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Abstract 
 

All organizations are composed of people. Academics and business leaders share the 
view on the fact that people are the key operational resource. By contrast, when it 
comes to disclose information related to human resources of the organizations the re-
porting practices are quite limited usually. Even though scholars and researchers have 
declared scientific data to the area four decades ago that supports improvement on utili-
zation and efficiency due to commitment devoted on reporting human resources. Still, 
companies have not applied this into their reporting practices in any larger extent. 
 
In 2010, the South African stock exchange introduced a mandatory requirement for all 
listed companies to comply with a new reporting method. This reporting method, called 
integrated reporting the cornerstones are greater openness, communication and trans-
parency. This opens up the opportunities for better disclosure on human capital report-
ing. 
 
The purpose of this thesis is to study how integrated reporting has affected the report-
ing of human capital between 2009-2011. The study is based on nine companies, which 
are divided into three sectors (banking, manufacturing and mining). 
 
This study used a combination of qualitative and quantitative approach. The study was 
carried out via a scoreboard based on 36 human capital related items where corporate 
annual reports were analysed. Coverage rate on the scoreboard were identified and ana-
lysed one year before integrated reporting was introduced and two years later by com-
pany and by sector. 
 
The overall result indicates that the transition to integrated reporting has mainly led to 
increased quantity of information disclosed. The study shows that reports from 2011 
stand for the highest coverage rate but the released information varies in extent between 
the sectors. The conclusion is that integrated reporting has affected the disclosures of 
human capital in a positive direction. However, the study reveals that the establishment 
of corporate annual reports are yet not entirely prepared in accordance with the concept 
of integrated reporting.  
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Sammanfattning 
 
Alla organisationer består av människor. Akademiker och företagsledare delar uppfatt-
ningen beträffande det faktum att människor är verksamhetens viktigaste resurs. Däre-
mot när det kommer till redovisning av information länkat till de mänskliga resurserna 
är rapporteringen begränsad. Även då forskare under de senaste decennierna tagit fram 
vetenskapligt material som stödjer det faktum att nyttjandegraden och effektivisering 
inom organisationen förbättras då engagemang försätts i rapporteringen av mänskliga 
resurser, har företagen inte applicerat detta i sin redovisning. 
 
Under 2010 har den Sydafrikanska börsen infört tvingande regel för alla börsnoterade 
bolag där en ny rapporteringsmetod implementerats. Denna rapporteringsmetod kallas 
för integrerad rapportering där kärnan är ökad öppenhet, kommunikation och transpa-
rens. Detta öppnar upp för bättre kommunikations möjligheter för redovisningen av 
humankapital. 
 
Syftet med denna uppsats är att undersöka hur integrerad rapportering har påverkat re-
dovisningen av humankapital mellan åren 2009-2011. Undersökningen är begränsad till 
nio företag fördelade mellan tre sektorer (bank, industri och gruvdrift).  
 
Metodologin för studien tog ett kombinerad utförande med kvalitativ och kvantitativ 
tillvägagångssätt. Undersökningen genomfördes via en poängtavla baserad på 36 poster 
relaterade till humankapital. Täckningsgraden på poängtavlan av företagens årsrapporter 
sammanställdes och analyserades. Analysen utfördes ett år innan integrerad rapportering 
infördes och två år efteråt företagsvis och sektorsvis. 
 

Det genomgående resultatet visar på att övergången främst har lett till att ökad mängd 
upplysningar redovisats. Studien påvisar dock att 2011 står för den högsta täckningsgra-
den och att den utgivna informationen varierar i omfattning mellan sektorerna. Slutsat-
sen är att integrerad rapportering har påverkat redovisningen av humankapital i positiv 
riktning. Däremot är företagens upprättande av årsredovisningarna inte helt i enlighet 
med konceptet för integrerad rapportering.  
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1 Introduction 

In the introductory chapter a background presentation of the topic will be given to the thesis. It includes the 
background regarding human capital and integrated reporting. Moreover, the purpose, research questions, 
problem discussion and lastly the outline of the thesis will be presented in this chapter. 
 

This thesis examines the relation between integrated reporting and disclosures on human 

resources. Integrated reporting is the new era in presenting the corporate annual reporting 

focusing on including financial, social and sustainability aspects into one single report to all 

stakeholders in an interlinked approach and the primary reporting vehicle in South Africa 

at the moment (IIRC, 2011). Human resource comprises the non-finical assets in a compa-

ny such as people’s competence, skills, organisational structure of people, contracts etc. 

(Rimmel, 2003). The awareness of the non-financial aspects has emerged over the years and 

in today’s business world human resources are recognized as a unique asset providing 

competitive advantages. Nevertheless, disclosures on human resources have traditionally 

been limited and not developed in the same pace as its importance in the business world 

(Olsson, 2001). Since integrated reporting is a new phenomenon in presenting information 

it is an interesting phenomenon to observe the effects on human capital.  

 

Currently, Johannesburg Stock Exchange (JSE) in South Africa is the solitary market where 

integrated reporting has taken hold. Therefore, the research will examine traded companies 

within JSE. The intention is to investigate if there has occurred a shift in disclosures prac-

tices. In addition, this thesis aims to provide a descriptive reading for anyone interested in 

development and implications on non-financial disclosures and in particular on human re-

sources.  

1.1 Background 

Human capital is often considered as the most vital resource in corporations, nevertheless 

corporations include limited amount of information when presenting the non-financial and 

soft-values in general (Klein, 1997; Stewart, 1997; Rimmel, 2003). Soft values are intangible 

resources such as human capital, knowhow, intellectual property rights, manufacturing pro-

cedures, organisational structures etc. (Rimmel, 2003). Stewart (1997) stresses that explana-

tions and measures towards those valuable resources are scarce within corporate annual. 



 

2 

 

Solomon and Maroun (2012) describes that the business development has led to the cur-

rent transformation of the business conditions where sustainability and responsibility plays 

a central role because the awareness among the stakeholder has increased. The current situ-

ation has provoked matters that are directed towards corporate transparency at a consider-

ably higher level as a result of the financial crisis (Eccles & Krsuz, 2010; PwC, 2013).  In-

vestor and other stakeholder groups have put pressure on reflection and communication in 

corporations’ annual reports. No longer is this a parameter that manages corporation’s rep-

utation, it is rather a factor that affects the confidence (KPMG, 2010).  Any evident and 

significant change in content, style, quantity and quality (impacts) made on the environ-

ment and society in a wider extent is important and should be included in corporations’ 

annual reports (KPMG, 2010; ACCA, 2012). This has given birth to a new reporting mod-

el, called the integrated reporting (IR), which elaborates on sustainability reporting. The con-

cept is to include financial and non-financial information into one single coherent report in 

order to increase the assessing possibilities for stakeholders. 

 

“It seems time for a transformation in corporate reporting: from a focus on financial information to a con-

cept where all types of relevant information for assessing and evaluating a company´s quality, performance, 

value and impact are reported in a comprehensive way”.  

(KPMG, 2010, p.3) 

 

Even though it is recognized that social and environmental reporting has gradually evolved 

since the 1970’s the breakthrough took place during the turn of the century (Solomon & 

Maroun, 2012). During the last decade a significant revolution has affected the practices in 

corporate annual reporting to a higher extent. At present, South Africa has issued IR to be 

the primary reporting vehicle in the country. South Africa is known for good disclosure 

practices and is the first country that has introduced a mandatory requirement on comply-

ing with IR since 2010 for all listed companies (King III, 2009; ACCA; 2013).  

 

1.2 Problem  

The International Integrated Reporting Committee (IIRC) describes that the establishment 

of traditional business reporting model was managed for the industrial world (IIRC, 2011). 
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This is also consistent with Abeysekera’s view (2006), which further denotes that: “the per-

ception of traditional accounting as an institutional process regulated by the accounting profession” (Abey-

sekera I., 2006, p.16). The business world has changed over the years and even though the 

industrial sector still accounts for a substantial part of the overall business operations, other 

sectors have developed and become prominent in today’s market (IIRC, 2011). According 

to Johansson (1999) the problematic issue with traditional reporting model is that it focuses 

on a relatively narrow financial performance. In practice, this leads to limited assessing pos-

sibilities for investors and other stakeholder groups (Eccles & Krsuz, 2010). As a result, es-

tablished reports fail to create value creation for the stakeholder because disclosure gaps 

occur between the interconnection of financial and non-financial information (PwC, 2013).  

 

Abeysekera (2006) explains that accounting has been involved with various principles and 

regulation processes over time. Development in designing institutional rules, laws, agree-

ments, guidance, codes and norms, has been implemented in order to help investors and 

other stakeholder during e.g. a decision making process (Tinker 1985). Consequently, the 

IIRC (2011) recognizes that these actions have led to longer and more complex reports re-

sulting in confusion and disorientation among investors and outside.  In their discussion 

paper, the IIRC further recognizes that there is an increasing demand from the stakehold-

ers for broader information that reflects the growing complexity in the present society. The 

significant compliance burden is growing constantly involving more than one jurisdiction 

that companies have to deal which makes it difficult for stakeholders to compare the per-

formance made by the companies across different jurisdictions.  

 

Despite the fact of the actual importance of human capital measures are overlooked to 

large extent in traditional reporting (EFFAS, 2009). Motivations involving measures in dis-

closing human capital in companies voluntary and from political economy (observes the 

accounting practice together with the social, economic and political aspects) are usually 

scarce. Even though these aspects within political economy and voluntary disclosures have 

resulted in more governmental regulations, codes, norms and other agreements, little pro-

gress might be distinguished on human capital related disclosures (Abeysekera, 2006; Rim-

mel, 2003; Fits-enz, 2000). Abeysekera (2006) discusses that due to the rapid globalization 

in the developing countries the need for a study on human capital practices has become in-
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creasingly evident because of the increasing competition in the world. Sushi (2013) denotes 

that the arising economic activities tend to demand more transparency in reporting. In par-

ticular, with respect to social reporting and human capital disclosures. Transparency in this 

thesis means access to information that can help stakeholders having it and hurt if they do 

not have access to the information (Eccles & Krsuz, 2010). Sudhir (2013) further under-

lines the tool-effect it provides for “extending the broad dialogue with stakeholders and those who 

are interested in the organisations” (Sudhir C, 2013, p.19).  Olsson’s study from 2001 focuses on 

the reporting practices linked together with human resource disclosures in major Swedish 

companies found a gap between what is often said (i.e. the importance of having transpar-

ency in the disclosures of human resource) and how they are carried out in the real world 

(Olsson, 2001). As the chief executive officer of the executive guide of the King III report 

Suresh Kana stated (p. 1): 

 

“A code of principles can only ever be as good as one´s ability to put it into practice” 

   (IIRC, 2011, p.3) 

 

The statement above means that codes, frameworks etc. on disclosures are meaningless if 

they are not carried out in the real world. The introduction in South Africa of IR as manda-

tory reporting vehicle provides favourable context to verify effects carried out in practice 

on disclosing human capital. It would be interesting to grasp if this really has led to im-

proved transparency on human capital related items, and if so, what type of information 

and at which extent. This will be carried out through examining the disclosures of compa-

nies listed on the South African stock exchange (JSE) before the introduction (i.e. year 

2009) and two year after the introduction of IR. 
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1.3 Research Questions 

The main question is: 

 

How Integrated Reporting affected the disclosures of Human Capital? 

 

Since the main concept with integrated reporting is to increase the quality of reporting with 

stakeholders the initial step of the examination is to identify if there has been a shift in 

terms of “the sheer amount information disclosed”. Observation and comparison on dis-

closures on human resources will focus on development between 2009 and 2011. In order 

to supply the main question with answers, two sub-questions are raised. The first sub ques-

tion is: 

 

What sort of information is presented? 

 

In the wake of the above discussion, the scope area at this stage is to acquire deeper in-

sights regarding the information disclosed. The intention is exclusively addressed towards 

analysing the content disclosed. The second sub question is: 

 

 

In what way is the information presented?  

 

Since this thesis allocates the development throughout a period between 2009-2011, that 

contains annual report one year before IR was introduced, and two years afterwards, at this 

stage the focus will rely on identifying weather IR has led to any shifts disclosed in the cor-

porate annual reports.  

 

1.4 Purpose  

By bearing the previous discussion in mind, this embeds for the overall purpose to investi-

gate how integrated reporting has affected the disclosures of human capital. The ambition is to compare 

the disclosure practices between different sectors i.e. mining, banking and manufacturing,  
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1.5 Delimitations 

This thesis is written from a user perspective and since Johannesburg Stock Exchange 

(JSE) is the only exchange list requiring compliance with integrated reporting, other regions 

will be excluded from this study. 

 

The study is limited to the analysis of disclosed information provided in the integrated re-

ports. Research is done based on the sample of nine listed firms on the main board of JSE. 

Firms are divided into three different sectors; banking, mining and manufacturing. The ob-

served timeframe is throughout three years (2009, 2010 and 2011).  
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TheoreVcal	  
framework	  

Methodology	  

Empirical	  
findings	  &	  
Analysis	  

Conslusion	  

1.6 Outline 

 

Theoretical framework explains and presents fundamental 

thoughts on IR and human capital and scholar’s studies and 

views on accounting/auditing of human resources.  

 

 

This section justifies the choice of research method and the 

data collection method used for the research. Furthermore it 

provides details about content and the selected secondary da-

ta. 

 

This section presents the empirical findings gathered 

through a scoreboard and analysis of annual reports. Moreo-

ver it is later examined against theoretical framework in the 

analysis. 

 

 

Last section concludes the thesis and summaries the findings 

of the study. 
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2 Frame of references 

In this section of the thesis the aim is to discuss the concept of integrated reporting and human capital. Pre-
vious studies and theories regarding different reporting models will also be presented.  
 

2.1 Integrated reporting 

The aim of integrated reporting (IR) is to present a holistic picture of a company. Holistic in 

this case means to communicate both the financial information and the non-financial in 

one coherent report (IoDSA, 2013; Net Balance Foundation, 2011; KPMG, 2010; ACCA, 

2011). Non-financial information embraces the environmental, social and governance in-

formation (ACCA, 2011; IIRC; 2011; KPMG; 2010). An important approach in IR is the 

“integrated thinking” which is described as: “it is about integrated reporting, not about one integrat-

ed report” (KPMG, 2011, p.5). This is referred to the fact on presenting the actual intercon-

nection between a company’s financial performances with its business model, not just 

combining the financial report with e.g. a CSR report. Druckman (2013) underlines that IR 

is not about providing more information, but better information (i.e. clearer and more con-

cise), which is one of the key concepts of IR (PwC, 2013). Hence, more information does 

not necessary mean better value creation for the outside parties and external environment. 

The philosophy of IR is to include the strategies with the business model in short, medium 

and long-term perspective with all stakeholder groups (PwC, 2013; Eccles & Krzus, 2010; 

IIRC, 2011). Ambition is to place each individual organization’s business model in central 

position throughout the preparation process of the annual report in a tailored way (PwC, 

2013). Another core prominence is value creation (IIRC, 2011). Value creation means in 

this case to provide sufficient information in order to enhance the assessing possibilities for 

better future outlook on companies’ performance for present and future shareholders, em-

ployees and other stakeholders (PwC, 2011). This process depends on quality of measure-

ments provided in the report. According to Eccles and Krsuz (2010) accomplishment on 

these aspects is carried out through establishing clear and concise representation of com-

pany’s stewardship. Because this clarifies the interconnection between the companies over-

all performance and reflection over achieved performance against organizational targets 

(IIRC, 2011). Organizational targets involve strategic aspects on governmental, social, envi-

ronmental and sustainability issues (King III, 2009).    
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The IIRC’s discussion paper, which is the early prototype of the framework to an IR re-

port, discusses the aspects that form the content of the report and how the information 

should be presented. Figure 2-1 below illustrates the eleven aspects (responsiveness and stake-

holder inclusiveness, future orientation, connectivity of information, strategic focus, conclusion reliability and 

materiality, performance, governance and remuneration, organizational overview and business model, future 

outlook, operating context including risks and opportunities and strategic objectives) that should be in-

cluded when preparing an integrated report (IIRC, 2011). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The IIRC (2011) states that: “there is no generally accepted definition of IR” (IIRC, 2011, p.10).  

This implies that because the cornerstone when preparing the report is to adjust for each 

individuals business’ model, thereby there is no general approach to be fitted. The focus is 

to provide easily accessible information and avoid reports with overload of information, as 

many companies do currently by publishing two reports i.e. one financial and one CSR re-

port (KPMG, 2010). Eccles and Krsuz (2010) argue that the aim in the end is to take a step 

back and assess if the preparation grasps the whole picture of the company. 

Figure 2-1 Guiding principles that underpin the preparation of an integrated report.  

Source: The IIRC (2011, p.12) 
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2.1.1 Development of Integrating Reporting 

The International Integrated Reporting Council (IIRC), which is an international organiza-

tion comprising members from corporate, investment, accounting, securities, regulatory, 

academic, civil society and standard-setting sectors around the world have developed the 

framework for the IR model in order to enhance the quality of the existing reporting prac-

tices (ACCA & Net Balance Foundation, 2011). At present the council has formed a proto-

type framework (the discussion paper) as discussed above. The prototype will be updated 

and the final version will be presented in December 2013 (IIRC, 2011). Paul Druckman, 

the CEO of IIRC states that it is possible that the framework will be updated in the future 

as well. Druckman (2013) argues that it is vital for reporting to be open for adjustments 

since the society changes over time. Nevertheless, the integrated thinking will not be a subject 

for changes according to Druckman (2013). Integrated thinking is the central pillar in the 

framework on IR that means the ability to monitor, manage and communicate the inter-

connection among the financial and non-financial information (PwC, 2011; IIRC, 2011; 

KPMG, 2010). It is the complexity of providing the value-creation process that contributes 

to success over time for the readers and the company itself (GRI, 2010).  

 

Over the years, corporate reporting has focused on the financial aspects of the report. Ac-

cording to Krsuz and Eccles (2010) this has resulted in reports being narrow with limited 

space for other aspects such as the non-financial, governmental and social factors. Solo-

mon and Maroun (2012) reflect over the evolution of the non-financial reporting practices, 

which initially came to surface in the field of accounting in the late 60’s. Rimmel (2003) de-

scribes that waves has stroked the accounting world since then in social and environmental 

reporting, especially in the research world. Nevertheless, an accelerated trend has emerged 

since the turn of the century. This is related to the growing public concern on environmen-

tal aspects that have flourished last decades. The role of disclosures practices have also 

started to be questioned due to the movement which led to pressure on organisations in 

terms of disclosing more information about their operating (Solomon & Maroun, 2012). 

This has also opened up the opportunities for legitimation and better reporting (Daley, 

2001). Solomon and Maroun (2012) reflect over that these movements accounted for more 

and more information provided by the organisations in a “stand-alone approach” besides 

the financial reports. According to KPMG (2010) such forms of reports might be recog-
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nized as e.g. CSR, ESG, environmental and various kinds of compliance reports have been 

carried out in a “nice to have” reports. The actual value for stakeholders might be ques-

tioned according to KPMG (2010). Because these movements have in fact increased the 

quantity of information that has made the assessing process of firms’ actual performance 

more complex and complicated for external parties (Rashid, 2011; IIRC, 2011; PwC, 2013). 

The overload of information has provided an impulse for the emergence of IR in a way 

(Druckman, 2013). 

 

The initial steps are taken in South Africa, which is a country recognized by its ability on 

promoting corporate governance reforms. At some extent, this is related to the rich con-

sistence of mining in the country and the high HIV/AIDS rate among workers. Due to 

that fact a need took place related to indicators on identifying the actual costs related to 

sickness and death among workers (Solomon, 2011; Eccles & Krsuz, 2010). South Africa 

was the first country complying with the King I Report in 1994. This reporting model in-

volved stakeholder accountability and supplementary indicators on social and governmental 

issues. Furthermore, update to King II Report in 2002 for further integration which most 

of the South African companies adapted voluntarily. The latest update (King III report) in-

troduced during 2009 insisted on IR. In 2010, South African Companies Act replaced the 

earlier 1973 act and was the first country issuing integrated reporting for all JSE listed 

firms. By introducing a mandatory requirement on preparing annual report in line with the 

IR approach (Solomon & Maroun, 2012; IIRC; 2011). 

 

2.1.2 Previous research on Integrated reporting 

IR is a new concept on reporting, therefore previous studies that can be applicable to the 

nature of this thesis are somewhat limited. Jill Solomon and Warren Maroun together with 

ACCA published an analytical study research in 2012. In their study the focus on analysing 

ten annual reports of the major companies listed in South Africa on the JSE. By observing 

the impact on social, environmental and ethical parameters due the using the IR as the re-

porting vehicle between 2009 and 2011. The authors denote that the findings “paint a com-

plex picture of the impact, showing both positive and negative effects” (Solomon & Maroun, 2012, p.5).  
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There is considerably more information on social, environmental and ethical aspects dis-

closed in reports from 2010/2011 than in reports for 2009. Consequently, the negative no-

tion that occurred in their study is directed towards repetitions of certain items. Another 

observation the authors made was about the amount on ethical information, which did not 

match the amount disclosed on social and environmental features (Solomon & Maroun, 

2012).  

 

2.2 Human capital 

2.2.1 The notion of human capital 

Intangible assets (also known as non-financials) are the nonphysical resources or rights that 

provide some sort of advantage for a company in a market place (Downes & Goodman, 

2010). Intellectual capital (IC) is the difference between the companies’ physical and finan-

cial (tangible assets) and the market value. IC consists of the three subcategories structural 

capital, relational capital and human capital (Sveiby, 1997).  

 

Rimmel (2003) describes that human capital is: “capabilities of the company´s employees to provide 

necessary solutions to consumers, to innovate and to renew business” (Rimmel, 2003, p.30). This can 

be seen a central factor for the firms competitiveness on the market and therefore an im-

portant factor for investor and other stakeholder to observe and measure. The IIRC (2011) 

denote that capitals in wider terms can be financial, manufacture, intellectual, natural, social 

and human. Nevertheless, the concept of human capital can in wider terms be described as 

knowledge in a broader meaning (OECD, 2009). The Organisation for Economic Cooper-

ation and Development (OECD) describes the perception of capital as factors of produc-

tion used to create goods or services. The IIRC’s (2011) overall description regarding hu-

man capital is stipulated as: “people´s skills and experience and their motivations to innovate” (IIRC, 

2011, p.11). This view is also consistent with Abeysekera (2006) that argues that human 

capital is the combination of factors possessed by individuals and the collective workforce 

(Abeysekera, 2006). Human capital encompasses factors such as knowledge, skills, and 

technical ability (Rashid et al., 2011). Regardless of the variation concerning the definitions, 

intangible resources i.e. soft facts such as human capital, have undeniably become an influ-

ential factor and valuable resource (Rimmel, 2003; OECD, 2009, Abeysekera, 2006; Sudhir 
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C, 2013). Perhaps, in many cases, more valuable than the physical evidence that carries it 

(Rimmel, 2003). 

 

John Daley (2001) argues that, as the global trade has evolved over the years across the 

borders the geographical barriers in the world have broken down, which has led to that the 

information on soft values has become more important for the survival of the companies. 

Further, Daley indicates a link between increased economic development and intangibles 

due to the increasing development in competition such as more freely available capital, 

lower transaction cost and rapid globalisation (Daley, 2001). This leads to a higher depend-

ency on intangibles in battling competition issues, hence intangibles (human capital among 

others) are more unchallengeable than physical goods (Daley, 2001). There are several re-

searchers and practitioners advocating the fact that people are becoming more valuable as-

sets due to globalization, implying that organizational success depend to higher extent on 

peoples competence, health, safety etc. (OECD, 2009; IIRC, 2011; Rimmel, 2003). Due to 

the individual uniqueness within a particular company, scholars proclaim the importance of 

employees as a critical resource in contravening competitive advantage (Lepak & Scott, 

1999; Stewart, 1997) 

 

2.2.2 Human capital disclosures 

The European federation of financial analysts’ societies (EFFAS), a commission of global 

pioneers on investment of professionals’ community, presented data from a research con-

ducted during 2008 based on measurement made on intangibles over the past six decades 

in the US. EFFAS study on corporate expenditure investments found that intangibles actu-

ally exceeded the amount spent on investments made on tangible assets during the 1990´s. 

This shift continued to increase during the 21st century. In the first six years of the previous 

decade investments made on intangibles were 40% larger than on tangible investment. 

Therefore, the researchers state that there is a clear link to future value creation and in-

vestment made on human capital (EFFAS, 2009). 

 

Johanson (1999) denotes that the first published work concerning the valuation of human 

assets was published in 1964 by Hermansson and furthermore that the term “human re-
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source accounting” was used for the first time in 1968 and that “utility analysis” model was 

established in order to estimating the financial utility of personnel selection (Johanson, 

1997). This implies that disclosure practices on human capital accounting are not some-

thing new since have been discussed and analysed by researchers and academics some dec-

ades ago. Yet, there are shortcomings when it comes to adopting the concept on including 

real measurement on human capital related items by the corporate world in their disclosure 

practices. Ever since the late 60’s new waves of interest have come in the academic world. 

Even though, there has been a relatively calm periods as well, considerable number of arti-

cles have been written with a significant contribution to the area, for instance in the late 

70’s, during the 80’s, 90s, 00’s and the current period 2010 (Johanson, 1999; IIRC, 2011). 

Currently, companies have grasped that fact that utilization of soft values may underpin the 

growth factor increasing their market value and embedding for better competitive ad-

vantage (Abdulrahman et al, 2012). 

 

Johanson (1999) reflects over a program made in Sweden during the 1990’s with an aim to 

educate 53 managers from three firms in human resources cost and accounting (HRCA) as 

tool and complement to the annual reports. This learning process increased efficiency in 

two of the organizations as the willingness to act took place. Johanson (1999) describes the 

outcome had a surprisingly positive effect on efficiency in two of the firms that probably 

would not occur without the implementation of HRCA. This has a strong connection with 

economic growth in which knowledge is an important factor in the process of growing and 

success in prosperity according to Abdulrahman et al. (2011). 

 

Moreover, alternative factor that seems to be vital when it comes to increasing the opera-

tional efficiency and profitability is the investments made on employees’ health and safety 

(OECD, 2012). Health and safety are linked to the productivity, willingness to work and 

cost expenditures according to OECD (2012). As a result when disclosed in the annual re-

ports this signals awareness, structure and credibility to the outside investors and enhances 

the inventiveness to increase the market value (Abdulrahman, 2012). 

 

It is also argued that including diversity within the companies throughout the governance 

bodies is crucial for avoiding scandals (Van der Zahn et al, 2006). Van der Zahn et al 
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(2006) implies that one of the reasons behind the financial scandal with Enron was the 

homogeneous structure at board level. A greater ethnic and gender diversity might bring a 

wider set of experiences and views into the operations and enhance the company’s busi-

ness.  Furthermore, it might be fruitful in the decision making process for the external in-

vestors as diversity may provide a higher level of confidence and attract foreign investors 

(Van der Zahn et al, 2006).  

 

Information about the leaders is crucial information on human capital. This type of infor-

mation (such as academic/professional qualifications, background etc.) indicates the com-

petence level of a vital organ in an organisation providing investors and other stakeholders 

with valuable insights which indicates the possible quality level behind important decisions 

taken and that are about to be taken in the future (Rimmel, 2003).  

 

2.3 Theoretical Framework 

In this section theories that are suitable for the nature of this thesis are discussed which will 

later be connected with the empirical material and discussed in the analysis chapter. 

 

Deegan and Unerman (2006) denotes theory as addressed abstractions of reality and alt-

hough full justification cannot be presumed of a particular behaviour. Same phenomenon 

may be studied by different individuals who might end up adopting the theories in different 

ways. It is important to be aware of the impact of capital markets, legal systems and owner-

ship on the development of corporate governance, which in turn influences the reporting 

behaviour and it’s mechanisms (Mallin, 2009). 

 

In recent years a number of researchers and scholars have studied the three perspectives of 

theories (legitimacy theory, institutional theory and stakeholder theory). Theories might be 

chosen by researchers to understand and explain behaviour of companies.  

2.3.1 Stakeholder theory 

In stakeholder theory business ethics plays the central role where values and morals are in-

cluded within the management process in an organization (Mallin, 2010). According to 
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Deegan and Unerman (2006) stakeholder theory treats the disclosures behaviour in two al-

ternative perspectives (branches), which can be addressed as the ethical or the positive 

branch. 

 

The ethical branch enlightens the notion of rights such as the right for information regard-

less the power of the shareholder or other stakeholders. The ethical notion is involved with 

the responsibility driven disclosures which aims on including all outside parties (society at a 

broader level) i.e. environmental issues, employees, local communities, suppliers, share-

holders, customers, government, lenders and various groups (Mallin, 2010).  

 

The ambition with the positive, also called the managerial branch, constitutes the notion of 

corporations’ tendency in satisfying information demands of those stakeholders who are 

considered as being more vital for the survival of the organization according to Mallin 

(2010). These stakeholders in this context are referred as those who hold or control a larger 

portion of the scarce resources (usually capital) within the organization (Deegan & Under-

man, 2006). 

2.3.2 Institutional theory 

Institutional theory also recognized as organizational theory, deals with social behaviour 

and aspects towards the pressure on managers and leaders. Since 1970’s this theory has de-

veloped to be a powerful theoretical assessment of organizational analysis as accounting 

and auditing became to be acknowledged as an important obstacle  (Powell & DiMaggio, 

1991). Mallin (2010) reflects over that within the accounting field, this is usually carried out 

when leaders adopt a certain disclosure practice on voluntary corporate reporting such as 

the CSR reporting. Because of the external party’s motivation, leaders and managers be-

comes a subject for the pressure on adopting and complying with externally created ele-

ments in order to increase the transparency (Scott, 2002).  

 

These pressures might take three possible forms: coercive, mimetic and normative. Coer-

cive pressure deals with legal obligations. Mimetic pressures are agreements based on copy-

ing other successful forms. Lastly, normative pressures are dealing with homogeneity such 

as associations that bring similar attitudes (DiMaggio & Powell, 1991).  
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2.3.3 Legitimacy theory 

Legitimacy theory is a system-oriented theory that seeks to be part of a broader social sys-

tem (Deegan & Unerman, 2006). Dacin et al (2002) denote that some decades ago legitima-

tion was connected to profit maximization in most cases. This has changes over time since 

the views within society has changed on business. Even though measures of corporations’ 

financial performance are important, it is not the all-inclusive measure of the company. 

Advocacy movement in United Stated during the 60’s and 70’s contributed to connections 

on legitimacy towards social matters that expanded the field of legitimacy for organizations 

(Deegan & Unerman, 2006). The expansion developed indicators and measurements new 

parameters such as environment, social, health and safety and governmental matters, which 

affected stakeholders’ view of the corporation (Mallin, 2010).  

 

According to Scott (2002) disclosures may be used as a strategy in attaining confidence for 

the organization where legitimacy serves as a tool. Legitimacy theory focuses on distrib-

uting organizations corporate business performance with the society at large. The central 

notion in legitimacy theory is the social contract, which is the concept on representing the 

multitudes of implicit and explicit expectations that the society has about how organiza-

tions should operate (Deegan & Unerman, 2006). The survival of organizations is depend-

ent on meeting the expectations from the outside parties. Being part of a broader society 

mean not only meeting the investor’s expectation, but society at large, which has a strong 

connection with the future operating possibilities (Goodstein et al., 2002).  
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3 Methodology 
In order to fulfil the purpose of this thesis following chapter will present and discuss the chosen methods ap-
plied for the study. The research study will be carried out through a combination between qualitative and 
quantitative approach. In the end this chapter will provide a discussion of the validity and reliability of the 
thesis. 

3.1 Research strategy 
The research strategy presents the selection of methods for the study. It also describes in 

which way the study was conducted. 

3.1.1 Research methods 

Ryan el al. (2009) denotes that methodology concerns the process of doing research. Fur-

thermore, it is important to distinguish between methodology from method in which the 

latter is devoted towards one particular research technique (Ghauri & Grønhaug, 2005). 

Methodology on the other hand might consist of two dimensions or techniques: the quali-

tative or quantitative, or a combination of both techniques (Holme & Solvang, 1997; Ryan 

et al., 2009).  

 

The aim with a method is to help students and researchers in their path from problem to 

solution. It is not the method itself that solves the problem but there is a need for tools in 

order to help unravelling a problem or investigating something. The method might shape 

and influence the preference on adopting the tool into the research. However, it is when 

these two i.e. the method and the chosen tool are combined together, it might provide as-

sistance to the researcher in solving the problem (Ahrne & Svensson, 2011). 

 

The method part in this thesis was used as a tool during the data collection. Saunders el at. 

(2012) argue that when conducting the research method with topic it is important that the 

purpose of the research is stated correctly. Ahrne and Svensson (2011) argue that there is a 

difference between the everyday method practices and science method. In science there is a 

stronger requirement on arguing and explaining for the method used.  
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3.1.2 Qualitative and quantitative 

The research in this thesis used a combination of quantitative and qualitative approach. Ini-

tially, the quantitative approach was used during the process of collecting data from the an-

nual reports. This was followed up with a qualitative approach although the collected data 

were in-depth analysed in order to attain an enhanced understanding of the observed data. 

 

A qualitative research method deals with in-depth understanding and interpreting smaller 

but focused samples in their normal context in order to develop new meanings or behavior 

(Lincoln & Denzin, 2005). Bryman (2006) states that the nature of qualitative research is to 

present non-numerical data that has not been quantified often with open-ended approach. 

Qualitative research method involves inductive or deductive approach. According to Saun-

ders et al. (2012) inductive approach involves the development of a theory as a result of the 

observation or particular facts. Deductive approach involves testing of a theoretical propo-

sition from a known premise from relevant literature designed specifically for the purpose 

of its testing (Ghauri & Grønhaug, 2005). In this research study both approaches were ap-

plicable as the aim is to describe the relationship between existing theories with the out-

come based on particular facts (see scoreboard section 3.2.3). The main difference between 

a quantitative and a qualitative approach is not related to quality but of procedure. The el-

ementary distinction between the two methods is that in quantitative employ measurements 

and qualitative research do not (Ghauri & Grønhaug, 2005). Bryman (2006) argues that dif-

ference between quantitative and qualitative research besides issues on quantification is also 

on research objectives.  

3.1.3 Working progress 

The problem structure forms the design of a research in which the structure may vary be-

tween exploratory, descriptive and casual (Ghauri & Grønhaug, 2005). In this thesis the re-

search design took a descriptive approach. Holme and Solvang (1997) describes that de-

scriptive research is suitable when a problem is structured and when collecting data 

through secondary data sources. 

 

This thesis used a scoreboard (see 3.2.3) as a tool in order to gather data form the electron-

ic annual reports. The collection of items was done through a grading system of soft values 

related to each item. The grading system took a “one (1) or zero (0)” approach. Compli-
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ance with items within the scoreboard was marked as “one (1)” and noncompliance 

marked as “zero (0)”. The total coverage within each subcategory was summarized by the 

corresponding reporting year for each company and compared against other companies 

within the same sector. In the end comparison among the sectors was also done. This can 

be illustrated in the appendixes 1-3 and figures within the empirical and the analytical sec-

tion.  

 

Data analysis of this study was based on a predetermined research strategy as discusses 

above. The gathered data from each company’s annual report were summarized into a doc-

ument (appendix 4-6 presents the scoreboard results from each sector). Thereafter, the 

document was analysed and observed by designing graphs and in-depth description of the 

outcome. After the gathering of all collected data, the thesis provides analysed data of the 

fundamental parts, the five subcategories, from each sector. Thereafter, the linking the 

same sectors into one figure that describes the outcome from every particular sector.  

 

A scoreboard was established for human capital related items as mentioned in the previous 

chapter based on scientific studies that have shown that these features are valuable assets to 

observe. Due to that fact the study focused on human capital related items and issues dur-

ing the observance and analysis of electronic IR annual reports (2010 and 2011) and finan-

cial annual reports together with CSR reports (2009).  

3.2 Data collection 
Data can be collected through three sources; primary, secondary and tertiary (Saunders et al 

(2012). In this research study secondary data were used. Bell (1995) states that secondary 

data involves external sources such as publications where annual reports are one type of in-

formation included among others e.g. books, articles, research reports etc. The secondary 

data (annual reports) were retrieved from the companies’ websites. 

 

3.2.1 Selection process  

In the selection process of the companies the selection was initially based on two require-

ments; listed on the JSE’s main board and the amount of employees within the company. Information 

about the selected companies can be found in the appendix 1-3. 
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The motivation behind being listed on the JSE’s main board is because it is mandatory for the 

companies to comply with IR as a reporting vehicle in South Africa since 2010 (King III, 

2009). Subsequently, as the research study in this thesis focused on studying the practice of 

IR annual reports, this requirement is central for the research. The second requirement i.e.  

amount of employees within the companies was related with the engagement of people in the soci-

ety that attains a large coverage of the proportion of employees to the study. Since this the-

sis focuses on people in wider meaning, it was important to include this parameter in the 

selection process i.e. to involve companies from different sectors with high amount of em-

ployees in their corresponding sector and by that reaching the interconnection with the so-

ciety.  

 

As stated above, the chosen companies were selected from three sectors; banking, manufac-

turing and mining. There are two reasons behind this selection. The first; to grasp a wider 

perspective on how the practise of IR is treated on the market. Second reason; to increase 

the quality of comparison in the analytical process (see chapter five), since this enabled a 

comparison among both companies and sectors.  

 

It was especially important to include mining within the study as South Africa’s consistence 

of mines hence the high frequency of activities over the years within the sector and supply-

ing huge amount of people with work. Manufacturing was chosen due to the fact that this 

sector also involves a lot of people in work at a high extent. Banking on the other hand 

does not involve people at same extent as mining and manufacturing, but it still has a quite 

many employees aggregately. However, this sector was included in the study since it in-

volves another type of business i.e. service. This was important to include in the study in 

order to expand and reach the wider perspective observation to the study as mentioned 

early.  

 

Figure 3-1 below illustrates the selected companies included in this case study. For infor-

mation about these companies see appendix 1-3.  
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COMPANIES	  SELECTED	  FOR	  THE	  SAMPLE	  

SECTORS 
Banking   Mining   Manufacturing 

RMB	  Holdings	  Limited	   	   African	  Rainbow	   Minerals	   Bidvest	  Group	  
ABSA	  Group	  Limited	   	   AngloGold	  Ashanti	   	   Steinhoff	  Int.	  Holdings	  Limited	  
Capitec	  Bank	  Holdings	   	   Anglo	  American	  Platinum	  Ltd	   Group	  five	  Limited	  
Figure 3-1 Companies selected for the sample 

 

3.2.2 Gathering data 

In order to supply this thesis with appropriate data the first step was to include relevant da-

ta in the research process. In this process the objective was to find data that suited the pur-

pose and the nature of this thesis i.e. nonfinancial and in particular human capital related 

data. This selection was found in the GRI’s G3 and G3.1 Comparison Sheet and from Gunnar 

Rimmel’s dissertation, Human Resource Disclosures (2003).  

 

Global Reporting Initiative (GRI) is non-profit organisation that provides the guidelines 

for sustainability reporting. G3 and G3.1 Comparison Sheet is the latest update regarding 

the principles for defining and reporting content and principles for ensuring reporting qual-

ity.  

 

Rimmel’s (2003) dissertation was also highly relevant for this study since it focuses on the 

disclosures on human resource practices and involves a scoreboard with relevant items that 

were suitable for the nature of this study. It is important to denote at this point that these 

formed the base and inspired the establishment of the scoreboard (see 3.2.3) but that the 

scoreboard is redrafted and constructed in its own way.   

 
 
 
 
 
 

3.2.3 The scoreboard 
Table 3-1 The Scoreboard 
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Nonfinancial	  Performance	  Indicators	  
	  

LABOUR	  PRACTICES	  AND	  DECENT	  WORK	  
EMPLOYMENT  

1. Identification	  on	  recruitment	  policy	  or	  related	  issues	  
2. Total	  workforce	  
3. Information	  on	  employees	  by	  geographic	  location	  	  
4. Total	  workforce	  by	  employment	  contract	  (permanent,	  full	  time,	  contractors,	  part	  time)	  
5. Gender	  identification	  within	  workforce	  	  
6. Turnover	  rate	  
7. Turnover	  rate	  by	  gender	  and	  region	  
8. Identification	  on	  reasons/details	  behind	  the	  turnover	  
9. Information	  on	  retention	  
10. Facts	  on	  termination	  
11. Information	  of	  employees	  covered	  by	  collective	  bargaining	  agreements	  

	  
OCCUPATIONAL	  HEALTH	  AND	  SAFETY	  

12. Identification	  of	  health/safety	  policies	  or	  related	  issues	  
13. Facts	   of	   costs	   and	  measurements	   (total	   amount,	   percentage	   or	   average	   per	   employee)	   on	   actions	  

taken	  	  
14. Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	  
15. Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	  by	  region	  	  
16. Information	  on	  lost	  days	  or	  absenteeism	  
17. Identification	  on	  risk-‐control	  program	  in	  assisting	  employees	  education	  on	  serious	  diseases	  

	  
DIVERSITY	  AND	  EQUAL	  OPPORTUNITY	  

18. Identification	  on	  equal/diversity	  policies	  or	  related	  issues	  
19. Facts	  on	  diversity	  composition	  
20. Indicators	  of	  diversity	  per	  employee	  according	  to	  gender,	  minority	  group	  or	  age	  group	  
21. Target	  setting	  regarding	  involvement	  of	  women	  within	  governance	  bodies	  
22. Identification	  on	  gender-‐distribution	  within	  senior	  management	  functions	  
23. Policy	  on	  equal	  remuneration/salary	  for	  woman	  and	  men	  
24. Information	  on	  ratio	  of	  basic	  salary/remuneration	  for	  woman	  and	  men	  by	  category	  

	  
TRAINING	  AND	  EDUCATION	  

25. Identification	  on	  training/education	  policies	  or	  related	  issues	  
26. Total	  hours	  or	  amount	  spent	  on	  training/education	  
27. Facts	  on	  average	  hours/amount	  spent	  per	  employee	  
28. Facts	  on	  average	  hours/amount	  spent	  per	  employee	  by	  region,	  category	  and	  gender	  
29. Assist	  in	  managing	  career	  development	  

	  

INFORMATION	  ABOUT	  DIRECTORS	  
30. Age	  of	  board	  members	  
31. Academic	  and	  professional	  qualifications	  
32. Turnover	  rate	  among	  directors	  
33. Facts	  on	  remuneration/salary	  
34. Amount	  of	  shares	  held	  in	  the	  corporation	  
35. Electronic	  date	  of	  the	  board	  
36. Gender	  distribution	  among	  board	  members	  and	  directors	  
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3.3 Data analysis 
In a research it is crucial to consider the validity and reliability in a thesis. This research 

study consists of variables in form of compliance, disclosed items on numbers and written 

text that can be connected to change in human capital disclosures. 

 

3.3.1 Validity 

In order to attain validity it is important to consider that the measure captures what the re-

search is supposed to (Ghauri & Grønhaug, 2005).  The thesis will categorize the different 

subcategories in order to improve interpretation and understanding of the analysed work. 

Transparency during the research is something that this thesis has continually utilized. Re-

ports have been handed in to the tutors frequently and the thesis has also been open to 

feedback during the whole writing process. 

	  

3.3.2 Reliability 

Ghauri and Grønhaug (2005) defends that reliability refers to the stability of the measure. 

Stability in this case is referred to as repeated measurements throughout the research. In 

this study the data was first collected and summarized into a scoreboard and then in-depth 

analysed. This strengthens the stability of the measure since the researcher focuses on the 

current phenomena and does not have control over the event (Yin, 1994). However, there 

are always possibilities of disadvantages in a research. In this case this can be referred to 

the implication on transforming the observed data into useful information (Ghauri & 

Grønhaug, 2005). 

 

When using secondary data such as annual reports it is important to make a judgement if it 

can be used in a study although it may be used for different purposes (Ghauri & Grønhaug, 

2005). In this case study annual reports fits into the nature of this research since the pur-

pose is to investigate how disclosures practices on human capital is treated in a new report-

ing system (integrated reporting). Research questions were answered through the data col-

lection provided in electronic annual reports from selected companies’ websites. Annual 

reports are audited and revised before publications and may therefore be considered as reli-

able (Arbnor & Bjerke, 1997). The information found in the annual reports consisted of 

combination of numbers. This implies a low level of subjectivity. Threats to subjectivity are 
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related to assessment of the results since different individuals may have different judge-

mental view (Arbnor & Bjerke, 1997). Since in this study a scoreboard with specific items 

was established where the disclosed items were summarized into numbers before in-depth 

assessment, this minimized the level of subjectivity. Nevertheless, a level of subjectivity 

may be present as an individual does the interpretation and evaluation of data. Even 

though there is a possibility of a small level of subjectivity, the author considers that the da-

ta presented in this study is reliable.	  
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4 Empirical findings 
In this chapter, empirical findings of the research will be presented and described. An in-depth description of 
each subcategory for each participating company is provided. This description is combined with graphical fig-
ures that illustrate the outcome between the periods 2009-2011. 
 

4.1 Scoreboard results – Banking sector 
In this section the scores among companies within banking are compared against each oth-

er. For every subcategory the array measures the disclosed items for each company by re-

porting year. Besides the figures (4-1 to 4-5) appendix 4 is applicable in this section that in-

tends to equip the reader with circumstantial information for a better understanding of the 

context in the following sections (4.1.1 – 4.1.5). 

 

4.1.1 Employment – Banking Sector 

The subcategory employment measures 11 items in total (see appendix 4). As the figure 4-1 de-

scribes in 2009 CAPITEC BH provides information on solely 1 item (identification on recruit-

ment strategy policy) that stands for approximately 9% coverage of the scoreboard. The annual 

reports from RMBH and ABSA Group covers 18% by scoring 2 items each and provides 

information on 1 additional item i.e. information about retention. 

 

As the figure 4-1 shows all companies improves their scoring in 2010 at somewhat differ-

ent coverage level of the scoreboard: RMBH and CAPITEC BH, 3 items (27%) whilst 

ABSA GROUP, 4 items (55%). RMBH and CAPITEC BH provides information on the 

same items (total workforce and employees as a percentage by geographic location) although RMBH 

lacks in scoring on information about retention as they did in 2009 which results in the increase 

of solely 1 item aggregately. ABSA GROUP on the other hand provides information on 

these items as well and discloses additional information on 3 items total workforce by employ-

ment contract, facts on gender identification within the workforce and information of employees’ coverage by 

collective bargaining agreements. 

 

In 2011 the improvement of scoring continues among all companies. RMBH provides in-

formation on 2 additional items (5 items in total) and CAPITEC BH on 3 items. The 

common scoring is involving the item information about retention, otherwise both companies 
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provide information on different items: RMBH (turnover rate by gender or diversity group by re-

gion) and CAPITEC BH (total workforce by employment contract). During this period ABSA 

GROUP significantly improved their scoring by disclosing information on all items as the 

figure illustrates. 

 

 
Figure 4-1  Employment, Banking Sector 

  

4.1.2 Occupational health and safety - Banking 

The total measures in the subcategory occupational health and safety consists of 6 items (identifi-

cation of health and safety policies, facts of costs and measurements per employee, rates on injury/accidents 

or occupational diseases, rates on injury/accidents or occupational diseases by region, information on lost 

days or absenteeism and identification of risk-control program in assisting or educate employees about seri-

ous diseases). As the figure 4-2 shows in 2009 and throughout out the observed three-year 

period RMBH provides information on 2 items i.e. identifying health and safety policies and iden-

tifying risk-control programs in assisting or educating employees about serious diseases. In addition, 

ABSA and CAPITEC disclose also information in these 2 items throughout the observed 

timeframe. While RMBH and ABSA provides information on the same items in 2010 

CAPITEC discloses information in 1 additional item (facts on costs and measurements per employ-
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ee) in this period (2010) i.e. 3 items in total which is an improvement with 50% comparing 

to the previous year (2009). In 2011 CAPITEC continuous to make improvements disclos-

ing additional information about 1 more item (information on absenteeism) scoring 4 items in 

total which is twice as much as their initial scoring in 2009 i.e. an improvement with 100%. 

As the figure shows in 2011 ABSA advances and makes identical improvement aggregately 

since they provide additional information on the same 2 items as CAPITEC did during the 

2010 and 2011.    

 

 
Figure 4-2 Occupational health & safety, Banking Sector 

4.1.3 Diversity and equal opportunity – Banking 

The subcategory diversity and equal opportunity consists of 7 items (identification on equal or diver-
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the same item CAPITEC BANK discloses information of the diversity composition and identifi-

cation of the gender-distribution within senior management functions. In 2010 CAPITEC BANK pro-

vides information on 1 more item (indicators of diversity per employee according to gender or minority 

group) scoring 4 items in total, which equals 57% of the possible scoring in this subcategory. 

Meanwhile, ABSA GROUP adds information on 2 items (facts on diversity composition and in-

dicators of the diversity per employee according to gender or minority groups) scoring 3 items in this pe-

riod (2010). Further in 2011 both CAPITEC BANK and ABSA GROUP significantly im-

prove their scoring comparing to the previous year, 75% (CAPITEC) and 67% (ABSA). 

ABSA GROUP discloses additional information on identifying the gender-distribution within sen-

ior management while CAPITEC provides information on the same items but adds also in-

formation on the target setting of involving women within governance bodies and policy on equal remu-

neration among men and woman which aggregately gives CAPITEC 7 items i.e. full scoring and 

an increase with 233% in comparison to the 2009 hit of the scoreboard. ABSA on the oth-

er hand scores 5 items in total which is 72% of the possible scoring and an increase with 4 

items (500%) in comparison to the initial observed year (2009). 

 

 
Figure 4-3 Diversity and equal opportunity, Banking Sector 
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4.1.4 Training and education – Banking 

This subcategory, training and education, consists of 5 items (identification of training and educa-

tional policies or related issues, total hours or amount spent on training and education, facts on average 

hours/amount spent per employee by region, category and gender and assisting in managing career develop-

ment). As the figure 4-4 shows all participating companies report at same level throughout 

the observed time frame. RMBH provides information on 2 items (identification of training and 

education policies or related issues and assisting in managing career development), which stands for 

40% of the possible scoring of the scoreboard. Meanwhile, as the figure illustrates ABSA 

GROUP and CAPITEC BANK provides additional information on 1 item (3 items in to-

tal) compared to RMBH i.e. an increase by 20%. However, both companies disclose addi-

tional information on the same item (total amount spent on training and education) and disclose 

60% of the scoreboard items. 

 

 
Figure 4-4  Training & Education, Banking Sector 

 

4.1.5 Information about directors – Banking 

The category information about directors consists of 7 items (age of board members, academic and/or 

professional qualifications, turnover rate among directors, facts on remuneration/salary, amount of shares 

held in the corporation, electronic date of the board and gender distribution among board members and di-

rectors. RMBH and ABSA GROUP disclosed information on 5 equal items i.e. all items ex-

0	  

1	  

2	  

3	  

4	  

2009	   2010	   2011	  

Tranining	  and	  educaaon	  -‐	  Banking	  sector	  

RMBH	  

ABSA	  GROUP	  

CAPITEC	  

Average	  



 

31 

 

cept the turnover rate among directors and the gender distribution among board members and directors 

which covers 71% of the items within the scoreboard.  As the figure 4-5 shows, CAPITEC 

BANK scored 6 items in total (86% coverage of the scoreboard) throughout the three-year 

analysed timeframe by providing facts on 1 additional item (gender distribution among directors 

and board members).  

 

 
Figure 4-5  Information about Directors, Banking Sector 
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solely lack in disclosing information on percentage of the employees by geographic location. Com-

pared to Steinhoff which covered 36% of the scoreboard the difference here is on 6 items 

(total workforce, total workforce by employment contract, facts on gender identification within workforce, 

turnover rate, turnover rate by gender and region and/or gender diversity groups, identifying the reasons be-

hind the turnover and facts on termination. However, Steinhoff disclosed information about the 

percentage of the employees by geographic location, in contrast to G5, otherwise coverage of the 

other 3 items are the same by both companies. Bidvest Group covered 45% of the score-

board by scoring 5 items. Compared to Steinhoff additional information is provided on the 

total workforce and facts on the gender identification within the workforce but lack on information of em-

ployees coverage by collective bargaining agreements, otherwise both companies discloses infor-

mation on the same items.  

 

In 2010 all companies improve their scoring with 1 item. G5 provides information on em-

ployees as a percentage by geographic location which leads to total coverage of the scoreboard. 

Bidvest Group increases their scoring by 9% compared to the previous year by disclosing 

information about employees’ coverage by collective bargaining agreements, scoring 6 in total which is 

1 item more than Steinhoff. Steinhoff on the other hand provided additional information 

on the total workforce and increases their coverage to 45% of the scoreboard. 

 

As the figure illustrates during 2011 G5 provides information on all items while Bidvest 

Group and Steinhoff continues to improve. However, Steinhoff stands for a higher im-

provement (27% and 8 items in total) by providing information on 3 additional items (turn-

over rate, turnover rate by gender and diversity groups by region across different divisions and identification 

on reasons behind the turnover) compared to the previous year covering 73% of the scoreboard. 

Bidvest group improves their scoring by providing additional information on 1 item (turno-

ver rate) scores 7 items in total which is an increase with 9% compared to 2011 and 64% 

coverage of the scoreboard. 
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Figure 4-6  Employment, Manufacturing Sector 
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Figure 4-7  Occupational health & Safety, Manufacturing Sector 
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In 2010 Steinhoff scored 2 items which is 1 item less than the previous year and equals a 

decrease by 14% (29% in total coverage of the scoreboard) while Bidvest Group and G5’s 

disclosures are unchanged.  

 

As the figure 4-8 shows, in 2011 Steinhoff and G5 continue to score at same level as in the 

previous year. Bidvest Group on the other hand improves their scoring with 29% by 

providing additional information on 2 items identifying the gender distribution within the senior 

management functions and policy on equal salary among men and woman which equals 71% total 

coverage of the scoreboard, the same as G5.   

 

 
Figure 4-8  Diversity and equal opportunity, Manufacturing Sector 
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amount spent per employee and facts on average hours or amount spent per employee by region, category and 

gender. 

 

In 2010 Steinhoff declined their scoring by 20% and disclosed information on 2 items cov-

ering 40% of the scoreboard. The lacked item (the total hours or amount spent on training or edu-

cation) is however provided in 2011 again in their annual report. Bidvest Group and G5 

provide information on same items throughout 2010 and 2011 at their coverage-level is 

60% and 100% respectively. 

 

 
Figure 4-9  Training & Education, Manufacturing Sector 
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14% by proving additional information on identifying the gender distribution among the board 

members and directors.  

 

As the figure 4-10 shows, in 2010 and 2011 all companies continues to score the same re-

sults except for G5. In 2011 G5 provides additional information on 1 item (gender distribu-

tion among board members and directors) and discloses at same level as Bidvest Group. In addi-

tion, covering identical information on the rest of the items. 

 

 
Figure 4-10  Information about the Directors, Manufacturing Sector 
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4.3.1 Employment – Mining sector 

In subcategory employment the total amount of items is 11. In 2009 African Rainbow and 

AngloGold equally scored 7 items while African Rainbow scored 5 items. Additional in-

formation was provided on turnover rate and the identification by geographical regions. 

African Rainbow and Anglo American improved the 2010 reports whereas AngloGold had 

the same score as in the previous year and throughout the whole observed period. African 

Rainbow scored 4 more items comparing to the 2009 annual report, in contrast the 2010 

report included information on identifying the reasons behind the turnover rate for 2010, 

facts on retention, identifying the employment contracts and also identifying the workforce 

by the geographical regions. Anglo American 2010 report that increased by 1 item scored 8 

items in total provided additional information on identifying the composition of the work-

force by contract category (permanent or contractors). In the last observing year, 2011, ad-

ditional improvements were made by AngloAmerican which increased the scoring by 2 

items, scoring 10 items in total by including facts on the geographical composition of the 

workforce and providing information on the turnover rate by region and gender. Mean-

while, African Rainbow scored 9 items, which was the same as in 2010. 

 

 
Figure 4-11  Employment, Mining Sector 
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4.3.2 Occupational health and safety – Mining sector 

As the average array indicates in the figure for the subcategory occupational health and safety, 

the items reported are quite unchanged over the observed period. Out of the 6 items (identi-

fication of health and/or safety policies, facts of costs and measurements on actions taken, rates on injury, 

accidents or occupational diseases, rates on injury, accidents or occupational diseases by region, information 

on lost days or absenteeism and identification on risk-control program in assisting or educate employees 

about serious diseases) Anglo American annual reports throughout the analysed period covers 

information on all these items.  

 

As the figure 4-12 shows in 2009 AngloGold scores 4 items (identifying health and/or safety pol-

icies, facts of costs and measurements on actions taken, rates on injury, accidents or occupational diseases 

and identification on risk-control program in assisting or educate employees about serious diseases) and 

covers 67% of the scoreboard. In the same period (2009) African Rainbow and Anglo 

American scores 6 items by providing information on rates of injury and/or accidents by region 

and information on lost days or absenteeism.  

 

In 2010 AngloGold’s IR annual report continuous to score at same level as in the previous 

year, whilst ARN suffers loss on 1 item i.e. providing information on rates regarding injury, ac-

cidents or occupational diseases by region to cover 83% of the scoreboard. In 2011 African Rain-

bow recovers the scoring of this item and reaches full coverage as they did in 2009. Also 

AngloGold improves their scoring in this period (2011) by scoring on 1 additional item 

(rates on injury, accidents or occupational diseases by region) and scores 5 items in total which equals 

83% coverage. 

 
  



 

40 

 

 
Figure 4-12  Occupational Health & Safety, Mining Sector 

 

4.3.3 Diversity and equal opportunity – Mining sector 

This subcategory diversity and equal opportunity consist of 6 items (identification on equal and/or 

diversity policies, facts on diversity composition, indicators of diversity per employee according to gender, mi-

nority group or age group, target setting regarding involvement of woman within governance bodies, identifi-

cation on gender-distribution within senior management functions, policy on equal remuneration or salary for 

woman and men and information on ratio of basic salary or remuneration for woman and men by category.  

 

Initially, in 2009 all companies score 5 items where African Rainbow and AngloGold pro-

vide information on the same items. Although Anglo American also scores 5 items the dif-

ference in scoring are directed towards the items indicators on diversity per employee according to 

gender, minority group or age group policy and on equal remuneration or salary for men and woman 

where Anglo American provides information on the letter item and vice versa for the other 

two companies (see appendix 6) for more detailed information). In addition, Anglo Ameri-

can’s scoring is unchanged throughout the observed timeframe by disclosing same type of 

items covering 83% of the scoreboard.  
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As the figure 4-13 shows both AngloGold and African Rainbow scores 1 item less in 2010 

compared to 2009, scoring 4 items each in total (67% coverage) where the loss of infor-

mation in AngloGold’s case is on target-setting regarding involvement of women within governance 

bodies. In African Rainbow’s situation this involves identification on gender-distribution within sen-

ior management functions.  

 

During 2011 AngloGold continues to disclose at same level as in 2010 and provides infor-

mation on the same sort of items. African Rainbow on the other hand improves their scor-

ing by 1 item (5 items aggregately) by including the lost item (identifying the gender-distribution 

within senior management functions) from 2010 and resumes the 83% coverage as in 2009. 

 

 
Figure 4-13  Diversity & Equal Opportunity, Mining Sector 

 

4.3.4 Training and education – Mining sector 

As the figure 4-14 shows in 2009 and 2010 all participating mining companies score 3 items 

out of the 6 possible (identification on training and/or education policies, total hours or amount spent 

on training and/or education, facts on average hours or amount spent per employee, facts on average hours 

or amount spent per employee by region, category and gender and assisting managing career development). 

Furthermore, all companies covers same 3 items i.e. identification on training and/or education 
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policies, total hours or amount spent on training and/or education and assisting managing career develop-

ment which equals 50% coverage of the scoreboard.  

 

In 2011 AngloGold and African Rainbow continues to disclose at same level as the previ-

ous years while Anglo American improves their scoring with 2 items by providing addition-

al information on the average hours or average spending per employee.  

 

 
Figure 4-14  Training & Education, Mining Sector 

 

4.3.5 Information about the directors – Mining sector 

Out of 7 possible items (age of board members, academic and/or professional qualifications, turnover 

rate among directors, facts on remuneration or salary, amount of shares held in the corporation, electronic 

date of the board and gender distribution among board members and directors) two out of three com-

panies (AngloGold and Anglo American) cover 5 items (i.e. all except turnover rate among direc-

tors and gender distribution among board members and directors) throughout the observed period 

(2009-2011) which stands for 71% coverage of the scoreboard. In 2011 African Rainbow 

improves their scoring by 2 items (29% increase) by providing additional information on the 

turnover rate among the directors and facts on gender distribution. 
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Figure 4-15  Information about the Directors, Mining Sector 
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4.4 Aggregated results 
This section shows a combination of the score of the items within the scoreboard. Each 

bar in the figures below represents an aggregated score of the three companies within the 

same sector by subcategory and reporting year. Since there are three sectors, three different 

figures and tables will illustrate these events in form of percentage covered of the score-

board (figures) and the actual score in terms of items numerical amount (tables) to corre-

sponding figure. Besides these figures and tables appendix 4-6 are applicable here which in-

tends to equip the reader with circumstantial information for a better understanding of the 

context in the following sections (4.4.1-4.4.3). In section 4.4.4 the total outcome of these 

three sectors are compared against each other. 

 

4.4.1 Aggregated results in Banking sector 

In the banking sector that consists of the three companies: RMB Holdings Ltd. (RMBH), 

ABSA Group Ltd. (ABSAG) and Capitec Bank Holdings (CAPITEC BH), the disclosures 

in all subcategories increased between the timeframe 2009 to 2011 at somewhat different 

levels except for in the subcategory training and education which disclosed at same coverage 

level throughout the observed timeframe.  
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Figure 4-16  Aggregated coverage rate of the scoreboard within Banking Sector between 2009-2011 

 

Table 4-1 Aggregated score on items in Banking Sector between 2009-2011 

Year	   Employment	   Occupational	  
health	  and	  
safety	  

Diversity	  and	  
equal	  oppor-‐

tunity	  

Training	  and	  
education	  

Information	  
about	  direc-‐

tors	  
2009	   5	   6	   6	   8	   15	  
2010	   12	   7	   9	   8	   15	  
2011	   22	   10	   14	   8	   18	  

 
 
In the subcategory employment the coverage rate increased by each reporting year. As the 

figure 4-16 shows, in 2009 the coverage rate is 15% or 5 items out of 33 possible items. In 

2010 the coverage rate equals 36% or 12 items, which is an increase by 21% although the 

companies in general and ABSAG in particular scored more on the first 3 items within the 

scoreboard (see appendix 4). In 2011 additional improvement takes place. The coverage 
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rate in this period is 67% or 22 items. The cumulative change for the whole sector in this 

subcategory under the observed timeframe i.e. from 2009 to 2011 equals 52% or an in-

crease by 17 items. 

 

The trend of increasing coverage rate is repeated in the subcategory occupational health and 

safety. In 2009 the coverage rate is initially 33% or 6 items out of 18 possible items. As in 

the previous subcategory, the coverage rate increase, at somewhat lower level (6% or 1 

item) to 39%. As the table 4-1 indicates, in 2011 additional information on 3 items was 

provided which results in 10 items and 56% coverage rate i.e. an increase with 17% from 

previous year. The aggregated outcome in this subcategory results in an increase with 23% 

or 4 items.  

 

The subcategory diversity and equal opportunity was aggregately covered up to 29% of the 

scoreboard in 2009, or 6 items out of 21 possible. In 2010 the coverage rated equals 43% 

scoring and 9 items in total, which is an increase by 14% compared to the previous year. 

The coverage rate of the scoreboard considerably increased in 2011 (67%) to score 14 

items. The resulting trend in this subcategory between the observed timeframe resulted in 

an increase by 38% or 8 items. 

 

The category information about the directors covered 71% (15 out of 21 possible items) of the 

scoreboard in 2009 and 2010. In 2011 the coverage rate improves by 15% (86% in total) 

although the additional score on 3 items (18 in total) made by the companies aggregated 

score in this reporting year. This improvement is valid for the whole observed timeframe in 

this category as the coverage rate goes from 71% in 2009 to 86% in 2011.  

4.4.2 Aggregated results in Manufacturing sector 

The manufacturing sector consists of the three companies: Bidvest Group, Steinhoff Inter-

national Holdings Ltd and Group Five Ltd (G5). In this sector the disclosure of infor-

mation varies somewhat. However, occupational health and safety held the same level through-

out the whole period as the figure 4-17 indicates. 
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Figure 4-17 Aggregated coverage rate of the scoreboard within Manufacturing Sector between 2009-2011 

 
Table 4-2 Aggregated score on items in Manufacturing Sector between 2009-2011 

Year	   Employment	   Occupational	  
health	  and	  
safety	  

Diversity	  and	  
equal	  oppor-‐

tunity	  

Training	  and	  
education	  

Information	  
about	  direc-‐

tors	  
2009	   18	   14	   11	   11	   16	  
2010	   22	   14	   10	   10	   16	  
2011	   26	   14	   12	   11	   17	  

 
The subcategory employment is the only of the five subcategories that managed to improve 

the scoring by each year in this sector. As the figure 4-17 shows, in 2009 the coverage rate 

equals 55% or 18 items out of 33 possible items. In 2010 the coverage rate improved by 

12% (or 4 items) to cover 67% of the scoreboard where G5 stands for a larger portion by 

scoring 11 items of the 22 aggregated items scored (see appendix 5). In 2011, the scored 

items increased by 4 additional items (26 in total) which equals 79% coverage rate. In this 

case, Bidvest Group and Steinhoff International Holdings Ltd stand behind the increase. 
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The difference between disclosures during the observed timeframe equals an increase by 

24% coverage rate or 6 items.  

 

The following subcategory, occupational health and safety scored at same level (14 items) 

throughout the observed period. However, this subcategory was the only one in manufac-

turing sector that held the same coverage level (78%) that corresponds to 14 items out of 

the 18 possible items. 

 

The subcategory, diversity and equal opportunity are one of the two subcategories that suffered 

a decrease in coverage. In 2009, the coverage rate is 52% or 11 items out of 21 possible. 

The coverage rate in 2010 decreased to 48% (loss on 1 item). The coverage rate improved 

in the following year (2011) by 9% (57% in total) or by 2 items. Nevertheless, throughout 

the entire observed timeframe the coverage rate made a slight improvement, from 52% in 

2009 to 57% in 2011. 

 

The second subcategory (training and education), which experienced a decrease, was also in 

2010. The initial covered rate (2009) is 73% or 11 items out of 15 possible. In 2010 the 

coverage rate decreased with 6% (1 item) to cover 63% of the scoreboard. As the table 4-2 

illustrates, a recovery took place in 2011 disclosing 11 items, resulting in the same rate as in 

2009. Throughout the three-year analysis, the aggregated disclosure level stays unchanged 

in the end.  

 

Figure 4-17 indicates that the category information about directors is alone having equal cover-

age rate (76%) during 2009 and 2010 and improved in 2011 to 81% or 17 items out of the 

21 possible. As can be seen in figure 4-17 and table 4-2 the trend on scoring items in the 

category throughout the observed period experiences a slight increase i.e. 5% or 1 addi-

tional item.  

4.4.3 Aggregated results in Mining Sector 

The mining sector consists of: African Rainbow Minerals Ltd (ARM), AngloGold Ashanti 

Limited (ANG) and Anglo American Platinum Ltd (AMS). The aggregated outcome of the 

companies score on the scoreboard is described below (see appendix 6 for detailed facts) 
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Figure 4-18  Aggregated coverage rate of the scoreboard within Mining Sector between 2009-2011 

Table 4-3 Aggregated score on items in the Mining Sector between 2009-2011 

Year	   Employment	   Occupational	  
health	  and	  
safety	  

Diversity	  and	  
equal	  oppor-‐

tunity	  

Training	  and	  
education	  

Information	  
about	  direc-‐

tors	  
2009	   19	   16	   15	   9	   15	  
2010	   24	   15	   13	   9	   15	  
2011	   27	   17	   14	   11	   17	  

 

As the figure 4-18 and table 4-4 indicates, employment is the only subcategory that repetitive-

ly increases the score by each reporting year. In 2009 the coverage rate equals 58% or 18 

items out of 33 possible. This improved by 15% (73% total coverage rate) or 5 additional 

items in the 2010 IR annual reports. In 2011 additional score on 3 items or 9% increase, 

was observed. Summary for the entire analysed period in this category equals a 24% in-

crease or 8 additional items. 
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The subcategory occupational health and safety is one of the two subcategories that suffer a de-

crease in coverage rate during the analysed period that can be related to the year 2010 in in 

both cases (see figure 4-18). The coverage rate in 2009 is 89% which is the highest for en-

tire sector throughout the analysed period. This equals to a score of 16 items as can be seen 

in table 4-4 (out of 18 possible items). In 2010 the covered rate in the IR annual reports of 

the companies decreased aggregately by 1 item or 6% to cover 83% of the scoreboard. 

However, a recovery took place in 2011 as can be seen above with 9% or 2 items reaching 

the highest coverage rate (94%) throughout the analysed period in this sector. By compar-

ing 2009 with 2011 the coverage rate of the scoreboard went from 89% to 94% or 16 to 17 

items.  

 

The second subcategory that suffers an overall decrease in coverage rate was diversity and 

equal opportunity as the figure 4-18 indicates. In this case, although an improvement takes 

place in the 2011 IR annual reports, the coverage rate is still lower than in 2009. In 2009 

the coverage rate stands for 71% of the scoreboard or 15 items out of the 21 possible. The 

decrease that took place in 2010 equals 9% (62% total coverage rate) or loss on 2 items (see 

appendix 6). In 2011 the coverage rate increased with 5% in the IR annual reports of the 

companies to cover 67% of items within the scoreboard or 14 items. The aggregated result 

between 2009 and 2011 decreased by 1 item as the table 4-4 illustrates or 4%. 

 

The subcategory, training and education, companies CSR and financial annual reports cover 

60% of the items within the scoreboard in 2009. The IR annual reports in 2010 have same 

coverage rate or 9 items out of the 15 possible. As the figure 4-18 illustrates, the coverage 

rate increased in 2011 by 13% compared to the previous year (additional facts on 2 items). 

On aggregate, the outcome for the analysed timeframe in this subcategory equals an im-

provement from 60% to 73% coverage rate or 9 to 11 items, which equals an increase with 

13% or 2 items. 

 

In the category information about the directors the trend is repeated from the previous subcate-

gory at somewhat different coverage level. In 2009 and 2010 the coverage level were the 

same rate i.e. 71% of the scoreboard as indicated in figure 4-18, or 15 items out of the 21 
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possible. As shown in the table 4-3, IR annual reports score in this subcategory during 

2011 increased by 2 items (17 in total) covering 81% of the scoreboard.  

 

4.4.4 Aggregated score compared among the sectors   

In this section the total scores of the three sectors are compared against each other. Each 

bar in figure 4-19 represents the aggregated score made on the scoreboard by the three 

companies within the same sector. The total amount of items in the scoreboard is 36 for 

each company which gives 108 items in total for all three companies.  Table 4-4 illustrates 

their score in a combined approach by reporting year while figure 4-19 illustrates percent-

age of the coverage rate.   

 

 
Figure 4-19  Total coverage rate for all sectors between 2009-2011 

Banking	   Manufacturing	   Mining	  
2009	   38%	   66%	   69%	  

2010	   48%	   67%	   70%	  

2011	   65%	   74%	   80%	  
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Table 4-4  Total score on items on the scoreboard by Sector between 2009-2011 

Year	   Banking	   Manufacturing	   Mining	  
2009	   41	   70	   75	  
2010	   52	   72	   76	  
2011	   69	   80	   86	  

 
As the figure 4-19 indicates the coverage rate increases by each reporting year in all sectors 

throughout the analysed timeframe somewhat different levels.  

 

The 2009 aggregated CSR and financial reports managed to score 38% (41 items) in bank-

ing, 66% (70 items) in manufacturing and 69% (75 items) in mining. In 2010, the IR annual 

reports within banking sector made the largest improvement (10%) by scoring on addition-

al 11 items (52 in total). Out of the 108 possible items manufacturing sector scores 72 

items, covering 67% of the scoreboard while companies within the mining sector scores on 

76 items (70% coverage level). As the figure 4-19 shows, in 2011 all sectors continue to 

score at a higher level than the previous year by increasing their score with: 17% or 17 

items (banking), 7% or 8 items (manufacturing) and 10% or 10 items (mining).  

 

Throughout the analysed period the banking sector stands for largest increase (27%) by 

scoring additional 28 items although the coverage rate went from 38% in 2009 to 65% 

2011. Meanwhile, both manufacturing and the mining sector disclosed at a higher coverage 

level in all reporting years, but at a lower enhancement level between the years. As the ap-

pendix 5 and 6 show, this is related to that these two sectors provide more information on 

the subcategory employment which consists of the largest amount of items. This is also relat-

ed to that manufacturing and mining sector’s lower increasing level, which equalled the 8% 

increase or 10 items over time in the manufacturing and 11% (11 items) for the mining sec-

tor. Nevertheless, as the figure 4-19 shows the highest coverage level of the scoreboard was 

reached by the mining sector in 2011, covering 80% of the scoreboard or 86 of the 108 

possible items.   
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5 Analysis 
The analytical section of this thesis is based upon comparing the frame of references and the empirical find-
ings. The intention with the analysis is to combine theory and practice in order to answer the research ques-
tions in the following chapter, conclusion. 

5.1 How has IR affected the disclosures of human capital? 
The purpose of this thesis was to investigate how the shift on using IR as the reporting ve-

hicle affects human capital related disclosures in three different sectors. Generally, research 

findings of the study shows that the effect due to the shift using the IR as the reporting ve-

hicle had an impact on human capital as it increased quantity of disclosures in terms of in-

creased quantity disclosed. This is valid in all sectors at somewhat different levels but there 

is a clear link between reports from 2010/2011 when the companies used the IR as the re-

porting vehicle compared to 2009. As the figure 4-19 illustrates reports from 2010/2011 

have a higher coverage rate than those of 2009. This outcome is consistent with both the 

previous study (Maroun & Solomon, 2012) and the concept of IR approach e.g. (Eccles & 

Krsuz, 2010; KPMG, 2010; PwC, 2013; IIRC, 2011) on increasing quantity of social related 

reporting. 

 

Companies within mining and manufacturing had a higher coverage level throughout the 

analysed three-year period but lower level of improvements by each reporting year com-

pared to the banking sector. This could be explained by the legitimacy theory since the 

business nature of companies within mining and manufacturing sectors are more similar to 

each other which have been subject to development of the industrialization. These sectors 

have employed more people over the years leading to higher public expectations. Especially 

in mining the notion of stakeholder theory is applicable because the high rate of HIV/Aids 

in South Africa among workers as stated by Solomon (2011), outside demands has put 

pressure on disclosing these facts to external parts before the shift to IR in this sector. Ap-

pendix 1-3 implies that employing more people within mining and manufacturing sectors is 

still valid although the aggregated amount on employees within each of these two sectors 

are at considerably higher amount than within the banking sector. To bring this argument 

further, this has contributed to development of better reporting practices for stakeholders 

due to enhancing the assessing possibilities in these sectors on allocating inherent costs and 

other insights that might be relevant to be aware of (Rimmel, 2003). This is consistent with 
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the study results which show that that mining and manufacturing score at a higher coverage 

level on employee related items even before implementation of IR. Even though companies 

annual reports within all three sectors managed to disclose at somewhat higher score level, 

the disclosure practices of companies within the banking sector significantly increased their 

score level in 2010/2011 compared to 2009, which indicated that convergence into IR had 

a greater positive effect in the banking sector in terms of improvement. 

5.2 What sort of information is presented? 
The study comprised of a combination on both text related information (e.g. identification 

on strategies, policies, indicators on different kinds of programs) and numerical facts (such 

as amount spent, total hours devoted, measurements on hard facts etc.) were included in 

this study since this types of information are valuable to combine according to e.g. (Rim-

mel, 2003; Abeysekera, 2006; Rashid, 2011). As discussed earlier in findings, this study 

shows that IR contributed to increased quantity of human capital disclosures. Nevertheless, 

quantity does not necessarily mean better value creation for the stakeholders (Druckman, 

2013). In integrated reporting it plays a central role that the information presented is in line 

with the “integrated thinking” approach (KPMG, 2010; IIRC, 2011). Findings in the previ-

ous chapter imply that this is a striking weakness in general due to the higher score on 

“identification of indicator related items” than of those on “actions taken related items”. 

This outcome indicates that compliance with the concept of IR combined with integrated 

thinking is limited. Although, it is the “actions taken related items” with measurement on 

cost that best presents to what extent and how much resources/attention companies have 

devoted on human capital and by that, also the actual interconnection on fully complying 

with the stated policy. Especially on those items that comprise facts on cost/time devoted 

per gender, or even rarely on those per employee related items, have a low coverage rate in 

all sectors. However, reports from 2011 had in general made slight improvements com-

pared to those for 2010/2009 score on this type items, which indicates that companies are 

on the right path in preparing their annual reports in accordance with the concept of IR 

approach.  

 

General findings show that the text related items within the scoreboard were covered to 

the same extent before and under the period IR were used as the reporting method. Never-

theless, IR increased the score on the numerical items. The IIRC (2011) stated that infor-
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mation within IR should be more clear on concise. Because in findings, the score on nu-

merical items indicates that this is also carried out in the practice, which supports the sug-

gestion by Rimmel (2003) of the importance on including the combination on information 

of human resource related channels. These items are easier to measure according to Sveiby 

(1997) and by presenting this, the study show that real steps have been taken in practice 

which supports the notion from institutional theory on pressure, which in this case the be 

related to the discussion paper from IIRC (2011).  

5.3 In which way is the information presented? 
First, a brief comment on some of the facts mentioned in the frame of references about in-

tegrated reporting as a reporting tool. An integrated report shall contain both the financial 

and non-financial information in one coherent report and communicate to all stakeholders 

of the company’s business strategy in a short, medium and long term (Eccles & Krzus, 

2010; King III, 2009, IIRC, 2011). The research findings found the one report approach 

being valid. Also, KPMG (2010) and IIRC’s (2011) statement on importance on shorter, 

clearer and more concise communication are valid at larger extent. This was supported 

since more information was found on smaller amount of papers (see appendix 4-6). On the 

other hand, the coherency and communication on medium and long run is supported at a 

low level. Consequently, this study proves Olsson’s (2001) notion that, what is often said in 

theory is not carried out in practice. However, mining sector stood out by comprising more 

information on communicating their business strategies on shorter term in the 2011 re-

ports. Companies within manufacturing and banking held the same type of approach in 

2010/2011 as in 2009.   

 

The findings paint an overall weak level on supporting clear link between the interconnec-

tion of non-financial and financial information which was important part of the IR (e.g. 

KPMG, 2011; ACCA, 2012; IIRC, 2011). Since text related information was mostly pre-

sented within the sections of social or sustainability sections of the annual reports. As the 

findings show, the most frequent score within the scoreboard was made on the text related 

items. Since social and sustainability sections within the annual reports were disconnected 

from the financial performance indicators at large extent and consisted of non-financial in-

formation without measures. Even though a slight improvement took place in 2010/2011 
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reports this indicates that integrated thinking has not been adopted in line with the concept 

of IR (IIRC, 2011; PwC, 2011; Eccles & Krzus, 2010).  
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6 Conclusion 
This section of the thesis will conclude the research and answer the research questions.  
 
The purpose of this thesis was to examine how integrated reporting has affected the disclo-

sures of human capital. In order to answer that a comparison on disclosure practices within 

different sectors was made before and after IR was adopted as the reporting vehicle in 

South Africa. 

 

How has Integrated Reporting affected the disclosures of Human Capital? 

After analysing nine companies in three different sectors under three years through apply-

ing a scoreboard on human capital related items, it can be concluded that integrated report-

ing has influenced the practice of corporate annual reports. Primarily by including more 

facts concerning human capital related issues in terms of quantity presented. Furthermore, 

improved transparency carried out through presenting clearer and concise information in a 

smaller area compared to reports from 2009. As the figures shows in the empirical section 

of the thesis, categories in general were supplied with more information after by each re-

porting year after the shift to IR in 2010.   

 

The effect among sectors on total disclosure level and improvement by each reporting year 

differ at large extent. The findings found that manufacturing and mining had a higher cov-

erage level throughout the observed three-year period but with lower improvement level 

between the years. Banking sector faced opposite the outcome i.e. higher improvement 

level between at lower coverage level year. 

   

 

What sort of information is presented? 

Information presented shifted between different combinations of numerical measures, 

graphs and expressions. In general all those companies that provided numerical (financial) 

measures provided also clearer information on policies. Findings found that the most fre-

quent information disclosed was on items with non-numerical character.  
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In what way is the information presented?  

The information was generally presented in written text within the social and sustainability 

sections of the IR reports and in CSR report for the 2009 reports. The findings indicate 

that a slight shift on presenting written text with financial numbers and measures by each 

reporting year. 
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 Discussion 
The discussion chapter present the limitations of this thesis and the future studies in the latter section.  
 
The research findings in this thesis on relevant literature related to the non-financial disclo-

sures with perspective on human capital were no obstacle. Likewise, literature on IR as a 

concept formed sufficient amount on literature. Previous studies on the other hand were 

somewhat limited on combing IR with human capital. After reading the frame of refer-

ences on IR the expected outcome was that the annual reports would consist of soft values 

at a higher extent and in particular on human capital related disclosures since researchers 

claim that these are important variables to observe for investors and stakeholders. The em-

pirical findings showed that the disclosures shifted due to change to IR as the reporting ve-

hicle in terms of more information and provided in a clear and concise way. However, even 

though IR contributed with more information, the study showed that surprisingly low dis-

closure level were on information identifying the actual cost spent per employee, especially 

in 2010. That type of numerical information is of central value to this study since it has a 

direct link to the core topic of this thesis i.e. human capital. Out of the total amount scored 

on this item the highest coverage level made was found the 2011 IR reports and can be re-

lated to the mining and manufacturing sector. This indicates that the companies during 

2010 did not fully prepare their annual report in accordance with the concept of IR and 

made a slight improvement in 2011.    

 

This research focuses on studying larger companies annual reports with perspective on 

human capital related disclosures. Annual reports are an important linkage between the 

company and the society. It is a public document that serves as communication vehicle that 

transport valuable information between the company and the society. This is a vital func-

tion in a society on several levels. The information transported within the annual reports 

from the base for multiple decisions made by stakeholders and other interest groups, which 

in turn affects the society and the overall economy. The information is therefore valuable 

for stakeholders in their decision making process. As the society moves to a knowledge so-

ciety the value of non-financial information and soft values such as human capital has be-

come an important parameter to include in the annual reports. Also, the globalisation un-

derpins this transformation where companies are more dependent on the people within the 
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organisation than the geographical barriers. As this study analyses the disclosure practice on 

a narrow field (human capital) i.e. in which way employees are treated in the company’s an-

nual report, a contribution to the society might take place in a form of two main possible 

ways. First of all, this study unravels the fact that this topic is worth paying attention to 

confirming the growing importance and need for this sort of disclosure practices in the an-

nual reports. Secondly, the study can provide inspiration and assistance in the establish-

ment of annual reports on which items and facts the companies could include. This might 

contribute to enhanced transparency and benefit the stakeholders in their decision making 

process. A side effect that might take place is comparative advantage and rationalization. 

The companies themselves receive a better insight in their own business model which em-

beds for increased prosperity on the market.  

 

 

6.1 Future studies 
This study focused on how the IR disclosure practices affected human capital related in-

formation in South Africa due to the fact that IR has taken hold in South African reporting 

guidelines (King III, 2009). At this very moment, there is an on-going pilot program estab-

lished by the IIRC involving 80 listed companies around the world on issuing the IR as the 

reporting vehicle. Some of these companies will use the IR as their reporting vehicle in fu-

ture. It would therefore be interesting to investigate the effects made on human capital due 

to the transition to IR in these companies’ disclosure practices. A suggestion would be to 

observe a broader field on diversified sectors including with a larger sample of participating 

companies. The effect made on human capital before and after the pilot programme was 

introduced. 
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Appendix 1 – General facts of the selected banking companies 

 

RMB Holdings Limited (RMBH) 
RMB Holdings is an investment bank that has significant influence over one of South Afri-

ca’s bank and financial services which also operates in other African countries. By holding 

approximately 34% interest in FirstRand Group which is a South Africa’s prevailing bank-

ing, RMBH is one of the leading banks in South Africa. The FristRand group consists of 

First National Bank (FNB), the wholesale and retail commercial bank, Rand Marchant 

Bank (RMB), the investment bank and WesBank, the segment finance business. The 

Group comprises a large scale of the banking service in South Africa. RMB was founded in 

1987 and listed on the JSE in November 1992. The total amount of the workforce in 2011 

was 34 612 where 30600 were in South Africa (RMBH, Annual report 2011). 

 

ABSA Group Limited (ABSAG) 
A global banking company and the largest consumer bank in South Africa providing finan-

cial, investment and advisory solutions. Founded in 1991 and affiliate to the British multi-

national company Barclay plc since 2005 of, which acquired a controlling stake (62,3%). 

Employer to approximately 36535 people (2011). 

 

Capitec Bank Holdings Limited (CAPITEC BH) 
Capitec Banks is a South African retail bank established 1 March 2001 and listed on the 

JSE in February 2002. The bank has over 4,7 million clients, 8308 employees and 560 

branches in South Africa. The concept of Capitec bank is to focus on providing affordable 

banking services via the use of innovative technology. 
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Appendix 2 - General facts of the selected manufacturing com-

panies 

 

Bidvest Group 
Operates mainly within the groceries and is the largest South African foodservice distribu-

tor. Bidvest Group is active within a number of outsourced production and services such 

as industrial and commercial products and services, office products, printing, packing and 

automotive retailing. The group was founded 1988 and operating in four continents Aus-

tralasia, Europe, Asia and Africa with over 100 000 employees. In South Africa the sales re-

sulted in 15 billion US dollars (approx. 98 billion SEK). 

 

Steinhoff International Holdings Limited 
Founded in eastern Europe during 1964 and listed on the JSE in September 1998. Major 

industry is consumer durables and the company owns diversified industrial businesses in 

southern Africa. Steinhoff International Holdings is an integrated retailer that manufactures 

sources, retails furniture and household goods in Africa, Pacific Rim and Europe. The 

turnover for 2012 stood for 9 billion US dollars (approx. 60 billion SEK) and amount of 

employees for the same period equalled roughly 80 000.  

 

Group Five Limited (G5) 
Employer of 10 414 people within industrial buildings and warehousing (2012). Under the 

same period the sales was 984 million US dollars (6,4 billion SEK) where 74% of the reve-

nue is South Africa based and 21% is generated from the rest of Africa. The Group invests 

a lot in renewable energy and prepares for geographical expansion the coming year. Incor-

porated on the JSE since 1974 maintained the best performer status between the in a row 

between 2006-2010 on the JSE’s index.  
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Appendix 3 – General facts of the selected mining companies 

 

African Rainbow Minerals Limited (ARM) 
ARM is a South African diversified mining and minerals company that owns subsidiaries 

and joint ventures that explores, develops, operates and hold although the interests in min-

ing and minerals industry. The operational focus is on precious metals, ferrous metals and 

alloys which include platinum group metals, iron ore, nickel, chrome and other alloys. The 

reported turnover for 2012 was 1.96 billion US dollars (12,7 billion SEK) and reported 

amount of employees equalled 28 704.  

 

AngloGold Ashanti Limited (ANG) 
A global gold mining company with 20 operations on four continents, employed 61 242 

people (2011). Mainly operating sector is within the gold ores but is also engaged in explo-

ration programmes in establishing new gold production. Operation in 10 countries is divid-

ed in the following regions South Africa, Continental Africa, Americas and Australasia. 

AngloGold Ashanti is primary listed on the JSE, although company is also listed on four 

other stock exchanges (NYSE, LSE, GhSE and ASX).  

 

Anglo American Platinum Ltd (AMS) 
Incorporated since 1914 Anglo American Platinum Ltd is one of the world´s largest mining 

companies that operates in the metal ores sector and reported the 2011 sales to 6.1 billion 

US dollars (39,5 billion SEK) and employer to over 100 000 people in total (58541 in South 

Africa). The company is listed in the London exchange list (LSE) besides the JSE and op-

erates Australia, Asia, South and North America, Europe and Africa.  
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Appendix 4 – Scoreboard results Banking  
 

Nonfinancial	  Performance	  Indicators	   RMBH	   ABSA	  GROUP	  	   CAPITEC	  BANK	  

Reporting	  year:	   2009	   2010	   2011	   2009	   2010	   2011	   2009	   2010	   2011	  

Pages:	   126	   136	   128	   352	   551	   140	   122	   152	   160	  

LABOUR	  PRACTICES	  AND	  DECENT	  WORK	   	  	   	  	   	  	   	  	   	  	   	  	   	  	   	  	   	  	  

EMPLOYMENT	   2	   3	   5	   2	   6	   11	   1	   3	   6	  

1.     Identification	  on	  recruitment	  	  strategy	  policy	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

2.     Total	  workforce	   0	   1	   1	   0	   1	   1	   0	   1	   1	  

3.	  	  	  	  	  	  Employees	  as	  a	  percentage	  by	  geographic	  location	   0	   1	   1	   0	   1	   1	   0	   1	   1	  

4.     Total	  workforce	  by	  employment	  contract	  (permanent/full	  time)	   0	   0	   0	   0	   1	   1	   0	   0	   1	  

5.     Facts on gender	  identification	  within	  workforce	  	   0	   0	   0	   0	   1	   1	   0	   0	   1	  

6.     Turnover	  rate	   0	   0	   0	   0	   0	   1	   0	   0	   0	  

7.     Turnover	  rate	  by	  gender	  and	  region	  and/or	  diversity	  groups	  (across	  different	  divisions)	   0	   0	   1	   0	   0	   1	   0	   0	   0	  

8.     Identification	  on	  reasons/details	  behind	  the	  turnover	   0	   0	   0	   0	   0	   1	   0	   0	   0	  

9.     Information	  on	  retention	   1	   0	   1	   1	   0	   1	   0	   0	   1	  

10.   Facts	  on	  termination	   0	   0	   0	   0	   0	   1	   0	   0	   0	  

11.   Information	  of	  employees	  covered	  by	  collective	  bargaining	  agreements	   0	   0	   0	   0	   1	   1	   0	   0	   0	  

OCCUPATIONAL	  HEALTH	  AND	  SAFETY	   2	   2	   2	   2	   2	   4	   2	   3	   4	  

12.   Identification	  of	  health	  or	  safety	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

13.   Facts	  on	  costs	  and	  measurements	  (total	  amount,	  percentage	  or	  average	  per	  employee)	  on	  ac-‐
tions	  taken	  	   0	   0	   0	   0	   0	   1	   0	   1	   1	  

14.   Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

15.   Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	  by	  region	  	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

16.   Information	  on	  lost	  days	  or	  absenteeism	   0	   0	   0	   0	   0	   1	   0	   0	   1	  

17.   Identification	  on	  risk-‐control	  program	  in	  assisting	  or	  educate	  employees	  	  about	  serious	  diseases	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

DIVERSITY	  AND	  EQUAL	  OPPORTUNITY	   2	   2	   2	   1	   3	   5	   3	   4	   7	  

18.   Identification	  on	  equal/diversity	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

19.   Facts	  on	  diversity	  composition	   0	   0	   0	   0	   1	   1	   1	   1	   1	  

20.   Indicators	  of	  diversity	  per	  employee	  according	  to	  gender,	  minority	  group	  or	  age	  group	   0	   0	   0	   0	   1	   1	   1	   1	   1	  

21.   Target	  setting	  regarding	  involvement	  of	  women	  within	  governance	  bodies	  	   0	   0	   0	   0	   0	   0	   0	   0	   1	  

22.   Identification	  on	  gender-‐distribution	  within	  senior	  management	  functions	   0	   0	   0	   0	   0	   1	   1	   1	   1	  

23.   Policy	  on	  equal	  remuneration	  or	  salary	  for	  woman	  and	  men	   0	   0	   0	   0	   0	   1	   0	   0	   1	  

24.   Information	  on	  ratio	  of	  basic	  salary/remuneration	  for	  woman	  and	  men	  by	  category	   1	   1	   1	   0	   0	   0	   0	   0	   1	  

TRAINING	  AND	  EDUCATION	   2	   2	   2	   3	   3	   3	   3	   3	   3	  

25.   Identification	  on	  training/education	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

26.   Total	  hours	  or	  amount	  spent	  on	  training/education	   0	   0	   0	   1	   1	   1	   1	   1	   1	  

27.   Facts	  on	  average	  hours/amount	  spent	  per	  employee	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

28.   Facts	  on	  average	  hours/amount	  spent	  per	  employee	  by	  region,	  category	  and	  gender	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

29.   Assist	  in	  managing	  career	  development	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

INFORMATION	  ABOUT	  DIRECTORS	   5	   5	   5	   5	   5	   5	   6	   6	   6	  

30.   Age	  of	  board	  members	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

31.   Academic	  and/or	  professional	  qualifications	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

32.   Turnover	  rate	  among	  directors	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

33.   Facts	  on	  remuneration/salary	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

35.   Amount	  of	  shares	  held	  in	  the	  corporation	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

36.   Electronic	  date	  of	  the	  board	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

36.   Gender	  distribution	  among	  board	  members	  and	  directors	   0	   0	   0	   0	   0	   0	   1	   1	   1	  
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Appendix 5 – Scoreboard results Manufacturing 
 

Nonfinancial	  Performance	  Indicators	   BIDVEST	   STEINHOFF	   GROUP	  5	  

Reporting	  year:	   2009	   2010	   2011	   2009	   2010	   2011	   2009	   2010	   2011	  

Pages:	   230	   220	   230	   274	   244	   112	   412	   462	   264	  

LABOUR	  PRACTICES	  AND	  DECENT	  WORK	   	  	   	  	   	  	   	  	   	  	   	  	   	  	  

EMPLOYMENT	   5	   6	   7	   4	   5	   8	   10	   11	   11	  

1.     Identification	  on	  recruitment	  	  strategy	  policy	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

2.     Total	  workforce	   1	   1	   1	   0	   1	   1	   1	   1	   1	  

3.	  	  	  	  	  	  Employees	  as	  a	  percentage	  by	  geographic	  location	   1	   1	   1	   1	   1	   1	   0	   1	   1	  

4.     Total	  workforce	  by	  employment	  contract	  (permanent/full	  time)	   0	   0	   0	   0	   0	   0	   1	   1	   1	  

5.    Facts on gender	  identification	  within	  workforce	  	   1	   1	   1	   0	   0	   0	   1	   1	   1	  

6.     Turnover	  rate	   0	   0	   1	   0	   0	   1	   1	   1	   1	  

7.     Turnover	  rate	  by	  gender	  and	  region	  and/or	  diversity	  groups	  (across	  different	  divisions)	   0	   0	   0	   0	   0	   1	   1	   1	   1	  

8.     Identification	  on	  reasons/details	  behind	  the	  turnover	   0	   0	   0	   0	   0	   1	   1	   1	   1	  

9.     Information	  on	  retention	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

10.     Facts	  on	  termination	   0	   0	   0	   0	   0	   0	   1	   1	   1	  

11.   Information	  of	  employees	  covered	  by	  collective	  bargaining	  agreements	   0	   1	   1	   1	   1	   1	   1	   1	   1	  

OCCUPATIONAL	  HEALTH	  AND	  SAFETY	   6	   6	   6	   2	   2	   2	   6	   6	   6	  

12.   Identification	  of	  health	  or	  safety	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

13.   Facts	  on	  costs	  and	  measurements	  (total	  amount,	  percentage	  or	  average	  per	  employee)	  on	  ac-‐
tions	  taken	  	   1	   1	   1	   0	   0	   0	   1	   1	   1	  

14.   Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	   1	   1	   1	   0	   0	   0	   1	   1	   1	  

15.   Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	  by	  region	  	   1	   1	   1	   0	   0	   0	   1	   1	   1	  

16.   Information	  on	  lost	  days	  or	  absenteeism	   1	   1	   1	   0	   0	   0	   1	   1	   1	  

17.   Identification	  on	  risk-‐control	  program	  in	  assisting	  or	  educate	  employees	  	  on	  serious	  diseases	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

DIVERSITY	  AND	  EQUAL	  OPPORTUNITY	   3	   3	   5	   3	   2	   2	   5	   5	   5	  

18.   Identification	  on	  equal/diversity	  policies	  or	  related	  issues	   1	   1	   1	   1	   0	   0	   1	   1	   1	  

19.   Facts	  on	  diversity	  composition	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

20.   Indicators	  of	  diversity	  per	  employee	  according	  to	  gender,	  minority	  group	  or	  age	  group	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

21.   Target	  setting	  regarding	  involvement	  of	  women	  within	  governance	  bodies	  	   0	   0	   0	   0	   0	   0	   1	   1	   1	  

22.   Identification	  on	  gender-‐distribution	  within	  senior	  management	  functions	   0	   0	   1	   0	   0	   0	   1	   1	   1	  

23.   Policy	  on	  equal	  remuneration	  or	  salary	  for	  woman	  and	  men	   0	   0	   1	   0	   0	   0	   0	   0	   0	  

24.   Information	  on	  ratio	  of	  basic	  salary/remuneration	  for	  woman	  and	  men	  by	  category	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

TRAINING	  AND	  EDUCATION	   3	   3	   3	   3	   2	   3	   5	   5	   5	  

25.   Identification	  on	  training/education	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

26.   Total	  hours	  or	  amount	  spent	  on	  training/education	   1	   1	   1	   1	   0	   0	   1	   1	   1	  

27.   Facts	  on	  average	  hours/amount	  spent	  per	  employee	   0	   0	   0	   0	   0	   0	   1	   1	   1	  

28.   Facts	  on	  average	  hours/amount	  spent	  per	  employee	  by	  region,	  category	  and	  gender	   0	   0	   0	   0	   0	   1	   1	   1	   1	  

29.   Assist	  in	  managing	  career	  development	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

INFORMATION	  ABOUT	  DIRECTORS	   6	   6	   6	   5	   5	   5	   5	   5	   6	  

30.   Age	  of	  board	  members	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

31.   Academic	  and/or	  professional	  qualifications	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

32.   Turnover	  rate	  among	  directors	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

33.   Facts	  on	  remuneration/salary	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

35.   Amount	  of	  shares	  held	  in	  the	  corporation	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

36.   Electronic	  date	  of	  the	  board	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

36.   Gender	  distribution	  among	  board	  members	  and	  directors	   1	   1	   1	   0	   0	   0	   0	   0	   1	  
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Appendix 6 – Scoreboard results Mining 
 

Nonfinancial	  Performance	  Indicators	   AFRICAN	  RAINBOW	   ANGLOGOLD	   ANGLO	  AMERICAN	  

Reporting	  year:	   2009	   2010	   2011	   2009	   2010	   2011	   2009	   2010	   2011	  

Pages:	   280	   278	   252	   366	   393	   84	   339	   214	   324	  

LABOUR	  PRACTICES	  AND	  DECENT	  WORK	   	  	   	  	   	  	   	  	   	  	   	  	   	  	   	  	   	  	  

EMPLOYMENT	   5	   9	   10	   7	   7	   7	   7	   8	   10	  

1.     Identification	  on	  recruitment	  	  strategy	  policy	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

2.     Total	  workforce	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

3.	  	  	  	  	  	  Employees	  as	  a	  percentage	  by	  geographic	  location	   0	   1	   1	   1	   1	   1	   0	   0	   1	  

4.     Total	  workforce	  by	  employment	  contract	  (permanent/full	  time)	   1	   1	   1	   1	   1	   1	   0	   1	   1	  

5.    Facts on gender	  identification	  within	  workforce	  	   0	   0	   0	   0	   0	   0	   1	   1	   1	  

6.     Turnover	  rate	   0	   1	   1	   0	   0	   0	   1	   1	   1	  

7.     Turnover	  rate	  by	  gender	  and	  region	  and/or	  diversity	  groups	  (across	  different	  divisions)	   0	   1	   1	   0	   0	   0	   0	   0	   1	  

8.     Identification	  on	  reasons/details	  behind	  the	  turnover	   0	   1	   1	   0	   0	   0	   0	   0	   0	  

9.     Information	  on	  retention	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

10.     Facts	  on	  termination	   0	   0	   1	   1	   1	   1	   1	   1	   1	  

11.   Information	  of	  employees	  covered	  by	  collective	  bargaining	  agreements	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

OCCUPATIONAL	  HEALTH	  AND	  SAFETY	   6	   5	   6	   4	   4	   5	   6	   6	   6	  

12.   Identification	  of	  health/safety	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

13.   Facts	  on	  costs	  and	  measurements	  (total	  amount,	  percentage	  or	  average	  per	  employee)	  on	  ac-‐
tions	  taken	  	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

14.   Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

15.   Rates	  on	  injury,	  accidents	  or	  occupational	  diseases	  by	  region	  	   1	   0	   1	   0	   0	   1	   1	   1	   1	  

16.   Information	  on	  lost	  days	  or	  absenteeism	   1	   1	   1	   0	   0	   0	   1	   1	   1	  

17.   Identification	  on	  risk-‐control	  program	  in	  assisting	  or	  educate	  employees	  	  about	  serious	  diseases	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

DIVERSITY	  AND	  EQUAL	  OPPORTUNITY	   5	   4	   5	   5	   4	   4	   5	   5	   5	  

18.   Identification	  on	  equal	  or	  diversity	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

19.   Facts	  on	  diversity	  composition	   1	   1	   1	   1	   1	   0	   1	   1	   1	  

20.   Indicators	  of	  diversity	  per	  employee	  according	  to	  gender,	  minority	  group	  or	  age	  group	   1	   1	   1	   1	   1	   1	   0	   0	   0	  

21.   Target	  setting	  regarding	  involvement	  of	  women	  within	  governance	  bodies	  	   1	   0	   1	   1	   1	   1	   1	   1	   1	  

22.   Identification	  on	  gender-‐distribution	  within	  senior	  management	  functions	   1	   1	   1	   1	   0	   1	   1	   1	   1	  

23.   Policy	  on	  equal	  remuneration	  or	  salary	  for	  woman	  and	  men	   0	   0	   0	   0	   0	   0	   1	   1	   1	  

24.   Information	  on	  ratio	  of	  basic	  salary/remuneration	  for	  woman	  and	  men	  by	  category	   0	   0	   0	   0	   0	   0	   0	   0	   0	  

TRAINING	  AND	  EDUCATION	   3	   3	   3	   3	   3	   3	   3	   3	   5	  

25.   Identification	  on	  training/education	  policies	  or	  related	  issues	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

26.   Total	  hours	  or	  amount	  spent	  on	  training/education	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

27.   Facts	  on	  average	  hours/amount	  spent	  per	  employee	   0	   0	   0	   0	   0	   0	   0	   0	   1	  

28.   Facts	  on	  average	  hours/amount	  spent	  per	  employee	  by	  region,	  category	  and	  gender	   0	   0	   0	   0	   0	   0	   0	   0	   1	  

29.   Assist	  in	  managing	  career	  development	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

INFORMATION	  ABOUT	  DIRECTORS	   5	   5	   7	   5	   5	   5	   5	   5	   5	  

30.   Age	  of	  board	  members	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

31.   Academic	  and/or	  professional	  qualifications	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

32.   Turnover	  rate	  among	  directors	   0	   0	   1	   0	   0	   0	   0	   0	   0	  

33.   Facts	  on	  remuneration/salary	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

35.   Amount	  of	  shares	  held	  in	  the	  corporation	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

36.   Electronic	  date	  of	  the	  board	   1	   1	   1	   1	   1	   1	   1	   1	   1	  

36.   Gender	  distribution	  among	  board	  members	  and	  directors	   0	   0	   1	   0	   0	   0	   0	   0	   0	  

 
 


