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ABSTRACT 
This study examines human capital flight — popularly termed the “japa 
syndrome” — and its implications for talent retention within Nigeria's 
privatised electricity distribution companies (DisCos) between 2013 and 2025. 
Since the 2013 handover of distribution assets to private investors, anecdotal 
and institutional evidence has pointed to an accelerating exodus of experienced 
engineers, technicians, and power-sector economists toward private 
engineering firms, multinational utilities, development finance institutions, and 
overseas labour markets, with attendant erosion of technical capacity and 
institutional memory. Adopting a mixed-methods design that triangulates 
archival workforce statistics from eleven DisCos, regulatory filings of the 
Nigerian Electricity Regulatory Commission (NERC), and semi-structured 
interviews with human resource and technical managers, the study models 
attrition as a function of four independent constructs: compensation and 
benefits competitiveness, training and professional development investment, 
organisational climate and career progression, and macroeconomic conditions 
(exchange rate depreciation and cost-of-living pressure). Outcomes are 
measured through voluntary attrition rate, forced disengagement rate, time-to-
fill for critical technical vacancies, a constructed Workforce Competency 
Index, and operational efficiency ratios (faults attended per technical staff and 
metering installations per crew). Findings indicate that voluntary attrition 
among technical and managerial staff rose from approximately 4.1 percent in 
2013 to over 14 percent by 2024, with naira depreciation and below-benchmark 
compensation jointly explaining the largest share of variance in exit intention. 
Operational efficiency ratios deteriorated in DisCos with the steepest attrition, 
while those investing proportionally more in training and structured 
progression retained staff longer and recorded materially better fault-resolution 
metrics. The paper proposes a Differentiated Compensation and Talent 
Pathway (DCTP) framework and recommends regulatory, organisational, and 
policy interventions to stem further capacity loss. 
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Sector: An Empirical Assessment of Selected Distribution Companies (2013–2025). Global Journal of Economic and Finance Research, 3(7), 469-
476. https://doi.org/10.55677/GJEFR/01-2026-Vol03E7 

 
INTRODUCTION 
The privatisation of Nigeria's Power Holding Company of Nigeria (PHCN) in November 2013 was conceived as a structural remedy 
for chronic underinvestment, technical losses, and governance failures that had characterised the vertically integrated state utility 
for decades (Oyedepo, 2014). Eleven successor distribution companies (DisCos) were licensed to assume responsibility for 
electricity distribution and retail across designated franchise areas, with the expectation that private capital, managerial discipline, 
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and performance-linked incentives would reverse decades of decline (Akinwale & Olusanya, 2018). More than a decade after the 
handover, however, the sector continues to be characterised by aggregate technical, commercial, and collection (ATC&C) losses 
exceeding 40 percent in several franchise areas, persistent under-investment in network infrastructure, and a workforce that is, by 
the testimony of industry stakeholders, increasingly thin in critical technical disciplines (NERC, 2023). 
A dimension of this capacity erosion that has received comparatively limited systematic empirical attention is the outward migration 
of skilled personnel from DisCos — variously to private engineering and renewable-energy firms, multilateral and bilateral 
development institutions, regional power utilities in Ghana, Kenya, and the Gulf states, and to destination countries in North 
America, Europe, and the Middle East, in a phenomenon popularly described in Nigerian public discourse as “japa,” a Yoruba 
colloquialism for fleeing or escaping (Adebayo & Ilesanmi, 2023). Unlike the well-documented migration of Nigerian medical 
doctors and nurses, the exit of power-sector engineers, metering technicians, protection specialists, and energy economists has 
occurred with less public visibility but arguably comparable consequence, given the sector's centrality to industrial competitiveness 
and economic diversification objectives articulated in National Development Plan 2021–2025 (Federal Ministry of Finance, Budget 
and National Planning, 2021). 
This article investigates the magnitude, drivers, and operational consequences of human capital flight within Nigeria's post-
privatisation DisCos, situating the analysis within a fourteen-year window (2013–2025) that spans the immediate post-handover 
period, the 2016 and 2023 exchange-rate devaluations, the COVID-19 disruption, and the subsequent subsidy-removal and foreign-
exchange unification reforms of 2023–2024 that materially altered the real value of Nigerian-denominated salaries (Central Bank 
of Nigeria, 2024). The study contributes a mixed-methods empirical assessment grounded in workforce data drawn from selected 
DisCos, complemented by regulatory and macroeconomic indicators, and proposes an original analytical and policy framework — 
the Differentiated Compensation and Talent Pathway (DCTP) — for sectoral talent retention. 

Statement of the Problem 
Nigeria's DisCos inherited, at privatisation, a workforce whose technical depth had already been weakened by years of 
underinvestment in training under PHCN (Oseni, 2012). Privatisation was expected to arrest this decline through private-sector 
compensation discipline and capacity-building investment. Instead, available indicators suggest that the rate of voluntary exit among 
technically certified staff — chartered engineers, metering and SCADA technicians, protection and control specialists, and 
revenue/energy economists — has accelerated rather than abated, particularly since 2020 (Adebayo & Ilesanmi, 2023; PwC Nigeria, 
2023). This exodus coincides with a period of sustained naira depreciation, in which the official exchange rate moved from 
approximately N155/US$1 in 2013 to over N1,500/US$1 by mid-2024 following the unification of foreign exchange windows 
(CBN, 2024), eroding the real US-dollar value of DisCo salaries even where nominal pay was periodically reviewed. 
The problem is compounded by three interrelated gaps. First, there is no standardised, sector-wide workforce competency reporting 
framework comparable to the financial and technical reporting templates NERC mandates for tariff and loss-reduction purposes, 
making the scale of capacity attrition difficult to quantify with precision. Second, exit data are rarely disaggregated by skill category, 
seniority, or destination, obscuring whether attrition is concentrated among the most technically critical or most experienced staff 
— the loss of whom carries disproportionate institutional-memory costs (Akinwale & Olusanya, 2018). Third, existing DisCo 
human-resource interventions appear to be reactive and uneven across franchise areas, with limited evidence of structured 
benchmarking against comparator compensation markets or systematic investment in succession pipelines. This study addresses 
these gaps by constructing a multi-year, cross-DisCo dataset and testing the relationship between four hypothesised drivers of 
attrition and five workforce and operational outcome measures. 

Objectives of the Study 
The broad objective of this study is to assess the scale, drivers, and operational consequences of human capital flight in Nigeria's 
post-privatisation electricity distribution sector. The specific objectives are to: 
1. examine trends in voluntary and forced staff attrition among technical and managerial personnel across selected DisCos between 
2013 and 2025; 
2. evaluate the relationship between compensation and benefits competitiveness (relative to comparator employers) and attrition 
outcomes; 
3. assess the influence of workforce training and professional development investment on retention and competency indicators; 
4. examine the role of organisational climate and career progression pathways in shaping voluntary exit decisions; 
5. analyse the impact of macroeconomic conditions, particularly exchange-rate depreciation and cost-of-living pressure, on attrition 
and emigration intent; 
6. evaluate the operational consequences of talent loss, measured through time-to-fill for critical vacancies, a constructed workforce 
competency index, and operational efficiency ratios; and 
7. propose a retention framework and policy recommendations for DisCos, NERC, and the Federal Ministry of Power. 
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LITERATURE REVIEW 
1. Privatisation and Institutional Capacity in Nigeria's Power Sector 
The theoretical rationale for the 2013 privatisation drew heavily on agency theory and property-rights arguments that private 
ownership would align managerial incentives with operational efficiency more effectively than state custodianship (Oyedepo, 2014). 
Early assessments, however, identified a persistent mismatch between the technical and financial capacity of core investors and the 
scale of network rehabilitation required, alongside an inherited workforce structured around civil-service-style job security rather 
than performance differentiation (Akinwale & Olusanya, 2018). Sambo et al. (2019) note that several DisCos undertook post-
handover headcount rationalisation that disproportionately removed senior unionised staff without commensurate reinvestment in 
graduate or mid-career technical pipelines, a decision whose long-run consequences are explored further in this study. 

2. The “Japa Syndrome” and Sectoral Brain Drain 
Nigerian emigration research has historically concentrated on health professionals, documenting outflows driven by remuneration 
differentials, unsafe working conditions, and currency instability (Adebayo & Ilesanmi, 2023). Extension of this literature to 
engineering and technical-economic professions in infrastructure sectors remains comparatively underdeveloped, though PwC 
Nigeria's (2023) workforce survey of energy and industrial firms reported that a majority of mid-career technical professionals had 
either applied for, or seriously considered, overseas employment within the preceding two years, citing currency depreciation and 
limited professional development as primary motivations. Olawale and Bassey (2022) similarly find, in a study of 
telecommunications and utility engineers, that emigration intent correlates more strongly with perceived career stagnation and 
exchange-rate erosion of real income than with absolute naira-denominated salary levels. 

3. Compensation Benchmarking and Retention 
Human-capital and efficiency-wage theory suggests that firms paying below the market-clearing wage for scarce skills will 
experience disproportionate voluntary attrition among their most mobile, typically most competent, employees — a phenomenon 
sometimes termed adverse retention selection (Akerlof & Yellen, 1986, as cited in Eze & Chukwuma, 2020). Within the Nigerian 
context, Eze and Chukwuma (2020) find that DisCo engineering salaries, when converted to US-dollar equivalents, fell substantially 
behind those offered by independent power producers, oil and gas operators, and regional utilities in Ghana and Kenya, a gap that 
widened materially after the 2023 foreign-exchange unification. 

4. Training Investment, Organisational Climate, and Career Pathways 
Organisational-behaviour literature on retention emphasises that compensation alone rarely explains attrition fully; perceived 
investment in employee development and visible career progression act as signals of organisational commitment that reduce turnover 
intention even where pay parity is imperfect (Nwankwo & Eze, 2021). Conversely, flat or politically influenced promotion structures 
— a recurring complaint in qualitative accounts of DisCo human-resource practice — are associated with elevated exit intention 
among high performers (Olawale & Bassey, 2022). 

5. Macroeconomic Conditions and Labour Mobility 
The Central Bank of Nigeria's (2024) unification of foreign-exchange windows in June 2023 produced a sharp nominal devaluation 
of the naira, compounding earlier depreciation episodes in 2016 and 2020–2021. Macroeconomic literature on labour migration 
identifies real-income erosion and inflation-driven cost-of-living pressure as robust predictors of skilled emigration, particularly 
where destination-country wage differentials are amplified by currency movements (World Bank, 2023). This study treats exchange-
rate depreciation and cost-of-living indices as a composite macroeconomic construct influencing DisCo attrition independently of 
firm-level compensation policy. 

6. Conceptual Framework 
Drawing on the foregoing, the study adopts a conceptual model in which four independent variables — compensation and benefits 
benchmarking, training and professional development investment, organisational climate and career progression, and 
macroeconomic conditions — are hypothesised to jointly predict five dependent outcomes: voluntary attrition rate, forced 
disengagement rate, time-to-fill for critical vacancies, the Workforce Competency Index, and operational efficiency ratios. Figure 
1 presents the conceptual model. 
 
METHODOLOGY 
The study adopts a convergent mixed-methods design (Creswell & Plano Clark, 2018), combining quantitative panel analysis of 
archival workforce, regulatory, and macroeconomic data with qualitative semi-structured interviews. This design was selected to 
permit statistical assessment of attrition trends and their correlates while allowing interview data to contextualise the institutional 
and behavioural mechanisms underlying observed patterns. 
The population comprises Nigeria's eleven electricity distribution companies. Four DisCos — Abuja Electricity Distribution 
Company (AEDC), Ikeja Electric (IE), Port Harcourt Electricity Distribution Company (PHEDC), and Benin Electricity Distribution 
Company (BEDC) — were purposively selected as case studies on the basis of regional diversity (North-Central, South-West, 
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South-South, and Edo/Delta corridor respectively), variation in ownership and post-privatisation governance trajectories, and the 
relative availability of multi-year workforce data through NERC regulatory filings, annual reports, and prior consulting 
engagements. 
Quantitative data span 2013 to 2025 and were drawn from: (i) NERC's Industry Performance Reports and Minor Review/MYTO 
filings (NERC, 2014–2024); (ii) DisCo annual technical and financial reports where publicly available; (iii) Central Bank of Nigeria 
exchange-rate and inflation series (CBN, 2024); (iv) National Bureau of Statistics labour-force and consumer-price index data (NBS, 
2024); and (v) a structured workforce dataset compiled by the author from consulting engagements and human-resource records 
shared under confidentiality arrangements with case-study DisCos. Where direct figures were unavailable for specific years, values 
were interpolated using linear trend estimation between confirmed data points. 
Semi-structured interviews (n = 26) were conducted between 2024 and 2025 with human-resource managers, heads of technical 
services, and exiting or recently exited engineers across the four case-study DisCos, purposively sampled to capture both retained 
and departed staff perspectives. Interviews were analysed thematically following Braun and Clarke's (2006) six-phase approach, 
with coding conducted manually and cross-checked for inter-rater consistency. 

5. Variables and Measurement 
Independent variables were operationalised as follows: Compensation and Benefits Benchmarking (CBB) was measured as the ratio 
of median DisCo technical-staff total compensation, converted to US-dollar equivalents at prevailing official rates, to a constructed 
comparator-market median drawn from independent power producers, oil and gas firms, and regional utility benchmarks. Training 
and Professional Development Investment (TPDI) was measured as training expenditure per technical employee per annum, 
normalised by headcount. Organisational Climate and Career Progression (OCCP) was derived from interview-coded thematic 
scores and available internal promotion-rate data. Macroeconomic Conditions (MEC) combined annual naira/US-dollar depreciation 
rate and headline inflation (CBN, 2024; NBS, 2024) into a composite index. 
Dependent variables comprised: Voluntary Attrition Rate (resignations of technical/managerial staff as a percentage of average 
headcount); Forced Disengagement Rate (terminations and redundancies as a percentage of headcount); Time-to-Fill (average days 
to fill critical technical vacancies); the Workforce Competency Index (WCI), a composite constructed from the proportion of 
certified/chartered staff, average tenure-weighted experience, and training-hours coverage; and Operational Efficiency Ratios, 
specifically faults attended per technical staff member per month and metering installations completed per crew per month, derived 
from NERC technical performance filings. 
Quantitative analysis employed descriptive trend analysis, Pearson correlation, and ordinary least squares (OLS) panel regression 
of the form: AttritionRate(it) = β₀ + β₁CBB(it) + β₂TPDI(it) + β₃OCCP(it) + β₄MEC(t) + ε(it), estimated using pooled cross-sectional 
time-series data for the four case-study DisCos across thirteen annual observation points (2013–2025), with fixed effects for DisCo 
to control for unobserved firm-level heterogeneity. Statistical analysis was performed using R (version 4.3). Qualitative thematic 
findings were used to triangulate and interpret quantitative coefficients. 
 
RESULTS AND FINDINGS 
1. Attrition Trends, 2013–2025 
Aggregate voluntary attrition among technical and managerial staff across the four case-study DisCos rose from a weighted average 
of 4.1 percent in 2013 to 6.8 percent by 2018, before accelerating sharply to 14.2 percent by 2024, with 2025 year-to-date figures 
suggesting continuation of this trajectory (Table 1). The most pronounced acceleration occurred between 2022 and 2024, coinciding 
with the petrol-subsidy removal and foreign-exchange unification reforms of mid-2023, which interview respondents consistently 
identified as a turning point in colleagues' emigration decisions. 
 
     Table 1. Voluntary attrition rate of technical and managerial staff, selected DisCos, 2013–2025 (%) 

Year AEDC Ikeja Electric PHEDC BEDC Weighted Avg. 

2013 3.8 3.5 4.6 4.5 4.1 

2016 5.0 4.4 6.1 5.8 5.3 

2019 6.9 6.0 7.8 7.4 7.0 

2021 8.1 7.2 9.0 8.6 8.2 

2023 12.0 10.5 13.8 12.9 12.3 

2024 14.6 12.8 15.9 14.6 14.2 

2025 (H1, annualised) 15.9 13.7 17.2 16.0 15.6 
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2. Forced Disengagement and Time-to-Fill 
Forced disengagement rates remained comparatively stable, ranging between 1.2 and 2.4 percent across the period, indicating that 
the dominant driver of headcount loss has been voluntary rather than involuntary exit (Table 2). Time-to-fill for critical technical 
vacancies — protection engineers, SCADA/metering specialists, and senior revenue-protection officers — lengthened from a 
median of 47 days in 2013 to 134 days in 2024, reflecting both a thinning external candidate pool and more cautious internal 
recruitment amid budget constraints. 
 
Table 2. Forced disengagement rate and median time-to-fill critical vacancies, 2013–2025 

Year Forced Disengagement 
(%) 

Median Time-to-Fill 
(days) 

Critical Vacancy Backlog 
(n) 

Avg. Tenure of Exiting 
Staff (yrs) 

2013 1.4 47 12 6.1 

2017 1.8 68 19 5.4 

2020 1.6 85 26 5.0 

2023 2.1 118 41 4.2 

2024 2.4 134 49 3.8 

 
3. Compensation Gap and Macroeconomic Pressure 
The Compensation and Benefits Benchmarking ratio (DisCo median technical pay as a proportion of comparator-market median, 
US-dollar equivalent) declined from approximately 0.81 in 2013 to 0.46 by 2024, indicating that DisCo technical compensation, 
when converted at prevailing exchange rates, fell to under half of comparator-market levels (Table 3). This decline tracked closely 
with naira depreciation: the official exchange rate moved from approximately N155/US$1 in 2013 to over N1,500/US$1 following 
the 2023 unification (CBN, 2024), while headline inflation averaged above 24 percent in 2023–2024 (NBS, 2024). 
 
  Table 3. Compensation benchmarking ratio and macroeconomic indicators, 2013–2025 

Year Comp. Benchmark Ratio (CBB) N/US$1 (avg.) Headline Inflation (%) Composite MEC Index 

2013 0.81 155 8.5 0.22 

2016 0.74 305 15.7 0.41 

2019 0.68 307 11.4 0.38 

2021 0.62 410 16.9 0.52 

2023 0.53 850 24.7 0.74 

2024 0.46 1,530 28.9 0.91 

 
4. Training Investment, Workforce Competency Index, and Operational Efficiency 
Training and professional development investment per technical employee varied considerably across the four DisCos and showed 
a moderate inverse relationship with voluntary attrition (Table 4). PHEDC and BEDC, which recorded the steepest attrition, also 
reported the lowest per-employee training spend in nominal and real terms across most of the observation period, while Ikeja Electric 
— the comparatively lowest-attrition case — maintained relatively higher training investment and a structured internal progression 
framework, corroborating interview findings on the perceived importance of visible career pathways. 
 
Table 4. Training investment, Workforce Competency Index, and operational efficiency ratios, 2024 

DisCo Training 
Spend/Employee 
(N'000) 

Workforce 
Competency Index 
(0–100) 

Faults 
Attended/Technical 
Staff/Month 

Meters 
Installed/Crew/Month 

AEDC 185 58.4 3.1 27 

Ikeja Electric 260 66.7 3.8 34 
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PHEDC 112 49.2 2.4 21 

BEDC 98 45.6 2.2 19 

 
Pearson correlation analysis confirmed a statistically significant negative relationship between the Workforce Competency Index 
and both voluntary attrition rate (r = −0.71, p < .01) and time-to-fill (r = −0.64, p < .01), and a significant positive relationship 
between WCI and the fault-resolution efficiency ratio (r = 0.69, p < .01). 

5. Regression Results 
The fixed-effects panel regression (Table 5) indicates that all four independent variables were statistically significant predictors of 
voluntary attrition rate, with the Macroeconomic Conditions composite (β = 0.38, p < .001) and Compensation Benchmarking ratio 
(β = −0.34, p < .001) exerting the largest standardised effects, followed by Organisational Climate and Career Progression (β = 
−0.21, p < .01) and Training and Professional Development Investment (β = −0.17, p < .05). The model explained approximately 
68 percent of variance in voluntary attrition rate across the panel (adjusted R² = 0.68). 
 
  Table 5. Fixed-effects panel regression results: predictors of voluntary attrition rate (DV) 

Predictor Std. β Std. Error t p-value 

Compensation Benchmarking 
(CBB) 

−0.34 0.08 −4.25 < .001 

Training & Dev. Investment (TPDI) −0.17 0.07 −2.43 < .05 

Org. Climate & Career Progression 
(OCCP) 

−0.21 0.07 −3.00 < .01 

Macroeconomic Conditions (MEC) 0.38 0.09 4.22 < .001 

 
6. Qualitative Themes 
Thematic analysis of interview transcripts produced four dominant themes consistent with the quantitative findings. First, “currency 
erosion of dignity” captured respondents' framing of naira-denominated salaries as having lost not only purchasing power but 
professional standing relative to peers in dollarised sectors. Second, “invisible ceiling” described perceptions of promotion processes 
as opaque or influenced by non-merit considerations, particularly among engineers with more than five years' tenure. Third, “training 
as retention signal” emerged strongly among respondents in DisCos with structured development programmes, who reported lower 
emigration intent despite comparable salary pressures. Fourth, “network-enabled exit” described the role of diaspora professional 
networks and recruitment agencies in actively soliciting Nigerian DisCo engineers for placements in Gulf, Canadian, and UK utility 
and renewable-energy markets, lowering the practical barriers to emigration relative to a decade earlier. 
 
DISCUSSION 
The findings support the study's central proposition that human capital flight from Nigeria's DisCos is best understood as a function 
of interacting firm-level and macroeconomic forces rather than a single dominant cause. The dominance of the macroeconomic 
conditions construct in the regression model is consistent with broader literature on currency-driven skilled migration (World Bank, 
2023) and suggests that firm-level retention interventions, while necessary, operate against a powerful external headwind that 
individual DisCos cannot independently neutralise. This finding has direct implications for the locus of policy responsibility: 
compensation reform confined to naira-denominated adjustments is unlikely to materially affect retention so long as exchange-rate 
depreciation continues to erode real value faster than nominal increases can compensate. 
At the same time, the significant and independent contribution of training investment and organisational climate variables indicates 
that firm-level action retains meaningful leverage. The comparatively favourable attrition and competency outcomes observed at 
Ikeja Electric, alongside its higher training investment and more structured progression framework, are consistent with efficiency-
wage and organisational-commitment theory (Eze & Chukwuma, 2020; Nwankwo & Eze, 2021), suggesting that even within a 
depreciating currency environment, DisCos that signal credible investment in employee development can moderate, though not 
eliminate, attrition pressure. 
The deterioration in operational efficiency ratios in higher-attrition DisCos — fewer faults attended per technical staff member and 
fewer meters installed per crew — provides direct evidence that human capital flight is not merely an internal human-resource 
concern but a binding constraint on the sector's core mandate of loss reduction and service-quality improvement, which NERC's 
tariff and minimum remuneration order frameworks presuppose adequate technical capacity to achieve (NERC, 2023). This connects 
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the talent-retention crisis directly to the sector's persistent ATC&C loss challenge and to broader national objectives around 
industrial competitiveness and energy access expansion. 
The lengthening time-to-fill for critical vacancies, alongside declining average tenure of exiting staff, further suggests a thinning of 
the experienced mid-career and senior technical cohort specifically — the group most responsible for institutional knowledge 
transfer to newer entrants. If this trend continues unaddressed, DisCos risk a compounding capacity deficit in which declining 
mentorship capacity further degrades the development of replacement talent, a dynamic consistent with concerns raised by Akinwale 
and Olusanya (2018) regarding post-privatisation institutional-memory loss. 
Building on these findings, the study proposes a Differentiated Compensation and Talent Pathway (DCTP) framework comprising 
three pillars: (i) skill-criticality-indexed compensation, under which pay benchmarking is differentiated by the scarcity and 
operational criticality of specific technical skills rather than applied uniformly across grade levels; (ii) structured, time-bound 
progression pathways with transparent, criteria-based promotion triggers communicated to staff at point of hire; and (iii) a sector-
wide training-investment floor, potentially mandated through NERC's minimum remuneration or performance-improvement-plan 
instruments, ensuring that training expenditure per technical employee does not fall below a regulator-defined threshold regardless 
of individual DisCo financial constraints. 
 
CONCLUSION, LIMITATIONS, AND RECOMMENDATIONS 
This study has presented an empirical assessment of human capital flight and the talent-retention crisis within Nigeria's post-
privatisation electricity distribution sector, drawing on a thirteen-year panel of workforce, regulatory, and macroeconomic data 
across four case-study DisCos, complemented by qualitative interview evidence. The findings demonstrate that voluntary attrition 
among technical and managerial staff has risen sharply since 2020, driven substantially by exchange-rate-induced erosion of real 
compensation but also significantly shaped by firm-level compensation benchmarking, training investment, and organisational 
climate, with measurable downstream consequences for time-to-fill, workforce competency, and operational efficiency. 
Several limitations qualify these findings. First, the use of interpolated values for years with incomplete primary data introduces 
estimation uncertainty, and the panel, restricted to four of eleven DisCos, may not fully capture sector-wide heterogeneity, 
particularly among smaller or financially distressed DisCos not included in the case selection. Second, the Workforce Competency 
Index, while constructed from multiple indicators, remains a composite proxy rather than a directly validated psychometric measure 
of technical competence. Third, self-reported interview data on emigration intent and organisational climate are subject to social-
desirability and recall biases. Future research employing a fuller eleven-DisCo panel, validated competency assessment instruments, 
and longitudinal tracking of individual emigration outcomes would strengthen the evidentiary base. 
Notwithstanding these limitations, the study's findings support several recommendations. DisCos should adopt skill-criticality-
indexed compensation benchmarking reviewed at least biannually against comparator markets, rather than uniform annual 
increments. NERC should consider incorporating workforce competency and training-investment reporting into its standard 
regulatory filing requirements, enabling sector-wide monitoring comparable to existing technical-loss reporting. The Federal 
Ministry of Power, in coordination with the Bureau of Public Enterprises, should explore structured industry-academia partnerships 
and graduate technical pipelines to replenish the entry-level talent base. Finally, given the demonstrated centrality of macroeconomic 
conditions, broader monetary and fiscal policy stability should be recognised as a material, if indirect, lever in sectoral human-
capital retention, underscoring the interconnection between macroeconomic management and infrastructure-sector institutional 
capacity. 
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