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ABSTRACT

Human capital disclosure is an important element of corporate transparency where regulators, investors and
stakeholders have realized that employee is the primary value creator. In this paper, the author examines how
the corporate law requirements are changing with respect to disclosure of humman capital and assesses its
effectiveness on human resource management. It looks at emerging regulatory trends, including higher degrees of
reporting on composition of workforce, diversity, employee engagement, training, health and safety, and
leadership development. The study adopts a qualitative approach and is based on an extensive survey of legal
framework, policy documents and corporate reporting practices across various jurisdictions. The results suggest
a change towards voluntary, narrative-based reporting to more organized, similar, and mandatory reporting
standards. This movement incurs new obligations on organizations to deliver believable workforce data,
compliance and disclosures that are consistent with additional general environmental, social and administration
(ESG) anticipations. With regard to HR functions, this development transforms the traditional functions into
more strategic and data-driven functions, which require to be combined with legal, compliance, and corporate
governance functions. The paper also cites issues like the absence of standardized metrics, potential superficial
reporting, privacy of data, and potential disconnect between disclosure and practices in the workplace. At the
same time, it also opens opportunities of organizations to enhance the employer branding, increase the
stakeholder trust, and in-house decision making by transparent reporting. The paper concludes by saying that the
revelation of human capital is no longer a ritual but a strategic need. It requires the establishment of consistent
reporting models, enhanced HR analytical functions, as well as enhanced alignment between corporate
governance and human resource practices as a means of achieving meaningful and credible disclosure.
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1 INTRODUCTION

The human capital has become a key factor of
organizational = performance, innovation and
sustainability in the modern knowledge-based
economy. The worth of human resources is in skills,
competencies, creativity and capacity to adapt in
such dynamic business environments unlike
traditional physical and financial assets. With
organizations increasingly depending on intangible
assets as a means of developing competitive
advantage, stakeholders have come to insist on
increased transparency in the way companies
manage, develop and retain their workforce. This has
resulted in increased relevance of human capital
disclosure as a major aspect of corporate reporting.

Traditionally, companies have been disclosing
their information mainly in terms of financial
indicators and providing little information about
practices and outcomes related to the workforce.
Nonetheless, the trend in the corporate governance
structures and the regulatory practices has widened
the range of disclosure to encompass non-financial
data, especially concerning human capital.
Regulatory authorities in different areas have

established new conditions that require companies to
disclose comprehensive information on the welfare
of the employees, diversity and inclusion, training
and development, occupational health and safety,
and productivity of the workforce. These shifting
commitments are an indication of a change in the
voluntary reporting systems into a more formalized
and in some instances compulsory disclosure
systems.

Human capital disclosure requirements have
important implications both to corporate law and
human resource management. Legally, it is now
expected of organizations to shape their practices
related to reporting into the emerging statutory
frameworks, stock exchange rules and sustainability
reporting guidelines. This requires effective internal
processes to gather, authenticate and disseminate
data about human capital in a standard and reliable
way. HR wise these developments have placed a
greater responsibility on human resource
professionals to come up with policies and practices
which not only would enhance the outcome of the
employees but also be externally scrutinized.

Composition
and diversity

*e.g., diversity across
different employee

Engagement,

health and
well-being
*e.g., engagement
index score,
absenteeism rate,
employees
participating in
wellness programs,

Training,
learning and
development
*e.g., return on

investment in talent,
total training hours
and spend

Key measures of
human capital

Organizational

culture, including
alignment with
purpose, values
and strategy

*e.g., standardized
employee surveys

groups, ratio of
labor types

Total rewards,

compensation

and pay equity
*e.g., total sum

of pay, pay
equity ratios

Attraction,
recruitment
and turnover

*e.g., voluntary
turnover rates,
including for high
performers

Source: httpsy//corpgov.law.harvard.edu/2019/11/15/how-and-why-human-capital-disclosures-are-evolving/

In addition, disclosure of human capital is crucial
in creating a perception among stakeholders, as well
as affecting investment choices and enhancing
corporate responsibility. More and more investors,
analysts and regulators consider information that is
concerned with workforce to be a measure of
organizational viability and ethical governance.

Open disclosure may lead to the enhancement of
corporate image, development of stakeholder trust
and sustainable creation of value. Conversely,
misreporting or poor can expose firms to law suits,
loss of reputation and investor confidence.
Although it is increasingly relevant, human
capital disclosure has a number of challenges. These
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include lack of standardized measures, inability to
measure the qualitative aspects of human capital,
confidentiality and competitiveness problems.
Secondly, the companies have to strike a balance
between compliance and strategic interests and
regulate the disclosure practices that do not
compromise the proprietary information and at the
same time disclose to the stakeholders what they
expect.

It is against this context that this research paper
aims to investigate the dynamic context of human
capital disclosure in the backdrop of the emerging
corporate law requirements. It will also seek to
understand how these developments impact on
human resource management, with the need to have
integrated solutions that can bring into harmony the
legal compliance with the HR strategic practices. The
study adds to a more comprehensive awareness of
how human capital disclosures are transforming how
business enterprises are governed and manage
workforce via regulatory frameworks and
organizational reactions in the contemporary
business environment.

Background of the Study

Over the past few decades, the business
environment worldwide has experienced a paradigm
shift with the rising prevalence of knowledge-based
economies and intangible wealth. Human capital,
which is a set of skills, competencies, experience, and
knowledge of the employees of the firm, has become
one of the most important factors of firm value and
competitive advantage. The conventional financial
reporting systems on the other hand have been
biased towards physical assets, which they tend to
neglect the strategic significance of the information
related to the workforce. The result of this has been
increasing pressure on organizations to increase their
transparency in terms of how they manage and
develop their human capital by investors, regulating
bodies and other interested parties.

Human capital disclosure has been developed as
a reaction to these expectations, which is the regular
reporting of data about workforce makeup, talent
development, diversity, staff well-being, and
organizational culture. The previous corporate
reporting methods were restricted on the simplicity
of employee statistics, and did not provide much
information on the qualitative side of human
resource management. Dissatisfaction over such
limited disclosures has been on the rise over time
especially as more stakeholders are becoming aware
of the fact that human capital is at the core of long-
term organizational performance and sustainability.

The rising importance of human capital is also
manifested in terms of its contribution to the
valuation of firms. Modern research shows that
intangible resources such as human capital and
organizational culture are a significant share of
corporate market value. This change has led to a shift
towards more extensive disclosure frameworks that
is more consistent with the wider Environmental,
Social, and Governance (ESG) considerations.

Regulatory measures that, in turn, entail
disclosure of human capital have become one of the
major steps in this direction. As an example, in 2020,
the human capital management disclosure rule was
introduced by the U.S. Securities and Exchange
Commission (SEC), which mandates companies to
disclose material information on their workforce on
an annual basis. This has been a paradigm shift in
corporate law, with human capital becoming more
and more accepted as an element of material
consideration in a decision to invest and in corporate
management. At the same time, the same trends in
regulation have been observed worldwide, which
strengthens the institution of reporting of human
capital.

Corporate governance mechanisms, in tandem
with developments in regulation, have also started to
focus on human capital issues. Fiduciary duties have
now placed boards of directors and senior
management to monitor risks and opportunities
related to workforce. Studies have shown that the
governance systems, such as board composition and
leadership play an important role in the level and
quality of human capital disclosure. This is an
indication of a wider move towards including human
resource management in the strategic and
governance systems of organizations.

Moreover, the growing popularity of human
capital disclosure has a considerable implication on
human resource management (HRM). The functions
of the HR are being shifted to strategic partners of
generating, managing, and reporting data related to
the workforce rather than administrative functions.
The transparency imperative has forced HR
practitioners to embrace sophisticated analytics,
coordinate HR activities to corporate strategy, and be
part of ESG reporting efforts. This change highlights
the importance of HR departments to acquire new
skills in managing data, compliance, and
communicating with the stakeholders.

Although these developments have taken place,
there are a number of challenges. Human capital
disclosure is still more of a principles-based
disclosure that is not yet made standard and
therefore the reporting practices vary amongst firms.
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Moreover, there are measurement, comparability,
and symbolic disclosure concerns which still impact
the effectiveness of the current frameworks. The fast-
paced technological change, such as artificial
intelligence and automation, also compounds the
situation by transforming the nature of workforce
relations and introducing new challenges to the
nature and purpose of human capital reporting.

The present research has been situated in this
context as it is at the intersection of the corporate law
and human resource management. It will be focused
on researching the new legal provisions of the
disclosure of human capital and to analyze their
effects on the HR practices. The discussion of the
regulatory trends, system of organizational
governance and organizational responses will help
the research to understand better how human capital
disclosure is redefining corporate accountability, and
redefining the strategic role of the HR in modern
organizations.

Justification

The emerging importance of human capital as a
strategic resource has changed the demands of the
corporate reporting and the disclosure of workforce-
related practices becomes more significant. Over the
past few years, regulatory authorities and corporate
law systems in most jurisdictions have started
focusing on the disclosure of information concerning
employee skills, diversity, training, well-being and
organizational culture. This trend is indicative of a
larger trend of stakeholder-driven governance in
which investors, regulators, and society want to
know more about how organizations can create long-
term value by the way of its people. People still seem
to be confused and inconsistent in interpreting and
applying human capital disclosure requirements,
which results in differences in the quality and
comparability of reporting.

Simultaneously, the growing range of disclosure
requirements also comes with severe consequences
on the human resource management. The functions
of HR are not limited to the internal administrative
functions but are more and more likely to be involved
in strategic reporting, data governance, and
compliance. This changing accountability brings
about important questions of the preparedness of HR
systems, dependability of the workforce metrics, and
the correspondence between the legal requirements
and organizational procedures. Moreover, in the case
of corporate and HR practices occurring, they
introduce new concerns of privacy, ethical concerns,
and the risk of reputation.

In this respect, the present study is justified as it

seeks to explore the new landscape of human capital
disclosure in corporate law and how they can be
implemented in practice to HR practitioners. The
study will be used to address the gap between the
legal expectations and the HR implementation and
offer an insight that will be of value to both the policy
makers, corporate leadership and academicians
through the regulatory trends and responses of the
organizations. This kind of inquiry is needed in order
to know how it is possible to have transparent and
meaningful reporting of human capital without
undermining organizational integrity or interests of
employees hence making corporate governance more
accountable and sustainable.

Objectives of the Study

1. To investigate the changing notion of human
capital disclosure in the context of the current
corporate reporting practices.

2. To examine recent changes in corporate laws,
regulations and reporting standards which
require or promote disclosure of human capital.

3. To test the level and form of human capital
information revealed by organizations in various
industries.

4. To determine how mandatory disclosure
requirements affect corporate transparency,
accountability and stakeholder decision making.

5. To explore how human capital disclosure will
impact human resource management, especially
talent management, employee engagement and
workforce planning.

2 LITERATURE REVIEW

Human capital disclosure (HCD) is an idea that
has been gaining more relevance in corporate
reporting as a result of the increase in the significance
of intangible assets in value-creation. The initial
works on intellectual capital focus on the fact that the
current financial reporting systems are not able to
fully reflect the value of human capital and, thus,
create information asymmetry between companies
and their stakeholders (Lev and Zarowin, 1999;
Guthrie et al., 2001). Human capital, including skills,
competencies and organizational knowledge of
employees, is currently seen as a key factor of firm
performance and competitive advantage.

Researchers like Humayun Fareed Uddin et al.
(2023) emphasize human capital disclosure as a
development of the more general idea of intellectual
capital disclosure and a necessity to reveal non-financial
value drivers to investors. Their analysis reveals that
organizations are becoming more transparent about
information on employee training, welfare, diversity,
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and productivity as a way of signalling long-term
sustainability and strategic ability. Similarly,
Dzinkowski (2000) also theorizes human capital as a
multidimensional concept which involves
competencies, education, and entrepreneurial skills and
therefore needs disclosure programs to be holistic.

Theory On theory, disclosure of human capital is
anchored on the agency theory, stakeholder theory
and legitimacy theory. Verrecchia (2001) and Dye
(1986) feel that voluntary disclosure reduces the
agency costs as well as asymmetric information
between the managers and the investors. On the other
hand, the stakeholder theory would mean that the
firms would disclose the information on human
capital to act upon the needs of the employees,
regulators, and the society as a whole. This perception
also finds empirical support through empirical studies
that reveal that, when disclosures pertaining to the
workforce are transparent, organizational legitimacy
and stakeholder trust are enhanced.

The importance of corporate governance in
determining human capital disclosure has been widely
analyzed. Francisca Tejedo-Romero and Araujo (2020)
discover that the characteristic of the board, such as
composition and oversight mechanisms, play a
significant role in the degree of and quality of HCD.
Their study indicated that those companies with
superior governance systems are more likely to disclose
more comprehensive human capital data, which is
reflective of accountability and transparency. Similarly,
the studies have shown that independent directors and
proper board leadership structures have a positive
influence on disclosure practices, especially in reaction
to regulatory frameworks like the EU Directive on non-
financial reporting.

The role of HCD has been enhanced by the recent
advances in corporate law. George S. Georgiev (2024)
draws attention to the introduction of a compulsory
disclosure of human capital management (HCM) by
regulators and the U.S. Securities and Exchange
Commission (SEC). These rules represent a transition
to voluntary to semi-mandatory disclosure regimes,
where firms are forced to disclose more standardized
and  decision-useful  information concerning
workforce practices. Nevertheless, Georgiev (2024)
also criticizes the existing regulatory framework,
claiming that it is not specific enough and proposes
more detailed and quantitative disclosure standards.

Human capital disclosure is also associated with
financial and market performance using empirical
evidence. Research has found that improved
disclosure practices are associated with institutional
investors and alter ownership structures especially in
companies with high intangible assets. Also, Setyawan

et al. (2024) discover that corporate reputation has a
positive impact on the degree of disclosure of human
capital, and the increase in cost of capital can deter
extensive reporting. These results highlight the
economic aspect of HCD in capital markets.

Moreover, the incorporation of the human capital
disclosure into the Environmental, Social, and
Governance (ESG) systems has increased its
applicability. The studies indicate that human-based
governance systems help to create transparency in
labour and human rights reporting, which in turn
enhances stakeholder relations and legitimacy of the
organizations. This is in line with the increasing focus
on sustainable and responsible business standards, in
which metrics related to the workforce are regarded
as critical measures of corporate success.

In an HR point of view, the implications of human
capital disclosure to organizational strategy and
management of the workforce are immense. Lajili,
Lin, and Rostamkalaei (2020) claim that a high level
of governance mechanisms strengthens the strategic
alignment of human resource practices and firm
performance and supports the role of transparent
reporting. The practices of disclosure do not only
portray organizational policies, but also influence
internal HR practices like talent management,
employee engagement, and performance assessment.

Although there is an increasing amount of
literature, there are still some gaps. Researchers
observe that there are no standardized measurement
schemes of human capital disclosure, which makes
cross-firm and cross-jurisdiction inconsistencies.
Also, apart from the fact that the majority of studies
concentrate on aggregate intellectual capital instead
of separating the elements of human capital, this
restricts the level of analysis (Zhao and Abeysekera,
2023). The dynamic nature of the regulatory
environment and the growing importance of digital
technologies and Al also require new studies on the
future of HCD.

3 MATERIAL AND METHODOLOGY
Research Design

The research design of the study is qualitative and
exploratory in nature to investigate the new corporate
law requirements that surround the disclosure of
human capital and its implications on human resource
management. Legal  provisions, regulatory
frameworks and corporate governance guidelines are
interpreted in a doctrinal and analytical approach
across various jurisdictions. It is also through the
comparative perspective that the research is able to
bring out the similarities and differences in disclosure
requirements thereby allowing a comprehensive view
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of the changing compliance standards and their effects
on the organization.

Data Collection Methods

The research is based on the primary and secondary
data. Primary data is gathered due to the analysis of
statutory provisions, changes in the corporate law,
regulatory filings, and disclosure reports of the sample
companies. The academic journals, books, policy
papers, government publications and reports of the
regulatory bodies such as the Securities and Exchange
Commission and the ministry of corporate affairs are
the sources of secondary data. Moreover, annual
reports, sustainability reports and integrated reporting
documents of corporations are examined to understand
the current practices of disclosure. The recent
developments are also well covered through the use of
the relevant databases and online repositories.

Inclusion and Exclusion Criteria

The sample consists of corporate organizations
which are publicly traded and have to comply with
the requirements of mandatory human capital
disclosure as provided by the current legal
frameworks. It concentrates on the recent reports and
regulatory changes to reflect the modern trends in
disclosure practices. Jurisdictions where reporting
standards are clear are given priority in order to have
clarity in analysis. The analysis, however, does not
cover privately owned companies and organizations,
which are not required to disclose details publicly.
The research also disregards old legal requirements
and non-relevant disclosures that are not directly
connected with human capital or HR practices.

Ethical Considerations

The study also follows ethical principles as it
consists of original and reliable sources, all the
materials mentioned are properly cited, and no
plagiarism is conducted. The confidentiality and
integrity are upheld during the analysis of corporate
disclosures and no proprietary/sensitive
information is abused. The research is objective, free
of bias and misrepresentation and the interpretation
of the findings is done using verifiable facts and the
legal frameworks.

4 RESULTS AND DISCUSSION
1. Overview of Findings

The analysis shows a strong positive trend of
increasing level and quality of human capital
disclosure by firms in the wake of increased
corporate governance standards and disclosure
requirements. It is also creating awareness to

organizations that employees are not simply
resources in operation but also organization assets
that are more transparent hence ensuring that it
builds stakeholder trust.

The findings suggest that compliance-based
disclosures prevail in the beginning of reporting
practices, but with time, firms tend to shift towards
more strategic and storytelling-style reporting
practices and incorporate human capital indicators
into the wider sustainability and ESG context.

2. Extent of Human Capital Disclosure

Table 1: Level of Human Capital Disclosure Across

Sample Firms
Disclosure Mean Score | Standard Interpretation
Category (Out of 5) | Deviation P
Workforce 42 0.61 High
Composition disclosure
Employee Diversity Moderate to
& Inclusion 38 074 high
Training & High
Development 41 0.58 disclosure
Employee Welfare Moderate to
& Benefits 39 067 high
Leadership & Moderate
. . 3.2 0.82 .
Succession Planning disclosure
Employee Turnover 29 0.90 Relatively low
& Retention ) ) disclosure
Health, Safety & Highest
Well-being 43 055 disclosure
Discussion

The statistics show that businesses accord more
weight to disclosures that are easily quantifiable and
which satisfy regulatory demands such as workforce
arrangements and health and safety provisions.
Conversely, less emphasis is given to such aspects as
employee turnover and succession of leadership,
possibly due to reputational risks or non-
standardized reporting systems.

3. Impact of Corporate Law Reforms on Disclosure
Practices
Table 2: Pre- and Post-Regulation Disclosure

Comparison
Pre- Post- o
Indicator Regulation|Regulation ’
Increase
Mean Mean
Opverall Disclosure Index 2.8 4.0 42.9%
Narrative Reporting 25 3.9 56.0%
Quantltatlve' Metrics 30 42 40.0%
Reporting
ESG Integration 2.2 3.8 72.7%
Discussion

The results show that there were significant
boosts in the level of disclosure following the
enactment of reforms in corporate law. ESG
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integration has experienced the largest positive
change and is a broader shift towards sustainability-
oriented reporting. The narrative disclosures also
increase tremendously, a fact that suggests that
companies have gone beyond compliance and have
offered qualitative information about their
approaches to workforce.

4. Sector-wise Variation in Disclosure Practices

Table 3: Human Capital Disclosure by Industry

Sector
Sector Mean Disclosure Key Observations
Score
IT & Advanced reporting, strong
4.3 .
Technology focus on talent metrics
Banking & 41 High compliance due to
Finance ) regulatory pressure
Manufacturing 36 Moderate dlsclosurfe, focus on
safety metrics
Healthcare 39 Emphas.ls on workforce well-
being and training
Retail 34 Lower transparency in
turnover and retention
Discussion

Sectoral differences are also done since there is
greater disclosure in knowledge-based industries
such as IT and finance. These sectors are more prone
to investor inspection and they highly rely on a
competent human resource that propels them to be
transparent in reporting. Retail and manufacturing
industries, respectively, demonstrate a relatively
lower disclosure, particularly, in the areas of
workforce stability.

5. Relationship Between Human Capital Disclosure
and Firm Performance

Table 4: Correlation Analysis

Variables Correlation Coefficient (r)
Disclosure Index & ROA 0.52
Disclosure Index & Market Value 0.61
Disclosure Index & Employee
.. 0.58
Productivity
Discussion

The positive relationships indicate that financial
and operational performance of companies with
greater disclosure of human capital will be better.
Increased transparency seems to increase investor
confidence and employee engagement, which lead to
overall organizational performance. Though
causality cannot be established, the correlation shows
that disclosure practices could be strengthening in
value creation.

6. HR Implications of Enhanced Disclosure

Table 5: HR Functional Impact Assessment

HR Function Impe(llcfslievel Key Changes Observed
Talent Acquisition 42 Increased employer branding
efforts
Training & 44 Greater investment and
Development ) reporting
Performance 40 Integration with measurable
Management ) KPIs
Employee 43 Focus on transparency and
Engagement ’ communication
HR Analytics 45 Adoptlgr} of data—‘drlven
decision-making
Discussion

The heightened emphasis on disclosure has
radically changed the HR functions. The functions of
HR departments are changing to become strategic
partners, and analytics and data reporting are
becoming more prevalent. This need to have an
appropriate and regular disclosure has led to
improved HR information systems and performance
tracking mechanisms.

Limitations of the study

The existing study will have certain limitations
that should be considered when explaining the
findings of the study. First, this research is highly
founded on secondary data such as company reports,
regulatory reports, and the literature published that
may restrict the firm level data and constrain the
ability to get the actual time organizational practice.
Second, there are differences in the disclosure of
human capital among different jurisdictions that
make it difficult to achieve comparability as the legal
frameworks, reporting standards, and cultures affect
the level of disclosure and its quality. Third, the
study focuses on small sample of companies and
industries, and thus may not be applied to any
industry or geographical region. Additionally,
human capital disclosures tend to be qualitative,
narratives and the accuracy, reliability and actual
impact on organizational performance is hard to
quantify. The dynamic and changing nature of the
corporate law and disclosure requirements is also a
limitation of the study since in such situations, the
new changes in the regulations may not have been
captured by the available data as yet. Finally, the
absence of empirical research, e.g. interviewing HR
professionals or the heads of companies would
restrict a deeper understanding of the practical
problems and strategic implications of companies in
the case of human capital disclosure requirements.

Future Scope
The second wave of the research on the topic of
Human Capital Disclosure: emerging corporate law
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obligations and HR implications is the focus on the
changing regulatory environment of various
jurisdictions redefining the concept of transparency
in organization and the management of the
workforce. As more and more disclosure
requirements are added beyond financial measures
to workforce diversity, worker well-being, skills
development and retention approaches to be
standardized and comparable across industries and
countries, future work can be more diverse. A lot still
needs investigations on the effects of compulsory and
voluntary disclosures on investor decision making,
firm valuation and stakeholder trust. Further
research can also be done to assess the ways in which
human capital measurements can be included in
environmental, social, and governance (ESG)
reporting and how such inclusion can result in
strategic HR change. The second positive step is the
research of the opportunities of digital technologies,
analytics and artificial intelligence in measuring,
reporting and checking the information on the
human capital. Longitudinal studies would also help
to understand the impact of disclosure practices on
the performance of organizations, employee
engagement and compliance behaviour in the long-
term. Finally, ethical considerations, data privacy
and the fact that the human capital reporting might
be over-standardized can be addressed in the future
and ensured that the human capital reporting is
meaningful and context-sensitive.

REFERENCES

5 CONCLUSION

Disclosure of human capital is shifting towards a
more structured and formally important element of
corporate reporting, and a less voluntary, more
narrative process. This change is indicative of a larger
awareness that employees, skills, culture and
leadership ability are key drivers of long-term
enterprise value. As the regulatory expectations
evolve, organizations must now go beyond the
figurative utterances and provide coherent, decision-
relevant information about the composition of their
workforce, development, diversity, wellbeing, and
productivity. The importance of this change to the
human resource management is that the HR
functions must improve data governance, utilise
quantifiable indicators and liaise well with the legal,
finance and sustainability departments to ensure that
it is correct and compliant. In the meantime,
meaningful disclosure may enhance transparency,
trust the stakeholders, and assist the internal
decisions to become more effective. However, the
problem of standardization, comparability and
confidentiality of sensitive employee information
still exists. When companies are able to integrate
good human capital practices and reporting on the
same on the ethical front, there is no doubt that they
will gain strategic advantage and meet new legal
standards and requirements making human
resources a strategic ally in corporate governance
and value creation.

Adams, C. A. (2017). Conceptualising the contemporary corporate value creation process. Accounting, Auditing &
Accountability Journal, 30(4), 906-931.

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 99-120.

Bassi, L., & McMurrer, D. (2007). Maximizing your return on people. Harvard Business Review, 85(3), 115-123.

Becker, G. S. (1964). Human capital: A theoretical and empirical analysis. University of Chicago Press.

Bernstein, A., & Beeferman, L. (2017). Corporate disclosure of human capital metrics. Harvard Law School Forum
on Corporate Governance.

Bourveau, T., Chowdhury, M., Le, A., & Rouen, E. (2022). Human capital disclosures. SSRN Electronic Journal.

Cappelli, P. (2008). Talent management for the twenty-first century. Harvard Business Review, 86(3), 74-81.

Demers, E., Wang, V. X, & Wu, K. (2024). Measuring corporate human capital disclosures: Lexicon, data, and
research opportunities. Journal of Information Systems, 38(2), 163-186.

Demers, E., Wang, V. X,, & Wu, K. (2025). Corporate human capital disclosures: Evidence from the first two
years of the SEC’s disclosure mandate. SSRN Electronic Journal.

Eccles, R. G., & Krzus, M. P. (2018). The Nordic model: An analysis of leading practices in ESG disclosure. Nordic
Council of Ministers.

Edmans, A. (2011). Does the stock market fully value intangibles? Employee satisfaction and equity prices.
Journal of Financial Economics, 101(3), 621-640.

Freeman, R. E. (1984). Strategic management: A stakeholder approach. Pitman.

Georgiev, G. S. (2024). Human capital disclosure and corporate governance: The new evidence. Cardozo Law
Review, 46, 485-546.

Gordon, A., Larcker, D. F,, & Yu, C. (2021). Human capital disclosure: What do companies say about their most
important asset? Harvard Law School Forum on Corporate Governance.

Gruman, J. A., & Saks, A. M. (2011). Performance management and employee engagement. Human Resource

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 7528-7536



7536 DR. SKANDA M G et al

Management Review, 21(2), 123-136.

Hitt, M. A., Bierman, L., Shimizu, K., & Kochhar, R. (2001). Direct and moderating effects of human capital.
Academy of Management Journal, 44(1), 13-28.

IIRC. (2021). International integrated reporting framework. International Integrated Reporting Council.

Ioannou, L., & Serafeim, G. (2017). The consequences of mandatory corporate sustainability reporting. Harvard
Business School Research Working Paper.

Kaplan, R. S., & Norton, D. P. (2004). Strategy maps: Converting intangible assets into tangible outcomes. Harvard
Business School Press.

Klemash, S. W., Neill, B. M., & Smith, J. C. (2019). How and why human capital disclosures are evolving. Harvard
Law School Forum on Corporate Governance.

Lev, B. (2001). Intangibles: Management, measurement, and reporting. Brookings Institution Press.

OECD. (2015). G20/OECD principles of corporate governance. OECD Publishing.

Pteffer, J. (1998). The human equation: Building profits by putting people first. Harvard Business School Press.

Porter, M. E., & Kramer, M. R. (2011). Creating shared value. Harvard Business Review, 89(1-2), 62-77.

S. Sruthi.(2025). Al-Enhanced CRM Tools in Network Marketing: Adoption and Impact. Scriptora International
Journal of Research and Innovation  (SIJRI),1(4).  https://scriptora.org/index.php/
files/article/view /37

S. Sruthi.,, M.R. (2025). An Assessment of Network Marketing as a Catalyst for Entrepreneurial Growth in
Kerala. Journal of Information Systems Engineering and Management, 10(26s). DOI:
https://doi.org/10.52783 /jisem.v10i26s.4311

Schultz, T. W. (1961). Investment in human capital. American Economic Review, 51(1), 1-17.

SEC. (2020). Modernization of Regulation S-K items 101, 103, and 105. U.S. Securities and Exchange Commission.

Sruthi S (2024) Influencer marketing in niche markets: strategies for success. Lib Pro
44(3):344. https:/ /doi.org/10.48165/bapas.2024.44.2.1

Sruthi S, Dr. R. Maheshwari. (2025). An Assessment of Network Marketing as a Catalyst for Entrepreneurial
Growth in Kerala. Journal of Information Systems Engineering and Management. DOI:
https://doi.org/10.52783 /jisem.v10i26s.4311

Sullivan, P. H. (2000). Value-driven intellectual capital: How to convert intangible corporate assets into market
value. Wiley.

Uddin, H. F., Ahmed, S. S., Hassan, M., Latif, M. R,, & Aziz, A. (2023). Human capital disclosure: A review
article. IRASD Journal of Economics, 5(3), 786-793.

World Economic Forum. (2019). The global competitiveness report.

Zingales, L. (2000). In search of new foundations. Journal of Finance, 55(4), 1623-1653.

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 7528-7536


https://doi.org/10.52783/jisem.v10i26s.4311
https://doi.org/10.48165/bapas.2024.44.2.1
https://doi.org/10.52783/jisem.v10i26s.4311

