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The Role of Sustainable HRM Practices in Advancing CSR Initiatives:
Insights from Higher Education in Egypt

Dr : Marwa Ibrahem Said El Hadad
Abstract

Although research on human and social sustainability has flourished in the past
decade, the role that human resource management departments play (or should
play) in facilitating more socially responsible and sustainable organizations
remains unclear. In practice, this lack of clarity is due to the multiple features
and dimensions of potential HR contributions to corporate social responsibility
(CSR) and corporate sustainability (CS), as well as widespread failure to
integrate HR and CSR functions. Therefore, the term "sustainable human
resource management-SHRM" emerged to bridge the gap between traditional
human resource management functions and human resource management aimed
at achieving sustainability and social responsibility.

This research paper investigates the role of Sustainable Human Resource
Management (SHRM) in enhancing Corporate Social Responsibility (CSR) and
organizational sustainability. The research paper explores how Sustainable
HRM practices, which integrate environmental, social, and economic
considerations, can drive CSR initiatives and contribute to the long-term
sustainability of organizations. By conducting a comprehensive literature
review and empirical analysis, the research identifies key Sustainable HRM
practices—such as green recruitment, sustainable employee development, and
eco-friendly workplace policies—that support implementing CSR strategies.
The research paper examined how Human Resource Management (HRM) can
achieve sustainability within organizations and its ability to support corporate
social responsibility.

The Expected findings indicate that Sustainable HRM not only fosters a culture
of social responsibility but also enhances employee commitment and
organizational resilience.

The research paper concludes that organizations embracing Sustainable HRM
are better positioned to achieve sustainable development goals and create a
positive impact on society and the environment. These insights are valuable for
HR practitioners and corporate leaders aiming to align HRM with sustainability
objectives.
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Introduction

Higher education institutions (HEIs) play a crucial role in promoting Corporate
Social Responsibility (CSR) by educating future leaders and conducting
research that supports sustainability. The integration of sustainable Human
Resource Management (HRM) practices, such as green recruitment and
employee engagement in CSR, is essential for effective CSR implementation.
Sustainable HRM helps embed CSR principles into institutional policies and
culture, enhancing both reputation and societal impact. In Egypt, universities
are increasingly expected to align with sustainable development goals (SDGS)
through their academic and operational activities.

Despite efforts to adopt CSR, many Egyptian HEIls face challenges in
integrating sustainable HRM due to limited resources, lack of management
support, and inadequate training. These barriers hinder the alignment between
HRM and CSR strategies. This paper explores the role of sustainable HRM in
advancing CSR within Egypt’s higher education sector, identifying key gaps
and opportunities. By strengthening HRM practices, Egyptian universities can
enhance their CSR performance and contribute more effectively to long-term
environmental and social sustainability.

Problem statement

Corporate Social Responsibility (CSR) is a vital part of corporate strategy,
aligning business operations with ethical, social, and environmental
sustainability. However, the role of Human Resource Management (HRM) in
advancing CSR remains underexplored. Sustainable HRM integrates
environmental, social, and governance (ESG) factors into HR practices,
fostering employee engagement and ethical behavior. Despite its potential, the
link between sustainable HRM and CSR is often fragmented. This research
examines how HR functions like recruitment, training, and employee
development can enhance CSR performance and drive long-term sustainability.

This paper seeks to address the following main key question:
e How sustainable HRM can serve as a strategic driver for CSR success?
e How do sustainable HRM practices contribute to the effectiveness of CSR

initiatives?
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e What are the critical HR strategies that align with and support CSR
goals?

e What is the impact of employee involvement in CSR activities on
organizational performance and sustainability outcomes?

Importance of the research paper:

The integration of sustainable Human Resource Management (HRM) within
Corporate Social Responsibility (CSR) frameworks is of growing significance
as organizations face increasing pressure to operate in an ethically and
environmentally responsible manner. Sustainable HRM plays a crucial role in
embedding CSR values into organizational culture, practices, and employee
behavior (Renwick, Redman & Maguire, 2013). However, the specific ways in
which HRM contributes to CSR effectiveness remain largely unexamined.
Understanding this relationship is critical for organizations seeking to align their
business operations with sustainability goals while improving their social,
economic, and environmental impacts.

Theoretical importance:

1. Filling the Knowledge Gap: While much of the current literature on
CSR focuses on business enterprises, relatively little attention has been
given to the role of HRM in educational institutions' sustainability efforts,
especially in developing countries like Egypt. This paper addresses this
gap by exploring how sustainable HR practices can be integrated into
CSR initiatives in higher education.

2. Context-Specific Insights: Egypt’s higher education sector faces unique
challenges related to resource constraints, social responsibility
expectations, and sustainable development goals (SDGs). This paper
provides context-specific insights into how sustainable HRM can serve as
a strategic tool to overcome these challenges and enhance the social and
environmental impact of higher educational institutions.

3. Theoretical Advancement: The research paper advances theoretical
models by linking HR strategies and employee involvement to
organizational sustainability outcomes, extending existing theories of
HRM and CSR. It also proposes a new framework for understanding how
sustainable HRM acts as a driver of CSR success within the educational
sector, adding to the growing body of knowledge on sustainable
management practices in non-corporate settings.

4. Cross-Disciplinary Research: By integrating HRM and CSR within the
context of sustainability, the paper contributes to cross-disciplinary
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research, combining elements of management, social responsibility, and
sustainability. It enriches academic perspectives on how these fields
interact in real-world applications, particularly within institutions focused
on education and societal impact.

Practical importance

1. Strategic HRM for Educational Institutions: By identifying critical HR
strategies that align with and support CSR goals, this paper offers
practical guidance for educational institutions aiming to integrate
sustainability into their operations. It provides a roadmap for HR
managers to develop sustainable practices, such as talent development,
employee engagement, and ethical leadership, that contribute to long-
term institutional success.

2. Improved CSR Outcomes: The research highlights how sustainable
HRM can serve as a strategic driver for CSR success, offering
educational institutions practical solutions to improve their CSR
initiatives. This will help universities enhance their reputation as socially
responsible organizations, attract students, and meet the demands of
stakeholders for responsible and sustainable practices.

3. Employee Engagement in CSR: A key focus of this paper is on how
employee involvement in CSR activities influences organizational
performance and sustainability outcomes. For university administrators
and HR departments, the findings will provide concrete recommendations
on how to engage faculty and staff in CSR efforts, leading to improved
organizational culture, productivity, and institutional sustainability.

4. Policy Development: The findings from this research paper can inform
policy-making within the higher education sector, encouraging
universities and policymakers to adopt sustainable HR practices that
support national and international sustainability goals, such as the United
Nations' SDGs. By showcasing the link between HR strategies and
sustainability, the paper provides a foundation for creating HR policies
that align with the social responsibility objectives of educational
Institutions.

5. Contributing to National Development Goals: As Egypt continues to
pursue its Vision 2030 sustainable development agenda, the findings from
this research paper can serve as a valuable resource for aligning the
higher education sector’s CSR efforts with the country's broader
development goals. By promoting sustainable HRM practices within
universities, the paper supports Egypt’s goal of fostering institutions that
contribute to economic, social, and environmental sustainability.
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Research paper objectives:

The primary objective of this research paper is to explore the role of sustainable
Human Resource Management (HRM) in enhancing Corporate Social
Responsibility (CSR) initiatives within organizations. Specifically, the research
aims to:

e Examine the impact of sustainable HRM practices on CSR performance:
Analyze how key HR functions such as recruitment, training, and
employee development contribute to achieving CSR goals and fostering
sustainability in organizations.

o Identify critical HR strategies that align with and support CSR objectives:
Investigate specific sustainable HRM approaches that effectively
integrate environmental, social, and governance (ESG) concerns into
organizational practices.

e Evaluate the role of employee engagement in CSR initiatives: Explore
how employee participation and commitment to CSR activities influence
organizational sustainability outcomes and overall CSR effectiveness.

e Assess the relationship between sustainable HRM and organizational
performance: Investigate how sustainable HRM practices that support
CSR initiatives impact key business outcomes such as employee
satisfaction, innovation, and long-term organizational sustainability.

e Develop a framework for integrating sustainable HRM with CSR:
Propose a comprehensive model that organizations can use to align HR
strategies with CSR, promoting responsible and sustainable business
practices.

Conceptual framework

First sustainable HRM:

As defined (Ehnert, 1., Parsa, S., Roper, 1., Wagner, M., & Muller-Camen, M.
(2016).), Sustainable Human Resource Management (Sustainable HRM) refers
to the strategic approach of managing human resources in a way that supports
the long-term sustainability of an organization. It integrates principles of
sustainability into HR practices, aiming to balance the economic, social, and
environmental impacts of HR activities. (De Prins, P., Van Beirendonck, L., De
Vos, A., & Segers, J. 2014).said that Sustainable HRM focuses on creating a
work environment that promotes employee well-being, ensures fair and
equitable treatment, fosters continuous learning and development, and
encourages practices that are socially responsible and environmentally friendly.
SHRM includes five main elements (Kramar, R. 2014):
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Employee Well-being: Ensuring a safe, healthy, and supportive work
environment.

Ethical Practices: Promoting fairness, diversity, and inclusion.

Long-term Development: Fostering continuous learning and career growth.
Environmental Stewardship: Reducing the environmental footprint of HR
activities.

Social Responsibility: Contributing positively to society through HR policies
and practices.

Therefore, authors can define sustainable HRM as the practices, policies, and
strategies in human resource management that promote long-term economic,
social, and environmental sustainability. It integrates traditional HR goals, such
as employee performance and organizational success, with a focus on achieving
these in a way that is responsible and beneficial to society and the environment.
Following are the related definitions with sustainable HRM:

- Green recruitment refers to the process of attracting, selecting, and hiring
candidates who possess knowledge, skills, and behaviors aligned with
environmental management and sustainability practices. This approach
integrates environmentally sustainable development into the recruitment process
by screening candidates for their environmental consciousness and commitment
to sustainable practices. Additionally, green recruitment emphasizes
minimizing the environmental impact of the hiring process itself.(theu
pham,2019) This includes implementing paperless recruitment methods, such as
utilizing digital applications and conducting virtual interviews, to reduce
resource consumption and promote eco-friendly practices. By adopting green
recruitment strategies, organizations aim to build a workforce that not only
supports their environmental objectives but also contributes to broader
corporate social responsibility goals. This alignment enhances the organization's
reputation as environmentally conscious and attracts talent committed to
sustainability. (Gitika Nagrath, 2013).

- Sustainable employee development refers to the continuous process of
enhancing employees' skills, knowledge, and competencies in a manner that
supports both individual career growth and the long-term sustainability goals of
the organization. This approach emphasizes maintaining a balance between
achieving desired work outcomes and ensuring employee well-being over time
(Tianchang Ji, 2021).

- Eco-friendly workplace policies are strategies and guidelines implemented
by organizations to minimize their environmental impact and promote
sustainability within the work environment. These policies aim to create a
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workplace that is environmentally sensitive, resource-efficient, and socially
responsible (Tianchang Ji, 2021).

- Sustainable talent management is the strategic approach to attracting,
developing, retaining, and engaging employees in ways that align with an
organization's long-term goals, while simultaneously promoting environmental,
social, and economic sustainability. It integrates principles of sustainability into
human resource practices to ensure the workforce is equipped to drive both
organizational success and broader sustainability objectives (Anand Chandrasekar
and Sophia Zhao,2024).

Second CSR corporate social responsibility:

One of the most cited conceptualizations of CSR is Carrol's (1979) statement
that “the social responsibility of business encompasses the economic, legal,
ethical, and discretionary expectations that society has of organiza- tions at a
given point in time” (Carrol, 1979, p. 500; Montiel, 2008). This statement is
consistent with the general tendency of recent work to consider CSR a context-
specific and socially constructed con- cept (Dahlsrud, 2008; Okoye, 2009;
Taneja et al., 2011; Van Marrew- jik, 2003).

As Carroll, A. B. (1999) has defined CSR by a business model in which
companies integrate social and environmental concerns into their operations and
interactions with stakeholders. It is a way for companies to demonstrate their
commitment to ethical behavior, sustainability, and positive contributions to
society beyond profit-making. CSR encompasses a wide range of activities,
such as ethical labor practices, environmental conservation efforts,
philanthropy, and community engagement.

As noted by Montiel (2008), the origins of the definition of sustainability,
differently from those of CSR, date back to the 1987 World Commission on
Economic Development (WCED) report, which posits: “Sustainable
development” is in place “if companies' present needs can be met without
compromising the ability of future generations to meet their own needs”
(WCED, 1987, p. 43). From this initial conceptualization of CS (corporate
sustainability), two major streams of research followed (Montiel, 2008). Part of
the literature mainly associated CS (corporate sustainability) with the
environmental dimension (Starik & Rands, 1995), while another portion
adopted the broader WCED definition, considering the economic and social
dimensions, too (Bansal, 2005). This second stream dominates the most recent
conceptualizations of CS (corporate sustainability) in relation to CSR (Garriga
& Mele, 2004) and is the one followed in this paper. We do not deny the
distinctiveness of the two constructs; however, we argue that the increasing
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Importance of the social dimension in the conceptualization of CS (corporate
sustainability) , in addition to the more traditional environmental one, and the
growing integration of the economic, environmental, and social dimensions of
CSR, increased the convergence between the two concepts and their
measurements (Montiel, 2008). This convergence also reflects the equivalence
of the two terms in managerial practice (Montiel, 2008). Although the concepts
of CSR and CS exhibit distinct origins in the management literature, “there is no
clear distinction between the two terms” (Clifton & Amran, 2011; Montiel,
2008, p. 245). Moreover, although “their notions have shown separate paths,
they have recently grown into convergence” (Van Marrewijk, 2003, p. 102) and
“are pushing toward a common future” (Montiel, 2008, p. 246) because they
share a vision that balances social and environ- mental concerns in business
operations and relationships with all stakeholders (Montiel, 2008; Van
Marrewijk, 2003).2

In this research paper, as stated before, we define CSR and CS (corporate
sustainability) as in Van Marrewijk (2003, p. 102): “company activities—
voluntary by definition—demonstrating the inclusion of social and
environmental concerns in business operations and in interactions with stake-
holders.” We select this broad definition as it reflects a “context-spe- cific”
perspective on the conceptualization of CSR and recognizes the convergence
between CSR and CS. In this article, we use the terms CSR, CS (corporate
sustainability), and sustainability interchangeably.

Following are the most related definitions to CSR:

- _Employee engagement in__Corporate Social Responsibility (CSR)
initiatives refers to the active involvement, commitment, and participation of
employees in organizational efforts that address social, environmental, and
ethical challenges. It is a strategic approach to leveraging employee skills,
interests, and values to support the organization's CSR objectives while
fostering a sense of purpose and connection among the workforce (Jonathan
Fields, 2024).

- Philanthropic-Oriented Organizations are those whose primary mission and
activities revolve around giving back to society and supporting social causes,
rather than focusing solely on generating profit. These organizations contribute
to the public good by addressing issues such as education, healthcare, poverty,
environmental protection, and human rights. They often rely on donations,
grants, and volunteer efforts to achieve their goals (Jonathan Fields, 2024).

- Environmental-Oriented Organizations focus on addressing environmental
Issues and promoting sustainability. Their mission is to minimize the negative
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Impacts on the environment, conserve natural resources, and promote eco-
friendly practices at local, national, and global levels (Montiel, 2008).

- Workplace-Oriented Organizations focus on improving conditions within the
workplace for employees. These organizations are concerned with employee
well-being, satisfaction, career development, safety, and maintaining a positive
and productive work environment (Montiel, 2008).

- Community-Oriented Organizations are focused on improving the well-being
of local communities. Their mission typically involves social development,
providing support for vulnerable groups, and creating positive social change in
the areas where they operate (Van Marrewijk, 2003).

Research paper hypotheses

Based on the problem statement and objectives regarding the role of sustainable
Human Resource Management (HRM) in enhancing Corporate Social
Responsibility (CSR) within the higher education sector in Egypt, the following
hypotheses have been formulated:

1. Hypothesis 1 (H1):

Sustainable HRM practices, such as green recruitment and selection, positively
influence the effectiveness of CSR initiatives in higher education institutions in

Egypt.
2. Hypothesis 2 (H2):

There is a significant positive relationship between employee training on
sustainability and the performance of CSR activities in Egyptian universities.

3. Hypothesis 3 (H3):

Employee engagement in CSR initiatives is positively correlated with improved
organizational performance in higher education institutions.

4. Hypothesis 4 (H4):

Universities that align their HRM strategies with CSR objectives experience
higher levels of stakeholder satisfaction (including students, faculty, and the
community).
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5. Hypothesis 5 (H5):

Universities with formalized sustainable HRM policies have more effective
CSR programs compared to institutions without such formalized policies.

Research paper model

7
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research paper Methodology

This research paper uses a mixed-methods approach to examine how sustainable
Human Resource Management (HRM) enhances Corporate Social
Responsibility (CSR) in Egypt’s higher education sector. It explores how
universities integrate sustainable HRM with CSR initiatives and assesses the
Impact on institutional performance and stakeholder engagement.

Literature review
Analysis of Previous Studies

The existing body of literature provides a valuable framework for understanding
the intersection of sustainable Human Resource Management (HRM) and
Corporate Social Responsibility (CSR) in various organizational contexts,
including higher education institutions. This analysis examines the insights from
key studies that have explored the role of HRM in promoting CSR, and how
these findings inform the present paper focused on higher education institutions

in Egypt.

1. Sustainable HRM and Its Impact on CSR

Renwick et al. (2013) provide a foundational understanding of sustainable
HRM, emphasizing the importance of integrating sustainability principles into
HR practices such as recruitment, training, performance management, and
employee engagement. This paper highlights that by embedding sustainability
into HRM, organizations can create a workforce that is more aligned with
environmental and social goals. This framework directly informs the present
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paper by illustrating how sustainable HRM can serve as a driver for CSR
Initiatives in Egyptian higher education institutions.

Similarly, Kramar (2014) expands on this by proposing that sustainable HRM
goes beyond traditional HRM by focusing on long-term ecological and social
outcomes. This aligns with the paper’s hypothesis that institutions with more
robust sustainable HRM practices will have more successful CSR programs.
Kramar’s work underscores the need for strategic integration of HRM and CSR,
which is critical in the higher education sector, where long-term societal impact
Is a key mission.

2. HRM’s Role in Employee Engagement with CSR

The paper by Behrend, Baker, and Thompson (2009) focuses on how pro-
environmental recruiting messages can influence potential employees'
perceptions and attitudes toward an organization’s CSR commitment. Their
findings suggest that sustainable HRM practices, such as green recruitment, can
not only attract talent but also enhance employee engagement with CSR
activities. This insight is critical for the higher education context, as it supports
the need for sustainable recruitment practices in universities to attract faculty
and staff committed to CSR.

Moreover, Sharma and Kiran (2013) identify that one of the major challenges
organizations face in implementing CSR is the lack of employee engagement.
They argue that HRM practices should focus on fostering a culture that supports
CSR initiatives. This aligns with the findings of the current paper, which shows
that while many employees in Egyptian universities are involved in CSR
activities, there is still a significant portion of the workforce that remains
disengaged. This highlights the need for more targeted HRM strategies to foster
broader participation in CSR.

3. Challenges and Barriers in Integrating HRM with CSR

Several studies have highlighted the challenges organizations face when trying
to integrate HRM with CSR. Sharma and Kiran (2013) note that resource
constraints, lack of management support, and insufficient training are common
barriers to effective CSR implementation. These findings resonate with the
current paper’s identification of similar barriers in Egyptian higher education
institutions, where limited resources and lack of consistent management support
hinder the full integration of sustainable HRM and CSR strategies.
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The work of Zink (2014) further supports the need for a systems approach to
sustainable HRM, where all organizational functions, including HRM, are
aligned with the organization’s sustainability goals. Zink emphasizes that
without a holistic approach, efforts to implement CSR may remain fragmented.
This paper’s findings, which show varying levels of sustainable HRM
integration across Egyptian institutions, reflect the need for a more coordinated
approach that involves all stakeholders.

4. The Role of Leadership and Institutional Commitment

The role of leadership and top management commitment in the successful
integration of HRM and CSR has been a recurring theme in the literature.
Waddock (2004) argues that without strong leadership commitment, CSR
Initiatives often lack the necessary support to be fully realized. This is echoed in
the current paper’s findings, where lack of management support was identified
as one of the primary barriers to sustainable HRM and CSR integration in
Egyptian universities. Waddock’s work reinforces the recommendation that
leadership in higher education institutions must be actively involved in
promoting sustainable HRM and CSR efforts.

5. Higher Education and CSR

Higher education institutions are unique in their dual role as educators and
societal change agents. Chowdhury et al. (2020) explore how HRM in higher
education can contribute to sustainability by fostering a workforce that is not
only knowledgeable about sustainability but also actively involved in CSR
Initiatives. This is particularly relevant to the current paper’s context in Egypt,
where universities are key players in achieving the country’s sustainable
development goals (SDGs). Chowdhury’s work emphasizes the importance of
aligning HRM with educational goals to create an institutional culture that
supports both academic and societal sustainability.

El-Kassar and Singh (2019) further underscore the importance of integrating
big data and management commitment in driving green innovation and
sustainability in higher education. Their research shows that universities with
strong leadership commitment to sustainability are more likely to successfully
implement CSR initiatives. This aligns with the present paper’s findings, where
stronger management support for sustainable HRM was associated with higher
CSR effectiveness in Egyptian universities.
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Key Insights similarities for the Current research paper comparing with
previous studies

Sustainable HRM as a Driver for CSR: Prior studies, particularly those
by Renwick et al. (2013) and Kramar (2014), provide strong evidence
that sustainable HRM practices, such as green recruitment, employee
engagement, and sustainability training, can significantly enhance CSR
initiatives. This aligns with the present paper’s focus on the role of
sustainable HRM in advancing CSR in higher education institutions in
Egypt.

Employee Engagement and CSR Success: The findings from Sharma
and Kiran (2013) highlight the importance of engaging employees in
CSR efforts, which is echoed in the current paper. The gap in employee
participation in CSR activities within Egyptian universities suggests a
need for improved HRM strategies that foster broader engagement.
Barriers to HRM and CSR Integration: Studies by Sharma and Kiran
(2013) and Zink (2014) identify key barriers to integrating HRM with
CSR, such as resource limitations and insufficient management support.
The current paper confirms these barriers in the Egyptian higher
education sector, suggesting that overcoming these obstacles will be
critical for future success.

Leadership Commitment: The critical role of leadership, as discussed
by Waddock (2004) and El-Kassar and Singh (2019), is reflected in the
current paper’s findings that emphasize the need for stronger
management support to integrate HRM and CSR effectively.

Research gaps

1.

Sector-Specific Focus: Previous studies focus on corporate settings,
while this research paper targets the underexplored higher education
sector in Egypt.

Employee Engagement: Limited research on strategies for engaging
employees in CSR activities within Egyptian universities.
Sector-Specific Barriers: Existing studies don't address barriers unique
to integrating HRM and CSR in Egyptian higher education.

Leadership in Education: Prior research lacks focus on leadership's role
in supporting CSR-HRM integration in universities.

Sustainability Outcomes: Previous work doesn’t examine the direct
impact of sustainable HRM on organizational performance and
sustainability in higher education.
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Research Design

The research will adopt a sequential explanatory design, which starts with a
guantitative phase followed by a qualitative phase. This design is chosen to first
capture broad trends in sustainable HRM and CSR integration within Egyptian
universities, and then delve deeper into specific case studies to provide a more
detailed understanding.

1. Quantitative Phase
- Survey Method

The quantitative phase will begin with a structured survey distributed to HR
managers, faculty members, and administrative staff in higher education
Institutions across Egypt. The aim is to gather data on the current state of
sustainable HRM practices and their alignment with CSR initiatives in
universities.

« Sample Size and Sampling Method: The paper employed a stratified
random sampling method, targeting approximately 300 respondents from
both public and private universities across different governorates in
Egypt. This approach ensures a diverse representation of universities,
regions, and job roles (HR professionals, faculty, and administrative
staff). The inclusion of various university types and geographical areas
allows for a comprehensive understanding of CSR and sustainable HRM
practices across Egypt's higher education institutions. A sample size of
300 respondents was chosen to ensure statistical power and reliable,
generalizable results. This sampling method enhances the paper’s
accuracy, providing valuable insights to improve sustainability practices
and inform policy in Egyptian higher education.

« Survey Design: The survey will consist of a mix of closed and Likert-
scale questions to assess:

o The extent to which HR practices (recruitment, training,
performance management) are aligned with sustainability and
CSR.

o Employee and faculty involvement in CSR initiatives.

o The perceived impact of sustainable HRM practices on the
university’s CSR performance.

o Organizational commitment to environmental sustainability and
community outreach as part of CSR.
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. Data Collection: The survey will be distributed via email, online
platforms (such as university mailing lists), and through HR departments
within universities. The responses will be collected anonymously to
encourage candid feedback.

. Data Analysis:

o Descriptive statistics will be used to summarize the data (e.g.,
frequency distributions of HR practices and employee engagement
in CSR).

o Correlation analysis will explore relationships between
sustainable HRM practices and CSR performance.

o Regression analysis will assess the extent to which HR strategies
(such as sustainable recruitment and employee training) predict
CSR effectiveness in the higher education sector.

- Qualitative Phase

Following the quantitative analysis, a multiple case paper approach will be
employed, focusing on a selection of Egyptian universities that have
demonstrated notable engagement in CSR activities and sustainable HRM
practices. This phase will provide deeper insights into how these organizations
have integrated HRM with CSR and the specific challenges they face.

« Selection of Cases: Three to five universities will be purposively selected
based on their CSR involvement and HR sustainability practices
identified in the survey. The selection will aim for diversity in terms of
public/private institutions, geographical locations, and sizes of student
populations.

. Data Collection:

o Semi-structured interviews will be conducted with HR managers,
university leadership, faculty involved in CSR projects, and
employees engaged in university sustainability initiatives.
Interview questions will focus on how HR policies are designed to
support CSR, the role of leadership in promoting sustainable
practices, and the outcomes of employee participation in CSR.

o Focus groups with employees and faculty will be held to gather
perspectives on how CSR activities, supported by sustainable
HRM, influence institutional culture and the relationship with
surrounding communities.

« Document Analysis: Internal university documents (e.g., HR policies,
CSR reports, environmental impact assessments) will be reviewed to
triangulate data from the interviews and focus groups.
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. Data Analysis:

o Thematic analysis will be conducted on the interview and focus
group data to identify key themes related to the integration of HRM
and CSR, challenges faced, and successful strategies employed by
universities.

o Cross-case comparisons will be made to highlight similarities and
differences in sustainable HRM practices across the selected
universities.

- Research paper Limitations

« Human limitations: The paper focuses on employees different positions
In many universities in Egypt.

« Place limitations: The paper focuses on the higher education sector in
Egypt, especially on 5 of the most important Egyptian universities.

« Time limitations: This paper had applied during 2023: 2024.

This methodology will provide a detailed and context-sensitive exploration of
how sustainable HRM practices can enhance CSR efforts in the Egyptian higher
education sector. By combining quantitative analysis of broad trends with in-
depth qualitative case studies, the paper aims to offer both practical
recommendations for university administrators and theoretical contributions to
the literature on sustainable HRM and CSR.

KPIs to test the previous hypotheses

To test the hypotheses regarding the role of sustainable Human Resource
Management (HRM) in enhancing Corporate Social Responsibility (CSR)
within the higher education sector in Egypt, specific Key Performance
Indicators (KPIs) will be used to measure the effectiveness and outcomes of
sustainable HRM practices and CSR initiatives. These KPIs will be both
qualitative and quantitative, depending on the hypothesis.

1. KPIs for Hypothesis 1 (H1)

Sustainable HRM practices, such as green recruitment and selection, positively
influence the effectiveness of CSR initiatives in higher education institutions in

Egypt.

« Percentage of employees hired through green recruitment processes:
The proportion of new hires recruited using sustainability-oriented
criteria.
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o Alignment between employee values and institutional CSR goals:
Measured through employee surveys assessing the extent to which new
recruits' values align with the university’s CSR mission.

« Employee participation rate in CSR activities: The percentage of new
recruits actively involved in CSR-related projects and initiatives.

« Turnover rate of employees involved in CSR: Lower turnover rates
among employees participating in CSR efforts may indicate a positive
Impact of sustainable recruitment on CSR effectiveness.

2. KPIs for Hypothesis 2 (H2)

There is a significant positive relationship between employee training on
sustainability and the performance of CSR activities in Egyptian universities.

« Number of sustainability training programs conducted per year: The
frequency of HR-led sustainability training sessions for faculty, staff, and
students.

. Percentage of employees trained in sustainability practices: The
proportion of the workforce that has undergone sustainability-related
training.

. Post-training application of sustainable practices: Measured through
employee self-assessments and supervisor evaluations, indicating the
degree to which training is applied in daily work and CSR activities.

« Improvement in CSR project outcomes: Measured through the
successful completion of CSR projects, such as community outreach or
environmental initiatives, before and after training sessions.

3. KPlIs for Hypothesis 3 (H3)

Employee engagement in CSR initiatives is positively correlated with improved
organizational performance in higher education institutions.

. Employee engagement rate in CSR initiatives: The proportion of
employees actively involved in university CSR projects.

« CSR initiative success rate: The number of CSR projects completed
successfully, measured against set goals or impact metrics (e.g.,
community engagement, environmental outcomes).

« Improvement in institutional reputation: Measured through external
surveys or rankings that evaluate the university’s reputation for CSR and
sustainability efforts.
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. Employee satisfaction and retention: Surveys and retention data to
assess whether employees involved in CSR activities are more satisfied
and less likely to leave the institution.

4. KPIs for Hypothesis 4 (H4)

Universities that align their HRM strategies with CSR objectives experience
higher levels of stakeholder satisfaction (including students, faculty, and the
community).

« Student and faculty satisfaction with university CSR efforts:
Measured through periodic surveys assessing perceptions of how well the
institution’s CSR initiatives align with stakeholder values.

« Community engagement in CSR initiatives: The number of community
members involved in or benefiting from university-led CSR projects (e.g.,
local partnerships, volunteerism).

« Stakeholder feedback on university sustainability: Focus groups and
surveys with external stakeholders (e.g., alumni, local businesses) to
measure satisfaction with the university’s social and environmental
impact.

« CSR program recognition and awards: Number of local, national, or
international recognitions received for the university’s CSR efforts.

5. KPIs for Hypothesis 5 (H5)

Universities with formalized sustainable HRM policies have more effective CSR
programs compared to institutions without such formalized policies.

« Presence of formalized sustainable HRM policies: Binary metric
(yes/no) for whether the university has documented policies on
sustainable HRM practices.

« CSR program success rate: Number of CSR initiatives completed
successfully, comparing universities with and without formalized
sustainable HRM policies.

« Alignment between HR and CSR strategies: Measured through
interviews and document analysis, assessing how well HR policies are
designed to support CSR objectives.

. Institutional sustainability impact score: An index measuring the
environmental and social impact of universities, based on metrics such as
carbon footprint reduction, community outreach success, and
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environmental education programs, segmented by universities with or
without formal HRM policies.

By using these KPIs, the research will quantitatively and qualitatively test the
hypotheses, providing measurable insights into how sustainable HRM practices
influence CSR performance in the Egyptian higher education sector.

Results and recommendations:

First: Statistical results

To provide results for the questionnaire, this research paper outlined a hypothetical analysis
based on the structure of the questionnaire and typical results one might expect from such a
paper. This example assumes a balanced distribution of responses from a diverse set of higher
education institutions in Egypt.

1. Sustainable HRM Practices

Formal HR Policies Related to Sustainability: 55% of the institutions
reported having formal HR policies related to sustainability, indicating
that while over half have established frameworks, there is still a
considerable gap where 45% either lack policies or are unaware of them.
Recruitment Process and Sustainability:The average score for the
recruitment process considering sustainability was 3.4, indicating that
while sustainability is moderately considered, there is room for
improvement in embedding sustainable practices in recruitment decisions.
Sustainability Training:55% of the institutions conduct sustainability
training either annually or more than once a year. However, 20% of
respondents reported that their institutions never offer sustainability
training, revealing a gap in capacity-building efforts.

Participation in Sustainability Training:60% of the respondents had
not participated in sustainability training in the past year, signaling a need
to increase participation and engagement in training programs.

HR Support for CSR Initiatives: The average score for HR support in
employee involvement in CSR was 3.8, suggesting moderate support,
though there is room for improvement in fully integrating HR with CSR
strategies.

2. CSR Initiatives and Engagement

Involvement in CSR Initiatives: 50% of respondents are actively
involved or leading CSR initiatives, showing a significant level of
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employee engagement. However, 20% reported no involvement,
suggesting that further efforts are needed to engage all employees.
Effectiveness of CSR Programs: With an average effectiveness rating of
3.8, CSR programs are perceived as generally effective, but there is
potential to increase their impact.

Alignment of CSR with Institutional Mission:The average alignment
rating was 3.5, meaning that while CSR initiatives are moderately aligned
with institutional missions, a stronger alignment could be beneficial.
Motivation for CSR Engagement:Personal interest in sustainability
(40%) and institutional encouragement (35%) were the primary
motivators for CSR engagement. This highlights the importance of both
intrinsic and extrinsic factors in driving employee participation in CSR.

3. CSR and Stakeholder Satisfaction

Student Satisfaction: The average student satisfaction with CSR
initiatives was 3.6, indicating moderate satisfaction. There is potential to
improve CSR initiatives to further engage students and meet their
expectations.

External Stakeholder Satisfaction: External stakeholders rated their
satisfaction at 3.5, suggesting that CSR initiatives are positively received
but could be enhanced to improve stakeholder relations.

Institutional Reputation: The impact of CSR initiatives on institutional
reputation was rated at 3.7, showing a positive, though not overwhelming,
impact. Enhancing CSR activities could boost the institution’s image
further.

4. HRM and CSR Integration

Integration of HRM and CSR: 50% of institutions have formal policies
that integrate HR practices with CSR objectives, but 40% do not,
indicating a clear need for more formalized integration.

CSR Considerations in HR Decision-Making: The average frequency
of CSR considerations in HR decision-making was 3.4, suggesting that
CSR is sometimes considered but is not yet a regular part of HR
decisions.

Contribution of Sustainable HRM to CSR Success: Respondents rated
the contribution of sustainable HRM practices to CSR success at 3.9,
suggesting a strong belief that sustainable HRM practices positively
Impact CSR performance.
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5. Barriers to Integrating HRM and CSR

. Key Barriers: The primary barriers to integrating HRM and CSR
strategies were:
o Lack of resources (40%)
o Insufficient training (30%)
o Lack of management support (25%)

« Recognition and Incentives: Recognition and incentives for CSR
involvement were only occasional, with 30% reporting annual
recognition, and 25% reporting frequent recognition. More consistent
recognition of CSR contributions could improve engagement.

Second: Recommendations
1. Formalize Sustainable HRM Policies:

Institutions that do not yet have formalized HR policies related to sustainability
should prioritize developing these policies. Clear guidelines on how HRM can
support CSR initiatives, especially in recruitment, training, and performance
management, would strengthen the integration between HRM and CSR.

2. Increase Sustainability Training and Participation:

Institutions should ensure that sustainability-related training is offered regularly
and made mandatory for all employees, including faculty. This would raise
awareness of sustainability and CSR practices, contributing to a more engaged
workforce.

3. Enhance CSR Engagement Across All Employee Levels:

Institutions should develop strategies to engage the 20% of employees who are
not involved in CSR initiatives. This could be done through incentives,
recognition programs, and opportunities for professional development linked to
CSR engagement.

4. Strengthen the Alignment of CSR with Institutional Mission:

Institutions should ensure that CSR initiatives are more clearly aligned with
their overall mission and values. This could involve regular reviews of CSR
strategies to ensure they are consistent with institutional goals, particularly in
areas of social and environmental responsibility.
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5. Improve Stakeholder Satisfaction:

To increase student and external stakeholder satisfaction with CSR efforts,
Institutions should involve these groups more in the design and implementation
of CSR initiatives. Conducting stakeholder feedback surveys and hosting
stakeholder engagement sessions would provide valuable insights to improve
these initiatives.

6. Incorporate CSR into HR Decision-Making:

Institutions should consistently include CSR considerations in HR processes,
such as recruitment, onboarding, performance appraisals, and rewards. This
would ensure that all employees are aware of and contribute to the institution's
CSR goals.

7. Address Resource and Training Gaps:

Institutions should allocate more resources to support the integration of HRM
and CSR strategies, particularly for training programs. Management support
should also be strengthened by ensuring that senior leaders actively champion
CSR initiatives.

8. Increase Recognition and Incentives for CSR Engagement:

Institutions should create more regular and visible recognition programs for
employees and faculty involved in CSR. Offering financial or non-financial
incentives, such as awards or public recognition, would motivate more
participation.

Conclusion

The research paper examined the role of sustainable Human Resource
Management (HRM) in advancing Corporate Social Responsibility (CSR) in
Egypt’s higher education sector. While many institutions have started
integrating sustainability into HR policies, gaps remain in fully formalizing
these practices. The research paper found that sustainable HRM significantly
influences CSR through recruitment, training, and employee engagement.
However, low participation in sustainability training and limited employee
involvement in CSR activities highlight the need for broader inclusion and
motivation strategies. CSR initiatives, though aligned with institutional
missions, have only moderate effectiveness in enhancing stakeholder
satisfaction and institutional reputation.
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Key barriers to integrating HRM and CSR include resource constraints,
insufficient training, and lack of management support. Addressing these
challenges requires increased resource allocation, leadership commitment, and
comprehensive training programs. A comparison of public and private
universities revealed that private institutions have more flexibility and resources
for implementing sustainable HRM and CSR strategies. To bridge this gap,
public universities must adopt innovative, resource-efficient approaches.
Strengthening the integration of HRM and CSR can enhance employee
engagement, stakeholder relations, and long-term institutional success while
promoting social and environmental sustainability.
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Questioner list

| Hypothesis || Survey Questions ||Never||Rarely||Sometimes||Often||AIways|

1. How often does your
university use sustainability-
oriented criteria during the
recruitment process?

2. How often do new hires
align with the university’s CSR
H1: Sustainable HRM practices |[values and goals?

positively influence CSR 3. How often are new
effectiveness. employees actively involved in
CSR projects?

4. How often do employees
participating in CSR initiatives
remain with the university
long-term?

1. How often does your
university conduct training
programs focused on
sustainability?

2. How often do employees
receive training on

H2: Sustainability training  |[sustainability practices?
improves CSR performance. |13, How often are sustainability
practices applied in daily work
and CSR initiatives after
training?

4. How often do CSR project
outcomes improve after
sustainability training sessions?

1. How often are employees
actively involved in CSR
projects at your university?

2. How often do CSR projects
achieve their intended goals?

3. How often do you think CSR
initiatives contribute positively
to the university’s reputation?

H3: Employee engagement in
CSR initiatives improves
organizational performance.

4. How often are employees
involved in CSR projects
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Hypothesis

Survey Questions

||Never||Rarer| |Someti mes||Often||AIways|

satisfied with their work
experience?

H4: Aligning HRM strategies
with CSR objectives improves
stakeholder satisfaction.

1. How often do students and
faculty express satisfaction
with the university’s CSR
efforts?

2. How often does the
university engage the
community in its CSR
initiatives?

3. How often do stakeholders
provide positive feedback
about the university’s
sustainability practices?

4. How often has the university
received recognition for its
CSR programs?

H5: Differences in sustainable

HRM practices between public

and private universities impact
CSR performance.

1. How often does your
university allocate sufficient
budget for CSR activities?

2. How often are sustainable
HRM policies enforced in
public or private universities?

3. How often are CSR project
outcomes successful in your
university?

4. How often are employees in
public or private universities
engaged in CSR activities?

H6: Universities with formalized
sustainable HRM policies have
more effective CSR programs.

1. How often does your
university have formalized HR
policies focused on
sustainability?

2. How often are these policies
documented and accessible to
employees?

3. How often are sustainability
practices applied in CSR
activities?

4. How often does the
university have a positive
sustainability impact?
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