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1. Introduction

This research is motivated by human rights issues, particularly those related to
workplace diversity and the role of accounting in its disclosure. Many definitions of
workplace diversity exist, including those proposed by Saxena (2014), who defines it as
encompassing age, gender, caste, experience, professional qualifications, and employees
from different geographic regions. Furthermore, Allen et al. (2008) state that workplace
diversity comprises people with different qualities and who come from various cultural
groups, races, religions, genders, and national origins. Diversity is beneficial for
organizations. Research shows that companies with higher levels of diversity are more
likely to achieve higher profitability than less diverse companies (Dixon-Fyle et al.,
2020).

Workplace diversity is disclosed in corporate reports to project a positive image
to users. A positive image is essential for companies because it can attract investors.
Sustainability reports are increasingly common among companies, promoting
transparency and accountability and serving as a form of image management (Momin et
al., 2023). Diversity disclosures in corporate reports encompass a wide range of
differences, including management approaches, race, gender, age, and disability (Point &
Singh, 2003). Voluntary diversity disclosures are more effective in addressing internal
challenges (Adediran, 2023). Publicizing this data publicly is a first step toward holding
companies accountable for their commitments to advancing racial justice and equality for
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their workers and communities (Vaghul, 2021). Disclosures in corporate sustainability
reports should utilize a variety of visual elements, not just one type (Momin et al., 2023).
This is important because each visual element has unigque characteristics and tends to have
distinct effects on readers (Seo, 2020). For example, photographs evoke emotions and are
more effective at conveying socially constructed meanings, whereas images and tables
are more efficient at depicting logical relationships between images and their meanings
(Seo, 2020). Research conducted by Ali et al. (2020) shows a significant increase in the
use of photographs that convey positive messages about organizational sustainability as
a systematic way to strengthen organizational legitimacy, and that the majority of
photographs are accompanied by supporting textual narratives to explain sustainability
messages and enhance organizational value. Meanwhile, Chong et al. (2019) found that
CSR disclosures in companies often use photographs, indicating that companies use
symbolic presentations for impression management.

The use of various visual elements in sustainability and annual reports is on the
rise. However, most previous research on sustainability reporting has not considered how
these visual elements are strategically integrated with textual narratives to showcase
socially responsible companies (Ali et al., 2020; Chong et al., 2019; Zeng et al., 2022).
Visual elements and narratives in state-owned enterprise (SOE) sustainability reports can
facilitate readers’ understanding of the reports. The lack of research on the use of visual
elements in diversity disclosures by Indonesian SOEs is a gap this study addresses. This
research can enrich the explanation of why visual elements are used in sustainability
reports. This research differs from that of Zeng et al. (2022) and Chong et al. (2019),
which focused on photo disclosure from an impression-management perspective.
Meanwhile, research by Ali et al. (2020) examined value-creation efforts through photo
disclosure from a legitimacy perspective.

Impression management theory is used in this study to examine the hidden
meanings behind the visual elements disclosed by companies in their sustainability
reports. This study adapts the research by Momin and Chong (2023) to the context of
Indonesian companies. Differences in the sample companies and the time period
differentiate this study from previous research adapted for Indonesia. Differences in the
sample companies’ cultural contexts are likely to result in different impression
management strategies. While Momin and Chong (2023) studied only visual elements,
this study also analyzes textual narratives of workplace diversity within the sustainability
reports of state-owned enterprises (SOEs). This study will analyze the use of visual
elements in the sustainability reports of Indonesian SOEs through the lens of impression
management theory. Therefore, the research questions are:

RQ: How are visual elements and narrative text used as impression management
strategies by SOEs in disclosing diversity in the workplace?

This research contributes theoretically to the enrichment of impression
management theory research in workplace diversity disclosures (Momin & Chong, 2023).
It can also foster a better understanding of the use of visual elements accompanied by
narrative text in sustainability reports. Furthermore, this research provides practical
guidance to users of information on workplace diversity, encouraging them to exercise
greater caution regarding potentially inappropriate rhetorical content. This research will
assist in the preparation of sustainability reporting on diversity in companies.
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2. Literature Review and Theoretical Framework
2.1. Disclosure of Workplace Diversity in Sustainability Reports

Diversity 1s an important tool for achieving orgamzational success, yet some
organizations still believe that diversity provides no benefits at all (Shohaieb et al., 2022).
According to Robbins and Judge (2015), diversity 1s the difference among individuals in
terms of biographical and personality characteristics. Biographical characteristics are
differences that are easily assessed directly, such as age, gender, race and ethnicity, disability,
seniority, sex, religion, and cultural identity. Personality characteristics, on the other hand,
are the charactenstics of differences n a person’s personality values that determine
similarities when someone gets to know another person better. Hayes and Ninemeier
(2009) also argue that diversity 1s a measure of individual dissimilarity influenced by primary
and secondary dimensions. The primary dimension is a measure of difference mfluenced
by age, gender, physical ability, sexual orientation, race, and ethnicity. The secondary
dimension is influenced by education, family status, role and organizational level, religion,
language, income, and geographic location. Furthermore, according to Ardakani et al.
(2016), diversity 1s a difference influenced by personality, internal, external, and
organizational aspects. Internal aspects include age, gender, sexual orientation, physical
ability, race, and ethnicity. External dimensions include geographic location, personal
habits, mmcome, religion, education, work experience, marital status, and parental
appearance. Then, organizational aspects include management status, field of work, union
affihation, senority, functional classification, division or group, and work location. Given
today’s demographic trends, companies cannot ignore diversity if they want to succeed. For
this reason, many organizations such as the Society for Human Resource Management,
Microsoft, Texas Instruments, and Computer Sciences Corporation define diversity as the
ability to effectively utilize the talents of people with different backgrounds, experiences,
and perspectives (Gomez-Mejia et al., 2012). Despite having various definitions, diversity
refers to individual characteristics that differ from those of other individuals (Gomez-Mejia
et al., 2012).

Research on diversity has primarily examined it in the business contexts of
management and accounting (Momin & Chong, 2023). Tagliaro et al. (2024) state that
workplace diversity 1s important for creating a fair and accessible environment for all.
Similarly, research conducted by Theodorakopoulos and Budhwar (2015) states that
diversity management addresses external pressures that compel individuals to comply with
specific standards, rules, or practices through the threat of sanctions or punishment, to
address discrimination and ensure fair treatment, and to increase productivity and
profitability. Previous research has found that diversity management practices can also
mediate the relationship between happiness and citizenship behavior m the workplace
(Mousa et al., 2020). In a study by Vafael et al. (2020), even though women have higher
levels of education, there 1s still a wage gap between men and women. Women earn less
than men. This shows a gender wage gap. Similarly, India has very low female employment
participation at all levels (Saxena & Singh, 2019). Although participation rates and the
number of educated women are now increasing, this remains a significant challenge (Saxena
& Singh, 2019).

Research on visual elements mn diversity disclosures in corporate sustainability
reports already exists. However, there 1s still little focus on visual elements, despite many
having been disclosed (Momin & Chong, 2023). Visual elements are considered
documentary evidence (McKinstry, 2009) or additional information (Preston et al., 1996),
and they serve an impression-management function (Beattie et al., 2008). Visual elements
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can be remembered more easily and accurately than simple text alone (Invernizz et al.,
2022). According to Davison (2015), "Visualization can provide important framing and
impression management for information reception and therefore impact decision-making.”

Previous accounting research on visual elements has sometimes focused on specific
elements such as photographs or images (Al et al., 2020; Chong et al., 2019; Invernizzi et
al., 2022). Al et al. (2020) demonstrated that the use of photographs in corporate
sustainability reports serves to legiimize and manage stakeholder mpressions.
Furthermore, Chong et al. (2019) argue that the use of photographs in corporate reports
serves as a means of self-promotion by companies and as a visual rhetorical tool to influence
stakeholder 1mpressions, as they are perceived as examples of reality. The images in
corporate reports aim to create a positive message and enhance the legitimacy of the
disclosure (Invernizzi et al., 2022).

Several studies still use textual disclosures without considering how visual elements
are used n diversity disclosures. Different visual disclosures have different effects because
different visual forms have different qualities (Seo, 2020). Visual forms can work differently
to achieve the communicator’s impression management goals ((Momin et al., 2023). This
study will add to the research on diversity disclosure using visual elements by analyzing the
use of visual elements in the sustainability reports of state-owned enterprises in Indonesia
to manage stakeholder impressions.

2.2. Visualization of Workplace Diversity Disclosure: An Impression Management
Theory Lens

Impression management is the process by which management conveys the specifics
of its reality through textual, quantitative, and visual disclosures in company reports to shape
the company’s image and assess its management performance (Cooper & Slack, 2015).
Voluntary disclosure of information i company reports can be an opportunity for
companies to enhance their positive image (Chong et al., 2019). Therefore, photographs in
company reports can be used for assertive impression management to help gain or maintain
legitimacy, while defensive impression management can be used to restore or repair
legitimacy (Chong et al., 2019).

The concept of impression management originates in social psychology, examining
individual-level self-promotion and how individuals present themselves to others (Zeng et
al., 2022). Merkl-Davies and Brennan (2011) explain impression management from four
different perspectives: economic concerns, social psychology, sociology, and a critical
perspective. For example, from an economic perspective, impression management 1s seen
as a musalignment between a company’s reported results and reality. A sociological
perspective views impression management as a misalignment between the company’s
concrete values and the values it depicts. Furthermore, a critical perspective views
impression management as a misalighment between the decisions reported and the actual
decisions. Impression management occurs when managers select or manipulate the
mformation presented to influence stakeholders’ perceptions of the company’s
performance and achievements (Zeng et al.,, 2022). If a company discloses various
information in its sustainability report to manage stakeholders’ impressions, it 1s an effective
effort to gain, increase, and restore trust in the company (Momin & Chong, 2023).
However, there 1s still httle disclosure research that uses 1mpression management
explanations to understand the reasons behind the use of visual elements in corporate
reports (Momin & Chong, 2023). Cooper and Slack (2015) found that companies employ
assertive and defensive impression management tactics in the reports of public sector
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organizations, private companies, and public companies. Assertive 1mpression
management typically mvolves self-promotion, role modeling, and positive enhancements
to make a favorable impression on stakeholders (Cooper & Slack, 2015). Defensive
impression management, on the other hand, 1s often used when companies face difficult
circumstances, typically through concealment, apologies, and restitution to mitigate
corporate failures (Cooper & Slack, 2015).

Previous research by Zeng et al. (2022) examined impression management in the
CSR reports of Fortune 70 companies in 2015. They explored the extent to which human
rights-related photographs were reported and how they were used to portray human rights
1ssues. Meanwhile, Chong et al. (2019) study used impression management theory to help
mterpret the findings. Annual reports from 70 companies listed on the NZX over three
years were analyzed to assess the extent to which New Zealand companies used CSR-related
photographs, the main CSR themes depicted, and the possible “messages” the companies
sought to communicate. Dhanani and Kennedy (2023) showed how non-governmental
organizations adopted impression management tactics in using visual 1mages to achieve
symbolic legiimacy. The impression management strategies used, namely self-promotion,
sycophancy (efforts to gain face), and example-giving, appeared to shape the NGOs’
representative logic. Qualitative analysis was conducted on 211 photographs from the
annual reports of eight US organizations i 2016.

Building on previous research, this study uses visual elements, namely photographs,
mmages, and tables, to convey diversity messages in Indonesian state-owned enterprises
(SOEs). Symbolically, the visual elements in corporate sustainability reports demonstrate
their care and responsibility, manage positive stakeholder impressions, and gain, maintain,
or enhance corporate legitimacy.

2.3. Disclosure of Textual Narratives of Workplace Diversity: The Perspective of
Impression Management Theory

Impression management 1s a conscious or unconscious effort to control the 1image
projected in real or imagined social interactions (Schlenker, 1980). Although impression
management theory was imtially developed to explain individual behavior, it has since been
widely applied to explain organizational situations (Hossain et al., 2023). Hooghiemstra
(2000) states that organizations can attempt to influence people’s perceptions of the
company by using self-representational devices. Impression management theory 1s currently
widely used in research on corporate reporting and accountability (Caliskan et al., 2021).
Impression management strategies can help management improve and maintain a desired
corporate image, so that stakeholders perceive the company’s activities and performance as
meeting their expectations (Hossain et al., 2023).

Several researchers have 1dentified 1mpression management strategies that
companies use In narratives to create a positive image (Hossain et al., 2023). Brennan et al.
(2009) found that companies use mmpression management strategies such as syntactic
manipulation, rhetorical manipulation, attribution to orgamzational results, thematic
manipulation, selectivity, emphasis on visual presentation, and performance comparisons.
The study was conducted by selecting a sample of disclosures from 101 UK annual press
releases (ARPRs). A distinction was drawn between companies that generated good and
bad news based on reported profits for the current year relative to the previous year. This
was done because impression management can be influenced by company performance.
Higgins and Walker (2012) identified that companies use Eristotelian rhetorical
expressions such as ethos, pathos, and logos to manage stakeholder impressions. This
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research provides a more detailed picture of how language use shapes social actors’
thinking, feeling, and behavior. Meanwhile, Sandberg and Holmlund (201/5) also found that
companies employ various presentational techniques, such as description, praise,
recognition, and defense, as well as writing styles, including subjective, positive, vague, and
emotional, to manage stakeholder impressions. The samples used 1n their study were two
sustainability reports from the automotive and energy industries. A qualitative template
analysis of the two sustamability reports was then conducted to inductively 1dentify the
organizational impression-management tactics used by companies in their sustainability
reporting.

This study will use the impression management tactics identified by Caliskan et al.
(2021) 1 Hossain et al. (2023) as an analytical framework. These impression management
tactics will be used to 1dentify narrative disclosures and visual elements collected by the
researchers.

3. Method

This research uses a qualitative approach. Content analysis 1s used m this study,
referring to research conducted by Momin and Chong (2023). This analysis examines visual
and narrative elements in a code that can be mathematically calculated to represent their
meaning (Aulia et al., 2024). The researcher coded the visual and narrative elements
according to the GRI categorization scheme. This was done by mvolving two coders. After
coding, the researcher analyzed the visual and narrative elements using the 1impression
management tactics identified by Caliskan et al. (2021). The research data consists of
documents, namely the 2020, 2021, and 2022 sustainability reports of 23 state-owned
enterprises. These sustainability reports were downloaded from their company websites.

3.1. Data Collection

The list of companies listed on the state-owned enterprise (SOES) website was used
to collect research data. There are 44 companies listed on the website. However, upon
further investigation, only 23 companies published sustamability reports for 2020, 2021,
and 2022. Therefore, the research data set comprised the 2020, 2021, and 2022
sustainability reports of 23 state-owned enterprises in Indonesia that published their reports
on their websites. State-owned enterprises (SOLEs) were used because, as state-owned
enterprises, they have good governance obligations, including the employment of
individuals with diverse backgrounds. As regulated in the Regulation of the Minister of
State-Owned Enterprises Number PER-01/MBU/2011 concerning the Implementation of
Good Corporate Governance in State-Owned Enterprises Article 37 Paragraph 1, namely
“The Board of Directors must employ, determine the amount of salary, provide training,
determine career levels, and determine other work requirements, without regard to ethnic
background, religion, gender, age, physical disability that a person has, or other special
circumstances protected by laws and regulations”. In addition, state-owned companies were
included in this study because there was no research on the use of visual elements and
textual narratives in sustainability reports within this context. Sustainability reports were
used because they contain visual content that contains hidden meanings. Sustainability
reports from 2020 to 2022 were chosen because they were the most recent and could be
accessed 1 2022. Some companies no longer provide reports from 2020 onwards, unlike
m 2019. Moreover, some companies don’t provide reports from 2022 onwards on their
websites, such as mn 2023. Three years were used 1n this study to assess overall trends.
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3.2. Coding

The units of analysis in this study were visual elements and narrative text
(sentences/paragraphs) contained in the 2020, 2021, and 2022 sustainability reports of 23
state-owned enterprises (SOLEs) that published their sustainability reports on their websites.
Visual elements were chosen because they can be used as visual rhetorical tools to attract
or distract readers (Chong et al., 2019). Visual elements can also create an impression on
readers and serve as tangible evidence of a company’s commitment to diversity. Textual
narratives were used 1n this study because they are more reliable and meaningful than word
counts (Pujiningsih & Utami, 2024). Previous studies on visual elements, such as Hrasky
(2012), Corazza et al. (2020), Zeng et al. (2022), and Aulia et al. (2024), have used qualitative
content analysis to code and count visual elements. Thus, this study counted the number
of photos, 1mages, and tables in each category of workplace diversity issues. It also
conducted a qualitative examination of related visual elements and narratives, adopting an
mpression management perspective to interpret the findings.

A categorization scheme was developed following the GRI indicators for the
workplace diversity category, namely GRI 405-1 and GRI 405-2. There are five categories:
workplace diversity management approaches, gender diversity, age diversity, racial diversity,
and disability diversity. Overall, 15 disclosure 1items were developed. Researchers carefully
read the related visual content to understand “what 1s it about?” in categorizing diversity
themes with disclosure items in the categorization scheme. This study will mvolve two
coders. Both researchers independently coded narratives and visual elements according to
the workplace diversity disclosure categorization scheme (see Table 1).

Table 1. Disclosure Categorization

No Disclosure Categories

Disclosure Items

1 Current workplace diversity measures

Workplace diversity management policy
Workplace diversity strategic vision
Workplace diversity targets

Workplace diversity culture

Current workplace diversity measures

Workplace diversity management policy

Workplace diversity strategic vision

Workplace diversity targets

Workplace diversity culture

2 Gender diversity in corporate governance Gender diversity in corporate governance
bodies bodies
Gender pay ratios in corporate governance Gender pay ratios in corporate governance
bodies bodies
Gender diversity by employee grouping Gender diversity by employee grouping
Gender pay ratios by employee grouping Gender pay ratios by employee grouping

3 Age diversity in corporate governance bodies Age diversity in corporate governance bodies
Age diversity by employee grouping Age diversity by employee grouping

4 Racial diversity in corporate governance bodies  Racial diversity in corporate governance bodies

Racial diversity by employee grouping

Racial diversity by employee grouping

Cn

Disability diversity in corporate governance
bodies

Disability diversity in corporate governance
bodies

Disability diversity by employee grouping

Source: Momin and Chong (2023)

3.3. Data Analysis

Qualitative content analysis was used to analyze the data in this study. Narratives
and visual elements were analyzed using impression management theory to interpret the
possible messages they convey. Impression management 1s a concept that explains how
idividuals attempt to form certain impressions on others. Bolino et al. (2008) have made
significant contributions to the development of this theory, particularly in an organizational
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context. The purpose of impression management 1s to achieve specific goals, such as self-
promotion, conflict avoidance, or increasing an organization’s popularity. The impression
management tactics in this study are based on those of Caliskan et al. (2021) and Hossain
et al. (2023), who reviewed several papers on impression management and classified them
mto three impression management tactics: assertive, performance-oriented, and defensive.
These tactics have several subcategories.

Table 2 explains impression management tactics and their subcategories. The
researchers carefully identified narratives of workplace diversity disclosures. The narratives
were extracted mn a spreadsheet. Then, the visual elements were coded alongside the
narrative, applying the impression management tactics shown in Table 2 to interpret the
meaning of the disclosure of both the visual elements and the narrative in the sustainability
report. To ensure coding reliability, 20% of the sample was randomly selected for
mtercoder rehability testing. This test was conducted to measure the consistency of coding
results between two coders. The level of agreement relates to the similarity between coders
in determining the meaning of the coded data. The results showed a Kappa test value of
0.84. This value 1s considered acceptable because it exceeds the acceptable lmit of 0.75.
The Kappa value indicates agreement between coders. Therefore, the coding procedure
can be continued for other company sustainability reports.

Table 2. Impression Management Tactics

Code Tactics Definition
A Assertive Tactics Used by organizations to build a particular reputation among target
audiences or stakeholders.

Organizations attempt to present themselves as attractive to others by
flattering or praising them.

Al Ingratiation

A2 Self-Promotion Presenting the organization as reliable, competent, effective, and
successful.

A3 Examples Highlighting the organization’s integrity and socially responsible
behavior.

A4 Entitlement Claiming responsibility for positive events.

Ad Enhancement Maximizing the perceived benefits of an event.

O Performance-Oriented  Tactics organizations use to highlight their performance to stakeholders.

Tactics

o1 Selectivity Being selective in highlighting performance figures to portray the
organization in the best light.

02 Performance Management selects benchmarks that positively portray current

Comparison performance.

D Defensive Tactics Organizational management uses defensive tactics to respond to poor
performance

D1 Disassociation Distancing the organization from negative or threatening events

D2 Excuses Acknowledging actions but not taking responsibility for a negative event

D3 Justification Accepting responsibility but denying that the actions caused the negative
impact

D4 Apology Accepting partial responsibility for the adverse event and expressing
regret

D5 Restitution Compensating victims

D6 Concealment Covering or obscuring the negative event or emphasizing the good news

D7 Negligence Selectively focusing on good issues and ignoring bad ones.

Source: Caliskan et al. (2021)
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4. Results and Discussion
4.1. Visual Elements in Disclosure of Workplace Diversity

An analysis of 69 sustainability reports from 23 state-owned enterprises (SOEs) over
three years revealed that visual elements were widely used in workplace diversity
disclosures. A total of 766 photos, figures, and tables were collected, representing 366, 97,
and 303, respectively. Photos accounted for the highest percentage of diversity disclosures
mn SOEs, at 47.78%, followed by tables at 39.56%, and 1mages at 12.66%. Photos are a
widely used visual element because they enhance persuasion, evoke emotions, and convey
socially constructed meanings better than images and tables (Davison, 2015; Momin &
Chong, 2023; Seo, 2020). The use of photos in company reports has increased year after
year. Companies tend to use photos to convey sustainability information. This could be a
corporate strategy for disclosing information about workplace diversity.

In the use of visual elements for diversity disclosure in state-owned enterprises
(SOEs), gender diversity has the highest percentage (72%), followed by age diversity (15%).
The lowest percentage of visual elements used 1s in the racial diversity category, at 2% of
visual elements disclosed in workplace diversity disclosures. The companies sampled in
this study combine visual and textual information on workplace diversity to convey positive
messages that can shape readers’ perceptions of the company’s image. In addition,
companies use visual elements strategically as part of assertive impression management,
such as promoting themselves, showing real-life examples, or highlighting their
achievements, especially in areas such as gender diversity.

Emphasizing gender diversity disclosure i sustainability reports can positively
mmpact companies by building an 1mage as an inclusive organization, attracting public
attention, and increasing attractiveness to mvestors and potential employees. However, 1f
not accompanied by balanced representation and policies for other forms of diversity, such
as age, race, and disability, this strategy can create unfair perceptions, create the impression
of mere 1mage-building, and diminish the company’s credibility in its commitment to
overall inclusivity. Table 3 presents the number and percentage of visual elements by
workplace diversity disclosure category.

Table 3. % Diversity Disclosure
Catg. Mangt. Apc. % Gen. % age % race % Dis. % Total %

Photos 0 0% 342 93% 9 2% 12 3% 3 1% 366  1009%
Images 49 52% 37  37% 3 3% 1 1% 7 7% 97 100%
Table 11 3% 174 58% 105 35% 3 1% 10 3% 303  100%
Total 60 8% 553 72% 117 15% 16 2% 20 3% 766 100%

Source(s): Authors’ own work

Some sample companies used one or two visual elements simultaneously to convey
mformation about their approach to diversity in the workplace. Figure 1 shows the
percentage of employees involved in the company. Images of women can help attract
attention and reinforce the implicit message that the company has aspirations or targets,
and that their realization involves the number of women in the company. Quoting Caliskan
et al. (2021), these images and textual narratives can be an impression management tactic
that companies can use selectively to highlight their performance figures in supporting and
realizing their commitment to the role of women in the company to enhance the company's
positive image and attract investors.
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Figure 1. Image and Narrative Depicting the Diversity Management Approach in the
Workplace
Source: PT Perusahaan Listrik Negara Sustainability Report (2021)

The disclosure of the gender diversity category focuses on the number of men and
women 1n corporate governance bodies and among employees. Visual elements are used
to illustrate gender diversity in corporate governance and among employees. For gender
diversity, the sample companies used all three types of visual elements. Figure 2 shows
immages and narratives depicting women n senior positions. This demonstrates that the
company fulfills gender diversity even at the highest levels of the organization. Figures 3
and 4 also show gender diversity in corporate governance bodies and among employees, as
reflected in photos of happy expressions.

As in research by Chong et al. (2019), photos of families and children in company
reports are often perceived as examples of reality and are effectively used for impression
management and self-promotion. Chong et al. (2019) also found that most companies use
photos of female employees and children with happy expressions to attract readers of their
gender diversity reports. Furthermore, women are more concerned about reputational loss
than men because they are more long-term oriented, which enables them to mitigate risks
i senior management better (Gavana et al., 2024). Therefore, companies symbolically

strive to create a positive 1mage as caring and committed corporate citizens (Arora &
Lodhia, 2017).

13,34%

pejabat manajerial adalah
perempian /
manegerial executlves are
Temale

Karyawan Perempuan f Female Employees

M &

Figure 2. Images and Narratives Depicting Gender Diversity
Source: PT Perusahaan Listrik Negara Sustainability Report (2021)
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Figure 3. Photo Depicting Gender Diversity
Source: PT Reasuransi Indonesia Utama Sustainability Report (2022)

Figure 4. Photo Depicting Gender Diversity
Source: PT Bank Rakyat Indonesia Sustainability Report (2022)

Although gender diversity disclosure 1s the category with the highest use of visual
elements, information on gender-related salaries is rarely disclosed. Figure 5 shows an
1mage accompanied by a narrative comparing the salary ratio between men and women.
This suggests that gender-related salary details are less preferred by most of the sample
companies and therefore are not disclosed in their company reports. These companies are
likely trying to avoid publicizing a sensitive issue that remains widespread today, even
though they have achieved employment equality between men and women (Moore &
Tailby, 2015). Therefore, it 1s not surprising that the use of visual elements is still rare in
gender-related salary disclosures. Although visual elements can make information more
engaging, companies may be trying to conceal information by disclosing 1t sparingly and
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discreetly. This aligns with the impression-management tactic employed by Caliskan et al.
(2021) to hide adverse events or to emphasize positive ones.

Perbandingan Gaji Pokok dan
Remunerasi Karyawan Perempuan dan
Laki-Laki

Comparison of Basic Salary and
Remuneration of Female and Male
Employees 1]

Figure 5. Image and Narrative Depicting the Salary Ratio between Men and Women
Source: PT Pupuk Indonesia Sustainability Report (2020)

Furthermore, regarding age diversity disclosure, the sample companies frequently
use tables to convey this information in their reports. Figures 6 and 7 show photographs
demonstrating workplace diversity practices implemented by a state-owned enterprise
(SOK), specifically age diversity. The photos depict happy employees of various ages. Such
photographic images attempt to evoke positive feelings in readers (Cooper & Slack, 2015;
Davison, 2015). Figures 8 and 9, meanwhile, display tables showing age diversity within the
governance body and employees. These tables demonstrate that the company employs a
diverse age range. This visual element can create a positive impression on readers and, in
turn, attract investors.

The racial diversity category was expressed through photographs and tables
presented by the sample companies. Photos were more prominent in highlighting racial
diversity. Figures 10 and 11 illustrate how companies have already implemented workplace
diversity, specifically racial diversity. The photos depict several happy employees of various
races. Photos are generally considered transparent representations of reality, so these
1mages can serve as visual rhetorical tools to influence stakeholders’ perceptions (Chong et

al., 2019).

Figure 6. Photo Depicting Age Figure 7. Photo Depicting Age Diversity
Diversity Source: PT Jasa Marga Sustainability Report (2022)

Source: PT Pupuk Indonesia
Sustainability Report (2020)
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Tabel Keberagaman Karyawan Berdasarkan Kategor, Usia dan Jenis Kelamin

Table of Employes Distirbution Based on Category, Gender and Age
Jenjang Jabatan dan Wsia Pria Wanita Tetal Pria Wanita Tatal
Position and Age Male Female Total Male Female Total
Ciraing
Owang Orang Orang Orang ' Dramg
Parsan = Farzon = Perscn Perscen = T * Paisom *
Eargawan Tetap - -
il i 4851  79% 1230 B3% GI71 79N 5248 100% 1291 100% 5539 100%
S 3n T 1431 29% 508 4% 1835 3% 1732 EW 50 4% 2302 I5%
o hn 2870 SE% 551 45% 3421 S5% 2861 S5%W 553 43% 3414 52
=20 Tahun GBS0 13% 165  14%  E1S  13% 655 12%  1s@  13% 8231 13n
Karyawan Kontrak T
AR I 1355  21% 25T I7% 1512 1% 1476 100% 296 100% 1772 100%
=30 Tahun 1166 BE% P46 OE% 1412 BEW 1085  EIm 275 S3% 1470 @3m
30 - 5a Tahun 151 1% @ 4% 1ed 0% | A 14n 1\ oam I %
2 d ToArs
3 S5 Tanhury 35 3% z 1% a0 % 73 5H a ELY a1 5%
= 50 Yaars
Tatal 6306 100% 1477  100% TTE  100% | £724 100% 1587  100% 2311 100%

Figure 8. Table Depicting Age Diversity
Source: PT Jasa Marga Sustainability Report (2020)

Keanenaragaman Baaan Tata Kelola dan Karyawan Menurut Kelompok Usia

Age Diversity in the Governing Body and Employees

[GRI 405-1]

Keterangan Description
Dewan - - - - a - - - - - & 100 | Board of
Komisaris Commissioners
Direktur 1 ] 1 11 8 89
Kepala 23 1 24 1 10 3z 21 &8
Divisi dan
setingkatnya
Kepala 101 é 34 2 1 1 93 78 28 22
Bagian dan
satingkatnya
Kepala 15 1 217 12 57 3 =) 4 193 =1 54 21 | Section Head
Seksie dan and Equivalent
satingkatnya
Staf dan 245 14 159 L) 1 57 34 101 td 1 1 | Staff and
setingkatnya equivalent
Staf Muda dan 240 13 154 9 25 1 77 32 144 &0 18 8 | Junior Staffs
setingkatnya and equivalent
Pelaksana dan 43 2 365 20 78 4 3a4 85 &b 15 | Exec
setingkatnya eguiv
Jumilah 543 30| 1020 57 235 13 144 11 926 73 200 16 | Total

Figure 9. Table Depicting Age Diversity
Source: PT Bio Farma Sustaiability Report (2020)
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Figure 10. Photo Depicting Figure 11. Photo Depicting Racial Diversity
Racial Diversity Source: PT Bio Farma Sustainability Report (2021)
Source: PT Pertamina Sustainability
Report (2021)

Disability diversity 1s communicated through visual elements, including information
on targets and the number of employees with disabilities. Companies use these disclosures
to enhance or promote their commitment and success in managing disability diversity in
the workplace. Companies may use these disclosures as an impression-management tactic
to enhance their positive image and convey a favorable impression to readers about the
company’s disability diversity practices. Figure 12 presents the total number of employees
with disabilities within the company’s permanent workforce and apprenticeships. Figures
13 and 14 show photos of individuals with disabilities appearing to be working comfortably
and within their capabilities. However, very little disclosure is made about the diversity of
disability within the governance body in company reports. This may be due to the small
number of employees with disabilities at the top leadership level, which may lead
companies to employ the impression management tactic of concealment, as Caliskan et al.
(2021) note, to avoid reporting such information.

P
-

JUMLAH PEKERJA DISABILITAS 2022

TOTAL EMPLOYEES WITH DISABILITIES 2022 =

o 13 18

| Pekerja Tetap Magang Kriya

o Parmanant Magang Kriya

Employee

Figure 12. Images and Narratives Depicting the Diversity of Disabilities
Source: PT Bank Mandiri Sustainability Report (2022)
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Figure 13. Photo Depicting the Diversity of Disabilities
Source: PT Pertamina Sustainability Report (2021)

PERTAMINA
CALL CENTER

Figure 14. Photo Depicting the Diversity of Disabilities
Source: PT Pertamina Sustainability Report (2021)

Opverall, the findings indicate that the disclosure of visual elements encompasses
positive aspects related to workplace diversity. This serves to affirm the company’s
commitment and performance in supporting workplace diversity. No visual elements were
found to convey a negative impression. Visual elements were used to highlight, enhance,
strengthen, or draw out narratives Davison (2015) suggests that when all types of visual
elements are used alongside narratives, the interconnected elements strengthen the reader’s
mmpression. This 1s due to the opportunity to process information from two different
sources of stimuli, resulting in knowledge. Therefore, these findings demonstrate the power
of visual rhetoric and how visual elements work to create a positive impression on readers,
ultimately attracting more investors. This 1s a way for companies to promote themselves
through 1mpression management tactics. A common impression management tactic in
workplace diversity disclosures 1s assertive impression management through the use of
visual elements.
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4.2. Textual Narratives in Workplace Diversity Disclosure

An analysis of 69 sustainability reports from 23 state-owned enterprises (SOEs) over
three years revealed that narratives can support visual elements in workplace diversity
disclosures. A total of 587 narratives were collected. Narratives are sentences or paragraphs
explaining workplace diversity disclosures. In terms of the use of narratives for diversity
disclosures in SOEs, workplace diversity management was the most common category, with
357, followed by gender diversity, with 160. The least common narratives were racial
diversity, with 15. Table 4 displays examples of narratives included in impression
management tactics for workplace diversity disclosures. Table 5 presents the distribution of
visual elements by workplace diversity disclosure category.

Disclosures in the gender diversity category focused on the number of men and
women on the company’s governance bodies and employees. Textual narratives were
expressed positively, similar to the workplace diversity management approach category.
Here 1s an example of a narrative that reveals gender diversity in a company.

Table 4. Examples of Narratives in Disclosure of Diversity in the Workplace

Tactics Narrative Texts
Assertive Tactics
Licking Pupuk Indonesia highly values the diversity of its employees and governance

bodies, including age, gender, job level, education level, ethnicity,
religion/belief, political views, cultural background, and so on (PT Pupuk
Indonesia Sustainability Report 2020, p. 97).

Self Promotion  The Company implements selective and open recruitment and career
development without discrimination (gender, race, ethnicity, and religion),
prioritizing internal sources while considering employee track records,
achievements, abilities, and competencies (PT Jasa Marga Sustainability
Report 2020, p. 159).

Example KAI already has a community that brings together female employees on an
mclusive platform to improve their skills and leadership, namely the
Association of Female and Female Railway Employees’ Wives (PIKKA) (PT
Kereta Api Indonesia Sustainability Report 2022, p. 621).

Right The principles of equality and non-discrimination are mmplemented n
accordance with Law No. 13 of 2003 concerning Manpower, in line with ILO
Convention No. 111/1958 concerning Discrimination i Respect of
Employment and Occupation, which Indonesia has ratified. The
commitment to maintaining diversity and non-discrimination resulted in no
mcidents of discrimination; thus, no corrective action was required during the
reporting year (P1T Adhi Karya Sustaiability Report 2020, p. 113).

Enhancement TelkomGroup’s commitment to providing equal opportunities for career
advancement 1s evident in the presence of female employees at various levels.
The biggest challenge TelkomGroup faces is the lower interest among women
than among men in pursuing careers in the telecommunications industry (PT
Telekomunikasi Indonesia Sustainability Report 2020, p. 110).
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Table 4. Examples of Narratives in Disclosure of Diversity in the Workplace (Continued)

Tactics Narrative Texts
Performance-Oriented Tactics
Selectivity Male and female employees have equal potential and opportunities for career

development, including filling structural positions and roles. (p. 181)
Similarly, at the managerial level, there are also positions entrusted to women.
At the Division Head/Equivalent (BOD-1) level, 449% are women, and at the
Department Head/Equivalent (BOD-2) level, 29% are women. (2022
Sustainability Report of the Indonesian Republic Printing Company, p. 181).

Performance As of 2021, SIG’s millennial (young) talent comprised 22% of its total

Comparison employees. This represents a 14% increase from 8% the previous year.
Meanwhile, SIG’s female talent reached 19% in 2021, up two percentage
points from 17% the previous year (PT Semen Indonesia Sustamability
Report 2021, p. 151).

Defensive Tactics

Disassociation -

Reason -

Justification The company recruits more male employees than female employees. This 1s
not due to SIG’s discrimination, but rather due to the nature of SIG’s
industry. In this case, the company requires employees in the infrastructure
cluster, where the majority of the required expertise lies In engineering,
fieldwork, and manufacturing. This situation leads to a male predominance
in SIG’s employee recruitment (PT Semen Indonesia Sustainability Report
2022, p. 211).

Apology -

Restitution -

Concealment -

Neglgence -

Source(s): Authors’ own work

Based on Decree No. 168/MBU/2020, the Board of Directors membership increased
from 11 to 6, with two members, or 33.33%, being women (PT Pertamina Sustaiability
Report, 2020, p. 214).

The company has 1,223 male employees and 485 female employees (PT Bio Farma
Sustainability Report, 2021, p. 189).

This sentence indicates that the company has implemented gender diversity. In the
first narrative, the company maintains women’s presence in its top ranks despite a reduction
mn staff. In the second narrative, the composition of men and women 1s indeed more male.
However, the company also continues to employ women to achieve gender diversity. Both
narratives indicate that the company 1is selective in highlighting the number of men and
women in governance bodies and among employees. This demonstrates that the company
1s fulfilling gender diversity even at the highest levels of the organization. The company has
demonstrated that it has implemented gender diversity, although the overall number of
women needs to be increased to be more inclusive. Women are more concerned about
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reputational loss than men because women are more long-term oriented (Gavana et al.,
2024). Having women in upper management can help companies better avoid risks
(Gavana et al., 2024). Therefore, companies use selective performance-oriented impression
management tactics to portray the company in the best light and symbolically strive to create
a positive image as a caring and committed corporate citizen (Arora & Lodhia, 2017).

Table 5. % of Textual Narratives Disclosure of Diversity
Cat. Mangt. Ap. % Gen. % Age % Race % Dis. % Total %
Narrative 357 6l 160 97% 82 5% 15 3% 28 4% 587 100%
Source(s): Authors’ own work

Gender diversity disclosure, including information on gender-related salaries, 1s
rarely provided. For companies that do disclose salaries, the disclosure 1s primarily a brief
statement about gender-related salary policies. The following 1s an example of a narrative
that reveals the gender pay gap in the workplace.

The ratio of basic salary and remuneration between female and male employees 1s 1:1
across all of the Company’s operational areas (PT Pupuk Indonesia Sustainability

Report, 2020, p. 99).

One concrete form of anti-discrimination policy 1s the guarantee of gender-neutral
wages. The company provides salaries and remuneration that fully account for job
classification, length of service, workload, and work performance. This can encourage
female workers to succeed without worrying about potential gender discrimination (PT
Bank Rakyat Indonesia Corporate Report, 2022, p. 122).

The narrative explains the gender-to-male ratio, which 1s consistent or equal. The
first sentence directly indicates a 1:1 salary ratio for men and women. In this case, the
company 1s comparing its performance, portraying itself positively. In the second narrative,
the company exemplifies its anti-discrimination policy, which provides salaries based on job
classification, length of service, workload, and work performance rather than gender.
However, the company provides little disclosure of this salary ratio. This suggests that
gender-related salary details are unpopular among most sample companies, resulting in
limited disclosure in their company reports. These companies are likely attempting to avoid
publicizing a sensitive i1ssue that remains widespread today, even though they have achieved
employment equality between men and women (Moore & Tailby, 2015). Companies may
attempt to conceal information by disclosing it sparingly and discreetly. This aligns with the
mmpression management tactic employed by Caliskan et al. (2021), which involves hiding
adverse events or emphasizing positive ones.

Furthermore, for the age diversity disclosure category, the sample companies used
brief textual narratives in the form of policies on mimimum working age and retirement age.
The following 1s an example of a narrative that addresses age diversity in the workplace.

Garuda Indonesia’s governance body, including the supporting committees of the
Board of Commussioners and the Board of Directors, has achieved diversity across
gender, expertise/education level, and age group. This diverse composition 1s expected
to contribute to the development and resolution of any issues that arise within the
Company (PT Garuda Indonesia Sustaiability Report, 2022, p. 70).
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BRI's Head Office, Regional Offices, and Branch Offices enforce a minimum age
requirement for prospective employees of 20 years, thus prohibiting the employment
of underage children (PT Bank Rakyat Indonesia Sustainability Report, 2020, p. 166).

The retirement age for SIG employees 1s 56 (PT Semen Indonesia Sustainability

Report, 2021, p. 174).

This narrative demonstrates that the company has implemented age diversity. Not
only are employees diverse in age, but the corporate governance body is also diverse in age.
They enforce minimum requirements for prospective employees. This ensures the
company does not employ underage individuals. The company also sets employee
retirement ages. This 1s also done to ensure that employees are of productive age. This
narrative in disclosing age diversity 1s an example of the company highlighting corporate
mtegrity and socially responsible behavior.

Textual narratives about workplace diversity, particularly racial diversity, are rarely
disclosed by the sample companies. The following 1s an example of a narrative regarding
racial diversity in a company’s sustainability report.

As of the end of 2021, PERTAMINA employed 29 workers from Papua and 116
workers from Kalimantan (PT Pertamina Sustainability Report, 2021, p. 181).

The business area spans all of Indonesia, from Sabang to Merauke, with diverse
ethnicities, cultures, races, and religions, and diverse differences enrich PLLN’s culture.
We respect every difference and diversity to create a harmonious, conducive, and
comfortable work environment. Every employee 1s given equal rights, obligations, and
opportunities regardless of gender, race, ethnicity, religion, or background (PT
Pembangkit Listrik Negara Sustainability Report, 2022, p. 128).

The narrative explains the company’s racial diversity. It extends not only to lower-
level employees but also to senior management positions. This narrative demonstrates the
company’s selective approach to highlighting the number of racially diverse employees. It
also demonstrates their self-promotion for achieving racial diversity within the company.
Highlighting racial diversity in the workplace can enhance the company’s positive image.

Disability diversity 1s expressed through a narrative that includes information related to
policies, targets, and the number of employees with disabilities within the company.
The following 1s an example of a narrative disclosing workplace diversity. The total
number of employees with disabilities as of 2020 was 43. The company targets a 2%
workforce by 2026. New employees are assigned to work areas based on organizational
needs (PT Pertamina Sustainability Report, 2020, p. 165).

Telkom not only implements gender equality practices but also ensures equal
opportunities and support for employees with disabilities throughout their careers. As
of the end of 2022, we had 11 employees with disabilities, including those with physical
disabilities, deafness, blindness, and speech impairments. Employment of employees
with disabilities 1s tailored to their skill levels and abilities to ensure their continued
productivity. We strive to provide a safe and comfortable workplace and ensure there
1s no mistreatment or discrimination in the workplace (P'I" Telekomunikasi Indonesia
Sustainability Report, 2022, p. 54).
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The narrative explains the company's targets, the number of employees with
disabilities, and their placement within the company. The company places employees with
disabilities according to their abilities and ensures they are comfortable and safe in their
work without discrimination. The company seeks to demonstrate that it has implemented
diversity in the workplace, specifically disability diversity. The company uses this disclosure
to enhance or promote its commitment and success in managing disability diversity in the
workplace. Companies may use this disclosure as an assertive impression management
tactic to enhance their positive image and convey a positive impression to readers about the
company's disability diversity practices. However, very little disclosure of disability diversity
within the governance body 1s made in company reports. This may be due to the small
number of employees with disabilities employed at the top leadership level, which may lead
companies to use concealment impression management tactics to conceal the facts by not
reporting this information.

Opverall, the narratives revealed indicate that the sample companies tend to use
assertive 1mpression management tactics to build an 1image as organizations that value,
promote, and are committed to diversity. This 1s consistent with research conducted by
Momin and Chong (2023). Emphasis on non-discrimination policies, inclusive initiatives,
and the representation of women in certain positions became a primary focus.
Performance-oriented tactics were used more cautiously, highlighting the numbers in the
representation of specific groups. Defensive tactics emerged as an attempt to explain
imbalances without appearing to discriminate. These findings indicate that the sample
companies recognize the mmportance of demonstrating a commitment to diversity to
stakeholders. Furthermore, it 1s important to consider whether a focus on specific positive
aspects may obscure potential challenges the company may face in achieving diversity.

5. Conclusion

This study aims to analyze the visual and narrative elements in diversity disclosures
in the sustainability reports of state-owned enterprises (SOEs) in Indonesia during the 2020-
2022 period. The results show that SOEs employ a range of impression management tactics
in their diversity disclosures. Assertive tactics are dominant in the visual and narrative
elements of workplace diversity disclosures, suggesting an effort to build a positive image of
the organization as inclusive and progressive. Although the context differs from that of
Momin and Chong (2023), there are similarities in the strategies used in workplace diversity
disclosures, namely the predominant use of assertive tactics. Meanwhile, performance-
oriented and defensive tactics were also found, albeit at a lower frequency. Visual elements
are used more frequently than narrative elements in workplace diversity disclosures.
Companies prefer visual elements over extensive text because text 1s more complex.
Analysis of the visual and narrative elements reveals that SOEs tend to emphasize the
positive aspects of diversity and justify the imbalance m disclosure. Overall, this study
confirms that visual and narrative elements in state-owned enterprise sustainability reports
are used as strategic tools to manage stakeholder impressions regarding diversity issues.

This study provides a theoretical contribution by enriching the research of Momin
and Chong (2023), particularly regarding state-owned enterprises in Indonesia. Practically,
the results of this study can inform stakeholders that impression management tactics
mfluence diversity disclosures in sustainability reports. Therefore, stakeholders need to be
more critical in evaluating the information presented. Companies are expected to improve
transparency and accountability in diversity disclosure by presenting more comprehensive
and balanced information.
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This study has several limitations. First, the scope of this study focused solely on
the analysis of visual and narrative elements in state-owned enterprise sustainability reports,
without encompassing other sources of information. Future research could expand the
scope of the analysis by considering other sources of information and factors, such as
company websites, social media, or annual reports, company characteristics, regulations,
and stakeholder pressure. Second, this study analyzed only a sample of sustamability
reports from 23 state-owned enterprises, so the findings cannot be generalized to other
industrial sectors or to non-state-owned enterprises in Indonesia. Future research could
expand the sample size to enhance the findings. Further research could also examine the
relationship between workplace diversity disclosure and corporate values from an
impression-management perspective. This could provide a deeper understanding of the
strategic impact of impression management practices on workplace diversity disclosure on
mcreasing corporate value.

References

Adediran, A. O. (2023). Disclosing Corporate Diversity. Virginia Law Review, SSRN, 109.
307-372.

Al I, Lodhia, S., & Narayan, A. K. (2020). Value Creation Attempts Via Photographs in
Sustainability Reporting: A Legitimacy Theory Perspective. Meditari Accountancy
Research, 292), 247-263. https://dol.org/10.1108/MEDAR-02-2020-0722.

Allen, R. S., Dawson, G., Wheatley, K., & White, C. S. (2008). Perceived Diversity and
Organizational ~ Performance. Employee  Relations, 30(1),  20-33.
https://do1.org/10.1108/01425450810835392.

Ardakani, M. S., Abzari, M., Shaemi, A., & Fathi, S. (2016). Diversity Management and
Human Resources Productivity: Mediating Effects of Perceived Organizational
Attractiveness, Organizational Justice and Social Identity in Isfahan’s Steel Industry.
Tranian Journal of Management Studies, A2), 407-432.
https://do1.org/10.22059/1jms.2016.56412.

Arora, M. P., & Lodhia, S. (2017). The BP Gulf of Mexico Oil Spill: Exploring the Link
between Social and Environmental Disclosures and Reputation Risk Management.
Journal of Cleaner Production, 140, 1287-1297.
https://dor.org/10.1016/j)clepro.2016.10.027.

Aulia, M., Pujiningsih, S., & Putri, D. M. (2024). Visualization of CSR in the Cigarette
Industry: Crafted Imagery, Vague Reality. Jurnal Akuntansi Aktual, 11(1).
https://do.org/10.17977/um004v11112024p034.

Beattie, V., Dhanani, A., & Jones, M. J. (2008). Investigating Presentational Change in U.K.
Annual Reports: A Longitudinal Perspective. Journal of Business Communication,
45(2), 181-222. https://do1.org/10.1177/0021943607313993.

Bolino, M. C., Kacmar, M. K., Turnley, W. H., & Gilstrap, B. J. (2008). A Multi-Level
Review of Impression Management Motives and Behaviors. Journal of
Management, 346), 1080-1109. https://do1.org/10.1177/014920630832432)5.

Brennan, N. M., Guillamon-Saorin, E., & Pierce, A. (2009). Impression Management:
Developing and Illustrating a Scheme of Analysis for Narrative Disclosures - A
Methodological Note. Accounting, Auditing and Accountability Journal, 22)5),
789-832. https://do1.org/10.1108/09513570910966379.

Caliskan, A. O., Esen, E., & Barkemeyer, R. (2021). Impression Management Tactics in



184 | Jurnal Akuntansi Aktual, Vol. 12 No. 2, 2025

the CEO Statements of Turkish Sustamability Reports. Business Ethics,
Environment and Responsibility, 30(4), 485-506.
https://do1i.org/10.1111/beer.12374.

Chong, S., Narayan, A. K., & Al 1. (2019). Photographs Depicting CSR: Captured Reality
or Creative Illusion?. Pacific Accounting Review, 31(3), 313-335.
https://do1.org/10.1108/PAR-10-2017-0086.

Cooper, S., & Slack, R. (2015). Reporting Practice, Impression Management and Company
Performance: A Longitudinal and Comparative Analysis of Water Leakage
Disclosure.  Accounting and Business Research, 45(6-7), 801-840.
https://do1.org/10.1080/00014788.2015.1081554.

Corazza, L., Truant, E., Scagnelli, S. D., & Mio, C. (2020). Sustainability Reporting after
the Costa Concordia Disaster: A Multi-Theory Study on Legitimacy, Impression

Management and Image Restoration. Accounting, Auditing and Accountability
Journal, 338), 1909-1941. https://dot.org/10.1108/AAAJ-05-2018-3488.

Davison, J. (2015). Visualising Accounting: An Interdisciplinary Review and Synthesis.
Accounting and Business Research, 452), 121-165.
https://do1.org/10.1080/00014788.2014.987203.

Dhanani, A., & Kennedy, D. (2023). Envisioning Legitimacy: Visual Dimensions of NGO
Annual Reports. Accounting, Auditing and Accountability Journal, 30(1), 348-377.
https://dot.org/10.1108/AAAJ-01-2020-4377.

Dixon-Fyle, S., Dolan, K., Hunt, D. V., & Prince, S. (2020). Diversity Wins: How Inclusion
Matters. https://www.mckinsey.com/featured-insights/diversity-andinclusion/diversi
ty-wins-how-inclusion-matters?utm_source=pocket_mylist#/.

Gavana, G., Gottardo, P., & Moisello, A. M. (2024). The Impact of Board Gender
Diversity on ESG Disclosure: A Contingency Perspective. Meditari Accountancy
Research, 33(7), 1-29. https://doi.org/10.1108/MEDAR-07-2024-2567.

Gomez-Mejia, L. R., Balkin, D. B., & Cardy, R. L. (2012). Managing Human Resources
(7th ed.). Pearson Prentice Hall.

Hayes, D. K., & Ninemeier, J. D. (2009). Human Resources Management i the
Hospitality Industry. John Wiley & Sons.

Higgins, C., & Walker, R. (2012). Ethos, Logos, Pathos: Strategies of Persuasion in
Social/Environmental ~ Reports.  Accounting — Forum,  306(3), 194-208.
https://dot.org/10.1016/j.accfor.2012.02.003.

Hooghiemstra, R. (2000). Corporate Communication and Impression Management - New

Perspectives Why Companies Engage in Corporate Social Reporting. Journal of
Business Ethics, 27(1), 55-68. https://doi.org/10.1023/A:1006400707757.

Hossain, D. M., Alam, M. S., & Mazumder, M. M. M. (2023). Impression Management
Tactics 1 Covid-19 Related Disclosures: A Study on the Annual Reports
of Bangladeshi Listed Insurance Companies. Asian Journal of Economics and
Banking, 7(2), 234-250. https://doi.org/10.1108/ajeb-04-2022-0042.

Hrasky, S. (2012). Visual Disclosure Strategies Adopted by More and Less
Sustainability-Driven  Companies.  Accounting  Forum, 30(3), 154-165.
https://do1.org/10.1016/j.accfor.2012.02.001.

Invernizzi, A. C., Belluccl, M., Acuti, D., & Manetti, G. (2022). Form and Substance: Visual

Content in CSR Reports and Investors’ Perceptions. Psychology & Marketing,
39Nb), 974-989. https://dor.org/10.1002/mar.21635.


https://www.mckinsey.com/featured-insights/diversity-andinclusion/diversi

Solikhah and Pujiningsih - Assertive Tactics for... | 185

McKinstry, S. (2009). Accounting History and the Creative Arts. 7The Routledge
Companion to Accounting History (pp. 524-540). Routledge.

Merkl-Davies, D. M., & Brennan, N. M. (2011). A Conceptual Framework of Impression
Management: New Insights from Psychology, Sociology and Critical Perspectives.
Accounting and Business Research, 415), 415-437.
https://do1.org/10.1080/00014788.2011.574222.

Momin, M. A., Ahmed, Z. U., & Liu, R. (2023). Use of Visuals in Sustainability Reporting
by New Zealand Stock Exchange (NZX) Listed Companies: An Impression
Management Perspective. Asian  Review of Accounting, 51(2), 181-202.
https://do1.org/10.1108/ARA-04-2022-0078.

Momin, M., & Chong, S. (2023). An Analysis of the Use of Visual Elements in Workplace
Diversity  Disclosure.  Pacific  Accounting  Review,  35(2), 336-363.
https://dot.org/10.1108/PAR-06-2022-0089.

Moore, S., & Tailby, S. (2015). The Changing Face of Employment Relations: Equality and
Diversity. Employee Relations, 376), 705-719.
https://do1.org/10.1108/ER-06-2015-0115.

Mousa, M., Massoud, H. K., & Ayoubi, R. M. (2020). Gender, Diversity Management
Perceptions, Workplace Happiness and Organisational Citizenship Behaviour.
Employee Relations, 426), 1249-1269. https://doi.org/10.1108/ER-10-2019-0385.

Peraturan Menteri Negara Badan Usaha Milik Negara Nomor PER-01/MBU/2011 tentang
Penerapan Tata Kelola Perusahaan yang Baik (Good Corporate Governance) pada
Badan Usaha Milik Negara.
https://bphn.go.d/data/documents/1 1 pmbumn001.pdf.

Point, S., & Singh, V. (2003). Defining and Dimensionalising Diversity: Evidence from
Corporate Websites Across Kurope. FEuropean Management Journal, 21(6),
750-761. https://doi.org/10.1016/5.em;.2003.09.015.

Preston, A. M., Wright, C., & Young, J. J. (1996). IMag|in]ing Annual Reports. Accounting,
Organizations and Society, 21(1), 113-137.
https://do1.org/10.1016/0361-3682(95)00032-5.

Pujiningsih, S., & Utami, H. (2024). Accounting for Biodiversity and Extinction: Virtue
Rhetoric to Change the World for the Better. Meditari Accountancy Research,
3205), 1867-1893. https://dor.org/10.1108/MEDAR-06-2023-2036.

Robbins, S. P., & Judge, T. A. (2015). Organizational behavior (16, ed.). Salemba Empat.

Sandberg, M., & Holmlund, M. (2015). Impression Management Tactics in Sustainability
Reporting. Social Responsibility Journal, 11(4), 677-689.
https://do1.org/10.1108/SRJ-12-2013-0152.

Saxena, A. (2014). Workforce Diversity: A Key to Improve Productivity. Procedia
LEconomics and Finance, 11, 76-85.
https://do1.org/10.1016/s2212-5671(14)00178-6.

Saxena, R., & Singh, V. (2019). Shifting Landscapes of Diversity in India: New Meaning or
a Contextual Shift?. Advanced Series m Management, 21, 305-330.
https://do1.org/10.1108/S1877-636120190000021015.

Schlenker, B. R. (1980). Impression Management: The Self~-Concept, Social Identity, and
Interpersonal Relations. Brooks-Cole, CA.

Seo, K. (2020). Meta-Analysis on Visual Persuasion-Does Adding Images to Texts


https://bphn.go.id/data/documents/11pmbumn001.pdf

186 | Jurnal Akuntansi Aktual, Vol. 12 No. 2, 2025

Influence Persuasion?. Athens Journal of Mass Media and Communications, 6(3),
177-190. https://doi.org/10.30958/aymmc.6-3-3.

Shohaieb, D., Elmarzouky, M., & Albitar, K. (2022). Corporate Governance and Diversity
Management: Evidence from a Disclosure Perspective. International Journal of
Accounting and Information Management, 30(4), 502-525.
https://do1.org/10.1108/IJAIM-03-2022-0058.

Tagharo, C., Miglore, A., Mosca, E. 1., & Capolongo, S. (2024). Room for Diversity: A
Review of Research and Industry Approaches to Inclusive Workplaces. Journal of
Corporate Real Lstate, 2002), 131-152.
https://do1.org/10.1108/JCRE-04-2023-0017.

Theodorakopoulos, N., & Budhwar, P. (2015). Guest Editors’ Introduction: Diversity and
Inclusion in Different Work Settings: Emerging Patterns, Challenges, and Research
Agenda. Human Resource Management, 542), 177-197.
https://do1.org/10.1002/hrm.21715.

Vafael, A., Henry, D., Ahmed, K., & Alipour, M. (2020). Board Diversity: Female Director
Participation and Corporate Innovation. International Journal of Accounting and
Information Management, 292), 247-279.
https://do1.org/10.1108/IJAIM-06-2020-0080.

Vaghul, K. (2021). A Small Fraction of Corporations Share Diversity Data, but Disclosure
1s Rapidly on the Rise. https://justcapital.com/news/a-small-fraction-of-corporations-
share-diversity-data-but-disclosure-is-rapidly-on-the-rise/.

Zeng, X., Momin, M., & Nurunnabi, M. (2022). Photo Disclosure in Human Rights Issues
by Fortune Companies: An Impression Management Perspective. Sustarnability
Accounting, Management  and  Policy  Journal, 153),  568-599.
https://do1.org/10.1108/SAMPJ-06-2019-024.3.



