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reputation, enhances employee morale, and strengthens stakeholder
relationships. The study highlights the importance of leadership in
setting ethical standards and ensuring that CSR objectives are
embedded within the otganisation's strategic goals. HRM practices,
such as talent development, employee engagement, and ethical
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for companies seeking to strengthen their commitment to
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INTRODUCTION

In the contemporary business landscape, Corporate Social Responsibility (CSR) has evolved from
a voluntary philanthropic activity to a strategic necessity that influences corporate reputation,

stakeholder engagement, and long-term sustainability (Chairunnisya et al., 2024; Martin-de Castro,
2021; Saptaria et al., 2022; Septiani & Setiadi, 2023; Susanto & Anjana, 2022). Organizations are

increasingly recognizing that CSR is not merely a compliance obligation but an integral aspect of
business operations that requires a structured approach (Asif et al., 2013). Among the key drivers

of effective CSR implementation are Human Resource Management (HRM) and leadership
culture, which play a pivotal role in shaping organizational values, employee engagement, and
ethical decision-making (Dziedzic, 2024). Integrating HRM and leadership culture into CSR

strategies fosters a more socially responsible workforce, enhances corporate citizenship, and
strengthens business performance.
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Despite the growing emphasis on CSR, a research gap exists in understanding how HRM and
leadership culture interact to drive CSR effectiveness. Most existing studies have focused on
HRM's role in sustainability or the impact of leadership culture on CSR initiatives, yet few have

examined the synergistic relationship between these two dimensions (Globocnik et al., 2020).
Furthermore, previous research has largely concentrated on CSR policies and external impacts,
neglecting the internal organizational mechanisms that shape CSR outcomes. This gap underscores
the need for a comprehensive examination of how HRM practices such as recruitment, training,
performance management, and employee engagement can be aligned with leadership values to
embed CSR principles into corporate strategies (Mirvis, 2012).

The urgency of this study is further highlighted by the increasing societal and regulatory
expectations for businesses to uphold ethical responsibility and contribute to sustainable
development. As globalization intensifies and environmental concerns escalate, corporations must
integrate CSR into their core operations rather than treating it as a peripheral activity (Siltaloppi et
al., 2021). The COVID-19 pandemic and socio-political shifts have further underscored the need
for businesses to adopt a people-centered approach to CSR, emphasizing employee well-being,
ethical leadership, and corporate accountability (Mel¢, 2024). Understanding the intersection of
HRM and leadership culture in CSR is crucial for organizations striving to achieve profitability and
social impact.

Several previous studies have explored the role of HRM in CSR, with research indicating that
organizations with strong HRM practices tend to have higher CSR engagement and employee-
driven sustainability initiatives (Kidd et al., 2020). Likewise, studies on leadership culture have shown

that transformational and ethical leadership styles are positively correlated with CSR outcomes
(Alkhadra et al., 2023). However, the novelty of this study lies in its integrative perspective, which
examines how HRM and leadership culture collectively shape CSR strategies. Unlike prior research
that treats these variables independently, this study adopts a holistic approach to assess their
interaction and mutual reinforcement in fostering a responsible corporate environment(Lee, 2011).

The objectives of this study are threefold: (1) to analyze the role of HRM in facilitating CSR
implementation within organizations, (2) to investigate how leadership culture influences CSR
engagement, and (3) to explore the intersection between HRM and leadership culture in shaping
CSR strategies(Taamneh et al., 2025)Addressing these objectives, this study aims to bridge the
research gap and provide actionable insights for business leaders, HR professionals, and
policymakers.

The findings of this study will offer several practical and theoretical contributions. From a
theoretical perspective, it will enrich the existing body of literature by advancing knowledge on the
dynamic interplay between HRM, leadership culture, and CSR(Jang & Ardichvili, 2020). From a
practical standpoint, it will provide corporate decision-makers with a strategic framework for

embedding CSR into HRM functions and leadership development programs (Stahl et al., 2020).

Additionally, this research will benefit organizations seeking to enhance their CSR performance,
employees striving for meaningful workplace engagement, and society at large through the
promotion of ethical and socially responsible business practices (Jain et al., 2024).
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By integrating HRM and leadership culture into CSR frameworks, organizations can create a
sustainable corporate identity, foster employee commitment, and achieve long-term competitive
advantage (App et al., 2012). This study, therefore, serves as a crucial step in understanding how

businesses can align human resource policies and leadership principles to promote responsible

corporate behavior and societal well-being (Salas-Vallina et al., 2021).

METHOD

This study employs a qualitative approach using library research (literature review) as its primary
method. The research is exploratory and descriptive, aiming to understand the integration of
Human Resource Management (HRM) and leadership culture in Corporate Social Responsibility
(CSR). A qualitative approach is appropriate because it comprehensively explores concepts,
theories, and relationships by analysing existing academic literature, reports, and case studies.

The study relies on secondary data obtained from various credible and scholatly sources, including:

1. Peer-reviewed journal articles from Scopus, Web of Science, Google Scholar, and other
academic databases related to HRM, leadership culture, and CSR.

2. Books and book chapters discussing corporate responsibility, sustainable management, and
leadership theories.

3. Reports from international organizations such as the United Nations Global Compact
(UNGC), International Labour Organization (ILO), and World Business Council for
Sustainable Development (WBCSD).

4. Corporate sustainability reports and case studies of companies recognized for their CSR and
HRM best practices.

5. Policy documents and legal frameworks governing corporate sustainability and labor relations.

These data soutces provide a comprehensive basis for understanding CSR integration's theoretical
and practical dimensions with HRM and leadership culture.

The study uses document analysis as the main data collection technique. This involves:

1. Systematic Literature Review (SLR): Identifying, selecting, and reviewing relevant literature
using structured search queries in academic databases.

2. Content Analysis of Reports and Case Studies: Examining real-world corporate practices to
understand how organizations integrate HRM and leadership culture into their CSR strategies.

3. Thematic Coding: Extracting key themes and patterns from various scholarly sources, focusing
on the relationship between HRM, leadership culture, and CSR effectiveness.

By employing these techniques, the study ensures that diverse and relevant perspectives are
considered in the analysis.

The study applies a qualitative content analysis method to examine the collected data. The
analytical process consists of the following stages:
1. Data Organization: Categorizing data into HRM, leadership culture, and CSR themes.
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2. Thematic Analysis: Identifying recurring patterns, trends, and relationships between HRM
practices, leadership styles, and CSR outcomes.

3. Comparative Analysis: Contrasting findings across different studies and case examples to
determine similarities, differences, and gaps in the literature.

4. Interpretation and Synthesis: Integrating insights from multiple sources to build a conceptual
framework that explains the role of HRM and leadership culture in CSR.

The analysis follows an inductive reasoning approach, allowing new insights to emerge from the
data rather than imposing predetermined hypotheses. This method ensures that the study provides
a nuanced and evidence-based perspective on how HRM and leadership culture contribute to CSR
effectiveness.

By applying rigorous qualitative methods, this research aims to produce a well-substantiated and
theoretically grounded understanding of the role of HRM and leadership culture in CSR. The
findings will serve as a valuable reference for academics, business leaders, and policymakers in
shaping sustainable corporate strategies.

RESULT AND DISCUSSION

The integration of Human Resource Management (HRM) and leadership culture in Corporate
Social Responsibility (CSR) represents a strategic imperative for organizations seeking to align

business objectives with social and environmental responsibilities (Srivastava, 2024). This study's
qualitative analysis, grounded in a systematic literature review, reveals the critical role of HRM in
shaping corporate ethics, fostering employee engagement, and embedding CSR into organizational
frameworks (Pimenta et al., 2024) Additionally, a company's leadership culture determines how CSR

principles are effectively implemented, influencing internal corporate values and external
stakeholder relationships. By examining the interplay between HRM and leadership culture, this
research highlights how CSR can transition from a peripheral function to a central corporate
strategy.

The findings suggest that HRM is the foundation for CSR integration by facilitating workforce
alignment with sustainability goals (Jamali et al., 2015). Through strategic recruitment, training, and
performance management, HRM ensures employees are aware of CSR commitments and
empowered to participate actively in corporate sustainability initiatives. Companies that embed
CSR values in their talent acquisition strategies tend to attract professionals who prioritize ethical
business practices, reinforcing a responsible corporate culture from the outset. Training programs
play an equally crucial role, as they equip employees with the necessary skills and knowledge to
implement CSR initiatives effectively (Emon & Chowdhury, 2023). Sustainability training, ethical

leadership workshops, and CSR awareness campaigns contribute to the development of a
workforce that is both socially conscious and committed to the organization's broader mission.
Furthermore, performance management systems incorporating CSR metrics incentivize employees
to integrate social responsibility into their daily activities (Asif et al., 2013). By linking rewards and

recognition to sustainability performance, HRM fosters a culture where CSR is not merely a
corporate obligation but an intrinsic part of business operations.
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Leadership culture emerges as a decisive factor in determining the success of CSR initiatives. The
literature suggests that transformational and ethical leadership styles are most conducive to
fostering a CSR-driven corporate environment. Transformational leaders, characterized by their
vision-driven approach and ability to inspire change, play a pivotal role in shaping corporate
sustainability strategies (Kang et al., 2024). Their emphasis on innovation, long-term value creation,

and stakeholder inclusivity aligns closely with CSR principles, allowing organizations to embed
sustainability at both strategic and operational levels. Ethical leaders, on the other hand, cultivate
an organizational culture based on integrity, transparency, and accountability (Malik, 2024). By
demonstrating a commitment to ethical decision-making, such leaders reinforce CSR as a
fundamental aspect of business conduct rather than a superficial branding tool. The research
further indicates that leadership commitment to CSR significantly influences employee perceptions

and engagement (Nejati et al., 2020). When senior executives actively champion CSR initiatives
through public advocacy, personal involvement in sustainability programs, and ethical decision-
making, employees are more likely to internalise these values and integrate them into their

professional responsibilities (Pellegrini et al., 2018).

The intersection of HRM and leadership culture creates a reinforcing cycle that enhances CSR
outcomes. When HRM practices are aligned with a leadership culture that prioritizes social
responsibility, the organization benefits from a workforce that is both ethically driven and
strategically motivated to achieve sustainability goals. This synergy manifests in increased employee
engagement, enhanced corporate reputation, and improved stakeholder trust (Yusuf & Putra, 2024).

Companies that have successfully integrated HRM and leadership culture into their CSR
frameworks demonstrate superior financial performance, lower turnover rates, and stronger
community relationships (Wang & Sarkis, 2017). Conversely, organizations that fail to align these

elements often experience fragmented CSR efforts, characterized by a lack of employee

commitment and leadership inconsistencies.

A recurring challenge identified in the literature is the risk of CSR initiatives being perceived as
mere corporate rhetoric rather than authentic commitments (Ellerup Nielsen & Thomsen, 2018). The

research suggests that superficial CSR engagement where sustainability efforts are limited to public
relations campaigns rather than meaningful action undermines employee trust and stakeholder
confidence(Pompper, 2015). To mitigate this, HRM must work with leadership to embed CSR into
core business processes, ensuring that social responsibility is reflected in corporate policies,
employee behaviors, and leadership decisions. Case studies of multinational corporations indicate
that firms with clearly defined CSR policies embedded within HRM frameworks and reinforced
by leadership are more likely to achieve long-term sustainability objectives.

The analysis also highlights the role of organisational culture in mediating the relationship between
HRM, leadership, and CSR effectiveness. A corporate culture that values ethical behaviour,
stakeholder inclusivity, and continuous learning provides a conducive CSR integration
environment. HRM practices promoting diversity, equity, and inclusion strengthen CSR initiatives
by fostering a socially responsible workplace in internal and external operations. Additionally,
companies that institutionalize CSR within their governance structures through CSR committees,
sustainability reporting, and cross-functional collaboration—demonstrate greater resilience in
navigating social and environmental challenges.
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The findings underscore the importance of a holistic approach to CSR integration, where HRM
and leadership culture function as complementary drivers of corporate sustainability.
Organizations that recognize the interdependence of these elements are better positioned to
transition from compliance-driven CSR to purpose-driven sustainability strategies. Future research
should further explore the longitudinal impact of HRM and leadership integration on CSR
performance across different industries and cultural contexts. Organisations can establish an
impactful and enduring CSR framework by continuously refining HRM policies and cultivating a
leadership culture prioritising sustainability.

The Role of Human Resource Management in Corporate Social Responsibility Integration

Human Resource Management (HRM) is critical in embedding Corporate Social Responsibility
(CSR) into an organization’s core operations. As companies shift from viewing CSR as a peripheral
function to recognizing it as a strategic necessity, HRM plays a pivotal role in ensuring employees
acknowledge and practice CSR principles. HRM aligns recruitment, training, performance
management, and employee engagement with CSR objectives, ensuring sustainability values are
deeply embedded within corporate culture. A workforce that understands and embraces CSR
initiatives is essential for successful implementation.

One of the primary ways HRM integrates CSR is through strategic recruitment and selection
processes. Companies prioritising CSR seek employees who align with their ethical and
sustainability values. Job descriptions, interview processes, and selection criteria increasingly
incorporate CSR-related competencies such as ethical decision-making, community engagement,
and environmental awareness. Organizations adopting CSR-aligned hiring strategies benefit from
a workforce naturally inclined towards responsible corporate behavior, reducing the need for
extensive post-hire cultural adjustments.

HAM Integration of CSR in Recruitment & Selection

HRM & CSR

Strategic Recruitmant

S

iR-aligned Employees C5R Competencies

/

Workforce Benefit

Figure 1. Diagram: HRM Integration of CSR in Recruitment & Selection
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Human Resource Management (HRM) is vital in embedding Corporate Social Responsibility
(CSR) into an organization's workforce. One primary way HRM integrates CSR is through strategic
recruitment and selection processes. Companies prioritising CSR ensure that their hiring practices
align with their ethical, social, and environmental commitments.

1. Strategic Recruitment and CSR Integration

Organizations incorporate CSR values into their recruitment strategies to attract candidates who
resonate with their sustainability and ethical commitments. This means the recruitment process is
not solely about skills and experience but also evaluates a candidate's alignhment with CSR
principles.

2. Hiring CSR-aligned Employees

Companies that emphasize CSR seek employees who naturally fit into a culture of ethical decision-
making, social responsibility, and environmental sustainability. Such alignment reduces the need
for significant cultural adjustments after hiring, as employees already embody the organization's

values.
3. CSR Competencies in Selection Criteria

Companies embed CSR-related competencies into job descriptions, interviews, and selection

criteria to identify candidates who align with CSR values. Some key competencies include:

e Ethical Decision-Making — Evaluating how candidates handle ethical dilemmas.

e Community Engagement — Assessing a candidate’s involvement in social or community
initiatives.

e Environmental Awareness — Understanding a candidate’s knowledge and commitment to
sustainable practices.

4. Workforce Benefits from CSR-aligned Hiring

By hiring employees who naturally support CSR initiatives, organisations benefit in multiple ways:

e Reduced need for extensive post-hire training on corporate ethics and sustainability.

o Higher employee engagement and retention, as employees strongly connect with the company's
values.

e Strengthened corporate reputation, as CSR-conscious employees contribute positively to the
brand image.

¢ Greater overall organisational commitment to responsible and ethical business practices.

Training and development programs further reinforce CSR within organisations. HRM ensures
employees have the knowledge and skills to execute sustainability initiatives. Regular CSR training
sessions, ethical leadership workshops, and sustainability awareness programs contribute to
shaping a workforce that actively participates in responsible corporate practices. Companies that
institutionalize CSR training demonstrate higher levels of employee commitment to sustainability
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goals, as these programs enhance awareness and foster a sense of personal responsibility among
employees.

Performance management systems integrating CSR metrics further reinforce the alignment
between HRM and corporate responsibility. Organizations increasingly incorporate sustainability
objectives into key performance indicators (KPIs), ensuring that CSR commitments translate into
actionable goals. By linking CSR-related achievements to performance appraisals and
compensation, companies encourage employees to incorporate social and environmental
considerations into their daily tasks. Employees rewarded for sustainable practices are more likely
to internalize CSR values and view them as essential to their professional responsibilities.

Lastly, HRM fosters CSR by developing an organizational culture of inclusivity and ethical
responsibility. By implementing diversity and inclusion policies, ensuring fair labor practices, and
prioritizing employee well-being, HRM enhances workplace equity and strengthens the social
dimension of CSR. A responsible corporate culture begins internally, with companies setting
ethical behaviour standards before extending their sustainability initiatives to external stakeholders.
When HRM effectively integrates CSR, organizations benefit from improved employee morale,
stronger stakeholder trust, and enhanced corporate reputation.

The Influence of Leadership Culture on CSR Effectiveness

Leadership culture plays a fundamental role in shaping the success of CSR initiatives. Corporate
leaders' values, behaviours, and decision-making approaches directly influence the degree to which
CSR is embedded within an organization. Leaders who prioritize ethical decision-making, social
responsibility, and stakeholder inclusivity create an environment where CSR is not merely a
compliance requirement but an essential part of corporate identity. Leadership culture determines
the extent to which CSR strategies are successfully executed and whether they are perceived as
genuine or superficial efforts.

Transformational leadership is one of the most effective leadership styles in fostering CSR
integration. Leaders who adopt a transformational approach inspire employees to commit to CSR
initiatives by articulating a compelling sustainability vision. By demonstrating a passion for ethical
business practices and engaging employees in meaningful dialogue about social and environmental
responsibility, transformational leaders cultivate a motivated workforce to contribute to CSR
efforts. These leaders set ambitious sustainability goals, drive innovation in corporate responsibility
practices, and encourage employees to adopt a proactive approach to social and environmental
challenges.

Ethical leadership further strengthens CSR integration by setting a moral standard for
organizational behavior. Ethical leaders emphasize transparency, accountability, and integrity,
ensuring that CSR initiatives are authentic rather than performative. Employees are more likely to
embrace CSR principles when leaders consistently prioritise ethical considerations in business
decisions. The presence of ethical leadership reduces scepticism towards corporate sustainability
efforts, enhancing both employee trust and stakeholder confidence in CSR commitments.

637 | llomata International Journal of Social Science https://www.ilomata.org/index.php/ijss



https://www.ilomata.org/index.php/ijss

Integration of Human Resource Management and Leadership Culture in Corporate
Social Responsibility
Mulya

Leadership commitment to CSR is also reflected in establishing sustainability governance
structures. Organizations institutionalising CSR through dedicated committees, reporting
mechanisms, and cross-functional sustainability teams demonstrate higher accountability in their
corporate responsibility efforts. Rather than merely delegating responsibilities, leaders who actively
participate in CSR initiatives reinforce the importance of sustainability within corporate strategy.
This leadership engagement creates a cascading effect, where employees at all levels recognize the
significance of CSR and integrate it into their roles.

However, a weak leadership culture can undermine CSR effectiveness. Organizations where
leadership lacks commitment to sustainability often struggle with fragmented CSR strategies that
fail to gain traction among employees. When CSR is perceived as a public relations tool rather than
a fundamental corporate value, employees become disengaged, and external stakeholders question
the authenticity of corporate sustainability claims. A leadership culture aligned with CSR principles
ensures long-term sustainability, fosters employee commitment, and maintains stakeholder trust.

The Interplay Between HRM and Leadership Culture in CSR Implementation

Integrating HRM and leadership culture creates a reinforcing dynamic that strengthens CSR
effectiveness within organizations. When HRM policies are aligned with a leadership culture that
prioritizes CSR, organizations experience higher levels of employee engagement, improved
corporate reputation, and enhanced sustainability performance. This synergy ensures that CSR
initiatives are not isolated programs but embedded components of corporate strategy.

HRM is the operational mechanism through which leadership-driven CSR values are translated
into tangible employee behaviors. Leaders set the vision for CSR, but HRM ensures employees
have the necessary training, resources, and incentives to align their professional conduct with
corporate sustainability goals. Integrating HRM and leadership culture fosters a cohesive corporate
identity where CSR is deeply ingrained in organizational values and practices.

The role of leadership in supporting HRM-driven CSR efforts is particulatly evident in developing
an inclusive and ethical corporate culture. Leaders who actively champion workplace diversity,
employee well-being, and fair labor practices reinforce HRM initiatives prioritising social
responsibility. When leadership culture and HRM strategies are aligned, organizations cultivate a
socially responsible workforce internally and externally.

Furthermore, the collaboration between HRM and leadership enhances stakeholder engagement
in CSR initiatives. Employees who feel their organization prioritizes sustainability are more likely
to advocate for responsible corporate behavior, strengthening relationships with customers,
investors, and community partners. Organizations that effectively integrate HRM and leadership
culture in CSR strategies experience higher stakeholder trust and increased brand loyalty.

However, a misalignment between HRM and leadership culture can create inconsistencies in CSR
execution. If leadership advocates for CSR but HRM policies fail to support sustainable practices,
employees may perceive CSR as an abstract concept rather than a concrete business priority.
Conversely, if HRM promotes CSR but leadership lacks commitment, CSR initiatives risk being
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deprioritized strategically. Ensuring alignment between HRM and leadership culture is critical for
creating a cohesive, impactful, sustainable CSR strategy.

CONCLUSION

Integrating Human Resource Management (HRM) and leadership culture is crucial in successfully
implementing Corporate Social Responsibility (CSR). HRM ensures that recruitment, training, and
performance management align with CSR wvalues, fostering an ethically responsible and
sustainability-oriented workforce. Meanwhile, leadership culture shapes the organizational
commitment to CSR by embedding ethical decision-making, social responsibility, and stakeholder
inclusivity into corporate strategies. When HRM and leadership culture work in synergy, CSR
becomes an integral part of corporate identity rather than a mere compliance requirement. This
alignment enhances employee engagement, strengthens corporate reputation, and ensures the
long-term sustainability of CSR initiatives, ultimately driving both social impact and business

SUCCCSS.
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