff by function, location,
grade, experience, and qualification, remuneration, existing rate of staff loss, overdl
standard of training and specific training standards (Bontis, 2008; Chen, 2004; Chen,
Cheng and Hwang, 2005).

Human resource accounting isthe art of valuing, recording and presenting
systematically, theworth of human resourcesin the booksof account of an organization
(Vatasoiu, Cornescu, and Motoniu, 2010). Thisdefinition brings out thefollowing
important characteristic features of human resource accounting:

I. Va uation of human resources

. Recording thevaluation in the books of account

il Disclosureof theinformationin thefinancial statementsof the business.
Thefact that intellectual capita isnot reflected in the statement of financial position
bringsinto focusthe question of whether employeesareassetsor liabilities.

Human Resour ceAccounting Disclosure
Thefailureto diffusemany of the academic methods devel oped for accountingin the

International Journal of Finance and Management in Practice, Vol. 5, No. 1, June 2017/11
ISSN: 2360-7459



recognition of investment in human resources, hasled researcherstolook at theold
problemin anew light, proposing aparadigm shift (Roslender and Dyson, 1992;
Rodender and Stevenson ,2009). Shifting away from the narrow economic-accounting
perspectiveof the past to abroader socia scientific perspective, thepreviousattempts
of putting peoplein the bal ance sheet hasbeen diverted to generating softer accounting
information (Rodender and Dyson, 1992). Further researcheshave also emphasised
that accounting and financid reporting of investment in human capitd, through disclosure,
impact the decision of financia statement userssuch asmanagers, investorsand other
stakehol ders (Flamholtz, 2005). Consequently, many qualitative studies (Ax and
Marton, 2008; Abhayawansaand Abeysekera, 2008; Flamholtz, 2005; Maher, 1996)
have been undertaken parallel to the quantitative studies (Flamholtz, Kannany-
Naras mhan and Bullen, 2004). For example, Maher (1996) adoptsaquditativeandys's
to determinethe extent to which management of the hotel industry accounted for their
human resource management practices. The study revealsthat very littleattemptshad
been made to formally evaluate the cost and benefit of different human resource
management practices. The analysisalso showed that the hotel sdid not use human
resource costing and accounting information in aformalised way to evaluatetheir
investmentsin trainee managers. The study proposestheadoption of a“businesslike”
approach to the management of peopleif they wereto gain any credibility at Strategic
level. Theanaysisconcludesthat, in order to eval uate human resource management
decisions, human resource managers not only need to familiarise themselves with
accounting practice, but they also need support to setup information systemsthat will
enablethem toidentify the outcomes of specific human resourceinvestments.

Thisstudy restsonthe Stakeholder Theory which suggeststhat al stakeholders
have aright to be provided withinformation on how organi zationa activitiesimpact
them, evenif they choose not to useit (Deegan, 2000). Organizationswill elect to
voluntarily discloseinformation about their human resource, over and above mandatory
requirements, in order to meet real or perceived stakeholder expectations (Guthrie,
Petty and Ricceri, 2006). The variousinterest groups deemed to have aninterestin
controlling certain aspects of an organization can be efficiently communicated with
through theannual report. Also, companieswill voluntarily discloseinformation such
ashuman capital information to meet the demands of stakeholderswho have power to
control resourcesrequired by the organization. Thedisclosureof information onhuman
capital isvital and therefore analysts have devel oped andytical toolstovaueafirm's
performance beyond financid results, taking into consideration factorslikeleadership,
human resources, and specidized workforce. In addition, many companies, to reduce
theamount of anaystsand market speculation, voluntarily discloseinformation about
their strategy, management objectives, and key successfactorsin supplementstotheir
financial reports. According to Turan, Poyraz and Yavuz (2011), Without reporting
intellectua capita and accounting for intellectua capitd, financid reportsand Satements
arefar from accuratein communicating thereal value of theenterpriseand itsfuture
busi ness performance potential .
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Human Resour ce Disclosureand Firm Char acteristics

Jensen and Meckling (1976) arguethat large companieshaveapotentia of disclosing
HR becausethey have greater social reputation, agency and political cost. Research
conducted by Cooke (1992) showsthat there existsapositive rel ationship between
company sizeand their extent of disclosureand alsothat it influencescorporate social
disclosure (Bozzolan, Favotto and Ricceri, 2003; Hossain, 2008). Watts and
Zimmerman (1983) observe that agency cost is higher for larger firms because
shareholders are widespread and as such, disclosing moreinformation reducesthe
potential agency cost. Large companiesal so tend to disclose moreinformation than
thesmall companiesintheir annual reports dueto competitive cost advantage (Lobo
and Zhou, 2001). Small firmsmay also discloselessinformation in order to cover
reasonsfor lossesor declining profit whereby highly profitable companieswill disclose
moreinformation to reduceagency costs, to avoid bad signa tothemarket and potentid
investors, and to show off good reputation to all stakeholders (Giner, 1997).
Furthermore, the number of such studiesinthe Nigerian environment hasalso been
limited. Thisstudy isthereforean attempt to addressthisgap by examining theinfluence
of firmsizeandligting age, inaddition to other firm characteristicslikemarket szeand
number of employees on human resource accounting disclosure (HRAD) inNigerian
guoted manufacturing companies (NigQMCs). Thefollowing hypotheses were
formulated:
H,L.  FirmsizehasnosignificantinfluenceonHRAD inNigQMCs
H,2.  Ageof businesshasno significant effect on HRAD inNigQMCs
H,3:  Thereisnosignificant relationship between firm market szeand HRAD in
NigQMCs
H4  Thereisnosignificant relationship between firm’s number of employeesand
HRAD inNigQMCs

METHOD

The study population consisted of al the 67 quoted manufacturing companiesinthe
Nigerian Stock Exchangeasat 2015 (NSE, 2015). Simplerandom sampling method
was used to select 50% of companiesfrom the Consumer goodsand Industrial goods
sectors, whileall the companies (100%) in theAgriculture and Conglomerate sectors
were selected, giving asamplesize of 37 companiesasshownin Table 1. Secondary
data, sourced from the 2015 Annual Reports of the sampled companieswere used,
and Pand dataanalysiswasapplied for dataanalysis. TheHRA practicesexaminedin
the study were adapted from Syed (2009) as follows: separate human resource
accounting statement, total value of human resource, number of employees, human
resource policy, training and devel opment, management success on plan, employment
report, employee’s val ue addition, human resource devel opment fund, employee
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categories, manageria remuneration, retirement benefits, performance recognition,
superannuation fund and other empl oyeesbenefit. Human ResourceAccounting (HRA)
discl osurewas measured through computed Human Resource A ccounting Disclosure
Index (HRADI) by adopting theformulaused by Syed, (2009); Enofe, Magbame,
Otuyaand Ovie, (2013) and Oyewo, (2013).

HRADI= Tota Scoreof Individua Firm x 100
M aximum Possible Score Obtainable

M odel Specification

HRAps =& +aFs, +aAg, +aMs +aNE, ......... +E., (1)
Where:
HRAps = Human ResourceA ccounting practices
Fs = Firmsize(Turnovering)
Ag = Ageof business(Years)
Ms = Maketsze (%)
NE = Number of Employee (Absolute Number)
i = Crosssectional
t = Timeseries
e = error term

RESULTSAND DISCUSSION

Tables3.1, 3.2 and 3.3 present respectively, thetest statisticsobtained for hypothesis
one. In Table 3.1, the p-value of the F-statistics cal culated for testing the overall
significance of hypothesisonewhichis0.578 isgreater than thecritical value of 5%.
Thismeansthat thenull hypothes swhich satesthat firm sizehasno sgnificant influence
on HRAD in Nigerian quoted manufacturing companiesisaccepted. Thesizeof the
firm, measured inthisstudy by thefirm’sturnover (j) per annum, hasno significant
impact on HRAD of thefirms. Therefore, no matter theincrease or decreaseinfirm
size, HRAD isnot affected. Also, in Table 3.2, the p-va ue of t-gatisticscal culated for
sizeof thefirm of 0.571isgreater thanthecritical leve of sgnificance of 5% and also
theregression coefficient obtained for firmsizeis-0.037, indicating an existenceof a
negetivere ationship between szeof thefirm and human resource accounting disclosure.
Satigtically, thismeansthat aunitincreaseinfirmsizemay lead to a3.70% decrease
in human resource accounting disclosure. Furthermorein Table 3.3, the coefficient of
determination (R?) of 0.0009 meansthat 0.9% of human resource accounting disclosure
isasaresult of szeof thefirm. Thisfigureisreatively smdl andindicatesthat firmsize
cannot beregarded asagood predictor of human resource accounting disclosurein
theorganizations.

Tables 3.4, 3.5 and 3.6 respectively, show the results of the test statistics
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computed for hypothesistwo. In Table 3.4, the p-value of the F-stati stics cal cul ated
for testing the significance of overdl influence of Ageof busnessonHRAD, 0.0000, is
lessthan the significant val ue of 5%. Thismeansthat the null hypothesiswhich states
that Ageof busnesshasno significant effect on HRAD in Nigerian quoted manufacturing
companiesisregected. At theinitial stage of abusiness, there may belessconcernfor
human resources expenditure due to thefact that, at this stage, the businessisjust
trying to survive and remain relevant. However, asabusiness advancesin age, the
business owner(s) become concerned, not only with thedirect operationa costsof the
firm, but al so with human resources expenditures disclosure since they form part of
operationa expenditure. Therefore, businessage and human resource disclosure of an
organization are consistently related. Furthermore, Table 3.5 showsthat the p-value
of t-gatisticsca culated for testing theindividual sgnificanceof businessageonHRAD,
0.000, islessthanthecritical value of 5% and the coefficient determination obtained
for thetest of 0.652 impliesthat 65.20% of HRAD in Nigerian quoted manufacturing
companiesisattributableto Age of business. Hence, it can beinferred that the older
theage of afirmintermsof the number of yearsit has been in operation; the more
likely itisfor thecompany to discloseitsHR information. Therefore, Age of business
canbesaid to beagood predictor of human resourcesaccounting disclosurein Nigerian
quoted manufacturing companies.

Tables 3.7, 3.8 and 3.9 present respectively, theresults of thetest statistics
computed for hypothesisthree. In Table 3.7, the p-value of the F-statistics cal cul ated
of 0.000islessthanthecritical valueof 5%. Thismeansthat thenull hypothesiswhich
dtatesthat thereisno significant rel ationship between firm'smarket szeand HRAD in
Nigerian quoted manufacturing companiesisrejected. It canthusbeinferred that
thereisasgnificant postiverdationship betweenfirm’smarket s zeand human resource
disclosure. Also, asshownin Table 3.8, the p-va ue of thet-calculated for the market
size of 0.000 islessthan the market size cal cul ated value of 5%, which isafurther
indication that market sizeissignificantly related to human resource disclosure, asit
impliesthat the higher the market share of thefirm, themorethe HRAD of that firm.
Theregresson coefficient of 0.258 dsoindicatesapositivere ationship between market
size and human resource accounting disclosure. Statistically, thisimpliesthat aunit
increasein market szeof afirm may lead to 25.80% of disclosurein human resource
expenditureof thefirm. Hence, market size and human resource accounting disclosure
aredirectly related. The coefficient of determination (R?) of 0.479, asshowninTable
3.9asoimpliesthat 47.90% of human resource disclosureof afirmisdueto market
szeof thefirm. Therefore, market size can beregarded asagood predictor of human
resourcedisclosurein Nigerian quoted manufacturing companies.

Tables3.10, 3.11 and 3.12 present respectively, theresults of thetest statistics
computed for hypothesisfour. InTable 3.10, the p-value of thef-statistics computed
of 0.000islessthanthecritical valueof 5%. Thenull hypothesi swhich statesthat there
isnosgnificant relaionship between firm’snumber of employeesand HRAD inNigerian
guoted manufacturing companiesisthusreected meaning that thereisasignificant
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rel ationship between firm’snumber of empl oyeesand human resourcedisclosure. Also
inTable 3.11, the p-value of t-statistics cal culated of 0.000 islessthan thecritical
vaueof 5%. Thisindicatesthat thenull hypothesi sisreected. Theregression coefficient
for number of employeesof afirm of 0.652indicatesan existenceof positiverdationship
between the number of employeesof afirm and human resource accounting disclosure.
Thisindicatesthat aunit increasein number of employeesof afirmmay leadtomore
than aunit increasein human resource accounting disclosure. Therefore, number of
employeesof afirm and human resource accounting disclosureare positively rel ated.
Thecoefficient of determination (R?) of 0.651, asindicatedin Table3.12 dsoimplies
that 65.10% of human resource disclosure of afirm is attributable to number of
employees of the firm. Hence, number of employees can be regarded as a good
explanatory variablefor human resourcedisclosurein Nigerian quoted manufacturing
companies.

CONCLUSIONAND RECOMMENDATIONS

Thisstudy examined firm’scharacteri sticsand human resource accounting disclosure
in selected Nigerian quoted manufacturing companies. Resultsreveal ed that age of
business, market size and number of employeesinfluence, to alarge extent, human
resource accounting disclosure. Firm size, measured intermsof annual turnover, was
however found not to have significant influenceon HRAD inthe companies. Sizeof a
firmaccording toAshiru (2012) isan expansonary entity that may havelittleor nothing
to dowith human resource accounting disclosureunlikeAgeof business(Years), Market
Size (%) and Number of Employees (Absolute Number). Inview of the competitive
advantage derivablefromimplementing humanresourcedisclosureinfirms financial
statements, particularly intermsof enhancing investor confidence and attracting more
potential investors, it isimportant that Nigerian firms are encouraged to engagein
increased human resourcedisclosure. Thisisinlinewith global best practices, andthe
benefits, rather than the cost of HRAD implementation, should bethefocus. Thisneed
becomeseven more compelling for organi sationa sustenanceand survival at thisperiod
that the nation’seconomy isin thedoldrums.

Table 1: Distribution of Sampled Companiesand Sample Size

Sector No of Companies No of Companies % of Companies
inthePopulation Selected Selected

Consumer Goods 28 14 50

Industrial Goods 24 12 50

Agriculture 5 5 100

Conglomerates 6 6 100

Total 37

Source: Authors Computation, 2016
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Table2: Datapresentationin percentages (%) of each variablein sampled NigQMCs

S/IN Company’s Name Percentage (%)

HRADI Age Firm Market No. of

Size Size Employees

1 7up Bottling Company PLC 12.25 23.25 24.00 31.50 12.00
2 Cadbury Nig. PLC 12.25 23.00 25.00 15.00 15.00
3 Dangote Flour Mill PLC 12.00 23.00 13.00 31.50 15.00
4 Honeywell Flour Mill PLC 14.25 21.00 29.50 29.00 14.50
5 International Breweries PLC 10.75 18.25 25.50 26.75 14.50
6 Nig Flour Mill PLC 11.50 20.60 14.50 19.50 15.50
7 Nestle Nig. PLC 11.25 20.50 14.50 12.50 14.00
8 Nigerian Brewery PLC 13.65 13.25 26.00 30.00 13.50
9 PZ Cussons Nig. PLC 13.50 23.50 11.75 30.00 14.00
10 Unilever Nig. PLC .00 .00 29.00 .00 .00
11 UTC Nig. PLC 4.75 9.75 13.00 13.50 5.50
12 Champion Brewery PLC 12.75 20.50 .00 14.50 14.00
13 Union Dicon Salt PLC 11.00 19.00 32.50 25.00 14.50
14 Rokana Industries PLC 14.25 21.25 15.00 29.00 14.50
15 African Paints (Nig) PLC 12.00 21.00 .00 24.75 14.50
16 Ashaka Cement PLC 13.50 22.25 .00 29.00 14.50
17 Berger Paints PLC 13.25 21.50 27.50 26.00 14.50
18 Beta Glass Co PLC 14.25 23.50 17.50 28.40 12.00
19 Cap PLC 14.75 19.25 27.50 25.00 13.00
20 Dangote Cement PLC 11.25 19.75 15.00 27.00 12.50
21 Lafarge Africa PIC 12.40 22,25 12.25 20.30 11.50
22 Nigerian Wire and Cable PLC 11.75 22.25 25.75 31.00 14.00
23 Premier Paints PLC 14.75 21.75 15.00 35.00 14.00
24 Stokvis Nigeria PLC 13.00 21.25 26.00 30.00 11.00
25 DN Meyer PLC 4.00 19.00 31.50 1.50 12.50
26 First Aluminium Nig. PLC 4.00 8.50 30.00 12.50 5.00
27 Ellah Lakes PLC 11.75 15.25 16.00 13.50 12.50
28 FTN Cocoa Processing PLC .00 .00 .00 .00 .00
29 Presco PLC 11.35 19.75 28.50 15.00 12.50
30 Livestock Feeds PLC 11.25 22.40 33.00 .00 14.00
31 Okomu Oil Palm PLC 11.75 24.72  32.00 .00 14.50
32 A.G. Leventis Nig PLC 13.75 23.50 .00 32.00 12.00
33 Chellarams PLC 15.50 23.25 15.50 30.00 12.50
34 John Holt PLC 13.50 22.25 .00 30.00 12.00
35 SCOA Nig.PLC 12.00 17.50 15.50 33.00 14.50
36 Transnational Corporation of Nig. PLC 14.25 23.25 14.50 34.50 13.00
37 UACN PLC 20.00 20.50 21.25 26.00 33.00

Sour ce: (Authors Computation), 2016

Table3.1: F-Calculated for testing overall influenceof Firm sizeon HRAD

ANOVA
Sum of
Model Squares df Mean Square F Sig.
1 Regression 5.511 1 5.511 .328 5714
Residual 588.941 35 16.827
Total 594.453 36

a. Predictors: (Constant), Company Size
b. Dependent Variable: HRADI

Sour ce: Authors Computation, 2016
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Table3.2: T-Cdculated for testing individual influenceof FirmsizeonHRAD

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 12.253 1.368 8.958 .000
Company Size -.037 .065 -.096 -.572 571

a. Dependent Variable: HRADI
Source: Authors Computation, 2016

Table3.3: Coefficient of Determination (R?)

Model Summary

Adjusted Std. Error of
Model R R Square R Square the Estimate
1 .0962 .009 -.019 4.10206

a. Predictors: (Constant), Company Size

Sour ce: Authors' Computation, 2016

Table3.4: F-Calculated for testing the overal influence of Age of BusinessonHRAD

ANOVAP
Sum of
Model Squares df Mean Square F Sig.
1 Regression 387.795 1 387.795 65.678 .0002
Residual 206.658 35 5.905
Total 594.453 36

a. Predictors: (Constant), Age
b. Dependent Variable: HRADI

Sour ce: Authors Computation, 2016

Table 3.5: T-Calculated for testing theindividual significance of Ageof Businesson
HRAD

Coefficient$

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .826 1.385 .596 .555
Age .559 .069 .808 8.104 .000

a. Dependent Variable: HRADI
Sour ce: Authors Computation, 2016
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Table3.6: Coefficient of Datermination (R2)

Model Summary

Adjusted Std. Error of
Model R R Square | R Square | the Estimate
1 .8082 .652 .642 2.42992

a. Predictors: (Constant), Age

Sour ce: Authors Computation, 2016

Table3.7: F-Calculated for testing the overall significanceof firm’smarket sizeon
HRAD

ANOVAP
Model Sum of df Mean Square | F Sig.
Squares
1 Regression | 284.459 1 284.459 32.117) .0002
Residual 309.994 35 8.857
Total 594.453 36

a Predictors. (Congtant), Market Size
b. Dependent Variable: HRADI
Sour ce: Author’s Computation, 2016

Table3.8: T-calculated for testing theindividual significanceof firm’smarket szeon

1IPNA M
Coefficient$
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 5.903 1114 5.301 .000
Market Size .258 .046 .692 5.667 .000

a. Dependent Variable: HRADI
Sour ce: Authors' Computation, 2016

Table3.9: Coefficient of Determination (R?) for determining overall effect of firm’'s
market 9zeonHRAD

Model Summary

Adjusted Std. Error of
Model R R Square | R Square | the Estimate
1 .6922 479 464 2.97607

a. Predictors: (Constant), Market Size

Sour ce: Authors Computation, 2016
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Table3.10: F-calculated for testing the overall influence of Number of employeeson
HRAD

ANOVA
Sum of
Model Squares df Mean Square F Sig.
1 Regression 387.034 1 387.034 65.309 .0002
Residual 207.418 35 5.926
Total 594.453 36

a. Predictors: (Constant), No. of employee
b. Dependent Variable: HRADI

Sour ce: Authors' Computation, 2016

Table3.11: Coefficient of Determination (R?) for determining theoverall contribution
of Number of Employees onHRAD

Coefficient$

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.181 1.113 2.859 .007
No. of employeq .652 .081 .807 8.081 .000

a. Dependent Variable: HRADI
Sour ce: Authors' Computation, 2016

Table3.12: Coefficient of Determination (R?) for determining theoverall contribution
of Number of Employeeson HRAD

Model Summary

Adjusted Std. Error of
Model R R Square | R Square | the Estimate
1 .8072 .651 .641 2.43439

a. Predictors: (Constant), No. of employee

Sour ce: Authors Computation, 2016
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