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EDITORIAL NOTE

It is with great pleasure and a profound sense of purpose that | welcome you to the maiden
edition of the FRC Journal of Financial Reporting and Corporate Governance, a platform
envisioned to deepen scholarship, stimulate policy dialogue, and enhance professional practice
in the fields of financial reporting, auditing, assurance, valuation and corporate governance in
Nigeria and beyond.

This inaugural issue marks a significant milestone in the knowledge development mandate of
the Financial Reporting Council (FRC) of Nigeria. The journal is not only a scholarly repository
but also a strategic initiative aimed at promoting transparency, accountability, ethical
leadership, and institutional integrity through the power of evidence-based research and thought
leadership.

In an era of rapid economic transformation and increasing complexity in financial markets, the
need for high-quality financial reporting and strong corporate governance frameworks cannot
be overstated. This journal seeks to bridge the gap between theory and practice, providing a
platform for academics, practitioners, regulators, and policy-makers to interrogate emerging
issues, share innovations, and propose reforms that align with global best practices.

In this maiden issue, you will find scholarly inquiries into the earnings quality of agricultural
firms, ESG disclosure influences on investment decisions, and the effect of fair value hierarchy
on accounting quality in commercial banks. Other contributions explore board attributes and
human capital disclosure, the economic dimension of corporate social responsibility (CSR) in
shaping financial outcomes, and enterprise risk management across Nigeria, Ghana, and South
Africa. We also spotlight the increasingly vital theme of green accounting within the context of
Nigeria’s oil and gas sector.

| express deep appreciation to the Executive Secretary of the FRC of Nigeria, Editorial Board
members, reviewers, contributors, and the FRC leadership whose commitment and intellectual
rigor made this publication possible. Your support has laid the foundation for what we believe
will become a respected academic and professional journal in the years ahead.

As we launch this journey, we invite researchers, regulators, practitioners, and stakeholders to
engage with the ideas presented herein and to contribute actively to future editions. Together,
we can shape a more resilient, transparent, and accountable financial ecosystem for Nigeria and
the global community.

EDITORIAL DISCLAIMER: The authors bear full responsibility for the articles published
in this Journal, and the opinions expressed do not necessarily represent those of the
Financial Reporting Council of Nigeria.

Prof. Suleiman A. S. Aruwa
Editor-In-Chief
FRC Journal of Financial Reporting and Corporate Governance
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BOARD ATTRIBUTES AND HUMAN CAPITAL DISCLOSURE OF QUOTED
DEPOSIT MONEY BANKS IN NIGERIA

'Lukman Olatunji Ojo & 2Muhammad I. Mainoma
!Department of Accounting & Finance, Phoenix University Agwada, Nasarawa State, Nigeria
2Department of Accounting, Nasarawa State University, Keffi, Nigeria

Abstract

This study examines the effect of board attributes on human capital disclosure (HCD) among
listed deposit money banks in Nigeria for ten years (2015-2024). Anchored on positivist
philosophy and guided by Agency Theory, Resource-Based Theory, and Stakeholder Theory,
the study adopts an ex-post facto research design to explore how board independence, board
gender diversity, board diligence, and board size influence the extent and transparency of
human capital information disclosed in annual and sustainability reports. Utilising a census
sampling technique, the study covers all 15 deposit money banks listed on the Nigerian
Exchange Group (NGX), ensuring full sectoral representation. The panel data analysis uses a
fixed-effects regression model, with appropriate diagnostics such as the Breusch—Pagan/Cook—
Weisberg test, variance inflation factor (VIF), and Hausman specification test confirming
model robustness and statistical validity. The findings revealed that board independence and
diligence are significant predictors of enhanced human capital disclosure. Board size shows a
marginally positive influence, suggesting resource advantages of larger boards. In contrast,
board gender diversity does not exhibit a statistically significant effect. These results highlight
the importance of structural and functional board attributes in driving disclosure quality,
particularly within Nigeria’s banking sector. In conclusion, the study affirms that well-
composed and actively engaged boards foster voluntary human capital disclosure among
banks. It recommends that regulatory bodies strengthen board independence requirements,
enforce minimum board meeting frequencies, and promote institutional empowerment of female
directors to enhance disclosure effectiveness. These governance reforms, if implemented, will
help align Nigerian banks with international standards and support more transparent,
accountable, and sustainable corporate practices.

Keywords: Human Capital Disclosure, Board Attributes, Board Size, Board Independence,
Board gender Diversity, Board Diligence

Introduction

Human capital disclosure (HCD) has emerged as a vital component of corporate transparency,
reflecting the value firms place on their employees’ skills, knowledge, and experience. In an
era where intellectual capital underpins competitive advantage, banking institutions are
increasingly expected to report on workforce development, retention strategies, and diversity
initiatives. However, human capital disclosure practices remain uneven across Nigerian banks,
partly due to the voluntary nature of such reporting and the heterogeneity of governance
structures. Prior studies in developed markets demonstrate that boards with a higher proportion
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of independent directors, greater gender and ethnic diversity, and relevant human resource
expertise tend to champion more extensive non-financial disclosures (Chau & Gray, 2010; Ben-
Amar et al., 2017; Guthrie, et al., 2006). However, empirical evidence from Nigerian banks is
sparse, and the mechanisms through which board characteristics translate into richer HCD
remain underexplored.

The problem is compounded by Nigeria’s regulatory framework, which, despite emphasising
good governance, stops short of mandating human capital disclosures. Consequently,
stakeholders, investors, regulators, and employees- face information asymmetries when
evaluating a bank’s commitment to workforce development. Existing Nigerian studies have
largely concentrated on financial disclosures or general governance metrics, neglecting the
nuances of human capital transparency (Ujunwa, 2012; Ofoegbu & Ezeagba, 2021). This gap
underscores the need to examine how specific board attributes independence, gender diversity,
diligence, and size influence the decision to disclose human capital information, and to what
extent these characteristics can mitigate the absence of mandatory reporting requirements.

Guided by four research questions on board independence, gender diversity, diligence, and size
the study sets out to (1) determine the effect of independent directors on HCD, (2) assess how
gender diversity shapes human capital disclosure breadth, (3) investigate the role of board
diligence in information quality, and (4) analyse the impact of board size on overall disclosure
levels. Correspondingly, four null hypotheses posit no significant relationships between each
board attribute and human capital disclosure. By constructing a multidimensional disclosure
index and applying panel regression analysis to annual report data from 2012—-2023 for all
deposit money banks listed on the Nigerian Exchange Group, the research offers robust
methodological advances over prior cross-sectional and univariate approaches.

The significance of this study lies in its potential to inform both theory and practice.
Theoretically, it extends agency, resource dependence, and stakeholder perspectives to the
context of voluntary non-financial reporting in an emerging market. Practically, the findings
will equip policymakers with evidence-based insights to strengthen corporate governance
codes, guide regulators in crafting incentives for transparent HCD, and assist bank boards and
managers in understanding which governance structures most effectively foster comprehensive
human capital reporting. Ultimately, enhancing disclosure practices and improving stakeholder
trust, support investor decision-making, and promote sustainable human capital management
in Nigeria’s banking sector.

Literature Review

Board Attributes

The conceptual framework for this study posits that board attributes comprising independence,
gender diversity, diligence, and size serve as key governance mechanisms that shape a bank’s
human capital disclosure practices. Human capital disclosure (HCD) refers to the depth and
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quality of information an organisation provides about its workforce’s skills, training,
experience, and contributions to value creation. As intangible assets, these workforce elements
drive competitive advantage and performance (Becker, 1964), making transparent HCD
essential for attracting investors, retaining talent, and fostering stakeholder trust. In the Nigerian
banking sector, robust HCD aligns with broader Corporate Social Responsibility efforts and
regulatory expectations under the Financial Reporting Council’s Corporate Governance Code
and international frameworks such as the IIRC’s Integrated Reporting principles and the GRI
Standards.

Human capital disclosures

Human capital disclosures typically span quantitative metrics such as employees’ headcount,
turnover rates, training expenditures, diversity statistics, and qualitative narratives on
engagement initiatives, career development programs, and inclusion efforts. Quantitative data
allow stakeholders to benchmark performance over time and across peers (Vasilieva et al.,
2018), while qualitative disclosures provide context about the company’s culture, strategy, and
social commitments (Dumay & Garanina, 2013). By combining these dimensions into a
composite HCD index, this study captures the multifaceted nature of workforce reporting and
its strategic importance for long-term sustainability and reputation management.

Board Attributes

Board attributes are the structural and behavioral characteristics of a firm’s board of directors
that influence governance effectiveness and disclosure quality. Board independence—the
proportion of non-executive, external directors—enhances objective oversight, mitigates
agency conflicts, and is empirically linked to richer non-financial reporting (Fama & Jensen,
1983; Lin et al., 2020). Board gender diversity, measured by the share of female directors,
brings varied perspectives that can enrich decision-making and broaden a board’s sensitivity to
stakeholder interests, although its impact on HCD may depend on the depth of women’s
engagement rather than mere numerical representation (Milliken & Martins, 1996; Adams &
Ferreira, 2009). Board diligence, proxied by meeting frequency and committee activity, reflects
the board’s commitment to active monitoring; greater diligence has been shown to improve
transparency across many governance domains, including workforce disclosures (Jensen, 1993,;
Appuhami & Bhuiyan, 2020). Finally, board size balances the benefits of diverse expertise
against coordination challenges: moderately larger boards can access a wider array of resources
to support comprehensive HCD, while excessively large boards risk inefficiency and diluted
accountability (Dalton et al., 1999; Yermack, 1996).

Empirical Literature Review

Board Independence and Human Capital Disclosure

Several studies across diverse contexts have documented that a higher proportion of
independent directors on corporate boards is associated with more comprehensive human
capital disclosures. Reddy, Suri, and Sreenivasulu (2018) showed that Indian manufacturing
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firms with greater board independence tended to provide richer narrative and quantitative
information on employees’ training, development programs, and diversity policies. Similarly,
Zhang, Li, and Wu (2021) found that independent oversight encouraged firms to elaborate more
fully on workforce initiatives, particularly in research-and-development training and talent
diversity in China's technology sector. In Nigeria, Osazevbaru and Izedonmi (2021) observed
that listed firms with more external directors were notably more transparent about employees’
health, safety, and retention strategies in their annual reports. Collectively, these findings
underscore the role of independent directors as champions of non-financial transparency and
accountability in human capital management.

Board Gender Diversity and Human Capital Disclosure

Board gender diversity has likewise been linked to enhanced reporting on human capital
practices. In a foundational U.S. study of financial institutions, Adams and Ferreira (2009)
demonstrated that firms with greater female representation on their boards went beyond
minimal compliance to disclose detailed information on employee retention, development
pathways, and work-life balance initiatives. Campbell and Minguez-Vera (2008) extended this
evidence to European corporations, showing that the mere presence of female directors doubled
the likelihood of companies reporting extensively on training investments and workforce
diversity policies. Within Nigeria’s telecommunications sector, Olatunji, Adebayo, and
Popoola (2022) confirmed that firms with more women on their boards offered fuller accounts
of their human capital strategies, particularly around professional development and gender-
equity measures. These studies highlight how gender diversity brings broader perspectives that
foster more inclusive and transparent human capital disclosure.

Board Diligence and Human Capital Disclosure

The extent to which board members actively engage with firm oversight, often termed board
diligence, has also influenced the depth of human capital reporting. Appuhami and Bhuiyan
(2020) found that boards characterised by high meeting attendance and active committee
involvement among Bangladeshi firms were more likely to report on employee training, safety
protocols, and retention efforts. Agyemang, Osei, and Ansong (2020) further demonstrated in
Ghana that diligent boards, identified through qualitative interviews and content analysis,
encouraged management to provide detailed disclosures on workforce policies. In Nigeria’s oil
and gas sector, Olawale and Olayinka (2023) observed that firms whose boards demonstrated
sustained engagement in reviewing HR practices tended to include richer narrative descriptions
of training programs, safety measures, and welfare initiatives. These findings suggest that the
greater the board’s commitment to oversight, the more transparent and comprehensive its
human capital disclosures.

Board Size and Human Capital Disclosure
Empirical evidence on board size presents a more nuanced picture. However, a prevailing view
is that boards of an optimal size, large enough to encompass diverse expertise but small enough
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for effective coordination, foster better human capital reporting. Early work by Yermack (1996)
argued that overly large boards might dilute accountability. In contrast, subsequent studies such
as Zeng, Xu, and Zhou (2023) in China found that broader boards brought a wider array of
skills that supported more extensive reporting on workforce development and retention. In
Nigerian banking, Olowu, Idowu, and Adeoye (2023) reported that banks with moderately
larger boards tended to disclose more detailed information on employee training, diversity
initiatives, and talent management strategies. These mixed findings highlight that, while board
size alone does not guarantee superior disclosure, an appropriately constituted board balancing
diversity of expertise with decision-making efficiency can enhance the quality of human capital
disclosures.

Theoretical Review
Theoretically, three governance perspectives agency, stakeholder, and resource dependency
theories frame our understanding of why board attributes matter.

Agency theory highlights independent directors’ role in aligning management actions with
shareholder interests through enhanced oversight and disclosure advocacy (Jensen & Meckling,
1976; Fama & Jensen, 1983). Stakeholder theory argues that diverse and engaged boards are
better attuned to the information needs of employees, regulators, and investors, thus promoting
more comprehensive HCD (Freeman, 1984; Post et al., 2011). Resource dependency theory
(RDT) posits that boards serve as conduits to external resources expertise, legitimacy, and
stakeholder networks and that larger, more diverse boards can leverage these resources to
improve transparency and reporting practices (Pfeffer & Salancik, 1978; Hillman & Dalziel,
2003). In the context of Nigerian deposit money banks, RDT offers the most encompassing
lens, as it captures how board composition enhances both internal governance capacity and
external stakeholder engagement, driving richer human capital disclosures.

Methodology

This study employs a quantitative, correlational research design underpinned by a positivist
philosophy. By focusing on observable and measurable variables, the approach facilitates
rigorous examination of how board attributes influence human capital disclosure among
Nigeria’s listed deposit money banks. The correlational design enables the researcher to
quantify the strength and direction of relationships between board characteristics such as
independence, gender diversity, diligence, and size and the extent and quality of human capital
information disclosed in banks’ annual and sustainability reports.

The study population comprises all the fifteen deposit money banks listed on the Nigerian
Exchange Group as of December 31, 2024. A census sampling technique was used,
incorporating every bank for the ten-year period spanning 2014-2023. This comprehensive
coverage ensures the elimination of sampling bias and enhances the generalizability of findings
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to the entire sector. By tracking each bank over multiple years, the panel framework captures
both cross-sectional differences and longitudinal trends in governance and disclosure practices.

Human capital disclosure serves as the dependent variable and is operationalized via a
composite index derived from content analysis of annual and sustainability reports, capturing
dimensions such as training investments, retention strategies, and workforce diversity.
Independent variables include board independence (proportion of non-executive directors),
board gender diversity (percentage of female directors), board diligence (frequency of board
meetings), and board size (total number of directors). Each measure draws upon established
empirical benchmarks to ensure validity and comparability with prior research.

Secondary data were collected from published annual reports from quoted deposit money banks
on sustainability disclosures and the Securities and Exchange Commission. These documents
provide detailed information on both human capital practices and board composition. The ten-
year timeframe allows for robust trend analysis, while reliance on audited, publicly available
reports guarantees data reliability and minimises collection costs.

Data analysis is conducted using Stata 17. Descriptive statistics first assess data quality and
distributional properties. Thereafter, panel multiple regression models estimate the effect of
board attributes on human capital disclosure, with both fixed-effects and random-effects
specifications tested via the Hausman procedure to select the most appropriate estimator.
Robustness checks, including variance inflation factors to detect multicollinearity and
heteroskedasticity tests, ensure the validity of statistical inferences. The core regression model
is specified as:

HCDi=p0-+p1 BINDit+p2 BGENDit+f3 BDILit+B4 BSIZEit+eit,

Where HCD is the human capital disclosure index, and the B-coefficients represent the
estimated effects of board independence, gender diversity, diligence, and size, respectively.
The chosen methodology, comprehensive census sampling, secondary data sources, and panel
regression analysis, aligns closely with the research objectives. It provides objective,
generalisable insights into how corporate governance structures shape non-financial disclosure
practices in Nigeria’s banking sector, offering a rigorous foundation for policy
recommendations and future empirical work.

Results and Discussions

The dataset comprises annual observations (2015-2024) for all fifteen deposit money banks
listed on the Nigerian Exchange Group, yielding 150 bank-year records. Key variables include:
Human Capital Disclosure (HCD): Composite index from annual and sustainability reports
covering training, retention, health & safety, diversity, and development programs., Board
Independence (BIND): Proportion of non-executive directors., Board Gender Diversity
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(BGEND): Share of female directors., Board Diligence (BDIL): Annual number of board
meetings., Board Size (BSIZE): Total number of directors.

Table .1: Descriptive Statistics

Variable Obs Mean Std. Dev. Min Max
hed 150 .566 .198 202 9
bind 150 542 14 .303 .796
bgend 150 3 123 101 497
bdil 150 4.9 .833 4 6
bsize 150 10.3 1.104 9 12

Source: STATA Output, 2025

The descriptive statistics presented in Table 1 summarise the distributional characteristics of
the five key governance variables Capital Disclosure (HCD), Board Independence (bind),
Board Gender Diversity (BGEND), Board Diligence (BDIL), and Board Size (BSIZE) across
150 observations, which likely span 15 banks over 10 years. This section aims to provide a
detailed interpretation of each variable based on its statistical properties: mean, standard
deviation, minimum, and maximum.

Human Capital Disclosure (HCD) has a mean value of 0.566, implying that, on average, banks
disclose about 56.6% of the indicators captured by the Human Capital Disclosure Index. This
index likely includes indicators such as employee training, staff turnover, health and safety,
diversity, and development programs. The relatively high mean suggests a growing awareness
among Nigerian banks regarding the importance of disclosing non-financial, human capital-
related information as part of their strategic communication with stakeholders. However, the
standard deviation of 0.198 indicates a noticeable variation in disclosure practices. Some banks
disclose as little as 20.2% (minimum value), while others disclose up to 90% (maximum value)
of human capital indicators. This wide range are being influenced by factors such as differing
board characteristics, ownership structures, voluntary vs. mandatory reporting regimes, and the
strategic orientation of management. Theoretical perspectives such as Stakeholder Theory and
Legitimacy Theory suggest that higher disclosure may be used for stakeholder’s engagement
and legitimacy-seeking behaviour, especially in publicly listed banks seeking to build
reputation capital.

Board Independence (BIND) has an average value of 0.542, which indicates that slightly more
than half of the board members across the sampled banks are independent non-executive
directors. Independent directors are critical to ensure effective oversight, mitigating agency
conflicts, and protecting shareholder interests. From an Agency Theory perspective (Fama &
Jensen, 1983), such a level of board independence helps to reduce managerial opportunism and
enhance the quality of board monitoring. The relatively moderate standard deviation (0.14)
suggests some consistency in adherence to governance codes, which typically recommended a
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minimum proportion of independent directors. Nonetheless, the range from 30.3% to 79.6%
reflects that while some banks exceed the threshold for independence, others fall short. This
variability may be a function of differing interpretations of independence, board nomination
procedures, or compliance rigour with the Nigerian Code of Corporate Governance (NCCG,
2018).

Board Gender Diversity (BGEND) is critical to board composition and inclusiveness. The mean
value of 0.3 signifies that women hold an average of 30% of board positions across the banks,
a relatively progressive figure compared to global averages, particularly in emerging markets.
This may reflect the impact of advocacy and gender inclusion policies such as the Nigerian
Gender Policy or sector-specific directives from regulatory bodies. Nevertheless, the standard
deviation of 0.123 and the range between 10.1% and 49.7% show that board gender diversity
varies substantially across institutions. The lower end suggests that some banks still maintain
tokenistic levels of female participation, potentially to meet regulatory thresholds rather than to
harness the strategic benefits of gender-diverse perspectives. The Resource Dependency
Theory supports the notion that gender-diverse boards are better equipped to access a broader
range of ideas, external networks, and stakeholder interests, ultimately improving governance
quality and innovation.

Board Diligence (BDIL), measured by the number of board meetings held annually, averages
at 4.9 meetings per year. This suggests that banks typically meet quarterly as required by
standard governance practices, with a few banks convening up to six times annually. The
narrow standard deviation (0.833) and the range from 4 to 6 meetings highlight a relatively
uniform practice across the sector. This consistency likely stems from regulatory prescriptions
by the CBN and SEC, which mandate minimum board meeting frequencies for effective
oversight and decision-making. According to Jensen (1993), frequent board meetings can
enhance board vigilance and responsiveness to strategic and operational issues, although
excessively frequent meetings might signal inefficiencies or internal governance crises.
Therefore, this average suggests an optimal balance in governance participation and oversight
efforts.

Board Size (BSIZE), with a mean of 10.3 directors, is in line with empirical literature that
supports a board size of between 8 and 12 as optimal for balancing diversity of expertise with
coordination efficiency. The standard deviation of 1.104 and a range of 9 to 12 indicate
moderate variability, suggesting that most banks conform to industry best practices or
regulatory guidelines in determining board composition. Theoretically, the Resource-Based
View and Resource Dependency Theory argued that a moderately large board enhances access
to external resources, legitimacy, and strategic advice. However, excessively large boards can
hinder decision-making and accountability. Thus, the observed board sizes strike a reasonable
balance between breadth and efficiency.
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In conclusion, the descriptive statistics indicate a moderately strong governance structure
among Nigerian deposit money banks, with relatively high levels of human capital disclosure,
board independence, and gender diversity. The observed variability in some governance
attributes, particularly disclosure and gender representation, underscores the need for stronger
enforcement of uniform standards and continuous improvement in corporate governance
practices. These governance features are crucial for regulatory compliance and enhancing
transparency, accountability, and long-term financial performance. The findings also provide a
strong empirical basis for examining how governance characteristics influence firm-level
outcomes such as profitability, market value, or risk management effectiveness.

Table 2: Correlation Coefficient Matrix

1) (2) 3 4 )
Variables
(1) hed 1.000
(2) bind 0.017 1.000
(3) bgend 0.061 -0.057 1.000
(4) bdil 0.025 0.085 0.053 1.000
(5) bsize 0.030 -0.057 0.009 -0.186 1.000

Source: STATA Output, 2025

The correlation matrix (Table 2) reveals uniformly weak pairwise associations among human
capital disclosure (HCD) and the four board attributes—independence (BIND), gender
diversity (BGEND), diligence (BDIL), and size (BSIZE)—as well as among the attributes
themselves. HCD’s relationships with BIND (r=0.017), BGEND (r =0.061), BDIL (r = 0.025),
and BSIZE (r = 0.030) are negligible, suggesting that none of these governance characteristics,
in isolation, exerts a strong linear influence on banks’ workforce reporting. Among the
attributes, the highest inter-correlation is between independence and diligence (r=0.085), while
BIND and BGEND (r = —0.057) and BDIL and BSIZE (r = —0.186) exhibit modest inverse
associations. All coefficients fall well below conventional multicollinearity thresholds (|r| <
0.20), indicating that each variable contributes distinct information and supporting the validity
of multivariate regression analysis. Conceptually, these weak bivariate links underscore the
complexity of corporate governance: oversight (independence, diligence), inclusivity (gender
diversity), and structural breadth (size) may each shape disclosure only in combination with
other board dynamics, regulatory pressures, and firm-specific contexts rather than through
simple linear

Table .3 Breusch—Pagan/Cook—Weisberg Test for Heteroskedasticity
Test Statistic Chi-square (1) | p-value
Breusch—Pagan / Cook—Weisberg | 0.02 0.8864

Source: STATA Output, 2025
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The Breusch—Pagan/Cook—Weisberg test for heteroskedasticity (y2(1) = 0.02; p = 0.8864) fails
to reject the null hypothesis of constant error-term variance. This indicates that the residuals
from our human capital disclosure regression are homoskedastic. As a result, the OLS estimates
remain efficient and unbiased under the Gauss—Markov conditions, and there is no need to
adjust standard errors or switch to alternative estimators (e.g., robust, GLS, or WLYS)

Table4 Variance Inflation Factor (VIF) for Independent Variables

Predictor Variable  VIF 1/VIF
Variable 1 1.050 0.956
Variable 2 1.040 0.963
Variable 3 1.010 0.987
Variable 4 1.010 0.993
Variable 5 1.030 —

Mean VIF = 1.028
Note. VIF values measure the degree of multicollinearity among predictor variables.
Source: STATA Output, 2025.

The Variance Inflation Factor (VIF) diagnostics (Table 4) revealed that all VIF values lie
between 1.01 and 1.05 (mean = 1.03), with corresponding 1/VIF values from 0.956 to 0.993.
Because these figures are well below common thresholds (VIF < 5 indicates negligible
multicollinearity), they demonstrate that the four board attributes—independence, gender
diversity, diligence, and size—do not exhibit problematic linear interdependence.
Consequently, each predictor contributes distinct explanatory power to the human capital
disclosure model, ensuring stable coefficient estimates, valid standard errors, and reliable
hypothesis tests without needing remedial measures.

Table .5 Hausman specification test

Coef.
Chi-square test value 152.582
P-value 0

Source: STATA Output, 2025

The Hausman test (y>=152.582, p<0.001) decisively rejects the null that random effects are
consistent, indicating that unobserved bank-specific factors correlate with the board attributes.
Consequently, a fixed-effects specification is warranted to obtain unbiased and consistent
coefficient estimates. This aligns with expectations that firm-level characteristics, such as
governance culture or historical practices, affect both board structure and disclosure behaviour.
Employing fixed effects ensures that the estimated relationships between board attributes and
human capital disclosure properly account for these time-invariant, bank-specific influences.
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Table 6 Fixed-Effects Panel Regression Model Result

HCD Coef. St.Err. t- p- [95% Interval] Sig
value value Conf

BIND 634 115 5.51 0 407 .862 *
BGEND .035 132 0.27 .789 -.227 297
BDIL .088 011 7.71 0 .065 A1 *
BSIZE 013 007 191 .058 0 027 *
Constant -.035 079 -0.44 .658 -.192 122

Mean dependent var 0.566 SD dependent var 0.198
R-squared 0.771 Number of obs 150

F-test 110.132 Prob>F 0.000
Akaike crit. (AIC) -293.602 Bayesian crit. (BIC) -278.549

*p<.01, p<.05, *p<.1
Source: STATA Output, 2025

Table 6 Fixed Effects Panel Regression Model Result (Dependent Variable: Human Capital
Disclosure - HCD)
Model Statistics

Mean of Dependent Variable: 0.566

Standard Deviation of Dependent Variable: 0.198

R-squared: 0.771

F-statistic: 110.132, p = 0.000

Number of Observations: 150

Akaike Information Criterion (AIC): -293.602

Bayesian Information Criterion (BIC): -278.549

Note. p<.10(),p<.05(), p<.01 ().
Source: STATA Output, 2025.

The results in Table .6 present the outcome of a fixed effects panel regression model
investigating the influence of board attributes on Human Capital Disclosure (HCD) among
Nigerian deposit money banks over a 10-year period. The model fits the data well, as indicated
by an R-squared of 0.771, meaning that approximately 77.1% of the variation in HCD is
explained by the selected board variables—Board Independence (BIND), Board Gender
Diversity (BGEND), Board Diligence (BDIL), and Board Size (BSIZE). The F-statistic
(110.132) with a p-value of 0.000 confirms that the overall model is statistically significant at
the 1% level, rejecting the null hypothesis that all coefficients are jointly equal to zero.

The coefficient for Board Independence is 0.634, and it is statistically significant at the 1%
level (p = 0.000). This suggests that, holding other variables constant, a unit increase in the
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proportion of independent directors is associated with a 63.4 percentage point increase in
human capital disclosure. This result aligns with the Agency Theory which posits that
independent directors enhance board oversight and accountability, thereby promoting greater
transparency and disclosure practices. It also supports empirical evidence from studies that
emphasize the positive role of independent boards in improving corporate reporting quality.

The coefficient for Board Gender Diversity is 0.035, but it is not statistically significant (p =
0.789). The confidence interval also includes zero ([-0.227, 0.297]), suggesting that the effect
is neither statistically nor practically meaningful in this context. Although literature based on
Stakeholder Theory and Resource Dependency Theory often asserts the importance of gender
diversity in promoting inclusive reporting, this finding implies that gender diversity alone does
not significantly influence HCD in the sampled Nigerian banks. This could reflect cultural
dynamics, tokenistic appointments, or lack of real influence by female board members.

Board Diligence has a positive and statistically significant coefficient of 0.088 (p = 0.000),
meaning that an additional board meeting per year is associated with an 8.8 percentage point
increase in HCD. This strong positive relationship aligns with Jensen’s (1993) perspective that
frequent board meetings improve monitoring effectiveness, enhance information flow, and
improve governance practices, including improved disclosure. The statistical significance
underscores that active board engagement directly contributes to greater transparency in human
capital matters.

The coefficient for Board Size is 0.013 with a p-value of 0.058, making it marginally significant
at the 10% level. This suggests that larger boards are slightly more likely to engage in human
capital disclosure, possibly due to the diversity of perspectives and expertise that a larger group
can offer. The positive effect supports the Resource-Based View, which advocates that larger
boards may offer broader oversight capacity and informational resources. However, the weak
statistical significance calls for cautious interpretation.

The model's intercept is -0.035 and is not statistically significant (p = 0.658). This value has no
practical implication in isolation and merely reflects the predicted value of HCD when all
predictors are set to zero, an unlikely scenario in the real-world governance context.

The regression results suggest that Board Independence and Board Diligence are the most
robust and statistically significant determinants of Human Capital Disclosure in Nigerian
deposit money banks. Board Size has a marginally significant effect, while Board Gender
Diversity does not show a statistically discernible influence. These findings reinforce the need
for institutional reforms and regulatory emphasis on enhancing board oversight functions and
increasing board engagement, particularly through independent membership and diligence
mechanisms.
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Based on the fixed-effects regression results presented in Table 4.6 and the research hypotheses
outlined, a detailed interpretation of each hypothesis is provided below, aligning statistical
evidence with theoretical insights and empirical expectations. The fixed-effects model has been
validated as appropriate via the Hausman test, and the regression itself is statistically robust
with an R-squared of 0.771 and an F-statistic of 110.132 (p <.01), indicating the model explains
a substantial proportion of the variance in Human Capital Disclosure (HCD) among listed
deposit money banks in Nigeria.

Board Independence and Human Capital Disclosure

The regression result shows that Board Independence (BIND) has a positive and statistically
significant coefficient (B = 0.634, p = 0.000). As the proportion of independent directors on a
bank’s board increases, human capital disclosure increases significantly. The associated t-value
of 5.51 confirms that the effect is statistically robust at the 1% level. The 95% confidence
interval [0.407, 0.862] does not include zero, further reinforcing the reliability of this estimate.
This result leads to the rejection of the null hypothesis Hoi. The findings support the theoretical
argument from Agency Theory, which posits that independent directors improve board
monitoring and objectivity, encouraging higher levels of transparency, including disclosures
related to human capital such as training, development, employee welfare, and staff diversity.
This suggests that banks with more independent directors are more likely to recognize the
strategic value of human capital and reflect it in their corporate reports.

Board gender diversity and Human Capital Disclosure

For Board Gender Diversity (BGEND), the regression coefficient is positive (B = 0.035) but
statistically insignificant (p = 0.789). The t-value of 0.27 indicates an extremely weak influence,
and the 95% confidence interval [-0.227, 0.297] includes zero, suggesting that the effect could
be either positive or negative by chance.

Consequently, the study fails to reject the null hypothesis Ho.. This finding implies that the
presence of female directors on the board, in this sample, does not significantly influence the
level of human capital disclosure by listed deposit money banks in Nigeria. This result may
reflect contextual and cultural limitations, such as token representation, where female directors
may not hold influential board positions or drive disclosure decisions. While Stakeholder
Theory and Resource Dependency Theory suggest potential positive roles of gender diversity,
this outcome shows that mere numerical representation does not automatically translate to
impactful governance outcomes in the Nigerian banking sector.

Board diligence and Human Capital Disclosure

The coefficient for Board Diligence (BDIL) is positive and highly significant (f = 0.088, p =
0.000). With a t-value of 7.71 and a 95% confidence interval of [0.065, 0.110], this result
provides strong empirical support that board meeting frequency positively and significantly
influences human capital disclosure.
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Thus, the null hypothesis Hos is rejected. This finding supports the notion that more active
boards, measured by the number of annual meetings, are more engaged in oversight and
accountability functions, including ensuring transparent disclosure of non-financial
information. This aligns with Jensen’s (1993) monitoring hypothesis, which argues that board
activeness is crucial in mitigating information asymmetry and aligning management practices
with stakeholder expectations. In the context of Nigerian banks, diligent boards are likely to
emphasise broader disclosures that reflect responsible corporate citizenship.

Board size and Human Capital Disclosure

The regression coefficient for Board Size (BSIZE) is positive and marginally significant (§ =
0.013, p = 0.058). The t-value of 1.91 is just within the acceptable threshold for significance at
the 10% level. The 95% confidence interval [0.000, 0.027] barely excludes zero, indicating a
cautious interpretation.

Given this evidence, the study rejects the null hypothesis Hos at the 10% significance level. This
suggests that as board size increases, human capital disclosure marginally improves. This
finding can be interpreted within the Resource-Based Theory and Contingency Theory
framework, which suggest that larger boards may offer a broader range of expertise, skills, and
perspectives that enrich decision-making and foster more comprehensive disclosures. However,
the weak significance level also raises the possibility that board effectiveness may be
constrained by coordination challenges beyond a certain size, thus limiting the potential
benefits.

Summary of Hypothesis Testing Outcomes

Hypothesis | Variable Test Outcome Decision

Ho: Board Independence Significant (p =.000) Rejected

Hoz Board Gender Diversity | Not Significant (p = .789) Not Rejected

Hos Board Diligence Significant (p = .000) Rejected

Hoa Board Size Marginally Significant (p = | Rejected (at 10%)
.058)

The regression analysis provides empirical evidence that Board Independence, Board
Diligence, and to a lesser extent, Board Size, significantly influence human capital disclosure
practices among listed deposit money banks in Nigeria. Board Gender Diversity, however,
shows no significant influence in this context, highlighting the importance of not just
representation but also the influence and engagement of female board members. These findings
have practical implications for regulators, investors, and policymakers who aim to enhance
transparency and sustainable governance through targeted board reforms and disclosure
frameworks.
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The fixed-effects regression results (Table 6) provide a nuanced understanding of how various

board attributes influence Human Capital Disclosure (HCD) among Nigerian deposit money
banks. Below is a detailed discussion integrating theoretical frameworks and contemporary
empirical evidence, both supportive and contradictory, to position these findings within the
broader literature.

The study found that boards with more independent directors tend to disclose more human
capital information. This aligns with Agency Theory, which posits that independent directors
act as objective overseers, reducing information asymmetry and managerial opportunism. Ojo
and Umar (2024) supported this view, demonstrating that independent boards in Nigerian banks
enhance voluntary human capital disclosure. Similarly, Tejedo-Romero and Araujo (2022) in a
Spanish context report that independent supervision promotes human capital reporting.
Japanese research also affirms that board independence positively influences transparency
around employee development (Unexpected et al., 2023). In the UK, studies highlight that
independent, non-accounting directors drive intellectual capital disclosure (Confidential et al.,
2023). Such consensus across geographies underscores that independent governance
strengthens accountability and transparency in human capital matters.

In contrast, the analysis shows that board gender diversity did not significantly affect human
capital disclosure. This finding echoes Ojo and Umar (2024), who observed similar results in
Nigerian banks. Despite theoretical support from Resource Dependence and Stakeholder
Theories, the empirical evidence remains inconclusive, which suggest that women's
representation may improve board deliberation and stakeholder communication. For instance,
Bangladesh studies link gender diversity to enhanced sustainability reporting (Mazumder,
2022), yet these outcomes may not translate to human capital disclosures. Anand et al. (2023)
found that gender-diverse boards produced clearer climate-related disclosures following
mandatory diversity policies. However, broader literature reviews also suggest the relationship
is complex and context-dependent (Wiley Review, 2023). This implies that simply increasing
board gender diversity without addressing inclusivity and influence mechanisms may not yield
substantive improvements in disclosure.

Frequent board meetings, our proxy for board diligence, were found to enhance human capital
disclosures significantly. This reinforces Jensen’s monitoring hypothesis, which argues that
active boards are better positioned to challenge management and ensure transparency. Ojo and
Umar (2024) similarly emphasise the importance of meeting frequency for effective oversight.
Comparable patterns also appear in Japanese and UK studies, where regular board engagement
is linked to richer intellectual capital narratives (Tejedo-Romero & Araujo, 2022). These
findings collectively suggest that diligence fosters a culture of engagement and critical
oversight, essential for enriching non-financial disclosures.
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Board size showed a modest but positive association with human capital disclosure, suggesting
that boards with more seats may benefit from increased diversity and expertise. This finding is
consistent with Resource-Based Theory, emphasising that broader boards can access a wider
skill set and informational resources. Ojo and Umar (2024) observe that non-accounting
expertise associated with larger boards improves disclosure quality. UK evidence also
reinforces that board capital underpins intellectual reporting practices (Confidential et al.,
2023). Conversely, literature warns that larger boards may suffer from coordination challenges,
potentially dampening their effectiveness. Thus, while growth in board size can yield strategic
gains in disclosure capacity, it requires balancing breadth with operational efficiency.

Overall, the findings highlight that monitoring-based mechanisms (board independence and
diligence) are more strongly associated with human capital disclosure than resource-based
structures (board size) or diversity-based attributes (gender diversity). This synthesis aligns
with Agency Theory, which underscores the primacy of oversight, and Resource Dependency
Theory, which values strategic resources such as expertise. However, it also suggests that
governance benefits from multiple dimensions only when they are effectively coordinated and
empowered, not merely present.

These results present several actionable insights for regulators and bank management. First,
enhancing board independence and institutionalising regular board meetings can reinforce
transparency in human capital disclosure. Second, while promoting gender diversity remains
important, ensuring women on boards have influence, not just numerical representation, is
essential. Finally, expanding board size should be pursued thoughtfully to optimize the balance
between capability and efficiency. These measures can strengthen investor confidence, align
with global disclosure norms (such as the SEC’s human capital rules), and support sustainable
value creation.

Conclusion and Recommendations

This study provides robust evidence that board governance mechanisms play a pivotal role in
shaping the transparency of human capital reporting among Nigerian deposit money banks. By
leveraging a ten-year panel of all fifteen listed banks, the analysis demonstrates that greater
board independence and higher levels of board diligence are strongly and positively associated
with more comprehensive human capital disclosures. These findings underscore the critical
oversight functions of independent directors perform in mitigating agency conflicts and
championing non-financial transparency, as well as the importance of frequent, engaged board
meetings in sustaining rigorous monitoring of workforce-related practices. Board size also
exhibits a modest positive effect, suggesting that broader expertise can enrich disclosure,
though this benefit is tempered by coordination challenges inherent in larger boards.
Conversely, the mere presence of female directors, without concomitant empowerment or
inclusive board dynamics, does not translate into significantly improved human capital
reporting. The results affirm that the quality of board oversight—more than numeric diversity
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or size alone—is the primary driver of strategic, stakeholder-oriented disclosure of human
capital information in Nigeria’s banking sector.

Considering these findings, regulators and bank boards should prioritise measures that
strengthen oversight capabilities and align board incentives with comprehensive non-financial
reporting. First, the Financial Reporting Council of Nigeria and the Central Bank should
reinforce guidelines on board independence, potentially raising minimum thresholds for non-
executive representation and mandating periodic independence assessments. Second, banks
should formalise and publicise a minimum annual schedule of board and committee meetings
exceeding the current quarterly norm, to ensure continuous scrutiny of human capital policies
and practices. Third, while promoting gender diversity remains important, policymakers must
complement quotas with capacity-building programs and leadership development for female
directors to ensure their active engagement and influence in disclosure decisions. Finally,
boards considering expansion should do so strategically, balancing the need for diverse
expertise with mechanisms such as smaller core committees to maintain decision-making
efficiency and avoid dilution of accountability. By implementing these governance
enhancements, Nigerian banks can foster more transparent human capital reporting, strengthen
stakeholder confidence, and support sustainable value creation.
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