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Abstract: The main purpose of this article is to create the framework of links between corporate social
responsibility (CSR) and human resource management (HRM). Literature analysis reviews the different CSR
definitions and development of theories, presents the main means for implementation of socially responsible
activities — standards, initiatives, especially concentrating on the ones in line with human resource
management. After CSR concept and tools development analyzing the authors draw attention to the links
between two concepts — CSR and HRM, firstly, making clear, what human resource management contains,
then studying literature on the links of the two concepts and analyzing the international and Lithuanian
researches concerning the theme. From the analysis carried out and researches made the creation of
framework of links between CSR and HRM followed. The framework consists of a model of links and an
expanded list of CSR and HRM activities and it enables to evaluate socially responsible activities in the exact
company, which goes in line with HRM, to improve the activities by choosing the proper means and to state
the benefits. The framework was approbated by three companies. The conclusions and recommendations
summarize the main concepts of literature analysis as well as the results of the performed research. The
authors suggest that the framework could give useful guidelines to the companies which are going to
implement or are already implementing CSR activities, giving the possibility to gain more advantages from it.

Keywords: Corporate Social Responsibility, Human Resource Management, SA 8000, Employee,

Stakeholder, TQM.

Introduction

It may be assumed, that social responsibility was already mentioned in the ancient Sumerian culture,
where minimum wage was regulated. But the real conception of socially responsible business and other
activities started to develop at the turn of the XIX-XX centuries (Enquist et al., 2007; Gonzales, 2008;
Vermiglio, 1997). Social environment in which business organizations operate at the beginning of XXI
century is indefinite, dynamic and complicated, which determines companies’ needs to fulfil not only
economic, but also social, environmental and ethical requirements of stakeholders, for the reason to stay and
compete in the market. Nowadays it is more and more discussed about social responsibility of companies,
role of personality in the organization, partnership and trust between employees and employer, and finally —
organizations’ obligations for the society (Koziol and Koziolowa, 2005; Sieber, 2005; Collierand and
Esteban, 2007; Ruzevicius and Navickaite, 2007; Ruzevicius and Serafinas, 2007). And even though the
responsibility to fulfil social objectives in everyday activities goes to the managers of organization, the
realization of these objectives depends on the employees’ willingness to get involved and to cooperate in this
area. We would note, that Stiftung Warentest organization, which lately has been performing and announcing

only comparative testing of goods, now is already running practical evaluations of CSR systems (Stiftung...,
2007).

The doctrine of Total Quality Management (TQM) emphasizes the constant improvement of products and
services, involving all employees in participating quality improvement process. TQM covers the quality of
employees work, corporate social responsibility (CSR) and human resource management (HRM). The
purpose of this article is to analyse the links between CSR and HRM, to summarize the data of international
researches concerning the two concepts and to present the framework of links between CSR and HRM. The
scientific problem was raised, which was the absence of applied framework connecting the CSR and HRM
concepts. This research was performed using the methods of analysis of scientific literature and normative
documents, case-study analysis, structured interviews, statistical analysis and on author’s experiences in
management consultancy.
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Benchmarking of the development of socially responsible business related tools:
national and international context

Modern organizations are implementing mandatory as well as voluntary management systems. A
management system that is based on social responsibility and sustainable development requirements falls to
voluntary system category. Every organization chooses how it would like to implement the corporate social
responsibility and sustainable development concept into its daily practices. The part of Lithuanian
organizations chooses standardized social and environmental management system and tools — SA 8000
(Social Accountability), OHSAS (Occupational Health and Safety Management System) 1SO 14001,
products and services eco-labelling, other enterprises are involved to the world-wide “Global Compact” and
Global Reporting Initiative (GRI) social activities, AA 1000 (an internationally recognised and robust
corporate accountability performance and assurance standard is needed to bring credibility to sustainability
reporting), EFQM (European Foundation for Quality Management) excellence and CAF models.

Thus an increasingly bigger number of organizations are interested in the CSR concept and those already
being a part of socially responsible business, more and more often require the adequate behaviour from the
supply chain partners as well. There are 1461 organizations with certified SA 8000 systems in the world.
Approximately 676 thousand employees work in the certified companies (September, 2007). Two Lithuanian
organizations already implemented the system of social responsibility SA 8000. Textile joint-stock enterprise
“Utenos Trikotazas™ is the first Lithuanian company, certified in 2006 for a social responsibility system
according to the standard SA 8000. The daughter Ukrainian enterprise “Mriya” of this organization was also
involved into social responsibility process as well — it means that Lithuanian companies are spreading the
best practices to organizations from other countries accessing into EU. The initial audit of Ukrainian
company showed some similarities as well as differences in the Lithuanian situation. The similarities can be
found in the development of system understanding competence heading to more responsibilities at the place
where actual work is performed, initiating more organizational freedom to make decisions at the lower
management levels. At the same time the cultural differences are obvious and requiring more attention from
managers coming to work to Ukraine — local people are used to communicate “lively”, while management
systems tend to document activities. For Lithuanian employees it is easier to understand that conception,
while Ukrainians consider documenting efforts as worsening their organizational freedom — thus reducing
employees’ satisfaction in this case. Also psychological pressure of Lithuanian managers working in Ukraine
gives some negative pattern in business communication with local people. As a conclusion of the situation —
it is comparably easier to solve problems with documentation and infrastructure, rather than improving
communication, attitudes and reducing cultural barriers.

Thereinafter we provide an analysis of the development of above-mentioned tool development in
Lithuania, within the context of European and global businesses. In the figures 1 and 2 are presented SA
8000 systems implementation in Lithuania and EU benchmarking. In the official statistics activities of social
responsibility are assessed by one indicator — by the quantity of certified enterprises (see fig. 1) in different
countries. By authors’ opinion, this indicator is not enough straight for social responsible business level at
different countries and regions comparative evaluation. Firstly, countries are different by number of
population. Secondly, number of employees is also different at SA 8000 certified enterprises. Authors
propose to use such new relative indicators for benchmarking of CSR activities:

- the number of SA 8000 certified enterprises per 1000 of the population by country;

- the number of employees at SA 8000 certified enterprises per 1000 of the population by country (see
fig. 2).
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Fig. 1: EU top 15 countries by the quantity of SA 8000 certified enterprises (September, 2007)
Source: Calculated by the authors.
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Fig. 2: EU top 15 countries by the quantity of employees at SA 8000 certified enterprises per 1000 of the
population by country (September, 2007)
Source: Calculated by the authors.

By the official statistics indicator — number of certified organizations, Lithuania is clearly behind
European and worldwide leaders. But by the quantity of SA 8000 certified enterprises per 1000 of the
population by country Lithuania is the 2™ in the world. Lithuania is the 4" between EU countries according
to the number of employees at SA 8000 certified enterprises per 1000 of the population by country (fig.2).
Italy is absolute leader in EU and in the World by the all three mentioned CSR activities indicators.
According to authors, the quantity of employees at SA 8000 certified enterprises per 1000 of the population
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by country is the most objective indicator for countries social responsible business level assessment.
Therefore, this relative indicator can be recommended for international benchmarking of social responsible
activities in different countries and regions.

Links between corporate social responsibility and human resource management

More and more organizations tend to agree that the success of sustainable and socially responsible
business, also fulfilment of stakeholders needs cannot be reached while orienting to short time profit
objectives. Requirements of society and sustainable development have to be considered. Any kind of
organization firstly has to be considered as the unit of society, which makes impact on all its components. A
company is dependant on a wide range of stakeholders, who are personally interested in the activities of an
organization and may also impact on forming and managing it. While making decisions organization has to
coordinate different interests of its stakeholders. Identification, classification and needs analysis of the
stakeholders are effective means, which help to analyze different aspects of organization’s activities also
economic, social and political aspects of the country (Akgeyik, 2005; Wilcox, 2006). The concept of
corporate social responsibility firstly means taking care of the impact organization makes to society and
stakeholders. Such activities spheres of social responsibility might be stressed out (Sieber, 2005; Koziol and
Koziolowa, 2005; Gudoniene and Leipuviene, 2007; Ruzevicius and Navickaite, 2007):

stimulation of transparent and ethical business;

assurance of employees’ health and safety at work;

improvement of psychological climate at work;

development of equal rights;

responsibility against consumers and customers;

decreasing negative impact in environment and introduction of environment management means;
development of ecological products and services;

personnel trainings;

organizing employees (their families) leisure time, propagating healthy life style;
participating in society life;

development of region economics .

Many CSR activities are oriented to employees, it follows that a socially responsible company should
firstly take care of its employees by increasing the investments to intellectual capital and health and safety at
work. On the other hand, organizations are dependant on local communities — they use local labour market,
that is why they are and should be interested in health, education and other needs of the local inhabitants. It
makes clear the fact, that HRM policy and practices are one of the main parts of CSR. Besides,
interrelationships of business and employees of business companies is an important assumption of CSR: if a
company does not take responsibility for its employees, it is probably the same irresponsible with the
consumers of its products or the social and natural environment, in which it proceeds.

Human resource management is an idiosyncratic attitude to personnel management, which seeks for
competitive advantage through strategic actions — using cultural, structural and personnel management
techniques while creating competent and responsible workforce. Modern organization takes its employees as
valuable asset, which has to be systematically developed, but not as the costs, which have to be managed
(Armstrong, 2006; Beardwell and Claydon, 2007). Employees are the most important stakeholders, who are
interested in the successful performance of the company. The objective of HRM is to use means and
methods, which would stimulate the development of flexible and engaged employees (Zappala, 2004;
Wilcox, 2006). HRM encompass such activities as formation of organizational psychology, personnel
administration, human resource planning, recruitment, organizational development, formation of
motivational and bonus system, organization of trainings, career planning, solving internal personnel
problems and etc. (Beardwell and Clydon, 2007). Links between CSR and HRM might be seen in figure 3,
where you can see objects and factors of HRM. Social and economic environment forms the demands of
stakeholders which finally have impact on personnel management and long term results make impact on
primary factors.

More instruments linking CSR and HRM are the international voluntary social responsibility standards —
SA 8000 and OHSAS 18001. On the grounds of SA 8000 (Social Accountability) standards, there are



systems ensuring environmental and main human rights in all work places created. OHSAS 18001 concerns
Occupational Health and Safety Management Systems. Extensive attention to human rights and socially
responsible activities of organizations is paid by Global Compact initiative, also Codes of conduct issued in
different companies, which are widely used in HRM and are introduced when institutionalizing modern
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ethics to all practical spheres of business (Ruzevicius and Navickaite, 2007; Gonzales, 2008).

Fig.3:
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Source: Beardwell and Claydon, 2007.

activities.

Analysis of CSR means brought generalization of direct and indirect interconnections between CSR
and personnel management. As it might be seen from the table 1, analysis of needs and meeting those needs
of internal stakeholders, i.e. employees of organization, is of great importance in most social responsibility
standards and initiatives (in the table it is highlighted in red colour). Voluntary standards linking CSR and
HRM directly are SA 8000 and OHSAS 18001. Other means in the table also point out the interconnection
between the analyzed concepts. It is obvious that HR development is inseparable from socially responsible
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CSR
Relationships | Environ- SR
SIS fi:orr:tssumer Human rights | with mental . Transparency
CSR g employees management | !nvestments
instruments
SA 8000 v’ v’ v
OHSAS 18001 v’ v’
I1SO 9001 v v’ v’
ISO 14001 v
EMAS v’ v
Global Compact v v’ v’ v v v
GRI v v’ v’ v v v
AA1000 v v’ v’ v v v
EFQM  Excellence v v v v
model

Tab. 1: Comparison of CSR means
Source: designed by authors

International CSR and HRM Research Analysis

Various researches about CSR and HRM show that these means do indirect positive influence to the
organization’s financial results. CSR influences the employees’ morale, motivation, liability, loyalty,
learning, recruitment and alternation. We can imply that HRM benefit to the companies is one of the most
important components of successful socially responsible activities. A survey, where 25000 respondents from
25 countries participated, shows, that 80 percent of employees are better motivated and more loyal to their
organization, when the company’s activities are comprehensively socially responsible (Environics..., 2002).
A later survey in Europe also confirmed the positive influence of CSR — most of the employees from
analyzed organizations (almost 90%) showed higher loyalty to employers, whose organizations are socially
responsible (Zappala, 2004). A survey in USA showed that socially responsible activities have significant
influence to employees’ satisfaction and loyalty. Employees who are participating in employer’s supported
socially responsible events were 30 percent more interested to continue their work in their workplace and
aim to associate for its prosperity (Cook, 2004).

The question is — why employees are more motivated and engaged for the company if the employer is
socially responsible and employees have the opportunity to take part in social activities? The main reason is
probably because money, especially in developed countries, is not the only factor making impact on
employees’ opinion, performance and motivation. One of the most important driving motives for CSR lays in
the aspiration to provide employees with the feeling of meaningfulness and the possibility to take
responsibility for the quality of future generations’ life (Zappala, 2004; Melinyte and Ruzevicius, 2007). This
implication emphasizes the importance of correctly addressed HRM in nowadays organization.

Business organizations are functioning in competitive labour market and they constantly face the problem
of attracting and maintaining high competence employees. For this reason it is important to identify and to
understand the factors motivating people to choose one or another company. Employers must perceive the
factors, which create an image of attractive company. The image is of significant importance in stimulating
valuable employees to become and to remain the part of a particular company. The research made in few
countries showed that almost half (47%) of people searching for a job want to start working or to keep on
working in the company, which pays much attention to socially responsible activities in both — internal and
external areas of the company (Palimeris, 2006).
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One more factor which needs to be emphasized when analyzing links between CSR and HRM is
employees recommendations to surroundings and future employees regarding the company they work in.
Three quarters of United Kingdom employees, perceiving their company as socially responsible, would
recommend it to other potential employees, when only 43 percent of employees from not socially responsible
companies would give the same recommendation (Palimeris, 2006). The importance of this factor is
reinforced by the results of the same survey, which says that 74 percent of respondents trust the opinion
about company’s socially responsible activities of an employee who is still working or was working in it,
than the flyer or advertisement concerning this issue. One of the members of Global Compact in Lithuania —
AB ,,Danisco sugar Kedainiai“ — in their report of communication of progress notes, that 93 percent of
employees of the company in year 2005 would certainly or most probably recommend their company as a
great place to work in (AB Danisco..., 2005).

Socially responsible activities are also used as a strategic instrument stimulating cooperation and team
work. This is proved by a survey of the 50 biggest Turkish companies: 85 percent of them stressed the
importance of CSR activities and noted that they see them as a source of inspiration for team work.
Respondents stated that employees having the same interests to gather to potential teams through socially
responsible programs, thus definitely improving the interrelations between employees (Akgeyik, 2005).

Hence SR activities are the instrument for creating a meaningful and creative working environment. The
authors have carried out a study about the nowadays Lithuanian employees’ perception of CSR and motives
to contribute, with a purpose to find out the tendencies and the potential for the development of CSR. 127
managers and leaders from different companies (including companies from Global Compact and companies
having 1SO 14000 or ISO 9000 certificates) have presented the answers to the prepared questionnaire. The
performed research revealed that employees of analyzed companies are informed about the socially
responsible activities quite well and that they appreciate the companies implementing CSR, they are also
willing to contribute to social activities, hence the potential for development of SR is really great. The results
of this study are announced in the authors’ article (Melinyte and Ruzevicius, 2008), and were used when
creating the framework of links between CSR and HRM.

Framework of Links between CSR and HRM

On purpose to integrate corporate social responsibility and human resource management it was decided
to develop a framework representing the links between the two concepts, which would be theoretical and
practical. The framework aims to identify the links between CSR and HRM and to use it for seeking strategic
objectives of organization.

Following the analysis of literature and results of different researches there were functions and results of
HRM distinguished which directly or indirectly relate to CSR activities. Because there are diverse links
between functions of CSR and HRM, there were three groups of linking functions formed:

1. CSR functions identical to HRM functions (interdependent link — an equal sign between CSR and HRM
is used). Functions presented in this group are validated in most countries by laws (in Lithuania it is the
code of labor, which is supervised by governmental inspection of labour), hence they coincide with
obligatory requirements of an organization, though an honest implementation of them is attributed to SR
activities;

2. HRM functions making impact on CSR (one-way link — SR activities emerging from HRM);

3. CSR functions making direct or indirect impact on HRM (one-way link — how SR activities make impact
on HRM).

Analysis of CSR instruments revealed that most of SR standards and initiatives emphasize the importance
of meeting the needs of employees. Next to each group of links between CSR and HRM in the framework
there are particular CSR instruments rendered. Analysis and application of universally accepted instruments
is directly addressed to improvement of organization’s performance results. The project of framework
follows to the premise, that organizations are acquainted with the conceptions of CSR and HRM. For this
reason, a deep analysis of the two concepts and the CSR instruments is needed before the framework can be
applied practically, if the concept wasn’t known. The first part of framework of links between CSR and
HRM is presented in figure 4.
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l.CSR = HRM Il. CSR € HRM I1l. CSR > HRM
A. Elimination of child and A. HR strategy A. CSR strategy
forced labour B. Recruitment/ dismissal B. Recruitment
B. Assurance of health and system C. Employees’ trainings and
safety at work C. Organizational culture education (in CSR sphere)
C. Freedom of labour D. Management of D. Analyzing and meeting
associations organizational changes employees needs
D. Assurance of equal rights E. Employees’ trainings and E. Employees involvement
E. Working hours education into SR programs
F. Compensation for work F. Analyzing and meeting
G. Social guaranties employees needs
G. Psychological climate at
work
Instruments Instruments Instruments
SA 8000, OHSAS 18001, ISO Code of ethical conduct, ISO 9004, ISO 26000, ISO 14000,
9004, Global Compact, GRI EFQM Excellence model EMAS, eco-labelling, Global
Compact, AA 1000
Internal advantages External advantages Specific
o Obligatory requirements are met o Image, prestige, status SOIEEGES
o Attraction of new employees e Satisfaction and trust of o Easier
¢ Motivation customers integration to
o Satisfaction o Market share EU
e Loyalty o Profit o Potential for
e Partnership atmosphere e Attraction of investments decreased
emigration

Fig.4: Scheme of frameworks of links between CSR and HRM
Source: designed by authors

One of the most important criterions when starting any kind of activity is the possibility to reach settled
objectives. Among final results in the framework are those advantages, which are divided to three parts:
internal, external and specific advantages. The first two are common to all organizations, while the third one
is a specific advantage for organizations in post-soviet countries.

The second part of framework is presented by an expanded list of CSR and HRM functions. This is an
explanatory part of the framework which aims to present how the functions stated in framework have to be
implemented and also specifies which CSR instrument corresponds to a particular function. The expanded
list of functions was formulated with reference to scientific literature.

Both parts of the framework are inseparable, i.e. the first part cannot exist without the explanatory part,
because it describes shortly the functions linking CSR and HRM. They even tend to repeat in different
groups of function, but only the general name of function repeats, while its content when looking from other
perspective (i.e. from CSR or HRM) is totally different. The exact meaning of the particular function is
defined explicitly in the explanatory part.

Hence in the first part of framework it is stated what function has to be implemented and the second part
explains how it has to be implemented in order to reach the linkage to CSR or for SR activity to make
positive impact on HRM, because functions in the framework might be implemented in a variety of different
ways.
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Hereinafter is presented the explanatory part of the framework (tables 2, 3 and 4).

work

Functions Explanation CSR instruments
. Elimination of Not tolerating any kind of non acceptable behaviour with | SA 8000,
Ic:l;:)du?nd forced employees, such as any kind of forced labour, child labour. GC! #°th and 5°th
principles, GRI
. Assurance of health | Managing risk factors of professional health and safety | SA 8000, OHSAS
and safety at work | (obligatory health checkups etc.), health friendly | 18001, ISO 9004,
environment at work. GRI
. Freedom of labour | Opportunity to form professional labour associations and | SA 8000, GC 3’rd
associations acceptance of rights for collective bargaining. principle, GRI
. Assurance of equal | Stimulation of equal rights of employees in all levels of a | SA 8000, GC 6’th
rights company, with respect for colour, race, gender, age, ethical | principle, GRI
and religious beliefs, disabled employees. Policy and
procedures for assurance of such rights.
. Working hours Guaranty of permissible working hours, time for lunch, | SA 8000
record of overtime, work at nights, trainings on working
hours or after working hours, time spent on business trips,
vacations and holidays time.
Compensation for | Assurance of fair compensation for work for all employees. | SA 8000

. Social guaranties

Payment of taxes for government, assurance of rights to get
welfare benefits.

SA 8000, GC 10’th
principle

Tab. 2: CSR activities identical to HRM

Source: designed by authors

trust between managers and employees; transparent working
conditions.

Functions Explanation CSR instruments
. HR strategy Setting long-term objectives for HR, including SR objectives | Code of ethical
to it. Foreseeing: where we go and where we want to get. conduct
HR managers initiate social aid programs and form the code
of ethical conduct, the scheme of internal benefit system.
Recruitment/ Objective and honest recruitment, search and selection of | Code of ethical
dismissal system employees and dismissal policy, guaranteeing transparency | conduct
of the company.
. Organizational Culture of openness, assurance of communication (share of | Code of ethical
culture knowledge); delegating programs, which proves respect, | conduct, EFQM

Excellence model

. Management of HR manager is responsible for initiating organizational | Code of ethical
organizational changes concerning SR issues and guaranteeing rights of | conduct
changes employees.
. Employees’ Providing trainings for all levels of employees, forming and | 1SO 9004
trainings and couching new competencies and professionalism, providing
education

! GC — abbreviation for Global Compact
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employees with continued learning.

Policy for studying vacations, offering the payment for
employee’s studies at university or other institution.

Trainings concerning CSR issues.

F. Analyzing and
meeting
employees needs

Balance between work, family and other personal aims (eg.
flexible timetable for parents), free insurance and medical
care for employees, conditions for productive work at
workplace, career planning, and constant review of trainings
plan.

Code of ethical
conduct, 1SO 9004,
EFQM  Excellence
model

G. Psychological
climate at work

Safety, objectivity, spiritual comfort, acknowledgement,
respect, honest psychological atmosphere; proper ethics of
workplace; fair system incentives and evaluation of
employees.

Code of ethical
conduct, 1ISO 9004

Tab.3: HRM functions making impact on CSR
Source: designed by authors

Functions Explanation CSR instruments
A. CSR strategy Setting long-term objectives for CSR and including it to | 1ISO 26000,
organization’s strategy. Include employees, as one of the
main stakeholders to CSR strategy and set the means for 14000, EMAS,
reaching the objectives set. Eco-labelling,
- - - —— _ Global Compact,
B. Recruitment Socially responsible organizations possess the potential to
attract competent specialists. Seeking for this objective the | AA 1000,
organization should declare its SR activities in the means of | coge  of  ethical
search of employees. conduct
C. Employees’ Trainings and programs concerning SR issues, which allow | -
trainings and introducing the employees to universal ethics and values,
education (in CSR | transparent work conditions.
sphere)
D. Analyzing and Analyzing and meeting employees™ needs in the SR sphere. | Code of ethical
meeting Including employees to the process of the code of ethical | conduct

employees™ needs

conduct creation with a purpose to make the employees
decide upon the atmosphere in the workplace they want to
create and have.

E. Employees’
involvement into
SR programs

Organizing public CSR programs including the employees
of organization, also organizing internal SR programs (e.g.
sorting waste at workplace). Incentive system for
employees’ initiatives in SR sphere.

Tab. 4: CSR functions making impact on HRM
Source: designed by authors

Because wrongly set attitude is still prevailing, stating that CSR is artificially imposed to business
organizations, there is a need for organizations to realize that socially responsible activities arise from the
organization itself naturally. The created framework is being offered as an instrument which would help to
change the prevailing attitude. Besides, most of the functions stated in the framework in a lot of
organizations are already being implemented, the problem lays in the lack of information companies have
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about the CSR. As a result of that organizations do not use the advantages CSR provides (e.g. for attracting
employees).

The framework of links between CSR and HRM is designed for organizations operating in different
spheres, though considering their nature particular functions might be implemented more efficient, that is
why the model can be adapted to certain organization and the adjustment is allowed.

Conclusions

Corporate social responsibility means moral obligations and activities of a company, when not only
juridical, but also universally accepted moral, justice, environmental and humanity norms are followed. SR
activities provide business with new possibilities, through which the image and reputation of the company
trust of society, position in the market, motivation of employees, the ability to attract employees and the
culture of the company improve.

The comparative estimation of different countries corporate responsibility by absolute variable of certified
system and tools quantity is not informative enough. According to authors’ opinion, the quantity of
employees at SA 8000 certified enterprises per 1000 of the population by country is the most objective
indicator for countries’ social responsible business level assessment. Therefore, this relative indicator can be
recommended for international benchmarking of social responsible activities in different countries and
regions.

The framework of links between CSR and HRM provided by the authors concentrates on human
resources, because training, motivating and meeting the needs of employees is especially important for the
successful existence of the organization. The framework enables:

— to evaluate socially responsible activities of the organization, which are interconnected with human
resources;

— to select CSR instruments for improving particular activities;
— to identify advantages emerging from the links between CSR and HRM and to use them purposefully;

— to use it for developing CSR ideas and educational purposes in business, studies and other communities in
the public sector.

The framework of links between corporate social responsibility and human resource management
propose main activities for relating two conceptions that should be implemented in the way of seeking
organizational activities effectiveness. The framework can be used not only for development of organizations
but also for stimulating spread of CSR conception in business, public sector and society. The framework has
to be adapted considering different cases, i.e. particularity of organization activities, integrated management
system and organizational culture.
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