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Abstract

Human resource accounting evaluates the worth of human resources of an organization in a systematic manner and records them in the financial statements to communicate their worth with changes in time and result obtained from their utilization to the users of the financial statements. Creative organizations are modern culture enterprises that seek economic benefits employing its workers’ creativity, knowledge, and implementing innovations but method of accounting for their human resources to measure their overall value is yet to be known. This study focused on assessing the extent to which cost based method of accounting for human resources is adopted. Descriptive survey research designed was adopted. Stratified random sampling technique was used in the administration of the 500 questionnaires distributed. 20 creative industries were selected in Nigeria, with their employees acting as respondents to the survey. 25 questionnaires were distributed to managers and employees of each creative industry. 431 questionnaires were returned making 86.2% response rate. 418 were found usable for the study. Three hypotheses were formulated and tested using chi-square statistical tool. The findings revealed that creative industries measure human resources using cost method (X2 =64.984; N = 418, DF = 4, and Asymp. Sig. = 0.000) but do not adopt the practices of measuring human resources using replacement cost (X2 = 3.049, N = 418, DF = 4, Asymp. Sig = 0.550) and Opportunity Cost (X2 = 1.722, N = 418, DF = 4, Asymp. Sig = 0.787) were greater than the decision p-value of 0.05. The study recommends that historical cost method approach should be improved and that limitations to the use of replacement and opportunity costs should be taken into consideration based on the values of human resources in creative industry, as appropriate method should be used in measuring an employee current employment status. The application of this method will lead to increased collaboration between Human Resource managers and Finance and Accounts managers thus resulting in improved productivity and performance of the organization.
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Introduction

Human resource as a major sector in generating funds in any organization has been affected in the light of the global downturn and economic slowdown. Suddenly, these organizations throughout the world started looking at their employees as liabilities and not as assets. But, with this perception, downsizing practices has been the order of the day and in the long run affecting the profitability of the organization which is needed for its growth, expansion and competitive strength. Hence, the time has come for the organizations to realize that the value of knowledge of the workforce/human capital is their prime assets and not liabilities.

Human resource is the most vital part of any organization, as it makes sure that there exists a symbiosis between financial and all other physical resources towards the achievement of organizational objectives and goals. Conventionally, financial assets are accounted in the books of accounts as per the general principles of accounting, but do not count the human asset. The need for its accountability is therefore imperative.

Physical resources have recorded value of assets but there is no record of human assets which with respect to accounting practice, assessment of the total value of the firm is not possible. The approaches developed have failed to prepare balance sheets showing the value of human assets with capital assets so that the real worth of the firm can be reflected in the balance sheet and valid comparison between two firms can be easily made. In addition, today’s requires that the value of human resources should be reported in the financial statements, that is, the balance sheet and the profit and loss account of the organization. It is essential to understand the management decision on human capital which is possible by reflecting them in the financial statement of the organization. Expenses incurred on human resources are charged against revenue of the accounting period in which they are incurred. But the fact is that the benefits of human resources can be extended to several accounting periods, and not just one. Accountancy cannot justify this because of uncertainty of tenure of employees. 

Creative activities of any organization are based on creativity and the integration of a broad approach. So, to create high-quality and creative products, organizations are forced to search and to hire more new employees with various levels of experiences, attitudes and degrees of creativity, and temporarily use their expertise and knowledge to reach organizational goals (Andersen and Miles, 1999). On strategic level, Human resources Accounting focuses on accounting for activities of organization’s strategy; activities involved in sustaining an individual and organizational creativity. On an operational level, the goals of Human Resources Accounting are to identify measure and communicate information about human resources in order to facilitate effective management within an organization. The objective of this study is to assess the extent to which the cost based method of accounting for human resources is adopted in creative industry in Nigeria.
Literature Review
Human Resource Accounting

Idrus (1992) noted that human resource accounting is the current status of human resources valuation concept; which helps management identify and evaluate the human resources attributes that can make firm more profitable, thereby, making a significant contribution to a business.
Nicholls (1976) suggested that HRA advocates were concerned that the missing of the value of human resources in the balance sheet would be a serious handicap to management and investors in decision making process. As a matter fact, they appeared as a cost in the profit and loss statement and some residue may be found in finished stock or work-in-progress The anxiety to get into the balance; sheet would make that statement of resources more -of "mishmash" than it is at present.
During the last decade, several advocates of human resource accounting, including Hermanson, Likert, Likert and Pyle; and Lev and Schwartz, have suggested that HRA could benefit external users of financial statements. External decision makers must know the changes in human assets in order to evaluate properly assets and income. If the condition of human assets changes during the period, conventional accounting income may be misstated and the asset base distorted.

The committee on Human Resource Accounting, summarized the above position : External users, particularly investors, could benefit from HRA through the provision of information on the extent to which the human assets of the organization have been increased or have diminished during the period (Hendrikcs, 1976)
Methods of Valuation of Human Assets:

There are a number of methods suggested for the valuation of human assets. Many of these methods are based on the valuation of physical and financial assets while others take into account human consideration. Major methods of valuation of human asserts are historical cost, replacement cost, standard cost present value of future earnings and expected realizable value. On scanning through literature, the approaches to HRA can be broadly classified as follows:

a) Cost based approaches:

i) Historical Cost
ii) Replacement Cost
iii) Opportunity Cost
iv) Standard Cost

b) Monetary value based approaches:

i) The Lev and Schwartz Model
ii) The Eric Flamholtz Model
iii) Morse Model

c) Non- monetary value -based approaches:

i) Likert Model
ii) The Flamholtz Model
iii) Ogan Model

A. Cost Based Approaches:

i) Historical cost approach: Brumnet, Flamholtz and Pyle have developed this method. It is on the basis of actual cost incurred on human resources. Such a cost may be of two types- acquisition cost and learning cost.

Acquisition cost is the expense incurred on recruitment, selection; entire cost is taken into consideration including those who are not selected.

Learning cost involves expenses incurred on training and development. This method is very simple in its application but it does not reflect the true value of human assets. For example, an experienced employee may not require much training and therefore, his value may appear to be low though his real value is much more than what is suggested by historical cost method. Under this approach actual cost incurred towards recruitment, hiring, training and developing human resources of the organization are capitalized and amortized over the future expected useful life of the human resources. Certain part of costs will be written off in proportion to the income of the future years which those human resources will provide service. When these human assets are prematurely liquidated, the amount not written off is charged to income of the year in which such liquidation takes place. When the useful life of the human resource is considered to be longer than originally expected, revisions are to be effected in the amortization schedule. The historical cost of human resource is almost similar to the book value of the other physical assets. The additional costs incurred in training and developing are capitalized and is amortized over the remaining working life of the employee. The unexpired value is investment in human assets.

ii) Replacement cost

Rensis Likert & Eric G.Flamholtz propounded it. This is a measure of cost to replace a firm’s existing human resources. Human Resources are to be valued on the assumption that a new similar organization has to be created from scratch and the cost to the firm is calculated if the existing resources were required to be replaced with other persons of equivalent talents and experience. It takes into account all costs involved in recruiting, hiring, training and developing the replacement to the present level of efficiency. As against historical cost methods which take into account the actual cost incurred on employees, replacement cost takes into account the notional cost that may be required to acquire a new employee to replace the present one. Replacement cost is generally much higher than the historical cost. For example, Friedman has estimated that the replacement cost of an executive in middle management level is about 1.5 to 2 times the current salary paid in that position. Replacement cost is much better indicator of value of human assets though it may present certain operational problems. For example, true replacement of a person may not be found easily. This approach is more realistic as it incorporates the current value of the organization’s human assets in its financial statements prepared at the end of the year. Costs incurred by an organization in replacing a terminated employee are defined as replacement cost like the following 

a) Communication of job ability
b) Pre-employment administrative functions
c) Interviews
d) Testing
e) Staff Meetings
f) Travel Cost
g) Employment Medical Examination

iii) Opportunity cost method:

Heckiman and Jones first advocated this approach. 

This is also known as “Market Value Method”. This method of measuring the value of human resources is based on the economist’s concept of ‘opportunity cost’. Opportunity cost is the value of an asset when there is an alternative opportunity of using it. In this method there is no opportunity cost for those employees who are not scarce. As such only scarce people should form part of the value of human resources. The employee is considered as scarce only when the employment in one division of an individual or group denies this kind of talent to another division. Thus the opportunity cost of an employee in one department is calculated on the basis of offer made by another department for the employees working in this department in the same organization.

iv) Standard cost Method.

David Watson has suggested this approach.

Instead of using historical or replacement cost, many companies use standard cost for the valuation of human assets just as it is used for physical and financial assets. For using standard cost, employees of an organization are categorized into different groups based on their hierarchical positions. Standard cost is fixed for each category of employees and their value is calculated. This method is simple but does not take into account differences in employees put in the same group. In many cases, these differences may be quite vital. According to this approach, standard costs of recruiting, hiring, training and developing per grade of employees are determined year after year. The standard cost so arrived at for all human beings employed in the organization are the value of human resources for accounting purposes. The approach is easy to explain and can work as a suitable basis for control purposes through the technique of variance analysis. However, determination of the standard cost for each grade of employee is a difficult issue.

B. Monetary Value Based Approaches:

According to this approach, the value of human resources of an organization is determined according to their present value to the organization. For determination of the present value, a number of valuation models have been developed. Some of the important models are the Lev and Schwartz model, Flamholtz model and Morse model. In this method the future earnings of various groups of employees are estimated up to the age of their retirement and are discounted at a predetermined rate to obtain the present value of future earnings used in the case of financial assets. It is the present value of future earnings. To determine this value, the organization establishes what an employees’ future contribution is worth to it today. That contribution can be measured by its cost or by the wages the organization will pay the employee. The organization does not benefit by monitoring the efficiency of its investment in employee development because the investment has little or no impact on the present valuation of future earnings.
(i) The Lev and Schwartz Model (Present Value of Future Earnings method)
This model has been developed by Lev and Schwartz (1971). According to this model, the value of human resources is ascertained as follows –
1. All employees are classified in specific groups according to their age and skill.
2. Average annual earnings are determined for various ranges of age.
3. The total earnings which each group will get up to retirement age are calculated.
4. The total earnings calculated as above are discounted at the rate of cost of capital. The value thus arrived at will be the value of human resources/assets.
(ii) Flamholtz Model (Reward Valuation method)

This model has been suggested by Flamholtz (1971). This is an improvement on ‘present value of future earnings model’ since it takes into consideration the possibility or probability or an employee’s movement from one role to another in his career and also of his leaving the firm earlier, that his death or retirement. According to this model, the ultimate measure of an individual’s value to an organization is his expected realizable value. Expected realizable value is based on the assumption that there is no direct relationship between cost incurred on an individual and his value to the organization at a particular point in time. An individual’s value to the organization can be defined as the present worth of set of future services that he is expected to provide during the period he remains in the organization. Flamholtz has given the variables affecting an individual’s expected value {IERV}: individual conditional values and his likelihood of remaining in the organization. The former is a function of the individual’s abilities and activation level, while the later is a function of such variables as job satisfaction, commitment, motivation and other factors. The model suggests a five-step approach for this purpose –
1.
Determination of the period for which a person is expected to serve the organization.
2.
Identification of ‘service states’ (i.e. roles or posts) that the employee might occupy during his service career including the possibility of his quitting the organization.
3.
Estimation of the value derived by the organization when a person occupies a particular position. Such value can be determined either by multiplying the price of the services with the quantity of the services to be rendered or the income expected to be derived from the services to be rendered.
4.
The total value of the services derived by the organization by different employees or group of employees is determined. The value thus arrived is discounted at a predetermined rate to get the present value of human resources.

(iii) Morse Model (Net Benefit Model)

This approach has been suggested by Morse (1973). According to this approach, the value of human resources is equivalent to the present value of net benefits derived by the organization from the service of its employees. The method involves the following steps –
1. The gross value of services to be rendered in future by the employees in their individual as well as their collective capacity is determined.
2. The value of future payments (both direct and indirect) to the employees is determined.
3. The excess of the value of future human resources (as per 1 above) over the value of future payments (as per 2 above) is ascertained. This, as a matter of fact, represents the net benefit to the organization on account of human resources.
4. The present value of the net benefit is determined by applying a predetermined discount rate (generally the cost of capital). This amount represents the value of human resources to the organization.
C. Non- Monetary Value -Based Approaches: 

(i)
Pekin Ogan (Certainty Equivalent Net Benefit Model)

This approach has been suggested by Pekin Ogan (1976). This, as a matter of fact, is an extension of “net benefit approach” as suggested by Morse. According to this approach, the certainty with which the net benefits in future will accrue should also be taken into account, while determining the value of human resources. The approach requires determination of the following –
1. Net benefit from each employee as explained under ‘net benefit approach’.
2. Certainty factor at which the benefits will be available
3.
The net benefits from all employees multiplied by their certainty factor will give certainty equivalent net benefits. This will be the value of human resources of the organization.

(ii)
Chakraborthy Model (Aggregate payment approach)

Indian author Prof. S.K. Chakraborty in 1976 advocated this model. He has valued the human resources in aggregate and not on an individual basis. He suggested that managerial and non managerial man power can be evaluated separately. The value of human resource on a collective or group basis can be is multiplied by the average tenure of employment of the employees in that group and is the investment in human resource. The average annual salary payments for the next few years could be found out from the salary grade structure and promotion schemes of the enterprise. The recruitment, including selection, development and training costs of each employee could be recorded separately and considered as deferred revenue expenditure to be written off over the expected average tenure of the employee in the organisation. The deferred portion should be shown in the financial statement of the organisation. In case of permanent exit on account of death, retrenchment etc. then the balance on the deferred revenue account of that year of that person should be written off against the income in the year of exit itself. For the purpose of finding the present value of estimated payments the expected average after tax return on capital employed over the average tenure period should be taken as the discount rate. 

As for disclosure of accounting information on human resources as an asset, he has suggested to include human assets under investments in the 'financial statement' of the organisation. He is not for taking it as 'fixed assets' as it will cause problems of depreciation, capital gains or losses upon exit etc.; neither it could be taken as 'current asset' as it will not be in conformity with the general meaning of the term.

Concept of Creative Organizations
Creative organizations - is a modern culture enterprise, that seeks economic benefits employing its workers’ creativity, knowledge, and implementing innovations (Ensor, Pirro, Band, 2006). The essential features of a creative organization may be distinguished (Florida, 2002, WAW DMCS 1998):

• The organizational intangible resources - individual artistic creativity; manufactured product - creative, artistic, not only beautiful but also useful;

• Arts and Business symbiosis: the idea of artists and technologists are implemented by sales managers;

• The resulting economic benefits through creative activities, implementing performance in which creative products are sold and makes money.

Human Resource Management in a Creative Organization
HRM encompasses specific human resource practices (recruitment, selection, and appraisal), formal human resource policies, that direct and partially constrain the development of specific practices, and overreaching human resource philosophies, that specify the values that inform an organization's policies and practices (Jackson, 1995). The specific context (creative industry, virtual or network organizations, project based performance (Keller, 2001; Lytras, Poloudi, 2001), contract work, creative employees) causes such a context that creative organizations form the narrower HRM portfolio including HR formation (search, selection, recruitment), HR remuneration (compensation and motivation) and HR cooperation (leadership, workers relations, communication) (Eikhof, Haunschild, 2007). Such conditions reduce the need of application of other basic HRM functions – HR planning, development and evaluation of performance.

Another complicated challenge for HRM is the search of proper employees. Talents are tacit, projects are short, all different content and form, thus, and recognition of suitable candidate turns to hard task. The smaller market of talents at macro level reduces search time limit and costs but at the same creative organizations have a lower possibility to get “fresh blood” - the most appropriate, competitive, huge talent.

Contract negotiations may turn out to be unpredictable procedure during recruitment. Creators’ wages may be premature to reach the highest possible value of numerical expression; the same salary scale is extremely broad - from the highest to the lowest.

Creators naturally gain entrepreneurial skills and become their own agents, in other words, the freelancers (Ismail, 2005, Matheson, 2006, Carey, 2006), thus, the career planning in one organization turns to be an inapporiate. The same context is identified with training and organizational learning functions. Although these workers are especially interested in their skills and capacity-building (Batt et al., 2001), it is economically useless to invest in short contract based relations for creative organizations. Edvardsson (2003) states that job itself allow to develop skills of creators. As organizations do not institutionalize organizational learning so creators learn individually or in communities of practices. The bohemian lifestyle therefore helps to maintain artistic work motivation that is the key input in a creative industry and organization (Haunschild, Eikhof, 2006). More important is internal motivation (Hislop, 2009), that involves employees in activities for fun and fulfillment of its potential, rather than to get some kind of a reward. 
Search and attraction, communication, motivation and employees relations are the most important processes for a creative organization to keep competitive advantage. Key talents attraction allows staffing appropriate work teams and achieving organizational goals. Favorable culture – respect, trust, openness, induce collaboration and improve relations. 
Research Methods
The descriptive survey method was adopted. This helped the researchers in measuring the past and current practices of human resources accounting in creative industry in Nigeria. Questions were asked on the position and level of practices of human resource accounting and also to find out their familiarity with Cost-based method of accounting for human resources. Questionnaires were used to gather data relating to the practices of HRA. The questionnaire was divided into four sections. Section A: sampled creative industries bio-data. Section B: questions on historical cost. Section C: questions on replacement cost while Section D: questions on the opportunity cost.
To collect enough data to test our hypotheses, multi-item scales were adopted from previous studies for the measurement of the constructs. All constructs were measured using 5-point Likert scales ranging from “strongly disagree” (1) to “strongly agree” (5). A face–to-face method was conducted after a pilot study had identified and refined measurement items used in this study. 
A pilot study on the scale of cost method of accounting for human resources was carried out.
	Fig. 1.0                                                OPERATIONAL VARIABLES

	Historical Cost (HC)
	HC1
	Actual cost incurred on recruiting human resources are capitalized

	
	HC2
	Historical cost are amortized over the future expected useful life of the human resources

	
	HC3
	Certain part of costs is written off in proportion to the income of human resources future years.

	
	HC4
	Revisions are effected in amortization schedule when HR useful life is lesser than the expected life

	
	HC5
	Additional costs on training are capitalized and amortized over the remaining working life of HR.

	Replacement Cost (RC)
	RC1
	Additional costs on training are capitalized and amortized over the remaining working life of HR

	
	RC2
	Costs of recruiting HR are replaced to the present level of efficiency

	
	RC3
	Notional costs are incurred to acquire a new employee to replace the present one

	
	RC4
	Replacement cost are incurred only when existing HR are to be replaced

	
	RC5
	Replacement cost incorporates the current value of a firm’s human assets in its financial statements prepared at the year end

	Opportunity Cost (OC)
	OC1
	Only scare HR  form part of the value of human resources

	
	OC2
	There is no opportunity cost for employees who are not scare

	
	OC3
	Opportunity cost of HR in one department is calculated on the basis of offer made by another department

	
	OC4
	It is easy to identify the alternative use of an employee in an organization

	
	OC5
	Unscarred HR loss their morale as they are not counted 

	Cronbach’s Reliability Value     =                                      0.822


A total of 500 well structured questionnaires were sent to 20 creative industries in Nigeria, with their employees acting as respondents to the survey. Stratified sampling was then adopted. 25 questionnaires were distributed to managers and employees of each creative industry. 431 questionnaires were returned making 86.2% response rate. 418 were found usable for the study.
Testing of hypotheses
H1: Creative Industries do not use historical cost method for human resources accounting

H2: Creative Industries do not measure cost of replacing their existing human resources
H3:
 Creative Industries do not measure opportunity cost of human resources in their    organizations.
Data Analysis
Table 1: Kaiser-Meyer-Olkin and the Bartlett’s Test of Sphericity
	Variables
	Bartlett’s Test of Sphericity

	
	Kaiser-Meyer-OlkinValues
	Approx. Chi- Square
	Df
	Sig.

	Historical Cost Method of Accounting for Human Resources
	0.545
	600.366
	10
	0.000

	Replacement Cost Method of Accounting for Human Resources
	0.535
	1786.435
	10
	0.000

	Opportunity Cost Method of Accounting for Human Resources
	0.612
	3907.899
	10
	0.000


Source: Field Survey, 2012.

Kaiser-Meyer-Olkin and Bartlett’s Test of Sphericity has been used as Pre-analysis testing for the suitability of the entire sample for factor analysis as recommended by Comrey (1978) , the value of The Kaiser-Meyer-Olkin measure was used to assess the suitability of the sample for each unifactorial determination. The value of each unifactorial determination in the table met the condition for using the factor analysis because KMO reaveals respective values to be 0.545(Historical Cost Method), 0.535 (Replacement Cost Method) and 0.621 (Opportunity Cost Method). These values fall within the variable value of 0.5 and 0.9 (Osuagwu, 2006). The Bartlet tests of sphericity was significant at p <0.01, thus, indicating that the sample was suitable for factor analytic procedures.

Table 2:
Factor Analysis and Reliability Test
	Construct and Item
	Factor Loading
	Eigenvalue
	% of Variance
	Reliability

	Historical Cost Method of Accounting for Human Resources

Actual cost incurred on recruiting human resources are capitalized

Certain part of costs is written off in proportion to the income of human resources future years

Additional costs on training are capitalized and amortized over the remaining working life of HR
	0.691

0.891

0.892
	2.001


	40.027


	0.913

	Replacement Cost Method of Accounting for Human Resources

Additional costs on training are capitalized and amortized over the remaining working life of HR

Notional costs are incurred to acquire a new employee to replace the present one

Replacement cost are incurred only when existing HR are to be replaced

Replacement cost incorporates the current value of a firm’s human assets in its financial statements prepared at the year end
	0.816

0.877

0.968

0.808
	2.689


	53.775


	0.767

	Opportunity Cost Method of Accounting for Human Resources

Only scare HR  form part of the value of human resources

Opportunity cost of HR in one department is calculated on the basis of offer made by another department

It is easy to identify the alternative use of an employee in an organization

Unscarred HR loss their morale as they are not counted
	0.978
0.971

0.996

0.954
	2.900

	58.010


	0.785


Source: Field Survey, 2012.

Table 2 presents the factor analysis and reliability test of cost method of accounting for human resources. Factor analysis and reliability analysis were used in order to determine the data reliability for the practices of accounting for human resources in creative industries. On the basis of Hair et al. (1998) criterion, factors with eigenvalues greater than 1.0 and factor loadings that are equal to or greater than 0.50 were retained. 11 items, loading under three types of cost approach method of accounting for human resources were extracted from the analysis and these items explained respectively of the overall variance.. The reliability values were all above 0.767. Thus it can be concluded that the measures used in this study are valid and reliable.

Table 3:
Descriptive Statistics of Creative Industries and Cost Method Approach of Accounting for Human Resources
	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	HC1
	418
	1
	5
	3.31
	1.545

	HC2
	418
	1
	5
	3.79
	1.009

	HC3
	418
	1
	5
	3.62
	1.291

	HC4
	418
	1
	5
	3.92
	1.026

	HC5
	418
	1
	5
	3.70
	1.295

	RC1
	418
	1
	5
	3.91
	1.002

	RC2
	418
	1
	5
	3.72
	1.257

	RC3
	418
	1
	5
	3.97
	1.020

	RC4
	418
	1
	5
	3.74
	1.296

	RC5
	418
	1
	5
	3.98
	1.055

	OC1
	418
	1
	5
	3.85
	1.260

	OC2
	418
	1
	5
	4.12
	.850

	OC3
	418
	1
	5
	3.83
	1.315

	OC4
	418
	1
	5
	4.11
	.885

	OC5
	418
	1
	5
	3.90
	1.237

	Valid N (listwise)
	418
	
	
	
	


Source: Field Survey, 2012.

Table 3 shows the descriptive statistics of the degree of adoption of historical, replacement and opportunity costs in creative industries by the surveyed 418 respondents.  From the mean values in the table, it can be seen that all the variables (HC1-OC5) witnessed encouraging degrees of practice, with HC4: “Revisions are effected in amortization schedule when HR useful life is lesser than the expected life” (Mean = 3.92, SD =1.026) having the highest mean value in the historical cost descriptive statistics, RC5: “Replacement cost incorporates the current value of a firm’s human assets in its financial statements prepared at the yearend” (Mean = 3.98, SD = 1.055) having the highest mean value in the replacement cost descriptive statistics and OC2: “There is no opportunity cost for employees who are not scare” (Mean = 4.12, SD = 0.850) having the highest mean value in the opportunity cost descriptive statistics. The standard deviations were not high, indicating the dispersion is a narrowly-spread distribution. So all hypotheses are supported.

Table 4:
Chi-Square Test of Adoption of Cost Method of Accounting for Human Resources
	Test Statistics
	Historical Cost Method
	Replacement Cost Method
	Opportunity Cost Method

	N
	418
	418
	418

	Chi-Square
	64.984
	3.049
	1.722

	Df
	4
	4
	4

	Asymp. Sig.
	.000
	.550
	.787

	a. Friedman Test
	
	


Source: Field Survey, 2012.
Table 4 presents the chi-square test of goodness of fit of creative industry and the adoption of three kinds of cost based method of accounting for human resources. From the test statistic table above, the chi-square of historical cost method gave a value of 64.984 (N = 418, DF = 4, and Asymp. Sig. = 0.000). The acceptance of this value is based on the value of the asymptotic significance given in the above SPSS output table. The asymptotic significance gave a value of 0.000 which is less than the decision criterion value of 0.05. This means all the variables related to this hypothesis are well correlated. Therefore, this means that Creative Industries use historical method for human resources accounting. The acceptance of hypotheses two and three cannot be achieved because their respective asymptotic significances [Replacement Cost; N = 418, DF = 4, Asymp. Sig = 0.550 and Opportunity Cost; N = 418, DF = 4, Asymp. Sig = 0.787] were greater than the decision p-value of 0.05. Hence, the null hypotheses are accepted that creative industries do not measure using both replacement and opportunity costs of accounting for human resources.
Conclusions and Recommendations
It can be concluded that creative industries measure human resources using cost method but do not adopt the practices of measuring human resources using replacement and opportunity costs. This would have been as a result of no similar replacement for certain existing human assets, replacement value might be affected by subjective considerations and therefore the value differs from one another. On the opportunity cost level, it might have been due to difficulty in identifying the alternative use of human resources in the organization and that competitive bid price of human resources maybe misleading and inaccurate. A person may be a valuable person in a department in which he is working but may have a lower price in other departments. The study recommends that historical cost method approach should be improved and that limitations to the use of replacement and opportunity costs should be taken into consideration based on the values of human resources in creative industry, as appropriate method should be used for an employee current employment status. The application of this method will lead to increased collaboration between Human Resource managers and Finance and Accounts managers thus resulting in improved productivity and performance of the organization. 
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