
2021 SEC Human Capital  
Disclosure Requirement
What You Need to Know About the New SEC Human 
Capital Disclosure: Getting Started
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In the closing months of 2020, the Securities and Exchange 
Commission (SEC) announced a new human capital 
disclosure requirement for publicly traded companies to 

“reflect the many changes in our capital markets and the 
domestic and global economy in recent decades.” The past 
year has shown us just how critical HR is to the 
performance of a business and likewise how human capital 
has become increasingly important to investors. It is the 
first time in over 30 years the SEC has modernized its 
disclosure rules. It marks a point of inflection in how the 
SEC perceives the performance of businesses and the 
integral importance of HR as an asset. It can now be said 
with clarity that the role of HR has finally risen to its rightful 
place—the boardroom. 

The SEC has always required that a public company state 
the number of workers it employs. However, the new 
regulation goes much further. It states that a registrant 
must now disclose “a description of the registrant’s human 
capital resources, including the number of persons 
employed by the registrant, and any human capital 
measures or objectives that the registrant focuses on in 
managing the business (such as, depending on the nature 
of the registrant’s business and workforce, measures or 
objectives that address the development, attraction and 
retention of personnel).”
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A New Era for  
Human Resources

It is the first time in over 
30 years the SEC has 
modernized its disclosure rules.
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One of the most interesting aspects of this new 
disclosure regulation is that there is scarcely any 
guidance to businesses regarding what should be 
included in the disclosure. In fact, the regulation 
lacks a definition of the term “human capital.” The 
SEC acknowledges this void and prefers instead to 
state in a principle-based approach, “the term may 
evolve over time and may be defined by different 
companies in ways that are industry specific.” As to 
what should be disclosed, the regulation states a 
registrant must disclose “a description of the 
registrant’s human capital resources, including the 
number of persons employed by the registrant, 
and any human capital measures or objectives that 
the registrant focuses on in managing the business 
(such as, depending on the nature of the 

While the SEC does not furnish a definition, it is 
widely held that “human capital” refers to the value 
of a company’s workforce, which is often 
influenced by a company’s policies and procedures 
related to recruitment, retention, training, 
development, health and safety, diversity and 
inclusion, and culture. Increasingly, investors see 

registrant’s business and workforce, measures or 
objectives that address the development, 
attraction and retention of personnel).” 

Further, the SEC acknowledged that the measures 
and objectives registrants disclose will be entity-
specific and can vary across sectors, industries, 
and workforce types. This suggests that it expects 
these disclosures to evolve over time as practice, 
managerial activities, and business environments 
change. The SEC also indicated that it anticipates 
these disclosures, and the accompanying metrics 
and measures will likely vary among companies 
and across sectors.

human capital as an essential component in 
creating long-term shareholder value and have 
increasingly prioritized strong human capital 
practices. This was an observation soundly 
brought home by recent company responses to 
the pandemic. 

Evolving Disclosure

Recognizing the Value of Human Capital

It is widely held that “human capital” refers to the 
value of a company’s workforce.
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The SEC acknowledges that there could be 
different disclosure types, varying with the 
business and industry involved. Keeping in mind 
that a company is still subject to disclosure 
controls and procedures under federal law, all SEC 
filings must be reported in an accurate and timely 

Think about your current objectives and goals as given to you by the board of directors. 
What human capital objectives have already been set, cascaded down throughout the 
organization, and tied to performance goals and compensation or bonuses?  

What does your organization stand for? Look to your mission and vision statements 
for guidance.

What has been stated as important by your marketing department, to regulatory 
agencies, and in other reports generated by the organization?

 In what material areas of human capital are your strengths, and what can you prove with 
data? What would investors want to know?

How do you obtain HR metrics. Are they accurate and readily available? –Leverage 
technology to routinely pull up the data that will allow you to support your most 
compelling story. Data should drive your disclosure.

manner. There can be no misstatements or 
material omissions. So, where is the best place to 
start one’s disclosure? How can the Chief Human 
Resources Officer (CHRO) take full advantage of 
this new opportunity to showcase their human 
capital strengths?

Getting Started

Start With What You Know
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As this is the first year of this disclosure requirement, it is 
reasonable to expect that the response from investors and 
others may serve to help shape your disclosure in the 
future. Also, your organization will likely change over time. 
Watch for trends and questions, then use them to advance 
the growth of your human capital strategies and practices. 
Compare your disclosure to those of others in the industry 
and benchmark your organization against similar 
companies. Investors want to see the comparison and will 
watch the change over time. This can be a real opportunity 
for improvement.

The new human capital disclosure regulation promulgated 
by the SEC is a tremendous step forward for giving HR a 
voice at the table. While there is little guidance for this 
report, the CHRO of a publicly traded company can get 
started by looking at existing public information and using 
technology to gather data. By staying open to the changing 
marketplace and investors’ interests, the CHRO can take 
advantage of what looks like a considerable challenge and 
turn it into a valuable opportunity to benefit the business 
and its workforce.

Allow for Disclosure Growth

Leveraging Opportunities  
for the Future

Watch for trends and questions, 
then use them to advance the 
growth of your human capital 
strategies and practices. 
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No part of this publication may be reproduced or transmitted in any form 
or for any purpose without the express permission of SAP SE or an SAP 
affiliate company. 

The information contained herein may be changed without prior notice.  
Some software products marketed by SAP SE and its distributors contain 
proprietary software components of other software vendors. National 
product specifications may vary. 

These materials are provided by SAP SE or an SAP affiliate company for 
informational purposes only, without representation or warranty of any 
kind, and SAP or its affiliated companies shall not be liable for errors or 
omissions with respect to the materials. The only warranties for SAP or 
SAP affiliate company products and services are those that are set forth 
in the express warranty statements accompanying such products and 
services, if any. Nothing herein should be construed as constituting an 
additional warranty. 

In particular, SAP SE or its affiliated companies have no obligation to 
pursue any course of business outlined in this document or any related 
presentation, or to develop or release any functionality mentioned therein.  
This document, or any related presentation, and SAP SE’s or its affiliated 
companies’ strategy and possible future developments, products, and/
or platforms, directions, and functionality are all subject to change and 
may be changed by SAP SE or its affiliated companies at any time for 
any reason without notice. The information in this document is not a 
commitment, promise, or legal obligation to deliver any material, code, or 
functionality. All forward-looking statements are subject to various risks 
and uncertainties that could cause actual results to differ materially from 
expectations. Readers are cautioned not to place undue reliance on these 
forward-looking statements, and they should not be relied upon in making 
purchasing decisions. 

SAP and other SAP products and services mentioned herein as well as their 
respective logos are trademarks or registered trademarks of SAP SE (or an 
SAP affiliate company) in Germany and other countries. All other product 
and service names mentioned are the trademarks of their respective 
companies. See www.sap.com/trademark for additional trademark 
information and notices. 

 

Learn more at sap.com/people-analytics

Follow SAP SuccessFactors

www.sap.com/trademark
https://www.sap.com/products/human-resources-hcm/workforce-planning-hr-analytics.html
https://www.facebook.com/successfactors/
https://twitter.com/successfactors
https://www.youtube.com/channel/UCai-oI0WlYe0d0uCMDJ6G4A
https://www.linkedin.com/company/successfactors/

