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This study examines the influence of human capital investment on firm value in the Nigerian financial services sector while assessing whether firm size strengthens or weakens this relationship. Grounded in Human Capital Theory and the Resource Based View, the study employs an ex post facto research design using panel data from 28 listed financial institutions covering the period 2014 to 2023. Tobin’s Q serves as the proxy for market-based value relevance, while human capital investment is measured as training expenditure relative to revenue. The analysis applies fixed effects panel regression supported by heteroskedasticity-robust standard errors to control for unobservable firm-specific effects. Further robustness checks are conducted using Driscoll–Kraay standard errors and quantile regression to address cross-sectional dependence and heterogeneity along the valuation distribution. The findings demonstrate that human capital investment exerts a significant positive effect on firm value, confirming its role as a strategic resource capable of generating market-recognised performance outcomes. In contrast, firm size exhibits a negative main effect and weakens the value-enhancing impact of human capital investment. These results suggest that the monetisation of workforce capabilities in Nigeria depends on organisational agility and structural efficiency. The study provides evidence-based implications for managers, investors, and regulators regarding resource allocation, workforce development, and valuation practices.
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1.0 Introduction
Capital markets continuously seek information capable of predicting companies’ future economic prospects, and value relevance studies examine how well financial and non-financial information explains market valuation outcomes. In the Nigerian financial sector, where service offerings depend heavily on skilled human resources, the ability of firms to enhance and leverage human capital represents a critical source of competitive advantage and economic value creation (Fulmer & Ployhart, 2014; Gerhart & Feng, 2021). Investors increasingly recognise that intangible resources such as talent and expertise influence future performance, suggesting that human capital information may hold value relevance.
The Value Relevance Theory affirms that information disclosed in financial statements is value relevant when it influences market prices or investors’ expectations (Holthausen & Watts, 2001). Ohlson’s (1995) residual income valuation model further demonstrates that value relevant information includes intangible assets that signal future cash flows, thereby affecting market valuation. Accordingly, human capital investment may be recognised in share prices when investors expect such capabilities to drive sustained economic performance.
Human capital investment refers to organisational expenditure on employee training and capability development, with Human Capital Theory positing that such investment enhances labour productivity and long-term returns (Becker, 1962). Complementarily, the Resource-Based View argues that when employee competencies are valuable, rare, and embedded within organisational systems, they contribute to sustained superior performance and elevated market expectations (Barney, 1991; Wang & Yu, 2023). These theoretical perspectives imply that well-targeted human capital investments should strengthen value relevance through higher investor confidence and improved pricing of future cash flows.
Empirical findings in advanced economies support this assertion: training expenditure positively influences market valuation and reduces earnings volatility, while human capital is increasingly factored into share price formation (Riley et al., 2017; Sisodia et al., 2021; Regier & Rouen, 2023). Conversely, empirical evidence in Africa remains inconclusive, with some studies finding human capital value relevance (Adewumi et al., 2021; Ilugbo et al., 2024), while others show weak or insignificant relationships, often due to differences in sector-specific absorptive capacity and measurement choices (Doghudje et al., 2023). This unsettled evidence reveals a need for deeper examination of the mechanisms through which human capital investment translates into capital market valuation.
Firm size may help explain inconsistency in earlier Nigerian research. Larger financial institutions often possess stronger asset bases, improved learning infrastructures, and more advanced digital systems, which together represent a superior stock of complementary resources in line with the Resource Based View (Gerhart and Feng, 2021). Such advantages allow them to translate the outcomes of training investments into productivity improvements more efficiently, since the value created through human capital development increases significantly when supported by complementary assets such as technology (Riley et al., 2017). In addition, these institutions usually enjoy greater market visibility and more comprehensive information disclosure. This enhances investor awareness of internal capability improvements, thereby strengthening the market pricing impact of human capital investment. This argument is consistent with recent findings in Nigeria that show a positive link between improved disclosure practices and share price performance (Ilugbo et al., 2024). Thus, the influence of human capital investment on value relevance may depend significantly on firm size.
Despite this theoretical foundation, studies analysing the value relevance of human capital investment in the Nigerian financial sector remain limited, particularly those that incorporate a moderating mechanism such as firm size. Existing evidence has largely examined the influence of human resource accounting on profitability-based outcomes such as return on assets, return on equity, or earnings per share rather than market-based valuation measures (Amahalu et al., 2016; Korolo & Korolo, 2024; Olaoye & Afolalu, 2020). Although some recent studies extend analysis to share price performance, they still treat human capital effects as direct and unconditional relationships, leaving organisational contingencies like scale effects unexplored (Ilugbo et al., 2024; Israel et al., 2023). These limitations restrict deeper understanding of how capital market participants perceive human capital investment in different organisational contexts, especially within financial institutions characterised by varying levels of resource capacity and governance complexity.
This study therefore examines the value relevance of human capital investment in Nigerian listed financial institutions and investigates whether firm size moderates this relationship. By applying market-based valuation metrics and panel regression techniques, the study provides evidence on whether capital markets recognise training cost as a strategic value-enhancing investment.
2.0 Literature Review and Hypothesis Development
Value relevance research is anchored in Ohlson’s (1995) equity valuation model, which argues that the market value of firms reflects expected future abnormal earnings and the informational content of reported disclosures. Human capital-related disclosures are therefore value relevant when they improve investors’ assessment of future performance and cash-flow generation. This aligns with the perspective that capital markets embed the future economic benefits of intangible resources into price formation (Holthausen & Watts, 2001). 
Human capital is a dominant productive input in financial institutions, where value creation depends on regulatory expertise, technological innovation and service quality rather than physical assets (Fulmer and Ployhart, 2014; Gerhart and Feng, 2021). Human Capital Theory (Becker, 1962) posits that investment in employee skills enhances productivity and financial performance. The Resource Based View reinforces this by asserting that human capital that is valuable, rare and organisationally embedded supports sustainable competitive advantage and strengthens market valuation outcomes (Barney, 1991).
Tobin’s Q provides a market-based indicator of value relevance because it captures investor expectations about the contribution of intangible assets to future profitability (Wang, 2015). International studies show that human capital investment enhances growth opportunities, reduces risk and improves market valuation as capability payoffs materialise (Riley et al., 2017; Sisodia et al., 2021; Regier & Rouen, 2023). In emerging economies, the value effects of human capital depend on sector context and absorptive capacity (Kwon, 2019; Wang and Yu, 2023).
Empirical evidence in Nigeria is growing but not yet conclusive. Several studies find that human resource accounting and employee development support share performance and financial performance in deposit money banks and insurance firms, demonstrating value relevance (Amahalu et al., 2016; Ilugbo et al., 2024; Israel et al., 2023; Ogwuche et al., 2022). Training expenditure has been shown to enhance earnings per share in banks (Olaoye & Afolalu, 2020). However, other findings show mixed or negative effects where human resource costs are not aligned with productivity outcomes, as salaries and wages may depress earnings (Korolo and Korolo, 2024). A methodological limitation is that many studies rely predominantly on profitability metrics, restricting insight into how the stock market perceives human capital investments (Adewumi et al., 2021). Moreover, direct relationships are typically examined without accounting for strategic contingencies that affect capability monetisation.
Firm size is one such contingency. Larger institutions often possess greater technological infrastructures, superior learning systems and stronger disclosure mechanisms, which may amplify capital-market recognition of human capital value (Wang and Yu, 2023). At the same time, organisational complexity in very large firms may reduce the speed with which training benefits translate into performance improvements. The direction and magnitude of the human capital effect may therefore vary by scale. This mechanism remains under-examined in Nigeria despite substantial size heterogeneity in the financial sector.
Addressing these gaps, the present study examines the value relevance of human capital investment using a market-based perspective and evaluates whether firm size conditions this relationship among listed Nigerian financial institutions. Drawing from the foregoing theoretical foundations and mixed empirical evidence in the Nigerian financial market, it is proposed that human capital investment enhances value relevance and that this effect varies with firm size. Accordingly, the following hypotheses are developed.
H1: Human capital investment has a significant positive effect on the value relevance of listed financial institutions in Nigeria.
H2: Firm size has a significant effect on the value relevance of listed financial institutions in Nigeria.
H3: Firm size significantly moderates the relationship between human capital investment and value relevance, such that the valuation effect of human capital investment differs between smaller and larger institutions.
3.0 Data and Methodology
This study adopts an ex post facto research design supported by panel data drawn from listed financial institutions in Nigeria. The ex post facto approach is appropriate because the variables under investigation are based on historical financial information and are not subject to experimental manipulation. The target population comprises all financial institutions quoted on the Nigerian Exchange Group (NGX) as of 2023. Purposive sampling was employed to select firms with complete data on market-based valuation and human capital investment across the study period. Data were extracted from audited annual reports, statutory disclosures and regulatory filings for a ten-year period from 2014 to 2023, a period characterised by heightened financial reporting compliance and increased recognition of intangible resource indicators in Nigerian financial institutions.
Value relevance is measured using Tobin’s Q, computed as market capitalisation plus total debt divided by total assets. This proxy captures investors’ expectations and market perception of firm value and is widely applied in assessing valuation effects in financial institutions (De La Vega Caceres, 2024; Dsouza et al., 2024; Nel et al., 2024). Human Capital Investment (HCI) is operationalised as training expenditure relative to total revenue, consistent with contemporary investment-based measures of workforce capability development (Duisen et al., 2025; Kwon, 2024; Yaroson et al., 2025). Firm Size (FSZ), the moderating variable, is measured as the natural logarithm of total assets to reflect scale-related valuation dynamics in the banking sector (Abdullah et al., 2025; Fiana and Endri, 2025). Growth, leverage, liquidity and profitability are included as control variables to isolate firm-specific drivers that may influence market valuation outcomes. Table 1 summarises the variable measurement framework and supporting empirical sources.
Table 1: Variables and Measurement Criteria
	Variable
	Category
	Proxy / Code
	Measurement
	Supporting Recent References

	Firm Value
	Dependent Variable
	Tobin’s Q (TQ)
	(Market Capitalisation + Total Debt) ÷ Total Assets
	De La Vega Caceres (2024); Dsouza et al. (2024); Nel et al. (2024)

	Human Capital Investment
	Independent Variable
	HCI
	Training Expense ÷ Total Revenue × 100
	Duisen et al. (2025); Kwon (2024); Yaroson et al. (2025)

	Firm Size
	Moderating Variable
	FSZ
	Natural logarithm of Total Assets
	Abdullah et al. (2025); Fiana & Endri (2025)

	Interaction Term
	Moderation Effect
	HCI × FSZ
	Product of HCI and FSZ
	Model specification

	Growth
	Control Variable
	GRT
	Annual percentage change in revenue
	Eduzor et al. (2025)

	Leverage
	Control Variable
	LEV
	Total Debt ÷ Total Assets
	Edeh et al. (2025); Onoja et al. (2025)

	Liquidity
	Control Variable
	LQD
	Current Assets ÷ Current Liabilities
	Khoza (2025)

	Profitability
	Control Variable
	ROA
	Profit After Tax ÷ Total Assets
	Edeh et al. (2025); Eduzor et al. (2025)



Source: Authors’ compilation (2025)
Bottom of Form
Two regression specifications are estimated. The baseline model evaluates the direct effect of human capital investment on value relevance:

The moderation model introduces the interaction term to capture the contingent role of organisational scale:

Where represents firm-specific unobserved effects and is the idiosyncratic error term. Positive coefficient signs are expected for and based on Human Capital Theory and the Resource Based View, which together assert that strategically deployed workforce capabilities should enhance market valuation and that such effects may strengthen at greater firm scale.
Fixed Effects (FE) and Random Effects (RE) models were both estimated. The Hausman specification test identifies the more consistent estimator for the dataset. To enhance inference quality, heteroskedasticity-robust standard errors clustered by firm were applied to address serial correlation and heterogeneity issues typical in financial panel data. Multicollinearity was assessed using the Variance Inflation Factor (VIF), with results indicating no critical inflation concerns. Corrective procedures such as variable centering were applied in the interaction model to stabilise estimation.
Panel regression is particularly suitable for this study because it accounts for cross-sectional heterogeneity and allows for firm-specific characteristics that remain constant over time. The inclusion of a moderation structure allows the empirical evaluation not only of capability acquisition effects, but also of capability monetisation effects, thereby deepening understanding of the conditions under which human capital investment becomes value-relevant in Nigerian financial institutions.
4.0 Results and Discussion
4.1 Descriptive Statistics
Table 2 presents the descriptive statistics for all variables used in this study over 280 firm-year observations from 28 listed financial institutions in Nigeria. The mean value of Tobin’s Q is 0.872 (SD = 0.179), suggesting a valuation slightly below unity and indicating that the market capitalisation of most banks and insurance firms trades near or below their asset replacement value. Human capital investment (HCI), proxied by training expenditure relative to revenue, shows a mean of 1.168 with substantial variation (SD = 0.754), reflecting heterogeneous commitment to workforce development across the sector. Firm size (FSZ), measured as the natural logarithm of total assets, has a mean of 18.586, indicating that financial institutions in Nigeria are relatively large and highly capital-intensive.
Growth (GRT) exhibits significant variability (mean = 8.379; SD = 18.003), implying inconsistent revenue expansion, likely reflecting sector-wide shocks, including FX volatility and regulatory adjustments. Leverage (LEV) averages 64.2%, confirming the debt-dependent nature of financial intermediation. Liquidity (LQD) and profitability (ROA) also vary widely, indicating notable divergence in asset management efficiency and operational performance. Overall, the descriptive statistics suggest a competitive landscape with significant disparities in capital structure, operational capacity, and investment in human resources.
Table 2: Descriptive Statistics 
	 Variable
	 Obs
	 Mean
	 Std. Dev.
	 Min
	 Max

	 TQ
	280
	.872
	.179
	.331
	1.454

	 HCI
	280
	1.169
	.754
	.055
	5.903

	 FSZ
	280
	18.586
	2.447
	15.059
	23.186

	 GRT
	280
	8.379
	18.003
	-115.209
	74.516

	 LEV
	280
	64.189
	24.499
	11.967
	100

	 LQD
	280
	1.77
	1.101
	.834
	7.665

	 ROA
	280
	2.561
	4.341
	-23.226
	20.755


Source: Authors processed data via Stata 19.5 

4.2 Correlation Analysis
The correlation matrix in Table 3 reveals preliminary information on linear relationships among the variables. HCI shows a weak but positive correlation with firm value, suggesting that training expenditure may enhance market valuation. FSZ is positively correlated with TQ, indicating that investors tend to value larger financial institutions more favourably, consistent with economies of scale and brand capital arguments. A strong positive correlation exists between leverage (LEV) and TQ (r = 0.660), reinforcing the notion that Nigerian financial institutions actively leverage debt to amplify earnings and market expectations.
Conversely, liquidity (LQD) has a strong negative correlation with both leverage (r = −0.812) and firm value (r = −0.629), indicating that highly liquid banks may be holding idle cash at the expense of interest-earning or market-rewarded investments. Correlation coefficients remain below the critical benchmark of 0.80 for most variables, suggesting no immediate multicollinearity concerns. However, this is further assessed empirically in the diagnostics.
Table 3: Matrix of correlations 
	  Variables
	  (1)
	  (2)
	  (3)
	  (4)
	  (5)
	  (6)
	  (7)

	 (1) TQ
	1.000

	 (2) HCI
	0.007
	1.000

	 (3) FSZ
	0.490
	-0.290
	1.000

	 (4) GRT
	-0.114
	-0.078
	-0.037
	1.000

	 (5) LEV
	0.660
	-0.198
	0.822
	-0.043
	1.000

	 (6) LQD
	-0.629
	0.039
	-0.515
	0.033
	-0.812
	1.000

	 (7) ROA
	-0.047
	0.064
	-0.063
	0.178
	-0.120
	0.060
	1.000


Source: Authors’ computation using Stata 19.5
4.3 Regression Results and Discussion
The empirical results presented in Table 4 derive from the fixed-effects panel regression estimated with heteroskedasticity-robust standard errors. The model selection is validated by the Hausman specification test (χ² = 99.91, p < 0.001), confirming the superiority of the fixed-effects estimator over its random-effects counterpart due to the presence of significant unobserved firm-specific heterogeneity. The model explains approximately 19.7 per cent of the within-firm variation in market value (within R² = 0.197), which is consistent with the theoretical expectation that firm value is determined by both observed and latent organisational attributes.
Table 4. Fixed Effects Panel Regression (Robust)

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

	HCI
	.181
	.076
	2.39
	.024
	.025
	.336
	**

	FSZ
	-.07
	.025
	-2.81
	.009
	-.12
	-.019
	***

	HCI_FSZ
	-.009
	.004
	-1.99
	.057
	-.018
	0
	*

	GRT
	-.001
	0
	-1.80
	.084
	-.001
	0
	*

	LEV
	.007
	.002
	3.26
	.003
	.002
	.011
	***

	LQD
	.036
	.041
	0.88
	.389
	-.048
	.12
	

	ROA
	-.001
	.003
	-0.20
	.844
	-.007
	.006
	

	Constant
	1.662
	.447
	3.72
	.001
	.744
	2.58
	***

	

	Mean dependent var
	0.872
	SD dependent var 
	0.179

	R-squared 
	0.197
	Number of obs  
	280

	F-test  
	4.187
	Prob > F 
	0.004

	Akaike crit. (AIC)
	-540.843
	Bayesian crit. (BIC)
	-515.399

	*** p<.01, ** p<.05, * p<.1


Source: Authors’ computation using Stata 19.5
Human capital investment (HCI) exerts a positive and statistically significant impact on firm value (β = 0.181, p < 0.05), thereby supporting H1. This finding reinforces the central tenets of Human Capital Theory (Becker, 1964) and the Resource-Based View (RBV) (Barney, 1991), which attribute superior market valuation to firm-specific competencies embedded within the workforce. It is also empirically consistent with prior studies showing that training investments enhance operational efficiency, service quality and investor confidence (Huselid, 1995). In the Nigerian context, this evidence suggests that capital markets recognise human capital as a strategic, value-enhancing asset, particularly as the financial sector becomes more knowledge-driven through digital transformation and compliance sophistication.
Contrary to theoretical expectations of economies of scale, firm size (FSZ) demonstrates a negative and statistically significant relationship with firm value (β = −0.070, p < 0.01), leading to the rejection of H2. Although larger institutions typically benefit from brand influence, risk diversification and market dominance, the observed effect implies the existence of diseconomies of scale within Nigerian financial institutions. The negative valuation response may reflect structural inefficiencies, managerial inertia, higher regulatory costs and organisational complexity that limit agility and innovation, thereby reducing the capacity of large firms to convert size advantages into economic value.
The interaction between HCI and FSZ is negative and marginally significant (β = −0.009, p ≈ 0.057), offering partial support for H3. This indicates that the positive valuation effect of human capital investment diminishes as firm size increases. A plausible explanation is that the diffusion of training benefits is slower in larger institutions, where hierarchical structures and rigid processes dilute the impact of individual employee productivity improvements. By contrast, smaller and mid-sized institutions tend to operate more flexible organisational systems that can rapidly translate enhanced employee capability into superior performance outcomes recognised by the capital market. This finding extends RBV literature by illustrating how structural context conditions the effectiveness of intangible resource deployment.
Among the control variables, leverage (LEV) is positively linked to firm value (p < 0.01), in line with the financial intermediation role of the sector, where debt serves as a revenue-generating tool through credit expansion. Liquidity (LQD) is positive but insignificant in the robust estimation versions, suggesting that excess liquid holdings are not rewarded by investors who prioritise more productive utilisation of assets. Profitability (ROA) also remains statistically insignificant, highlighting the market’s greater emphasis on strategic resource configuration rather than short-term accounting performance.
Overall, the results corroborate the strategic importance of human capital in driving value relevance, but caution that scaling operations must be complemented by governance and structural reforms to preserve the benefits of workforce investments. Failure to do so may lead investors to interpret size as a signal of inefficiency rather than strength.
4.4 Robustness Checks
To ensure that the baseline findings were not driven by model-specific assumptions or distributional sensitivities, additional robustness tests were conducted using (i) a Fixed-Effects estimator with Driscoll–Kraay standard errors, and (ii) quantile regression models at the 0.25, 0.50, and 0.75 quantiles of Tobin’s Q. The results are presented in Table 5.
Table 5. Robustness Estimates: Driscoll–Kraay and Quantile Regression Models
	Variables
	Driscoll–Kraay FE (TQ)
	Q25 Quantile (TQ)
	Q50 Quantile (TQ)
	Q75 Quantile (TQ)

	HCI
	0.181* (0.084)
	0.216*** (0.080)
	0.079 (0.115)
	0.041 (0.150)

	FSZ
	−0.070** (0.023)
	0.010 (0.006)
	0.006 (0.009)
	−0.002 (0.012)

	HCI × FSZ
	−0.009* (0.004)
	−0.009** (0.005)
	−0.003 (0.007)
	−0.002 (0.009)

	GRT
	−0.001* (0.000)
	−0.000 (0.000)
	−0.001 (0.000)
	−0.001 (0.001)

	LEV
	0.007*** (0.001)
	0.006*** (0.001)
	0.002* (0.001)
	0.002* (0.001)

	LQD
	0.036*** (0.010)
	−0.015 (0.011)
	−0.053*** (0.016)
	−0.020 (0.020)

	ROA
	−0.001 (0.003)
	0.001 (0.001)
	0.003 (0.002)
	0.003 (0.003)

	Constant
	1.662*** (0.391)
	0.190* (0.103)
	0.682*** (0.148)
	0.844*** (0.192)

	Observations
	280
	280
	280
	280


Source: Authors’ computation using Stata 19.5. Notes. Standard errors in parentheses. *** p < 0.01, ** p < 0.05, * p < 0.10.
Across all robustness estimations, human capital investment (HCI) maintains a positive and statistically significant effect on firm value at the lower quantile (β = 0.216, p < 0.01) and in the Driscoll–Kraay model (β = 0.181, p < 0.10). This provides stronger confidence in the conclusion that investments in human capital yield superior valuation outcomes especially among lower-valued firms that are more reliant on workforce-driven competitiveness. The attenuation of significance at higher quantiles suggests that high-performing institutions may draw proportionately more market value from non-human-capital drivers such as technology adoption, brand strength, and customer scale.
The moderating variable (HCI_FSZ) remains negative and significant in both the Driscoll–Kraay model (β = −0.009, p < 0.10) and the lower quantile regression (β = −0.009, p < 0.05), reinforcing the inference that firm size weakens the value relevance of human capital investment. This persistence across estimators indicates that the dilution effect is a systematic structural constraint, rather than a model artefact. At higher quantiles, the moderating effect becomes statistically indistinguishable from zero, implying that large institutions already valued highly by the market may possess established systems that compensate for weaker employee-level productivity effects.
Leverage (LEV) demonstrates consistent positive significance in all quantile regressions and Driscoll–Kraay results, confirming that the capital market continues to reward Nigerian financial institutions for effective utilisation of debt financing. Conversely, liquidity (LQD) displays a sign reversal, being positively significant under Driscoll–Kraay but increasingly negative at the 0.50 and 0.75 quantiles (p < 0.01), suggesting that excessive idle liquidity is discounted in valuation, especially for firms expected to deploy assets aggressively into interest-earning activities. Profitability (ROA) remains insignificant throughout, reiterating that capital market pricing is more sensitive to structural and strategic indicators than short-term accounting earnings.
Together, these robustness results substantiate the core claims of the study:
(i) the value relevance of human capital investment is enduring across different model specifications and valuation distributions;
(ii) firm size systematically weakens the conversion of human capital into market performance; and
(iii) structural efficiency-oriented financial policies yield more valuation benefits than traditional profitability metrics.
4.5 Theoretical and Practical Implications
These findings provide notable extensions to existing theory on value relevance and human capital optimisation. First, consistent with Human Capital Theory (Becker, 1964) and the Resource-Based View (Barney, 1991), the study demonstrates that investments in employee capability remain a core driver of sustainable competitive advantage in the financial services sector. The capital market recognises these investments as strategic commitments that enhance service quality, innovation potential, and compliance efficiency — especially relevant for Nigerian financial institutions navigating digital transformation and heightened regulatory expectations.
Second, the negative valuation effect of firm size challenges the classical economic assumption of scale-driven efficiency gains. Instead, it suggests that the deployment of intangible assets such as human capital may be constrained by governance rigidity, bureaucratic coordination challenges, and diminished strategic responsiveness in larger institutions. Theoretically, this nuance provides an important contingency perspective to RBV by emphasising that the effectiveness of intangible resource deployment depends on the organisational context and operational flexibility.
Third, the weakening interaction between human capital investment and firm size extends emerging scholarship on resource complementarities by revealing that scaling without structural reform can inadvertently erode the strategic value of knowledge assets. This underscores the importance of aligning organisational architecture, leadership capability, and digital systems to ensure that human capital development yields measurable value outcomes.
Collectively, these implications highlight that while human capital remains a critical intangible asset, its value relevance is contingent upon efficient internal governance, innovation-oriented investment philosophy, and adaptive capacity. These insights have important consequences for capital market evaluators, regulators, and managers responsible for sustaining competitiveness in the Nigerian financial system.
Building on the empirical findings and theoretical interpretations presented in this section, the next part of the paper draws key conclusions and formulates policy and managerial recommendations. 
5.0 Conclusion and Policy Recommendations
This study examined the effect of human capital investment on value relevance in listed financial institutions in Nigeria and investigated whether firm size conditions this relationship. Based on panel data from 28 firms over the period 2014 to 2023 and a fixed-effects estimator validated through robust post-estimation diagnostics, the findings confirm the first hypothesis that human capital investment exerts a significant positive effect on market valuation. The results also provide partial support for the second and third hypotheses. Firm size is negatively associated with value relevance and weakens the positive influence of human capital investment. These outcomes contribute to clarifying inconsistencies in prior Nigerian evidence by demonstrating that the value of workforce development is context-dependent and not automatically scalable.
From a strategic standpoint, the implication is that human capital remains a critical intangible resource capable of generating recognisable economic benefits where organisational structures allow for efficient deployment of acquired skills. For many moderately sized institutions, agility and decision responsiveness may enable faster translation of training outcomes into market-recognised performance improvements. Conversely, if operational expansion in larger institutions is not accompanied by process digitalisation and governance upgrading, the payoff from human capital investment is likely to be diluted.
Three policy directions emerge. First, boards and executive management should integrate human capital development into strategic investment portfolios, linking training expenditure to measurable performance targets, risk governance quality, and technological adoption. Second, regulatory bodies such as the Central Bank of Nigeria may design incentive schemes that encourage workforce upskilling in areas aligned with the financial system’s stability priorities. Third, investors and analysts are encouraged to incorporate human capital metrics into valuation and risk-modelling frameworks to improve the forward-looking assessment of competitiveness. These combined efforts will ensure that workforce capability enhancement contributes directly to improved financial resilience and long-term market trust.
The study concludes that human capital investment is value-relevant in Nigerian financial institutions, though its influence depends on internal structural conditions and the organisation’s ability to convert learning into competitive outcomes.
6.0 Limitations and Future Research Directions
Although the study provides strong empirical support for the value relevance of human capital, training expenditure represents only one dimension of workforce capability and does not fully capture knowledge retention, employee engagement, or adoption of digital competencies. The study is also limited to financial institutions, which typically operate under risk-conservative human resource models that differ from technology-intensive sectors. Future studies may extend the model by adopting broader human capital efficiency indexes, expanding longitudinal datasets, and including comparative Sub-Saharan African evidence to assess regulatory influence and institutional diversity. Incorporating corporate governance interactions and measures of digital human capital would further strengthen explanatory power and deepen insight into how skills development contributes to sustainable financial market performance.
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