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Abstract 

The literature reviewed for this thesis suggests that North America is the leading country in 

advancing the CSR-HRM strategies within their large corporations. However, every 

organization has its distinctive structure concerning its HRM strategy and CSR ideologies. 

As a result, measuring and analyzing CSR’s impact on HR practices across this broad 

spectrum can be challenging and requires measurements of models and theories for 

insights. The research conducted for this thesis examines the benefits and challenges that 

North American corporations face when attempting to adopt CSR into their HRM 

strategies. A theoretical review introduces the overview of CSR, HRM, and three main 

objectives of diversity, inclusion, and belonging. It additionally introduces theories and 

models that are relevant to this study. A multiple case qualitative research strategy, the 

subject area, was examined by nine HRM professionals in large North American 

corporations. The findings revealed differences in approaches and impressions on how to 

develop diversity, inclusion and belonging CSR components into North American HRM 

departments. HR strategies on CSR are contingent on the scope and structure of ideologies 

being brought into the organization. CSR can be used as a strategic tool for attention, 

interpretation and retention of customers through political statements, marketing 

techniques, and company values. Additionally, corporations have begun to rethink their 

primary role in society, how they contribute, and the strategies they could be taking. The 

research provides propositions to implement effective CSR-HRM strategies of diversity, 

inclusion and belonging, and be more cohesive in practices and policies between the North 

American countries. Moreover, the conclusion chapter contains limitations to the research 

and suggestions for future research. 

 

Keywords: Human resource management, corporate social responsibility, North America, 

diversity, inclusion, belonging 
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Útdráttur 

Fræðin sem eru stuðst við í þessari ritgerð gefa til kynna að stórfyrirtæki í Norður-Ameríku  

séu leiðandi í þróun á CSR-HRM aðferðarfræðum  Hinsvegar er uppbyggingin á HRM 

stefnunni mismunandi á milli fyrirtækja og því getur það reynst erfitt að mæla og greina 

þau áhrif sem samfélagslega ábyrgð (CSR) hefur á starfsemi mannauðs í  fyrirtækjum 

(HR). Þar af leiðandi er mikilvægt að skoða þau fræði sem eru til staðar og CSR líkön til að 

getða öðlast frekari innsýn á þau áhrif sem CSR hefur á starfsemi mannauðs (HR). 

Rannsóknin sem gerð var fyrir þessa ritgerð rannsakar ávinninginn og áskoranirnar sem 

fyrirtæki í Norður -Ameríku standa frammi fyrir þegar þau reyna að tileinka sér CSR 

hugmyndafræði í HRM aðferðir þeirra. Í inngangum er farið yfir hugtökin CSR, HRM og 

þrjú meginhugtök CSR; fjölbreytni, þáttökaog tenging. Einnig er farið yfir þærkenningar og 

líkön sem skipta máli fyrir rannsóknina. Eigindleg rannsókn, , var rannsökuð af níu 

sérfræðingum í HRM í stórum fyrirtækjum í Norður -Ameríku. Niðurstöðurnar leiddu í ljós 

verulegan mun á nálgun og birtingarmyndir á því hvernig hægt er að þróa fjölbreytni, 

þáttöku og tengingu í HRM deildum í Norður -Ameríku með CSR að leiðarljósi. HR 

áætlanir um samfélagslega ábyrgð eru háðar því hversu vítt og breytt hugmyndafræðin er 

tileinkuð í fyrirtækinu. Hægt er að nota samfélagsábyrgð sem stefnumótandi tól fyrir 

athygli, túlkun og varðveislu viðskiptavina með pólitískum yfirlýsingum, markaðstækni og 

gildum fyrirtækja. Að auki hafa fyrirtæki byrjað að endurhugsa hlutverk sitt í samfélaginu, 

hvernig þau leggja sitt af mörkum og hvaða aðferðir þau gætu gripið til. Rannsóknin kemur 

með tillögur um hvernig innleiða megi árangursríkar CSR-HRM aðferðir til að stuðla að 

fjölbreytni, þáttöku og tengingu, í vinnubrögðum og stefnu fyrirtækja í Norður-

Ameríkuríku.  Einnig er tekið fyrir í niðurstöðu kaflanum þær takmarkanir sem urðu við 

gerð rannsóknarinnar og kemur með  tillögur af frekari rannsókn. 

 

Lykilorð: Mannauðsstjórnun, samfélagsleg ábyrgð fyrirtækja, Norður -Ameríka, 

fjölbreytni, þáttöku og tengingu.  
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1. Introduction  

Every organization has its distinctive structure concerning its human resource 

management (HRM) strategy and corporate social responsibility (CSR) ideologies. Thus, 

measuring and analyzing the CSR' impact on HRM practices across this broad spectrum 

can be challenging.   

HRM is defined as the handling of employees efficiently to help the company 

achieve a competitive edge (Armstrong, 2020). The primary intent is to enhance employees 

in all areas supporting a company's corporate goals. In this study, a company's corporate 

goals concern its CSR relations and structures. CSR allows organizations to develop 

strategies for their business that are ethical, valuable, and profitable to their societies 

(Dahlsrud, 2008). HRM incorporates the development and understanding of CSR within the 

operating company's structure and environment. In this way, a corporation's beliefs of CSR 

directly affect HRM's treatment of employees.  

The Concentric Circles Model of CSR (2002) and the Warwick Model (1992) will 

be used as the primary models to examine the depth of CSR and HRM in Canada, The 

United States of America (USA), and Mexico.  

The HRM strategies for diversity, inclusion, and belonging resolve CSR's three 

objectives. Diversity refers to individuals with different socioeconomic, cultural, ethical, 

racial, and experiences (Rao & Tilt, 2015). Regarding ensuring diversity in the workplace, 

inclusion becomes a significant component. Dobush (2020) defined inclusion as creating a 

welcoming space and comfort through actions for every person. The result of creating an 

inclusive atmosphere is maintaining the individual's sense of belonging; a person's 

impression of feeling safe and accepted to be who they are in a particular group (Eren & 

Vardarlier, 2013). However, although diversity and inclusion have become well-known 

HRM approaches, belonging is a new topic of interest (Benevity, 2018). Ideally, these three 

target areas would reflect that all workforce members are equally essential in business 

performance.  

The CSR-HRM Co-Creation Model (2010) will identify where the practices and 

policies of diversity, inclusion, and belonging benefit North American organizations and 

determine how these instruments can be strengthened. Finally, Institutional Theory (1977) 
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and an Inclusion Model (2010) will be applied to assess the challenges faced when 

organizations attempt to develop diversity, inclusion, and belonging into their corporate 

culture and practices. 

CSR has been incorporated into the daily operations of an organization's strategies 

for quite some time. However, the extent to which these operations utilize CSR strategies is 

subject to scrutiny. CSR addresses multiple complex social and environmental issues that 

HRM departments are not equipped to manage. A prominent CSR standpoint is that an 

employee can be seen as a stakeholder within the organization. Additionally, traditional 

HRM strategy involves recruitment and training, commonly referred to as the onboarding 

process. Despite that, less emphasis is conducted on keeping an employee satisfied after 

these introductory stages (Caldwell & Peters, 2018). The notion that employee satisfaction 

affects productivity, morale, and company reputation is prominent in the study of HRM 

and, thus, is crucial to address (Armstrong, 2020).  

To summarize, there is a need to understand better how positions and strategies of 

diversity, inclusion, and belonging in HRM practices will successfully influence North 

American companies and the effectiveness of their CSR. Therefore, the first research 

question examines the current HRM procedures for CSR that have been implemented in 

North American organizations:  

RQ1: What current North American practices, ideologies and research advances 

address diversity, inclusion, and belonging in a workplace? 

The second research question analyzes how HRM professionals recognize CSR 

potential benefits and will be the following:  

RQ2: What benefits do North American companies perceive in adopting CSR 

(diversity, inclusion, and belonging) into their organization? 

The third research question recognizes the conflicts and struggles CSR may transmit 

to organizational processes:  

RQ3: What challenges do North American companies face when adopting CSR 

(diversity, inclusion, and belonging) into their HRM strategy? 
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It is noteworthy that the terms organization, corporation, and business will be used 

interchangeably in this thesis. The literature refers to the commerce industries as a unit due 

to the interchangeable business aspects (Chesher & Machan, 1999). Employment 

characteristics are similar amongst the three terms (Crockett et al., 2013).  

This research was exclusively conducted in large corporations with more than 500 

employees. This thesis refers to the employee perspective's organizational aspects, which 

can be defined as all businesses that strategically employ and utilize individuals for their 

goals.  

The literature review for this thesis demonstrated that all three North American 

countries have significant differences in who controls CSR within organizations and how it 

is implemented. To address this gap, this research seeks to interpret and explain the benefits 

and challenges that North American corporations anticipate when attempting to adopt CSR 

into their HRM strategies. Specifically, the operations of Mexican corporations and the 

nonpartisan role of the Mexican government are highlighted. The social CSR ideologies of 

diversity, inclusion and belonging are only recently considered a collective unit (Bryer, 

2019). Therefore, this study will further propose HRM and CSR relations in diversity, 

inclusion, and belonging, which will be valuable to HRM professionals and CSR associates 

for future implementations.   

The thesis begins with a theoretical review that defines the overview of CSR, HRM, 

and the three main concepts of diversity, inclusion, and belonging. It additionally 

introduces theories and models that are relevant to this study. Every North American 

country is given a brief overview of their CSR engagements. In addition, the CSR-HRM 

relation's benefits and challenges.  

The methodology chapter presents the number and country of the participants and 

how data was collected and coded. A multiple case study was developed utilizing open-

ended interview questions that conformed with the theoretical review. The interview 

questions were responded to by HRM professionals in Canada, The USA and Mexico. The 

primary research and interview questions were given to participants in advance to provide 

full transparency and proper preparedness.  
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The findings chapter provides insight into the similarities and differences between 

the practices of the three countries in regards to CSR-HRM. In addition, it highlights the 

benefits and challenges HRM professionals consider when implementing CSR into their 

organization.  

Finally, the discussion and a conclusion outline the limitations of this research and 

areas of future study.   
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2. Theoretical Review 

2.1  Corporate Social Responsibility  

2.1.1 Definition of CSR 

 The concept of CSR was suggested by Rousseau, an eighteenth-century French 

philosopher, who viewed social responsibility as a “social contract” between business and  

society (Rousseau & Betts, 2016). Issues related to the “social contract” permeated aspects 

of society, and in 1953, Bowen coined the term CSR, which “refers to the obligations of 

businessmen to pursue those policies, to make those decisions, or to follow those lines of 

action which are desirable in terms of the objectives and values of our society" (p.6).  

However, researchers expressed concern over Bowen's definition, as it failed to determine 

if CSR is deemed an “accountability action, a corporate action, or a responsible notion” 

(Dahlsrud, 2008).  

 Matten and Mn (2008) addressed these concerns by defining CSR as "policies and 

practices of corporations that reflect business responsibility for the wider societal good. 

Yet, the precise manifestation and direction of the responsibilities lies at the discretion of 

the corporation" (p. 405). This definition is pivotal as it highlights CSR as a legitimate 

ideology that encourages organizations to take ethics into consideration regarding 

proceeding and practices. In this paper, CSR will be referred to as a "commitment that an 

organization must have towards society, expressed through actions and attitudes that affect 

it positively (Anholon et al., 2016). CSR allows organizations to develop strategies for their 

business that are ethical, valuable, and profitable to their societies.  

2.1.2 Overview of CSR  

Although CSR caught the attention of corporations and stakeholders during the 

1960s (Orlitzky, 2015) contradictory voices began to be heard as early as 1962. American 

economist Milton Frediman (1962) argued that management is only responsible for the 

organizations’ profit maximization (Orlitzky, 2015). He claimed that corporations were not 

positioned to handle global and public affairs and they are to focus solely on the finance 

aspect of the organization; they do not possess the knowledge required for substantial 

ethical decisions (Carroll & Shabana, 2010). However, during this time, social movements 

were becoming public interest, affecting stakeholders and thus, impacting businesses. The 
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main four social movements addressed civil rights, the environment, and the rights of 

consumers and of women (Orlitzky, 2015). All four movements were involved in the rights 

and profits of shareholders and in how businesses are perceived. By the 1970’s, the four 

movements were developed into CSR policies, which led to more research on CSR, 

including business ethics, stakeholder theory and sustainability (Carroll, 1999).  

John Elkington’s introduced the term “triple bottom line” concept helped to develop 

and to promote research on sustainability. The triple bottom line is positioned to play into 

the sustainability of the economy, environment, and society, also known as “people, planet, 

profit” (Elkington, 1998). Elkington emphasised people as the community where the 

business operates and policies of labor, planet as the environmental practices, and profit as 

the amount of money organizations have contributed to ethical endeavours. Therefore, 

triple bottom line is the concept of how people are treated and the quality of that treatment 

(Elkington, 1998). The idea of accountability, responsibility and sustainability directs to the 

function of the three components above.  

In the early 2000s, corporate citizenship became a popular term in regard to 

business and society. Corporate citizenship asserted that corporations were required to 

function as human beings to be classified as ethically sound (Carrol & Brown, 2018). 

Aguinis and Glavas (2012) suggested that if the term CSR and the ideologies deriving from 

it could take root in a corporate setting, CSR could be transformative. Researchers would 

have the terminology and the opportunity to participate in CSR through several time 

periods, using different methodologies and involving small and large corporations at all 

levels (Aguinis & Glavas, 2012). Transformative CSR analyzed the effects of macro-level 

systems and strategic management changes to enable ethical and profitable decisions 

(Visser, 2010). 

The micro and macro circumstances in which CSR influences can affect the focus 

and practices involved. Researchers of management concluded that stakeholders varied in 

their beliefs, visions, predictions, and in their level of influence (Matten & Moon, 2008). 

Branco and Rodrigues (2006) construe stakeholders as the viewpoint of CSR with regards 

to all members associated with the firm. Engaging in CSR practices can improve 

stakeholder satisfaction. Additionally, management expectations effect on ethical CSR 

practices and policies. In understanding these forces and effects, organizations can use CSR 
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to their advantage to influence perceptions of public relations, ethical standards, and legal 

risks (Carrol & Brown, 2018).  

CSR is heavily dependent on the global structure in which it is operating and 

developing. Campbell (2007) concluded that corporations participate in CSR practices in 

the environment in which they are located. He used institutional theory to support his 

claims by stating that corporations who interact with their environment will have 

improvements and insights into their competition, new emergences and stakeholders 

(Campbell, 2007). CSR is positioned through the motives and ideologies of the business; 

therefore, it must be integrated within the business model to be successful.  

The business model could place CSR in public relations, business development or 

HR departments to develop policies and practices to aid in organizational success. CSR 

impacts a corporation’s reputation and image, which will lead to the attraction of 

employees, consumers and other stakeholders (Branco and Rodrigues, 2006). Hohnen 

(2007) addressed multiple benefits to implementing CSR within an organization: the ability 

to manage change, to gain access to more human capital, to control costs; to develop a 

higher reputation, encourage diverse innovation practices and stronger relations and to 

incur fewer legal implications. The potential results of an organizations engagement in CSR 

are the improvement of the workforce, the community, developmental and organizational 

success.  

2.1.3 CSR in Canada 

The Canadian national CSR strategy was administered through the government of 

Canada in 2009, mainly focusing on Canadian companies abroad (Idemudia & 

Kwaykyeway, 2018). Idemudia and Kwaykyeway (2018) suggested that the prominent 

reasoning behind the CSR strategy being addressed in the Canadian context was human 

rights violations and incidents of business relations outside the country. This situation led 

to discussions and inquiries as to what role the Canadian government should have in CSR. 

The Canadian government's strategy was to address all these concerns for Canadian 

corporations, both abroad and within. CSR came into consideration for the government 

because of the Canadian economy and the way Canada is perceived globally (Sagebien et 

al., 2008).   
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Moon (2004) recognized three areas for CSR within the Canadian government: first, 

CSR can contribute to valid policies within the government; second, it can contribute to a 

lesser workload; third, it can adapt and change to governmental endeavors. Recently, this 

strategy has been demonstrated by the Canadian government's public and private policies 

(Davies & Crane, 2010). In addition to this, the Canadian CSR strategies correlated towards 

the European idealistic approaches to CSR. The Global Affairs Canada (2014) defines the 

Canadian CSR strategy within the following context: "by creating a more comprehensive 

design, whereby the focus is not just on technical procedures such as legal reforms, but also 

speaks to social issues in host communities and seeks to promote a CSR agenda that 'take[s] 

into consideration the project's life cycle from initial exploration to closure and beyond” (p. 

3). The Canadian national CSR strategy takes into account the impact that organizations 

have on environmental, economic, and social interests, and it enlists businesses in creating 

policies and practices that will better suit themselves and their stakeholders (Kessel, 2019). 

2.1.4 CSR in the United States of America 

The U.S. Congress has legislation and regulation for various CSR frameworks 

(Camilleri, 2017). The U.S. incorporates ethical, economic, and legal frameworks into their 

arguments for CSR policies, which are constantly revaluated and changed due to 

shareholder and global influences (Camilleri, 2017). Policies and procedures regarding 

CSR in the U.S. have been adapted within organizations through their ethical values and 

company mission statements (Sheldon & Park, 2011). Thus, organizations in the USA are 

beginning to disclose practices, achievements and ideologies on CSR in their annual 

reports, although these actions are not mandatory. This practice can demonstrate that the 

U.S. Congress encourages communication and exchanges between corporations on their 

CSR practices (Camilleri, 2017). Therefore, CSR is deemed as practices in the USA that 

are unconstrained and intended organizational decisions. 

2.1.5 CSR in Mexico 

Initially, CSR in Mexico focused on organizations enlisting in scholarships, medical 

services, benefits and assistance in savings plans of their employees at the beginning of the 

twentieth century (Arena et al., 2020). Presently, research regarding Mexican CSR is 

focused on current conditions, as a result of the Mexican government’s CSR policies 

emerging in private sector organizations (José Mariá Serna De La Garza, 2013). These 
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circumstances present CSR in Mexico in three areas; first, CSR initiatives are overseen by 

privately owned corporations; second, the Mexican government does not play an active role 

in overseeing CSR; and third, the notion of CSR Centro Mexicano para la Filantropia 

(CEMFI) Mexico (José Mariá Serna De La Garza, 2013). By combining these three 

statements, CSR is influenced by the private business sector's goals and visions and relies 

on a prominent economic factor.  

Saldana Rosas (2010) claimed that the early progression of Mexican CSR has 

primary practices of charity and employee welfare in large businesses (Arena et al., 2020). 

The assessment demonstrates how large Mexican corporations have gained control over 

CSR, which should be at the control of the Mexican state. However, this has the potential to 

be changed and influenced through modern global practices and policies. The Mexican 

government may need to reassess CSR initiatives as the global marketplace will regulate 

and affect change through partnerships and processes (Arena et al., 2020). Therefore, CSR 

in Mexico is regarded in large corporations through their implementations and not at the 

policies of the Mexican government.  

2.1.6 Comparison of Countries  

Ultimately, the USA actively uses CSR for strategic alliances compared to Canada 

and Mexico. However, Canadian CSR practices record higher performance and 

achievement records. This comparison is relevant as it demonstrates that both countries 

utilize CSR methods in different manners to satisfy stakeholders. It is argued that the U.S. 

and Canada regard CSR to a higher standard with strategies and policies than the Mexican 

state. The Mexican CSR can lack trust, problems with stakeholders, and lack of 

transparency by not providing policies or frameworks by the state (Marta et al., 2007). In 

Canada, CSR is implemented at micro and macro levels; moreover, it is actively endorsed, 

taking into account all stakeholders, and ethically secure. In addition, the large corporations 

that do have a hold on CSR in Mexico are not making it known to the public via their 

websites, whereas large organizations in the U.S. post their developments (Marta et al., 

2007). In this way, they identify target markets and match stakeholder needs (Drumwright, 

1994).  

Although the USA and Canada are considered similar in CSR outlooks, Canada 

exerts more substantial pressure to implement CSR practices than the U.S. (Samila & 
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Sorenson, 2011). Samila and Sorenson (2011) surmised that this pressure results from the 

Canadian multicultural collaboration and equal rights diversity, whereas the U.S. is known 

for individual profit gains. However, in Mexico, CSR does not pertain to a global strategy 

but simply an approach that could add value to the organization through management 

(Becker-Olsen & Guzmán, 2016). With all that being said, the three countries agree that 

CSR is essential for consumer attraction and business profits.  

2.1.7 Concentric Circles Model of CSR 

The Concentric Circles Model of CSR was presented by the Committee for 

Economic Development in 1971. The model was adapted by Logsdon and Wood (2002) 

who saw CSR as a regulation that functions within a business to incorporate private 

interests and social welfare as its goal. The smallest inner circle is solely the economic 

function; the second circle regards the legal implications of the economic function; the third 

circle includes the social elements and opinions; and the sizeable outer circle regards the 

philanthropic responsibilities corporations have to society (see Figure 1 for reference). 

Going from inside to outside circles demonstrates how business activities can create social 

norms and actions. However, beginning at the outer circle and looking inwards establishes 

the control society can pose over business affairs. The model highlights that societies' 

viewpoints on CSR can impact business proceedings and is critical for organizational 

success (Logsdon & Wood, 2002). It is relevant to incorporate CSR's Concentric Circles 

Model to evaluate the success and influences in the implementation of diversity, inclusion, 

and belonging into their CSR-HRM strategies.  
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Figure 1. The Concentric Circles Model of CSR (Logsdon & Wood, 2002).  

The Economic circle refers to the corporations' relations to social change. The 

corporation has an active role in providing support, policies, and influences to society 

instead of viewing themselves as separate.  

The Legal circle includes the importance of following laws already in motion and 

using self-government in actions and practices. Organizations should be able to adapt to 

new and changing legislation and comply with their standards.  

The Ethical circle is the notion of doing what is right without harm to others. In 

addition to this, corporations should include their stakeholders' beliefs and ideologies in this 

framework.  

The Philanthropic circle concerns the promotion of the welfare of others. In this 

manner, organizations are speaking for social improvements and conducting them within 

themselves.  

The Concentric Circles Model of CSR is advantageous for management and 

academics. The model will aid management in analyzing and incorporating major social 

issues while doing so by remaining autonomous. The model aids in providing the concept 

of different definitions that CSR faces within the research literature. The definitions can be 

categorized into four main categories of economic, legal, ethical, and philanthropic.  



CSR-HRM IN NORTH AMERICA 

 

20 

 

2.2. Human Resource Management  

2.2.1 Definition of HRM 

An organization's business strategy is primarily concerned with achieving a 

competitive advantage over others. The business strategy must be incorporated throughout 

every internal practice and function to achieve this goal, making HRM a strategic role. 

HRM is deemed a strategic asset for the organization to have a competitive advantage by 

managing its workforce. Noe (2020) takes into account the influence of employees' 

attitudes, performance, and behaviors on HRM practices and policies.  

The primary definition of HRM in the context of this thesis is Armstrong's (2020) 

claim that it is a "strategic, integrated and coherent approach to the employment, 

development, and well-being of the people working in organizations" (p.5). Through this,  

HRM provides organizations the opportunities to attract potential candidates, conduct the 

hiring process, become involved in training, create reward and compensation initiatives, 

and retain the talent the organization requires. Notably, the outlook is to assess every aspect 

of an employee's life cycle. In addition, the practices of communication, teamwork, job 

analysis, and promotions are utilized. HRM aids in creating an organization that has a 

positive work environment and culture (Armstrong, 2020). On a macro-level, HRM 

analyzes governmental laws, collective bargaining, industrial relations, or organizational 

changes. HRM serves as the link between the management's vision for the corporation and 

the aspirations of the employees.   

2.2.2 Overview of HRM  

In the early 20th century, the human relations movement began researching the 

value of business goals through the actions of their employee's management; thus, creating 

the discipline of HRM (Armstrong, 2020). In the 18th century, Robert Owen and Charles 

Babbage stated that individuals were essential for organizational success during the 

industrial revolution (Armstrong, 2020). In the 19th century, personal administrations were 

commonly used to hire, evaluate, and compensate employees; however, personal 

administrations were not concerned with employee relationships, motivations, or attitudes.  

By the late 1970s, technological change and globalization increased dramatically, 

creating pressure for many corporations (Armstrong, 2020). This situation prompted 
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management to recognize the need to be strategic and sustainable in their goals and visions, 

and be capable of anticipating future changes (Noe, 2020). At the same time, research on 

organizational and industrial psychology, organizational theories, and behaviors became 

prevalent, and a consensus of their usefulness began to be formed (Armstrong, 2020). The 

results demonstrated that organizations were becoming increasingly aware that employees 

are assets, which helped to establish employment opportunities that would demonstrate 

skills and abilities that could be utilized to enhance the organization and its goals.   

At the present, HRM is creating and analyzing strategic approaches. HRM must 

develop strategy and conduct resolutions to organizational developments through becoming 

involved in and immersed within the company. Furthermore, HRM focuses on 

implementing practices and policies to manage the human capital of an organization. 

Globally, corporations are interested in reducing employee turnover to retain their 

employee's knowledge and talent (Tung, 2016). Within their own countries, governmental 

administrations have regulations that HRM would have to assess and be acquainted with to 

protect their employees and the organization.  

An example of this is the USA's 1964 Federal Civil Rights Law to protect against 

discrimination and prohibits making any hiring or firing decision based on race, age, sex, 

and gender (Banks, 2002). In order to have a diverse and inclusive set of employees, HRM 

develops belonging practices to transform employee relations in order for effective 

workgroups and proper communication procedures regardless of background, culture, or 

ethnicity. As a result, HRM is a strategic unit the organization uses to minimize costs and 

reduce potential risks.  

In today's society, people often decide to move and work in countries other than 

their own; a trend known as global mobility, due to globalization. Globalization has 

challenged the way organizations attempt to keep their human talent in their primary 

country (Tung, 2016). The effect of global talent mobility is that must develop strategies 

and practices to understand HRM in every country and how to deal sensitively and 

effectively with them. In the present macroeconomic situation, intra-national diversity is 

the growing multicultural and ethnicities of the workforce in one organization (Hill et al., 

2012).  
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In order to remain competitive in the market, organizations must adapt their 

practices and ideologies effectively as global orientation is critical. Vecchio (2007) noted 

that upper management tends not to grasp that globalization will require a diverse 

workforce, changes in the organization's culture, and new perspectives to strategies that can 

be utilized for each person instead of a group mentality. In 2020, individuals working in 

global virtual teams’ haves established another set of challenges in which leadership must 

be conscious of even more diversity and cultural differences within their teams. A diverse 

workforce will become the new normal in many organizations that HR will be required to 

manage.  

2.2.3 The Warwick Model 

The Warwick Model was developed by Hendry and Pettigrew (1992) to incorporate 

the importance of strategy into HRM. It is based upon Beer, Walton, and Spector’s Harvard 

model (1984) to include the HR functions. The model evolved to introduce three additional 

elements: the outer context, the inner context, and the business strategy content. Hendry 

and Pettigrew developed this model to demonstrate the linkage between external factors 

and the abilities of HRMs to adapt to change. This adaptation is seen as a strength in the 

model due to the notion of how HRM is acceptable and influenced by the macro levels 

(Cakar et al., 2003). Furthermore, Hendry and Pettigrew proposed that when the five 

elements of the model are all simultaneously aligned, the business will have organizational 

success (Cakar et al., 2003).      
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Figure 2. The Warwick Model (Hendry and Pettigrew, 1992).  

Each element has characteristics and features discussed in the following section (see 

Figure 2 for reference). The author draws upon the five elements for organizations to 

incorporate diversity, inclusion, and belonging into CSR-HRM strategies.  

The Business Strategy Content refers to objectives, product-market, strategy, and 

tactics. The objectives of incorporating CSR within a business strategy are seen as a 

competitive advantage (Sarvaiya et al., 2016). The commitment stakeholders hold 

regarding the value of HRM and how HRM is developed as a strategy within the 

organization is deemed critical in the CSR-HRM correlation. The process of implementing 

diversity, inclusive and belonging into the policies and procedures of the organization 

becomes dependant on the perspective of the benefits for the stakeholders.  

The HRM content involves HR flows, work systems, reward systems, and employee 

relations. The HR flow refers to the employee's journey through the organization, 
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commonly known today as employee life cycle (Noe, 2020). It is the most accessible 

measure and capable of further analysis. CSR and diversity, inclusion, and belonging are 

prominent features of the treatment and experiences of employees.  

The HRM context includes role, definition, organization, and HR outputs. Although 

this section is considered to be the easiest to evaluate, as stated previously, the role of HRM 

can be different depending on the organization and HR outputs. Due to this, examining the 

HR context will differ based upon the organization (Cakar et al., 2003). The element of HR 

outputs is where CSR and diversity, inclusion, and belonging become involved.  

The Inner context introduces culture, structure, politics/leadership, task technology, 

and business outputs. Barrena-Martinez et al. (2018) acknowledged the effects HRM has 

within the inner context of an organization. The HRM department aids in refining and 

defining a positive company culture and structure, employee performance, satisfaction, and 

commitment (Barrena-Martinez et al., 2018). Zhao et al. (2019) provided insight into how 

CSR shapes community within an organization. Diversity, inclusion, and belonging will 

affect the inner context of the organization, depending on how it becomes incorporated. 

The Outer context encompasses social economics, technical, political-legal, and 

other industry competitors. This section highlights HRMs based on outside forces. 

Arguably, the macro forces are essential to recognize in order to incorporate CSR 

effectively. The notion of diversity, inclusion and belonging originates from changes 

globally (Tung, 2016).  

The Warwick model considers business strategy and HRM processes and the 

external and internal contexts in which they occur. The mechanism through which these 

changes transpire, including relations between changes in both HRM content and context 

(Cakar et al., 2003). 

2.3. CSR and HRM Relations 

2.3.1 Relationship between CSR and HRM  

HRM includes how CSR is developed, incorporated, and understood within the 

working environment and structure. Equivalently, a corporation's beliefs of CSR effect 

HRM's treatment of employees. Although research has demonstrated the association 

between HRM and CSR, there has been little in-dept research examining the 
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interconnection (Voegtlin & Greenwood, 2016). Due to (1) globalization, (2) the 

responsibility of the workforce and (3) changes in organization structures on micro and 

macro levels; it is evident that the CSR-HRM interconnection is becoming prominent in the 

business world (Voegtlin & Greenwood, 2016). As it is more apparent that organizations 

require society's approval and support in sustainability, CSR must be integrated within the 

business philosophies.  

Herrera & de las Heras-Rosas (2020) considers the following themes relevant for 

CSR-HRM research; "CSR–HRM in relation to (social, environmental and financial) 

performance; the micro foundation of CSR through HRM; stakeholder integration, 

regulation and the role of the state, changing employment relationships, and the plurality of 

interests, power, and conflict” (p. 2).  Research regarding the CSR-HRM relation is focused 

explicitly on HRM being ethical and CSR becoming employee-focused (Herrera & de las 

Heras-Rosas, 2020). The results demonstrate that CSR is seen as a "strategic tool" for 

HRM's methodology to integrate the organization's values, interests, and goals. A relevant 

term for both areas is sustainability (Herrera & de las Heras-Rosas, 2020). An important 

aspect to consider is if HRM has created a position regarding being an adequate department 

to promote sustainable CSR; or if CSR-HRM sustainability is the new trend in 

organizational support.  

2.3.2 Benefits  

For CSR implementations to be successful, organizations have begun to determine 

the value of creating a correlation between initiatives and HRM practices. It is not 

uncommon knowledge that HRM is concerned with the employees within the organization. 

Due to this, the demonstration of CSR approval by the employee is essential; not only does 

approval aid in operations, but there is also a correlation between job satisfaction and 

attitudes (Shen & Zhang, 2017). One alternative method to understanding the CSR and 

HRM relationship is through micro-foundations.  

The term micro-foundations refers to examining on an individual basis to 

conceptualize macro elements. A micro-foundation type of analyzations focuses on the 

importance of socially responsible HR departments within organizations. The purpose of 

the Shen & Zhang (2017) study was to administer a micro-foundation HRM context in 

China to estimate CSR initiative’s support through external stakeholders. The results 
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indicate that the micro-foundations have a noticeable effect on the HRM context to 

projected external stakeholders CSR’s support. 

HR departments that focus on individual employees will positively relate to creating 

CSR within the organization and have employee support (Armstrong, 2020). The fact 

provides insight that HRM strategies on diversity, inclusion, and belonging will positively 

correlate to creating a more welcoming and inclusive organization. The primary influence 

is the employees' CSR ideologies, which rely heavily on the organizational environment 

(Shen & Zhang, 2017). The organizational environment that regards employees and 

stakeholders CSR values will be regarded as lawfulness entities that have the capability for 

survival of globalization. It is argued that employees are the most critical stakeholder group 

as they are regularly involved in the operations and have unmeasurable resources and 

knowledge that will be the prime deminer for organizational success (Barrena-Martinez, 

López-Fernández, & Romero-Fernández, 2018). Therefore, inferring organizational success 

does rely heavily on the employee stakeholders, utilizing HRM strategies becomes evident. 

On a micro level, organizations that institutionalized HRM strategies regarding CSR will 

increase all members' knowledge, skills, and abilities. Furthermore, organizations will 

begin to attract talent, provide proper training and career developments (Barrena-Martinez, 

López-Fernández, & Romero-Fernández, 2018). Based on this, it becomes clear that in 

order for organizational success, CSR requires implementation through HRM initiatives.   

In summary, the article of Shen & Zhang (2017) demonstrated the positive benefits 

found in the relation between CSR and HRM. The research has identified a correlation 

between socially responsible HRM and CSR within the organization and support for 

external stakeholders. Also, there is an indirect correlation between organizational CSR and 

how employees' reactions to it. More importantly, CSR directed towards employees has a 

positive affect on how employees perceive CSR. The study indicates the correlation 

between macro and micro levels, their effects, and their significant achievements for future 

research.  

2.3.3 Challenges 

The connection between CSR and HRM is often highly debated. There is often a 

lack of clarity, understanding, and importance on how these two operations co-function. 

Although HRM professionals believe that their department heavily influences CSR 
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implementation, some studies criticize this statement (Sarvaiya et al., 2016). A knowledge 

gap remains on HRM's overall effect on CSR within the organization instead of solely 

specific areas. For successful CSR implementation into organizations, the overall effect on 

HRM needs to be accessed.  

Sarvaiya et al. (2016) examines this knowledge gap. More specifically, the 

researchers attempt to conclude that HRM provides a strategic or supportive role in 

implementing CSR as a whole. The results indicate two challenges to the CSR-HRM 

practices. Unlike previously mentioned HRM professionals, the results demonstrate that 

HRM strategies on CSR are contingent on the scope and structure of ideologies that are 

being brought into the organization (Sarvaiya et al., 2016). Organizations have a more 

successful ability for internal CSR, as it is employee centered and HRM becomes a 

strategic partner. The researchers mention questioning why the decision to enforce a limited 

CSR strategy would be used in some organizations (Sarvaiya et al., 2016). From what was 

analyzed, it is dependant on the business industry and how far CSR and HRM are in the 

organization's culture. CSR initiatives that required HRM as a strategic partner involved 

some form of employee participation or support (Sarvaiya et al., 2016). However, the 

article argues that this should be seen as operational support, as they are not in control of 

the CSR initiatives.  

The Sarvaiya et al. (2016) study demonstrates the challenges regarding CSR and 

HRM that may not be apparent in organizations. The most important information is that 

CSR initiatives are more effective when HRM is a strategic partner instead of operational 

support. However, the challenges remain on how to accomplish CSR-HRM as strategic 

partners. First, organizations should utilize the knowledge, skills and abilities from the 

HRM professionals (Sarvaiya et al., 2016). The HRM professionals provide their insight on 

the CSR strategies that the organization requires. Second, the article argues that creating 

internal CSR strategies is more significant than external (Sarvaiya et al., 2016). HRM 

looking at CSR initiatives such as diversity, inclusion, and belonging will be more 

successful since their involvement is within the organization. Despite these claims, the role 

is still supportive instead of strategic.  

As a whole, the research provides insight into the challenges that the HRM role has 

on CSR initiatives. There is a lack of clarity, understanding, and importance on how these 
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two operations co-function. The results indicate that HRM strategies on CSR are contingent 

on the scope and structure of ideologies being brought into the organization (Sarvaiya et al., 

2016). CSR initiatives that required HRM as a strategic partner involved employee 

participation or support. The study's findings bring to the forefront that HRM may not be as 

valuable an asset to the CSR strategy as it appears. 

2.3.4 CSR-HRM Co-Creation Model  

The CSR-HRM Co-Creation Model identifies HRM practices as CSR ideologies 

and their potential outcomes. Organizations are still attempting to implement CSR 

strategies into HRM practices; the model helps address this challenge (Jamali et al., 2014). 

Theories on HRM and CSR have been developed as separate areas of research that are now 

required to be intertwined together. The model demonstrates that HRM practices such as 

recruitment, training, performance management, career planning, rewards, and 

compensation can support CSR within organizations (Jamali et al., 2014). Hatch & Schutlz 

(2010) defined co-creation as a new outcome to innovation. Co-creation incorporates 

stakeholder processes, values, and discussions to minimize ethical complications and 

maximize organization success (Hatch & Schultz, 2010). CSR standards are demonstrated 

as HRM components (see Figure 3 for reference).  

Figure 3. The CSR-HRM Co-Creation Model (Hatch & Schultz, 2010).  

The CSR Inspiration and Strategy Setting and the role of HRM: the general focus is 

establishing knowledge and awareness of CSR through the employees, environment, and 
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culture (Jamali et al., 2014). Creating awareness is accomplished by developing a CSR 

vision and goals, enabling voluntarism that does not benefit one sole individual and 

anticipating for technological, political, social, and economic developments.  

The CSR implementation and the role of HRM: HRM can anticipate and create 

awareness surrounding the effects of implementing CSR within the organization. CSR 

motivation, commitment, and engagement can be conducted through HRM practices and 

ideologies. HRM can contribute to CSR through its training and development, recruitment 

and selection, performance appraisals, and compensation (Jamali et al., 2014). These 

practices will assist CSR in integrating with the policies and working systems, connecting 

with employees, and becoming supported. 

The CSR Improvement and Continuous Innovation and the role of HRM: Regarding 

the CSR-HRM as a unit, it is critical to evaluate the improvements and further actions. 

Improvements in CSR will be demonstrated through the benefits of CSR strategies that 

result in a competitive advantage over other firms (Jamali et al., 2014). An example of this 

is the employee's perception of equality within the organization, due to CSR policies. The 

perception will affect attitudes, performance, and satisfaction (Jamali et al., 2014). It 

creates trust, loyalty, awareness, and ethical sensitivity within the organization. It affects 

how the organization is drastically viewed by stakeholders externally and internally.  

The CSR-HRM co-creation model will provide opportunities and value for 

stakeholders to be included and aware of. The HRM function provides knowledge, skills, 

and abilities for the employees’ practices and policies that CSR needs to be implemented 

successfully. The relationship between CSR and HRM highlights responsible and 

sustainable employee proceedings. 

2.4. Diversity, Inclusion, and Belonging  

2.4.1 Definition and Overview of Diversity 

Diversity is classified as any difference between one individual or group to another 

(Jouber, 2020). In such a manner, diversity can be looked at from a unique perspective to 

acknowledge and accept characteristics set for a particular individual. Mazur (2009) 

classified these characteristics as race, gender, age, sexual orientation, ethnic background, 

and physical abilities. Within the context of an organization, each employee has the 
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potential to incorporate a diverse set of perspectives, regarding life and work experiences, 

in addition to their cultural and ethnic differences. Keeping that in mind, the benefits of 

these diverse individuals will require respect, value, and a chance to be heard within the 

workforce. This results in awareness of the organization's dimensions of diversity. Thus, 

diversity involves how to take an individual's characteristics that are different from one's 

own; however, be able to reference that these characteristics are present in others (Mazur, 

2009).   

Based on this, diversity is a conscious practice. Patrick & Kumar (2012) stated that 

these conscious practices involve "(1) understanding and appreciating interdependence of 

humanity, cultures, and the natural environment, (2) practicing mutual respect for qualities 

and experiences that are different from our own, (3) understanding that diversity includes 

not only ways of being but also ways of knowing, (4) recognizing that personal, cultural 

and institutionalized discrimination creates and sustains privileges for some while creating 

and sustaining disadvantages for others, (5) building alliances across differences so that we 

can work together to eradicate all forms of discrimination" (p.5). 

In this thesis, diversity refers to all manners in which people are different. This 

includes individual, group, or cultural differences and characteristics. Research by Watson 

et al. (2002) has concluded that diverse groups demonstrate more creativity, develop ideas 

to a higher quality, and cooperate more effectively. Therefore, organizations must support 

and incorporate diversity within their workforce by creating an inclusive climate. The 

diversity within an organization will create an effective and efficient workforce that utilizes 

diverse perspectives and differences. 

Globalization has recently had inflation in the labor market and within 

organizations. Accordingly, organizations have developed policies and procedures to 

employ a diverse workforce from all global areas. Urbancová et al. (2016) stated that 

managing the diverse workforce effectively will positively correlate to organizational 

success, known as diversity management. Diversity management incorporates the 

knowledge, skills, and abilities to create a competitive advantage over other organizations 

based on their employees. In the last few years, diversity management has become more 

notable (Urbancová et al., 2016). However, as Wright et al. (1995) noted, on the 

assumption that an organization's competitive advantage is through its resources, the 
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organizational procedures and policies must adapt to their ever-changing, diverse 

workforce. As such, an organizational culture of diversity may appear from global affairs of 

social responsibility regarding how they treat their employees. 

An example of the pressures created by global affairs is demonstrated in Jouber 

(2020), as they discovered that several countries have begun with initiatives, voluntary or 

mandatory, to promote diversity within their boardrooms. In addition, on a global scale, 

organizations will recognize an increase in demand for diversity amongst the workforce, 

including perceptions from outsiders and requiring support for diverse employees (Jouber, 

2020). Recent research suggests that the impact on cultural diversity within the 

organization will rely heavily on management procedures (Mazur, 2009).  Therefore, it is 

disputed that diversity will be beneficial once it is apparent to be intertwined within 

management through the organizational culture.  

Within this frame of reference, there is tension regarding hiring and promotional 

opportunities for workforce members; management must be conscious between the line of 

accepting cultural diversity within their employees and the norms of the organization 

(Mazur, 2009).  The reciprocity within ideologies, discourses, and influences is a critical 

analysis when conducted diversity management research (Jouber, 2020). These societal and 

economic changes and challenges will increase the globalization of the workforce, and 

diversity will become unavoidable for organizations. 

2.4.2 Definition and Overview of Inclusion 

Inclusion is the proceedings of disadvantaged people based on their diversity, be 

allowed to be incorporated within society by leveling out their opportunities and 

experiences. Social inclusion is the actions and attention to advance the past social 

exclusion experiences (Dobush, 2020). Social exclusion is a complex objective in which 

society prevents participants from participating in everyday life by disassociating from 

social relations (Dobush, 2020). Individuals that possess any form of diverse characteristics 

from the norm may experience social exclusion. On an organizational macro level, an 

employee's access to services, resources, and activities may negatively impact 

globalization, policies, immigration, and social welfare (Dobusch, 2020).  
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Generally, globalization may cause individuals to experience "de-localization" and a 

cultural displacement, resulting in the sense of security and safety within their work 

environment shifting (Shore et al., 2010). The results of exclusion, displacement, and new 

workgroups may invoke anxiety and uncertainty. Shore et al. (2010) stated that the feelings 

of anxiety and uncertainty would create social exclusion. In today's organizations, HRM 

should attempt to create an inclusive atmosphere, regard their practices, understand 

employee struggles, and promote consciousness of other members. By doing so, the 

inclusion aftereffect is increased acceptance and knowledge of diversity, improvements in 

mental health, and better outcomes for both society and individuals' members.  

Inclusion within organizations has become a leading solution for workplace 

diversity and exclusion (Dobush, 2020). Ferdman & Deane (2014) articulated inclusion as 

the fundamental premise to benefit from providing diversity within an organization. 

Therefore, an inclusive environment contributes to all members of the organization 

regardless of any characteristics an individual may possess. Cho and Barak (2008) define 

inclusion and exclusion in terms of the "degree to which individuals feel part of critical 

organizational processes" (p. 48). The processes refer to the resources, information, 

activities, and groups that a member can be involved.   

A more recent definition in regard to this thesis highlights Shore et al. (2010); 

inclusion within a workgroup as the "degree to which an employee perceives that he or she 

is an esteemed member of the workgroup through experiencing treatment that satisfied his 

or her needs for belongingness and uniqueness" (p. 1265). The link between organizational 

inclusion policies and HRM practices is evident based on treating employees equally 

through processes and assignments (Roberson, 2006). Likewise, the opportunities for hiring 

and promotions within an organization call for equal consideration amongst diverse 

members.  

The benefits of inclusion in an organization are decreased employee turnover, 

increased creativity, higher job satisfaction, collaborative workgroups, and problem-

solving. The central premise is that partaking in social relationships and building 

connections will be the primary objective to develop inclusion (Dobush, 2020). Within the 

context of organizations, inclusion deems that employees are involved, contribute, and 

positively connect with other members. Therefore, workplace inclusion encompasses all 
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members and provides diverse individuals an opportunity to receive equal advancements 

and resources, cultural appreciation, and engagement (Dobhus, 2020; Shore, 2010). 

2.4.3 Definition and Overview of Belonging  

Belongingness is an emotional, psychological desire to be a part of social inclusion. 

According to anthropological research, the natural inclination to belong is to attain 

validation and recognition through connections of others that is deemed to motivate and 

influence human beings (Bryer, 2019). Baumeister and Leary (1995) spoke on interpersonal 

relationships, in which human nature will seek out a minimal amount to be considered 

fulfilled (Zukauskiene et al., 2017). Interpersonal relationships can be influenced by the 

environment or the individual; thus, creating subjective experiences.  

Recent research has concluded that social relationships influence the well-being of 

others, motivates behavior, and influences judgment (Zukauskiene et al., 2017). Belonging 

encompasses an array of concepts such as fundamental human needs (Maslow, 1943), self-

concept (Baumeister,1999), social learning (Bandura, 1977), and the need to belong 

(Baumeister & Leary, 1995).  Belonging is a situational, personal experience (Bryer, 2019). 

For this thesis, belonging is classified as the perception of approval and recognition in a 

social organization (Bagnall, 2010). This insinuates that once a person becomes accepted 

into a group, their identification does not change. It is about being present and making 

connections through similar interests, goals, activities, achievements, equality, and an 

organization. Filstad et al. (2019) stated that "the fundamental need to belong is reflected in 

the theme of being part of something [the group, the organization or one or more 

colleagues] with close relationships to whom the person wants to be identity, concerning 

the other” (p. 118). Therefore, belonging incorporates the dimension of the workplace.  

Within the context of the workplace, the need to belong is apparent amongst 

employees. Cockshaw et al. (2012) defined workplace belonging as "a factor distinct from 

other types of belonging by measuring both sense of belonging and a psychological sense 

of organizational membership" (p. 241). Hence, members of the organization necessitate 

the acceptance of management and validation from other employees. Organizations and 

leadership influence and motivate employees to form groups through compliance, 

cooperation, and help (Filstad et al., 2019). Correspondingly, the influence of leadership 

results in clear common goals and outlooks for the organization's future. In addition to this, 
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Armstrong (2020) concluded that workplace belonging results in positive job satisfaction 

and employee mental health. Thus, belonging in the workplace affects the decrease in 

employee stress and burnout.  

Individuals regarded as isolated from other workforce members are more likely to 

desire a need for belonging (Baumeister & Leary, 1995). An attempt at identifying isolation 

is to perform cohesive workgroups. A cohesive workgroup benefits the organization by 

creating a positive work environment and relationships, demonstrating employee needs, 

and forming organizational citizenship behaviors (Filstad et al., 2019). The term 

organizational citizenship behaviors refer to endeavors made by the employees that 

enhance not directly the original member but all members of the group. Therefore, a 

workplace should be focused on creating a community of belongingness.  

2.4.4 Institution Theory 

Formed through organizational theory, institutional theory features the social 

environment that surrounds an organization's structure. Organizational theory regards the 

circumstances of relationships between the individual workforce of the organization and 

how that impacts the organization's profits (Lounsbury & Ventresca, 2003). This occurs by 

examining the business environment's legal, political, and cultural differences externally 

and internally. The institutional theory takes these contexts and considers them from a 

wider angle. It involves rules, regulations, and norms that would affect the social behavior 

of the organization's workforce (Scott, 2008). According to Scott (2008), the institutional 

theory is "a widely accepted theoretical posture that emphasizes rational myths, 

isomorphism, and legitimacy" (p.430).  

Institutional theory is often interlinked with behavioral theory, based on the 1920's 

Hawthorne experiment (Lounsbury & Ventresca, 2003). The experiment investigated work-

related problems of performance, fatigue, and attitudes. Hawthorne’s study has resulted in 

new management principles emerging of job satisfaction, rotation, and motivation. 

Consequently, the results influenced how vital human beings and their leadership teams are 

to the workplace (Armonstrong, 2020). The institutional theory combines organizational 

behavior and HR studies to demonstrate how corporations influence employee behaviors.  
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2.4.5 Inclusion Model  

To improve possible discrimination implications of employees' experiences within 

the workforce, inclusion models have begun to take shape in scholarly research (Ferdman 

& Deane, 2014). Globalization efforts and policies have attempted to address inclusive 

organizations against discrimination; however, it is still unclear how organizations create 

these effective environments. Ferdman's (2017) definition of inclusion contributes to the 

inclusion model by which people with diverse backgrounds and identities can be authentic 

in themselves to contribute to the totality of the organization. Organizations can incorporate 

inclusive practices through climate, leadership, and HR that will aid in the perceptions of 

inclusion within the work environment (Dobush, 2020). The model suggests that the three 

leading practices should incorporate belongingness and uniqueness to enhance successful 

inclusion (see Figure 4 for reference).  

Figure 4. The Inclusion Model (Herrera, 2015).  

The Inclusiveness Climate is the perception that an organization value all of its 

employees, regardless of diversity. Nishii (2013) defined inclusive climates as "a collective 

commitment to integrating diverse cultural identities as a source of insight and skill" and 

argued that such a climate would lower the level of relationship conflict in gender diverse 

teams (p. 1755). An inclusive climate incorporates actions, policies, and practices that 
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provide equal treatment for all members, acknowledge groups that have not had equal 

opportunities and ignore stigmatization. Nishii (2013) provided three elements that 

organizations should integrate to have an inclusive climate; (1) equal opportunities for all 

members, (2) preserving cultural identities through proper integration techniques, (3) a 

collaborative work environment and decision making. The focus on inclusive climate 

addresses the organization's concerns that diversity can lead to turnover and conflict is not 

handled correctly.  

The Leader Inclusion promotes that leadership is essential in employees’ 

performance, specifically when all members are diverse. Research regarding the outcomes 

of leader inclusion determined that when leadership is involved, it creates work 

engagement, strength in performance and collaboration, and psychological safety (Shore et 

al., 2010). The model proposes that once leadership demonstrates respectful and fair 

treatment to individuals with diverse characteristics, the group members will follow by 

example. Cottrill, Lopez, and Hoffman (2014) stated "leaders of diverse and inclusive 

organizations must model comfort with diversity, alter rules for acceptable behaviors to 

ensure wide application, create opportunities for dialogue about and across differences, 

demonstrate an interest in learning and be authentic about their challenges and triumphs to 

encourage authenticity in others" (p. 276).  

The Inclusiveness Practices merges with inclusive leadership. Leadership that 

provides belonging, communication, talent management, recruitment, promotion, and 

development were deemed successful in conducted inclusiveness within the organization 

(Ashikali & Groeneveld, 2013). A key component is to link the inclusive practices to the 

diversity within the group. In terms of these practices, management can involve inclusive 

through communication, decision making, providing support, and being adaptive (Ashikali 

& Groeneveld, 2013). In the absence of these practices, the recruitment and talent 

management of the diverse workforce will not be successful.  

The inclusion model analyzes three critical components to provide equal 

opportunities for diverse organization members through managerial practices. It will aid in 

creating inclusive environments and practices for implementing diversity in ways that 

affect organizational success. Diversity in the workforce is known for developing positive 

practices and correlations; however, the benefits will not occur without inclusion.  
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3. Methodology 

This study aims to gain insight into the importance of CSR-HRM in North America. 

From a CSR standpoint, a specific focus is placed on large organization’s HRM 

departments, and their strategies concerning three themes: diversity, inclusion and 

belonging. The research follows a phenomenology approach through a multiple case study 

qualitative research. A thorough literature review and regional specific interviews were 

used to collect data on North American CSR-HRM relations. The primary goal was to 

reveal how HRM professionals recognize the potential CSR-HRM linkage by assessment of 

benefits and challenges, and investigate current North American practices and research 

advances in diversity, inclusion, and belonging within the workplace. Interviews were 

transcribed, coded, and categorized into five themes related to the research questions.  

3.1. Qualitative Research  

Qualitative research investigates defined phenomena, developing a context specific 

framework (Hennink et al., 2020). The research aims to extend the knowledge currently 

available to an understanding of the area of interest. Qualitative research consists of a two-

step process: (1) data collection followed by (2) data analysis (Figure 5). Examples of data 

include interviews and experiences. The researcher uses this data to analyze patterns, 

themes and deepen understanding of ordinary circumstances (Hennink et al., 2020). In 

other words, the researcher utilizes individualized interpretations of experiences to explain 

the meaning behind a certain viewpoint.  

Towards the present study, this research utilizes a critical phenomenology approach. 

Crotty (1998) writes that "it is a contrast between research that seeks merely to understand 

and research that challenges […] between research that reads the situation in terms of 

interaction and community and research that reads it in terms of conflict and oppression 

[…] between research that accepts the status quo and research that seeks to bring about 

change" (p. 113).  

Hennik et al. (2020) highlight the importance of incorporating the following four 

characteristics into qualitative research: (1) focusing on an interpretation process of 

meaning, (2) research is the primary instrument of data collection and analysis, (3) follows 

an inductive process and (4) analysis results in descriptive data. Although qualitative 
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research utilizes the four primary characteristics, the consistency across all research is not 

apparent as each researcher may take different approaches and considerations (Hennik et 

al., 2020). The basic structure to establish the meaning of an experience is done through the 

data collection of phenomenological interviews.   

 

Figure 5. The Main Steps of Qualitative Research (Hennik et al., 2020).  

The theoretical perspective associated with this qualitative research is 

phenomenology. Flood (2010) defines phenomenology as a research method focused on the 

truth- based on meaning for the individual. It is rooted in perspective by describing how an 

event occurred by those who have experienced it. A pivotal figure to phenomenology 

research is Jonathan Smith (2009). Smith created interpretive phenomenological analysis 

(IPA), which utilizes the researcher as the primary role for interpreting the data (Neubauer 

et al., 2019). By utilizing the phenomenological approach, the researcher attempts to gain 

insight and describe in depth the opinions surrounding CSR ideologies in North American 

companies. In addition to this, a literature review is beneficial in clarifying and expanding 

knowledge received regarding the interviews.  
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3.2. Case Study  

A case study follows an in-depth approach by exploring authentic experiences of 

complex phenomena. An extensive selection of disciplines, particularly in social sciences, 

regard case studies as an established research method (Creswell & Poth, 2018). The case 

study method highlights critical gaps that exist and contrasting opinions and strategies. Yin 

(2018) regards five components of a case study:  

1. the research questions 

2. critical statements 

3. the components of analysis 

4. the linkage between the data and meanings 

5. the interpretation of the findings. 

In each case study, the researcher collects multiple data sources. This study 

evaluated multiple case studies by conducting company and regional specific interviews. 

Figure 6 demonstrates how multiple case studies are utilized, where more than one case is 

regarded in the research, to discover information on a phenomenon. Yin (2018) states that 

multiple case studies are more beneficial and valid compared to a single case study. 

Multiple case studies develop a broader understanding of the research context. The cases in 

this research are the HRM professionals of nine different organizations, leading to a 

multiple case study approach, which will all be subsequently compared.  
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Figure 6. Method of Multiple Case Studies (Creswell & Poth, 2018).  

3.3. Case Selection 

Qualitative research's principal methodology is nonprobability sampling, also 

referred to as purposeful sampling (Grossoehme, 2014). The central premise of purposeful 

sampling is for the researcher to select a sample of individuals who will be the most 

insightful and knowledgeable on the study’s phenomenon. Patton (2015) argues that "the 

logic and power of purposeful qualitative sampling derives from the emphasis on an in-

depth understanding of specific cases: information-rich cases. Information-rich cases are 

those from which one can learn a great deal about issues of central importance to the 

purpose of the inquiry, thus the term purposeful sampling" (p. 53).  

Regarding purposeful sampling, the researcher creates a set of criteria, known as 

criterion-based selection, which act as attributes of the sample that would be fundamentally 

important for the study and then discover the individuals that match the criteria selected. 

Sixty-three (63) HRM professionals were contacted for this research. The criteria to 

participate were that the HRM professionals worked within the organization in an HR 

position for 5+ years. The organization was located in a North American country with a 

minimum of 500 employees and presently contributes to an active role in diversity, 

inclusion, and belonging initiatives within their organization. The HRM professionals were 
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contacted from multiple industries, such as service, oil, and manufacturing. A pilot study 

with HRM Professional A was conducted to examine if the interview questions needed 

adjustments, if questions required to be excluded or if questions could be added. The pilot 

study concluded that the interview questions were to remain the same; therefore, HRM 

Professional A is fully included in the research.  

In the recruitment phase of the research, an introduction letter was written (see 

Appendix A) where the topic and the purpose of the thesis were explained, anonymity 

regarding the participants and the research organizations, and further contact information of 

the researcher's advisor and university. In addition, participants were asked to sign the 

document and a statement that interviews would be done at the participants earliest 

convenience. Over two weeks, a letter was sent out via multiple platforms, such as 

LinkedIn, email, and organization HR department websites. Out of the 63 professionals 

contacted, nine participants participated in the interviews, five men and four women, all 

within the above criteria. The participants have been categorized in Table 1 and will be 

regarded as their letter in the following sections. Most individuals contacted were non-

respondent, and others were not available due to corporate policies. 

Table 1. Research participants in chronological order by when the interviews were conducted. 

HRM Professional Country Gender 

A USA Female 

B Mexico Female 

C Canada  Male  

D Canada Female  

E USA Male 

F USA Male 

G Mexico Male 

H Canada Female 

I Mexico Male  
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Methodology Processes 

The methodology processes were broken down into two categories to gather and 

interpret the data: (1) data collection and (2) coding and themes. 

3.4 Data Collection  

The data was collected by semi-structured, one-on-one interviews with ten open-

ended questions based upon the research questions (see Table 2). Open-ended questions are 

an effective technique to disregard constraints and allow the participant to respond freely 

(Creswell & Poth, 2018). The researcher provided the interview questions and an interview 

consent form in advance, which allowed for a proper explanation of the study and contact 

information provided for any inquiries the participants had to make before the interview. 

The interview consent form included the ethical consideration of confidentiality and stated 

permission for recording. At the beginning of each interview, the research restated the 

critical points of the consent form and reiterated the confidentiality agreement and asked 

permission to record the interview.  

The interviews were conducted through the video conferencing communication 

platform Zoom. The interview questions were broken into three sections. A complete list of 

the ten questions can be found in Appendix B.  It is worth noting that the researcher 

occasionally asked questions that were not included in the original template. During the 

interview, the researcher audio-recorded and transcribed the conversation. Before and after 

each interview, the researcher surveyed the organizations CSR documentation to gain 

further insight. In addition, follow-up email correspondences were used if necessary for 

further information. Yin (2018) stated that multiple sources of data would signify the 

studies credibility and accuracy. Based upon the audio-recording and transcriptions, the 

data analysis was conducted.  

Table 2. Research Questions to Interview Questions. 

Research Questions 
Interview Questions 

RQ1: What current North American 

practices, ideologies and research advances 

address diversity, inclusion, and belonging 

in a workplace? 

 How would you define a Human 

Resource department that is 

Socially Responsible? 

 Based on your country, what are the 

necessary components for a 
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business to be considered socially 

responsible? 

 How does diversity, inclusion and 

belonging intertwine in the HMR 

strategies? 

 Does the HRM department follow 

any particular reference(s) for 

implementing CSR?  

 What is the companies HRM 

strategies for diversity? Inclusion?  

Belonging? 

 How does the HRM department 

measure the successful results of 

their strategies used for diversity, 

inclusion and belonging of 

employees?  

 

RQ2: What benefits do North American 

companies perceive in adopting CSR 

(diversity, inclusion, and belonging) into 

their organization?  

 Why is CSR an important factor of 

the company’s HRM strategies? 

 What are the benefits for the 

company to adopt DIBs CSR in 

their HRM strategy? 

 

RQ3: What challenges do North American 

companies face when adopting CSR 

(diversity, inclusion, and belonging) into 

their HRM strategy? 

 What are the challenges for the 

company to adopt DIBs CSR in 

their HRM strategy? 

 What is the next goal for the HRM 

department in regards to 

incorporated diversity, inclusion 

and belonging in their operations? 

  

3.5 Data Saturation 

Lowe et al. (2018) recommended that data collection is completed once the level of 

theoretical saturation has been achieved. For this research, the researcher interviewed nine 

participants, who are employed in nine different organizations. All organizations employ 

over 500 employees belonging to all four business sectors (primary, secondary, quaternary, 

tertiary) and have employees working for them in multiple countries across the globe. The 

sampling was a combination of purposeful sampling and maximum variation. The 

researcher included as many areas and organizations as possible to provide new and 

innovative perspectives and information from the North American HRM practices. By 
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gathering participants from various organizations, the data can be used to identify 

similarities across all sectors and provide clarity to common organizational challenges.  

3.6 Coding and Themes  

The collected interview data was transcribed and classified according to the 

research questions. These were subsequently categorized into emerging themes and codes. 

The interview questions were coordinated to the three overarching research questions. The 

researcher examined the interview transcriptions to identify themes amongst the 

discussions. Themes appear from distinct codes or words of description (Creswell & Poth, 

2018). Figure 7 shows the process of coding data into themes.  

Initially read 

through data 

Divide text into 

segments of 

information 

Label segments 

of information 

with codes 

Reduce overlap 

and redundancy of 

codes 

Collapse 

codes into 

themes 

 
 

 
 

 

Multiple 

pages of text 

Various 

segments of 

text 

30-40 codes Codes reduces to 

22 

Reduce codes 

to 5 themes 

Figure 7. Coding Data into Themes (Crewswell & Poth, 2018).  

The transcripts from each of the nine interviews were printed out and the researcher 

used hand analysis for the coding procedure. An inductive process is used to select specific 

codes into reducing themes (Creswell & Poth, 2018). In order to conduct the coding of the 

qualitative data, the researcher developed a coding sheet. The coding sheet provided insight 

on emerging viewpoints and practices. The researcher systematically pulled codes from all 

nine interviews until no new codes emerged (Creswell & Poth, 2018). Appendix C provides 

an example of interview questions and answers that were converted into codes and themes.  

Five themes emerged from the data where codes that were related were put together 

in a theme. Figure 8 shows the themes and codes that developed from the data. Each theme 

is explored in the Findings section, where codes are shown in bold text.  
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Figure 8. Themes & Codes of Qualitative Data Analysis. 

3.7 Practical and Ethical Considerations 

In order to practice and conduct high quality research, it is critical to conceptualize 

possible limitations and ethical sensibilities that could occur (Hammersley, 2014). For 

instance, without being an member or employee, it can become quite challenging to access 

the HRM department inside an organization. It is for this reason that the researcher has 

chosen to use the social networking platform LinkedIn to contact selected companies. It 

was the hope that by using this platform, the potential participants would be more willing to 

reply and see the instant message.  

To remain ethical, an interview consent form was created (Appendix D). The 

consent form addresses the researcher, the primary purpose of the study, the advisor and 

how the interview data will be used within the thesis. By knowing this, each participant was 

asked to sign the consent form, stating they approved voluntary participation and the 

recording of interviews. The research identifies that the name of the interviewee or the 

organization is not what is essential for this research to be successful. However, more the 

statements that are given within the interview will create a better understanding. The 

research followed several ethical principles of transparency, respect, consent, and 

confidentiality.   
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4. Findings 

The study participants are five male and four female HRM professionals with over 

five years of HR experience located in nine different North American organizations with a 

minimum of 500 employees. They presently play an active role in incorporation diversity, 

inclusion, and belonging initiatives within their respective organization. The participants 

were a combination of purposeful sampling and maximum variation to include as many 

organizations as possible, providing new and innovative perspectives from the North 

American HRM practices. This research aims to address a gap in studies focusing on the 

similarities and differences between HRM practices of the three North American countries 

regarding CSR. In addition, it highlights the benefits and challenges HRM professionals 

face when implementing CSR into their organization. The goal of the research is to answer 

three research questions RQ1, RQ2, and RQ3 with the data collected: 

RQ1: What current North American practices and research advances address 

diversity, inclusion, and belonging in a workplace? 

RQ2: What benefits do North American companies perceive in adopting CSR 

(diversity, inclusion, and belonging) into their organization? 

RQ3: What challenges do North American companies face when adopting CSR 

(diversity, inclusion, and belonging) into their HRM strategy? 

The data was coded and merged into five themes. The initial three themes, North 

American CSR, North American HRM and The Facet of DIBs, will be used to answer 

RQ1. The fourth theme, The Benefits of CSR-HRM, aims to answer RQ2. Theme 

five, The Challenges of CSR-HRM will answer RQ3. The themes and codes will be 

visible in the findings chapter with a bolded text.  

 

4.1 Findings RQ1  

From the five themes that emerged from the data analysis, the initial three 

themes, North American CSR, North American HRM and The Facet of DIBs, will be 

used to answer RQ1.  

 



CSR-HRM IN NORTH AMERICA 

 

47 

 

North American CSR 

North American CSR's focuses on the perceptions North American organizations 

have of incorporating CSR into their business operations. The theme had emerged from 

five codes; each code will be visible in the text.  

When asking participants why organizations would consider developing CSR into 

their primary business strategies, few responded that implementing and acknowledging 

CSR publicly resulted in the organization reaching target markets that otherwise may not 

have been accessible. Furthermore, participants suggested that specific groups of people 

will look at a company's CSR ideologies before deciding to do business with them. 

CSR has become a part of our company's business strategy by giving us an 

opportunity to reach potential customers, markets and investors (Participant E). 

Participants mentioned that CSR could be used as a marketing effort. The 

participants were aware that their company's CSR could positively or negatively affect who 

wants to be associated with the business.  

Everyone has an opinion, so the types of projects we promote and broadcast will 

either hurt or benefit us depending on who sees it and in what context they connect 

with it (Participant F).  

Although the results suggested that most male professionals were concerned with 

the economic aspect of CSR, the female participants demonstrated to be more aware of the 

philanthropic implications. Participants commented that in today's society, employee 

welfare is an essential business component.    

We do CSR because our people matter. Our business is highly dependant on the 

employees coming into work and being happy; CSR helps us to that (Participant D). 

In the same manner, participants noted that a company's CSR would result in 

positive or negative effects for the business. Additionally, how the organization views CSR 

regarding their treatment of employees will be either helpful or harmful to the company as 

a whole.   

For our company, we have been conducting business through employing in almost 

every part of the world. How we attract and retain these employees is a critical 

competitive advantage (Participant A). 

The participants noted that CSR is exceedingly correlated with how the overall 

organization is seen, known as business perception. CSR can be used as a strategic tool for 
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attention, interpretation and retention of customers through political statements, marketing 

techniques, and company values.  

There needs to be guardrails and guidelines around what is supported and what is not 

for CSR. A company should be careful about the support for activities which tear 

down versus supporting the community, i.e., racist organizations (Participant C). 

Similarly, a few participants recognized the tactic of an organization putting CSR 

on their company webpage. The tactic results in awareness to the favourable actions the 

organization has taken. Vollero et al. (2016) explain that this selective disclosure is known 

as "greenwashing", whereby an organization only makes select information accessible to 

the public to conduct the rest of their business unacceptably that society is not aware of.  

Our company puts out specific CSR plans that shows only the good in our 

organization. The information is not false, but it might be purposely misleading 

(Participant I). 

Every participant was aware of the contribution and endorsement 

that stakeholders inflict on an organization. There was a consensus that the achievement of 

an organizations objectives (CSR) relies on any individual. CSR is one area of addressing 

the expectations and requirements that those individuals expect the company to partake in. 

CSR impacts stakeholders, and for that reason, we are always careful as to what our 

business is actively taking part in, not only inside but outside as well (Participant H). 

Participants specified that stakeholders are not only individuals but can become 

governmental or country specific standards. In this way, CSR becomes a legal policy that 

businesses are required to engage and execute in their operations.  

CSR has tools in diversity, equity and inclusion for employees that collide with the 

Civil Rights Act [of 1964] in the U.S. (Participant F).  

An outlook participants disclosed was that CSR is ultimately an 

organizations responsibility. CSR is becoming more critical in society because more 

people are beginning to perceive how organizations should behave and treat others. As 

corporations grow and become more influential, they must become held accountable for 

their actions.   

I do not view CSR as a suggestion; I see it as a mandatory action that all corporations 

should participate in. Our company is international; we are involved in multiple laws, 

employees, and customs worldwide. I do not see how we could not make these areas 

better; it is part of our job (Participant B).  
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North American HRM 

The theme North American HRM was created from four identified codes and 

focuses on organizational operations that HRM execute.  

Participants were aware that HRM has multiple outcomes, which are beneficial to a 

corporation. Strong HRM practices and policies within organizational operations are 

directly correlated to the likelihood of a business succeeding.  

In the big picture, how we achieve our results is as essential as the results themselves. 

It is critical not to provide a weakness in the business (Participant A).  

That being said, HRM can impact a variety of areas. Participants indicated that it is 

possible to create actions that will have specific affects on particular sectors. Evidence of a 

leader’s commitment to diversity during the conflict resolution that is collaborative and 

creates a sense of inclusion and belonging within the organization is vital.  

HRM is an influential aspect of an organization's functions as it will affect the 

employees' behaviours and thoughts and therefore, organizational outcomes 

(Participant I). 

Another area participants mentioned that HRM has a critical role in is the formation 

of an inclusive work environment. The policies, practices and procedures that HRM 

establishes for their company will affect how employees view their workplace, and how 

employees interact with others, and reflects the company’s organizational commitment.  

HRM affects a business by creating a cohesive organizational culture through the 

onboarding process, including job description, department structure, and HRM 

procedures (Participant G). 

An organizations human capital was a component almost all participants 

highlighted in their discussions. HRM not only looks at employing the most qualified 

candidates with the knowledge, skills and abilities that are effective for organizational 

success but are also interested in keeping them and their qualities within the company for as 

long as possible.  

The value of keeping people within the company is that they are already trained and 

have developed KSAOs that become an asset in which we do not want to lose 

(Participant C). 

Participants agreed that HRM has an influential role in the 

employee's behaviour and mentality. The mission, values and goals determined by the  
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board of directors in large corporations’ must be reflected in decisions the HRM team 

members make, which fundamentally influences the organization's performance.  

Everyone else within the corporation gets a sense of the primary values through the 

ethically genuine participation of the board of directors and what they choose to have 

advertised to the rest of the workforce through the HRM department communications 

and practices (Participant E). 

On a micro-level, how individual employees regard their leadership as fair and 

equal will impact how they react to administration and accomplish tasks. Having an HRM 

team that demonstrates equal opportunities for all workforce members will transfer to 

diverse markets, lower costs, higher staff morale and greater productivity.        

A proper demonstration of strong leadership within the company will make 

employees act honest, fair and respectful toward each other inside and outside of the 

work environment. It is for that reason that we train our management teams so often 

(Participant I). 

 

The Facet of DIBs  

This theme emerged from questions and codes that focused on why diversity, 

inclusion and belonging are becoming prominent in CSR and HRM. Six codes were 

distinct, and they were put together into the theme: The Facets of DIBs.  

Generally, participants stated that the emergence of the policies and practices 

surrounding DIBs is an attempt to manage the globalization of the workforce. An aspect of 

globalization is that it increases and encourages interactions between businesses and 

individuals from all over the globe.  

A crucial part of our company is advertising and making business transactions 

through global networking actions in order for our company to succeed (Participant 

F). 

In order to remain competitive and operate on an international scale, it is critical to 

develop proper DIB strategies to be successful. Participants were able to see the results of 

these strategies once they had been integrated into their organization.  

We implemented our first diversity and inclusion initiatives around three years ago. 

Since then, we have retained and attracted employees at impressive numbers, and our 

retail profits have spiked. I believe we knew this was an important area to focus on, 

but maybe we did not understand exactly how much benefit we could have had 

(Participant G). 
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Participants specified that having DIB in their organization was simply ethical. By 

creating a management team that is performing ethically, leadership within an organization 

can direct employees by example and guide them in making decisions that are beneficial to 

them as individuals and the organization as a whole. By incorporating a strong DIB policy, 

the company can attract and retain talented workers to maintain the company's reputation. 

Our recent survey showed that 60% of our employees are attempting to hide a part of 

their identity to "fit in". This is why the performance of our employees can get to be 

so low; if they are not their true selves, how can we expect them to work at a total 

capacity (Participant I).  

Besides the inner functions of ethics within the organization, the outer context of 

industry competitors is equally influential. A few participants have made the connection 

between how ethics can be determined through external pressures. As demonstrated by the 

2020 Black Lives Matter movement, changes and developments worldwide affect 

businesses and how they must respond to them.  

We have been lucky, and our diversity has happened organically, but it is time for us 

to get intentional through strategic efforts about attracting and retaining a diverse 

workforce (Participant C).  

Participants agreed that creating DIBs policies and practices from a CSR-HRM 

standpoint will be advantageous for the company. Not only does it allow for a higher talent 

pool and employee engagement, it contributes to collaborative innovation, performance and 

perspectives that sets an organization apart from another.  

Diversity acknowledges individual uniqueness; inclusion leverages the different 

dimensions and provides support; belonging is knowing your voice is heard. It is a 

competitive advantage to have all three functions together, efficiently (Participant A). 

Organizations have begun to take a stance towards improving human welfare, 

commonly referred to as philanthropic actions by participants. Philanthropy refers to acts 

or good deeds that help others or society as a whole. Participants indicated a correlation 

between social improvements and the companies' economic benefits.  

By contributing to efforts outside of our area of operations, employees are less likely 

to face discrimination, increasing their ability to be employed [and], resulting in them 

contributing to the economy. We increased the hourly wages of our workforce; we 

see the economic growth benefits that occur across all businesses in our community 

once this occurs (Participant E). 
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Participants noted that philanthropy is now considered more than simple charitable 

donations. Corporations have begun to rethink their primary role in society, how they 

contribute, and the strategies they could be taking. It is deemed as unrealized potential that 

organizational success depends heavily on the areas in which they operate.  

Today's industry competitiveness is determined by a company's ability to employ 

labour, money, and natural resources efficiently to generate high-quality goods and 

services (Participant H).   

Another critical area that multiple participants mentioned is that establishing DIBs 

within the organization has derived from their set of company values. The company’s 

principles guide the workforce to be together as a team and drive the business towards 

specific goals.  

Creating a welcoming, inclusive company has always been a part of our mission. An 

area where we have added in our principles is diversity and it is essential to state this, 

transfer it to our workforce and practice the beliefs in our operations (Participant D). 

Similarly, to Participant B, most participants mentioned that developing CSR-HRM 

was becoming prevalent due to the awareness of the benefits and necessity for changes in 

business operations. Although not every company has begun to take these steps, those have 

seen the urgency behind these transformations.  

We have always known that CSR exists and that many businesses are partaking in 

part of their strategies. Mexican companies are slowly developing it into their policies 

over time, but it has not significantly affected this country compared to Canada and 

the U.S.(Participant B). 

Summary 

For research question one, the three themes, North American CSR, North 

American HRM and The Facets of DIBs, were used to examine the current HRM 

procedures for CSR that have been implemented in North American organizations. In 

general, participants were knowledgeable about the underlying relationship between CSR 

and HRM. It is evident that the extent of a company’s practices and policies is country 

dependant. 
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4.2 Findings RQ2 

To answer RQ2, four codes from the theme The Benefits of CSR-HRM will be 

discussed, on how HRM professionals believe incorporating CSR into their practices will 

be beneficial to the organization.  

 

The Benefits of CSR-HRM 

Almost every participant stated that the CSR-HRM developments affect 

the inclusive environment within the organization. Evidently, by incorporating 

philanthropic policies into the climate, the atmosphere will positively increase.  

Inclusion is integrated into the culture we inspire to have. Our core values, 

expectations, behavioural skills, looking after each other, treating people with respect, 

etc. (Participant A).  

The objective of an inclusive environment is for diverse individuals to feel welcome 

and be accepted as who they are, without compromise. The compelling outcome is that it 

develops a sense of belonging in individuals, which causes increased worker commitment 

to and identification with the company, and thus, organizational success.  

Based on our employee survey, we found that when individuals feel like they belong 

within the company, they are eight times more likely to look forward to going to 

work, seven times more likely to take pride in their work and five times more likely 

to stay longer within the company (Participant D). 

Notably, participants stated that the benefits of the CSR-HRM practices could be 

seen on micro and macro levels. Apart from the fact that CSR application affects the 

organizational environment, there is also an opportunity to purposely target specific HRM 

areas, such as employee’ job satisfaction.  

Job satisfaction can be achieved through many different HRM policies and practices. 

The goal to motivate individuals can be done through responsibility, promotion, 

achievement, and through a “DIB” standpoint recognition and respect (Participant H). 

The increase in efficiency and effectiveness amongst the workforce is a reason to 

have CSR a part of HRM practices. Participants spoke on the savings to their reports once 

CSR has been a part of the organization through absenteeism, turnover and commitment.  

Based solely on our hourly workforce, losing an employee can cost us roughly 

$32,000MXN per turnover, and an unscheduled absenteeism per year is around 
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$60,000MXN for each employee. We see a significant reduction in those numbers 

through inclusion and belonging leadership practices (Participant G). 

Participants emphasized that having a strong CSR foundation within an 

organization increases public relations through the company's image. There is becoming a 

progressive tendency for members of society to conduct business, purchase goods or have a 

legitimate perception towards businesses that enforce CSR.  

Organizations have to fulfill their CSR components demonstrated in their branding 

strategies. This is critical for the rewards of customer loyalty and a positive image 

will not transpire if a company does not follow through with what they have stated 

they would accomplish (Participant E). 

Another benefit participants disclosed for adopting CSR into their operations is for 

the survival of the organization. In today's markets and economy, new and emerging 

competitors appear that require older businesses to develop strategies that will help them 

withstand and thrive.   

Customers are looking at who companies are at the core, how they impact their 

environment, their communities and their employees. With today's economic and 

political climate, CSR is not an area to overlook anymore (Participant F). 

In addition to this, participants spoke on business growth as a means of durability 

through innovation. Even though profitability is critical for an organization's success, 

growth is equally important for long-term survival. Searching for channels of innovation, 

selecting the best alternatives, adopting them, and reaping the advantages of 

implementation allows the organization to decrease costs, enhance efficiency, and 

eventually increase profitability. 

Diversity, inclusion and belonging are a part of our business innovation process. 

Innovation grows our business in order to possess an advantage that will boost profits 

and stay ahead of changing markets (Participant I). 

Summary 

For research question two, the theme The Benefits of CSR-HRM was used to 

answer the question: were the participants able to analyze how adopting CSR would be 

beneficial for their organization? The answers were used to interpret how HRM 

professionals in North American organizations view the benefits of CSR implementation. 

Additionally, the advantages of utilizing CSR on an HRM level will influence and affect 

the workforce on macro and micro levels as well as outside perceptions.  
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4.3 Findings RQ3 

Three codes were put together into the theme The Challenges of CSR-HRM. 

There is no inconsistency between implementing CSR within the organization and having 

HRM be a part of the vision. 

 

The Challenges of CSR-HRM 

Participants mentioned that the lack of support is a possible explanation for the 

CSR-HRM relation challenges. A handful of organizations have not actively attempted to 

address the topic of CSR in every aspect of the organization.  

The critical challenge is to have all employees adopt the practices included in DIB 

and change their biases (Participant D). 

All three participants from Mexico criticized the shortcoming of the Mexican 

government in encouraging CSR operations. The HRM professionals noted that developing 

practices and policies can become laborious since there is no legislative framework to 

consider.   

It is challenging for us to be consistent with our CSR and combine that with our 

HRM department. We retrieved most of our information on what we should be doing 

and how we should be doing it through secondary sources and we do not have the 

backing from our superiors or government policies, so plans tend to get overlooked or 

pushed to the side when other situations arise (Participant B). 

A few participants specified that a troublesome component of CSR-HRM relation is 

that most professionals are not specifically trained to handle CSR changes. 

The HRM department requires constant evaluation and revisions to ensure that the 

corporation maintains a competitive edge.  

Creating an inclusive environment, connections, awareness, understanding, and 

putting them all into one place is not as easy as it sounds. The HRM department is 

constantly discussing changes and retouches so that nothing gets unnoticed and we do 

not fall short in any area (Participant A). 

Additionally, another set of participants noted that the department might not be 

regarded as a critical area within the organization. Without receiving the resources, 

platform and recognition, CSR initiatives will likely fall short.  
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Admittedly, our HRM department is not as strong and regarded as highly as I would 

like. Our board members and other departments do not always see the value we can 

bring to the organization’s success (Participant G). 

A final possible explanation for the CSR-HRM relation challenges is the 

remaining knowledge gap on how to integrate the procedures into daily operations 

effectively. Although there is an escalating number of research and businesses attempting 

to address this problem, there is still a great deal of legwork to achieve.  

I think the main challenge is not knowing the proper strategies that we should be 

taking part in. We think we know how to combine CSR and HRM to be effective, but 

there could be other methods we have yet to discover (Participant F). 

Summary 

 For research question three, the theme The Challenges of CSR-HRM was used to 

understand the conflicts and struggles CSR may transmit to organizational processes. These 

challenges are identified and used to determine how HRM professionals in North American 

organizations implement CSR. Furthermore, changes in CSR practices are too rapid for 

research to identify how to best implement CSR on an HRM level. The discussion chapter 

will go over these findings in-depth. 
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5. Discussion 

This section discusses the qualitative data presented in Findings Chapter 4, given the 

aim of the research to examine the positions and strategies of diversity, inclusion and 

belonging in HRM practices within North American companies and the effectiveness of 

their CSR.  This chapter contains interpretations on this study’s findings, integrating 

previously stated literature in Theoretical Review Chapter 2 to provide new insights into 

the CSR-HRM relation. It is structured to address each research question individually.  

 

5.1 Discussion RQ1 

RQ1: What current North American practices and research advances address 

diversity, inclusion, and belonging in a workplace? 

The findings from the first theme, North American CSR, showed that participants 

had contrasting viewpoints on the importance of CSR concerning their corporation. USA 

professionals generally focused on CSR as a marketing effort used to access and acquire 

specific groups. The participants were aware that their CSR could positively or negatively 

affect who wants to be associated with the business. In addition, every participant 

acknowledged the contribution and endorsement that stakeholders inflict on an 

organization.  

The Concentric Circles Model of CSR highlights that society’s view of CSR can 

impact business proceedings and is relevant and critical for organizational success 

(Logsdon & Wood, 2002). Addressing the Concentric Circles Model of CSR within each 

North American country can appropriately incorporate CSR practices and ideologies on a 

regional specific scale.  

It is apparent from this study’s results that Canadian CSR strategies are the most 

effective at incorporating the Concentric Circles Model of CSR in North America. Canada 

follows the outer to inward circles model, demonstrating the control society can pose over 

business proceedings. The country's multicultural collaboration and equal rights diversity 

are far more inclusive than the other two North American countries. In Canada, CSR is 

implemented at micro and macro levels, it is actively endorsed, taking into account all 
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stakeholders and is synchronously ethically secure. The Canadian government pro-actively 

addresses the four elements in their CSR policies.   

Although the USA has incorporated CSR in most of its businesses, its perspective 

on CSR is still limited to gaining strategic alliances and private profit gains. The USA has 

adopted CSR policies in the economic, legal and ethical frameworks on a governmental 

level. However, it does not integrate CSR in its philanthropic decisions. The lack of 

philanthropy is relevant as it demonstrates why significant corporations in the U.S. may not 

be conducting or speaking on social improvements for the welfare of others instead of 

themselves, individually. However, the USA demonstrates that an organizations mission 

statement and values contribute to autonomous actions by the corporations. Therefore, the 

USA government does not address the philanthropic circle from the Concentric Circles 

Model of CSR into their developments; yet, it is clear that corporations see its importance 

and are incorporating the actions in their actions.  

Mexican CSR strategies are poorly defined in comparison to the U.S. and Canada.  

The Mexican constitution does not have an active role developing CSR polices that lack 

trust, generate problems with stakeholders, receive little to no societal benefit, and lack 

transparency by not having pre-existing policies or frameworks provided by the state. 

Despite the lack of contribution, the Mexican government claims that large corporations in 

the private sector have gained control over their CSR (Arena et al., 2020). Corporations do 

not use CSR as a part of their global strategy, but simply as an optional method to add 

value to the organization through management via charity or employee welfare methods. 

The outlook of CSR adding value or employee welfare highlights the economic and 

philanthropic circles from the Concentric Circles Model of CSR. The Mexican government 

needs to play a more active role in developing CSR policies, in order to stimulate the 

incorporation of CSR practices into Mexican organizations. 

The theme HRM in North America revealed that participants collectively 

acknowledged the benefits HRM contributes to multiple areas within a corporation. In 

addition, the belief is that strong HRM practices and policies are directly linked to the 

business’s likelihood to succeed. The top executives in large corporations will 

fundamentally influence the organization's performance as these are reflected in the 

decisions made by HRM team members. Similarly, the policies and practices established by 
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a company affect how employees view their workplace and how employees interact with 

others and exhibit organizational commitment. Therefore, it is evident why the human 

capital within the organization is a component almost all participants highlighted in their 

interviews.  

The Warwick Model incorporates five areas within an organization and how HRM 

affects their strategic advancements (Hendry & Pettigrew, 1992). The model is an effective 

tool to analyze the strengths and weaknesses of each North American countries HRM 

methods. 

Based on this study’s results, Canadian HRM strategies are an essential part of 

organizational success. The five elements of the Warwick Model can be seen through 

Canada's HRM, although the alignment amongst the elements may be unclear. Canadian 

organizations incorporate their stakeholder values, employee life cycle, management roles, 

company culture, and macro influences within their HRM strategies. The problem that 

arises is defining how the five elements simultaneously work together. HRM in Canada 

focuses on how society views their employee welfare and less on how their goals and 

visions align with employees' satisfaction.  

Compared to the other North American countries, large corporations in the USA 

have been developed to address and implement HRM to set them up for organizational 

success. These corporations have deemed HRM a necessary strength in their operations and 

advanced them to the point where they contribute to all areas within the organization. It is 

evident how the USA views HRM as a strategic alliance in every area: product-markets, 

employee reward systems, strong HRM output, a sense of organization community, and 

placement amongst economic competitors. Their main weaknesses come from their 

employee’s perception of their HRM superiors and how to translate it into the workforce 

environment. 

HRM professionals are considered to be underdeveloped for large corporations in 

Mexico and lack the consideration required to impact corporate contributions. Similarly, to 

Mexican CSR, HRM in Mexican corporations focuses on employee relations and company 

culture. Notably, these areas are still not exceeding the level the other two North American 

countries produce. Although Mexican organizations value stakeholder input, the connection 

between HRM, stakeholders and economic growth is not perceived to be strategically 
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interconnected. In summary, Mexico's HRM departments are less effective and less 

efficient than Canada or the USA. 

The findings for the theme The Facets of DIBS showed that the emergence of 

policies and practices surrounding DIBs is an attempt to manage the globalization of the 

workforce, remain competitive and operate on an international scale. Incorporating DIBs 

within company policies provides the opportunity to attract and retain talent and to promote 

the company's reputation. Participants agreed that creating DIB policies and practices from 

a CSR-HRM standpoint will benefit the company. Most participants mentioned that 

developing CSR-HRM was becoming prevalent due to the awareness of the benefit of their 

company values and the necessity for changes in business operations.  

Five operations arise by utilizing innovation methods that pertain to the CSR-HRM 

DIB strategies North American corporations are advancing; (1) goals to business outcomes, 

(2) creating efficient advantages, (3) stakeholder values, (4) measuring goals, (5) inclusive 

workplace culture. These highlight CSR-HRM initiatives that correlate with what the 

business produces, its goals and its role to society. Once this is achieved, the CSR-HRM 

impact is vital to the organization and is not deemed "greenwashing". By creating CSR 

initiatives within a company’s most vital assets, the HRM workforce, employees 

understand and acknowledge the importance of the strategies and management gains 

approval. A company’s vital assets refers to the impact internal and external stakeholders 

provide feedback on the company and how the CSR initiative will subsequently impact 

them. In addition, it allows organizations to take accountability for their actions and 

stakeholders. The fifth operation, arguably the most important for this study is creating a 

positive, inclusive workplace culture. It facilitates the integration of diversity, inclusion and 

belonging in operations. Organizations that value these three areas create a progressive 

environment that attracts top talent and allows all employees to thrive; thus, employees 

remain committed to their company. Positive company cultures allow employees to impact 

their families, communities and societies, making CSR-HRM a more sought-after function 

to many businesses.  
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5.2 Discussion RQ2 

RQ2: What benefits do North American companies perceive in adopting CSR 

(diversity, inclusion, and belonging) into their organization?  

Looking at The Benefits of CSR-HRM theme, participants highlight that CSR-

HRM developments affect the inclusive environment within the organization. The 

compelling outcome is that it develops a sense of belonging in individuals, which causes 

increased worker commitment and a positive identification with the company. The CSR-

HRM Co-Creation Model identifies potential outcomes of HRM practices as CSR 

ideologies. The CSR Inspiration and Strategy Setting component and the role of HRM 

create awareness of CSR through the environment, culture, and employees. Educating the 

workforce on general CSR knowledge through HRM practices is demonstrated to have 

positive outcomes that can be easily recognized through employee engagement surveys and 

turnover rates (Hatch & Schultz, 2010).  

A separate component of the CSR-HRM Co-Creation Model, evaluates the 

improvements and further actions of CSR-HRM innovation. Searching for possibilities and 

channels for innovation and adopting the best alternatives allows the organization to 

decrease costs, enhance efficiency and eventually increase profitability. The improvements 

in CSR-HRM will be demonstrated through the benefits of implementing strategies that 

result in a competitive advantage over other businesses.  

The increase in efficiency and effectiveness amongst the workforce benefits from 

having CSR integrated into HRM practices. Apart from the fact that the application of  

CSR affects the organizational environment as a totality, there is also an opportunity to 

target specific HRM areas purposely. Employee approval of CSR is essential to aid 

operations, but additionally increases job satisfaction and attitudes. It is argued that 

employees are the most critical stakeholder group as they are regularly involved in the 

operations and have unmeasurable resources and knowledge that will be the prime deminer 

for organizational success. Organizations that institutionalized HRM strategies regarding 

CSR will increase all members' knowledge, skills, and abilities leading to beneficial 

impressions from outer society. Although Shen & Zhang (2017) stated that there is an 

indirect correlation between organizational CSR and how the employee reacts to it, the 
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findings of this study indicate that the correlation is to a high degree prominent, recognized, 

and intentionally direct to specific areas.  

5.3 Discussion RQ3  

RQ3: What challenges do North American companies face when adopting CSR 

(diversity, inclusion, and belonging) into their HRM strategy?  

The theme The Challenges of CSR-HRM revealed that the topic of CSR is not 

actively addressed in multiple areas within the participant's organizations. The Mexican 

government is disengaged in providing a framework or attempting to address CSR policies, 

causing uncertainty amongst corporations on proper CSR implementation. Governmental 

disengagement is demonstrated through institutional theory, the impact the outer social 

environment has on an organization's structure. By the Mexican government not providing 

adequate CSR policies, Mexican companies are not required to address CSR internally.  

For a corporation to maintain a competitive edge, HRM departments are in constant 

revaluations. However, due to the rapid changes occurring concerning CSR, professionals 

are struggling with education and keeping up to date. The inclusion model (Herrera, 2015) 

attempts to address the ever-changing world of globalization and the employees' 

experiences within the workforce. An inclusive climate incorporates actions, policies, and 

practices that provide equal and fair treatment for all group members that would not have 

equal opportunities and ignore stigmatization. In addition, the model proposes that once 

leadership demonstrates respectful and fair treatment to individuals with diverse 

characteristics, the group members will follow by example. Although HRM departments 

recognize challenges regarding CSR, the inclusion model is an effective tool to manage the 

constant advancements. 

HRM strategies on CSR are contingent on the scope and structure of the 

organization’s ideologies. On account of the contingency, it is necessary to address HRM's 

overall effect on CSR proceedings within the company. From the participant's perspective, 

creating internal CSR strategies is more significant than external ones based on the 

resultant effect on the organization. In addition, CSR initiatives that required HRM as a 

strategic partner involves employee participation or support. HRM looking at CSR 
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initiatives such as diversity, inclusion, and belonging will be more successful since this 

involvement is within the organization. 
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6. Conclusion 

Organizations in North America understand the importance of adopting CSR-HRM 

into their operations but are not doing so in a cohesive manner. CSR has to be better 

understood by members of the workforce, stakeholders and governmental officials, as they 

create external pressure on the companies. Notably, CSR is becoming a formal part of 

many corporations' business strategies in the last ten years. All four business sectors have 

methods for implementing actions, measuring profits and progressions connected to 

sustainability and CSR. Despite this, the relation between CSR and HRM is still 

underdeveloped. Although most participants in this study focus more on the benefits of 

adopting CSR than the challenges, it appears that the challenges concern their department. 

From the results obtained this study, it could be said that North American companies are 

facing the challenges of creating a practical CSR-HRM framework that can be 

demonstrated as a strong business strategy. However, HRM professionals believe that they 

are developing and utilizing, to their best knowledge, appropriate CSR-HRM strategies that 

will have an overall impact on the corporation’s success. For these companies, the question 

is whether CSR should be a part of the HRM strategies, but what manner will achieve the 

best results.  

With the data collected, the proposed research questions can be answered as 

follows. 

 

RQ1: What current North American practices, ideologies and research advances 

address diversity, inclusion, and belonging in a workplace?  

The data revealed that CSR is exceedingly correlated with the perception of the 

business. In general, participants stated that the emergence of official policies and practices 

surrounding DIBs is an attempt to manage the globalization of the workforce to increase 

connections between businesses and individuals from all over the globe. Moreover, CSR-

HRM not only looks at employing the most qualified candidates with the knowledge, skills 

and abilities that are effective for organizational success but are also interested in keeping 

them and their qualities within the company for as long as possible. CSR is becoming more 

critical in society because more people are beginning to perceive how organizations behave 
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and treat others. As corporations grow and become more influential, they must be held 

accountable for their actions.   

 

RQ2: What benefits do North American companies perceive in adopting CSR 

(diversity, inclusion, and belonging) into their organization?  

The study results revealed that HRM professionals believe incorporating CSR into 

their practices will be beneficial for the organization through micro and macro levels. 

Additionally, the increase in efficiency and effectiveness amongst the workforce is a 

significant reason to incorporate CSR into HRM practices. 

 

RQ3: What challenges do  North American companies face when adopting CSR 

(diversity, inclusion, and belonging) into their HRM strategy?  

The research found no inconsistency between implementing CSR within the 

organization and having HRM be a part of the vision amongst the North American 

countries. Furthermore, a troublesome component to the CSR-HRM relation is that most 

professionals are not specifically trained to handle the CSR changes. In addition, HRM 

departments may not be regarded as a critical area within the organization. 

 

6. 1 Propositions 

Six propositions are provided for organizations to implement effective CSR-HRM 

strategies of diversity, inclusion and belonging, and be more cohesive in practices and 

policies between the North American countries. 

P1: Expand the company’s definition of CSR to reach more innovative motivations. 

P2: Develop research and advantages in diversity, inclusion and belonging that align 

with the Canadian core competencies. 

P3: Implement a reporting framework that connects HRM efforts to strategic CSR 

ideologies for feasible measurements of the value (through the return of investments) 

to recognize when CSR-HRM efforts affect the company’s performance. 
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P4: Intertwine CSR-HRM programs to connect with USA employees through their 

personal values.   

P5: Increase efforts to be flexible with the CSR-HRM social impact plans of 

diversity, inclusion and belonging to respond to current events and social movements. 

P6: To establish law binding CSR schemes within the Mexican government to 

operate economically, socially, and environmentally sustainable manner. 

 

6. 2 Limitations, Academic Contributions, and Future Research  

The primary limitation to the research was an inexperienced researcher in 

qualitative research. Additionally, the sensitivity of the subject matter. Therefore, it was 

challenging to engage with participants to discuss and disclose information; the researcher 

must follow an appropriate and professional interviewing process. The questions remained 

open-ended and uninfluenced to allow participants to share information at their discretion. 

The interviews were conducted through the teleconferencing platform Zoom, which might 

affect the objectivity of the research and how it was conducted. Furthermore, the sample 

size for the research was considerably small. Although theoretical saturation has been 

achieved, larger sample size may provide further information on new and innovative 

perspectives.  

This study adds to CSR-HRM research in North American and provides a bridge to 

further studies. The present works offer a general view on CSR and HRM in North 

American, focusing the importance and knowledge on diversity, inclusion and belonging 

strategies, from which further studies can develop. The business world is changing rapidly, 

and areas of study related to the business are in constant revisions. The information of what 

is being done in North American countries can be utilized to find similarities and 

differences to other countries not previously studied in this research. In addition, although 

focusing on large corporations; all companies, regardless of the size of the workforce, 

should adopt CSR into their HRM departments. The observations made in this research 

might be the source of inspiration for organizations in North American to regard the 

importance of CSR-HRM and change their tactics to compare to the other countries or 

regions.   
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Future research could investigate a larger sample size and focus on small or 

medium-sized companies. More focus should be placed on developmental opportunities of 

diversity, inclusion and belonging within the organization to discover if there are additional 

challenges for those specific CSR-HRM strategies in North America. Moreover, research 

outside of the three North American countries could be conducted to compare more 

practices, policies and ideologies around the globe. 
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Appendix A 
Appendix A provides an introduction letter to participants.  

Hello, I am Maggie MacFarlane, a Master's student from Reykjavik University. I am 

messaging you because I am conducting a study to fulfill the requirement for my MSc in 

Human Resources and Organizational Psychology degree. I am researching North 

American Human Resource departments in multiple organization's practices on diversity, 

inclusion, and belonging in the Corporate Social Responsibility (CSR) framework. The 

research goal is to explain what North American companies may lack regarding diversity, 

inclusion, and belonging of CSR and possible implementations. To do this, I need to gain 

insight from HRM professionals, such as yourself. I am interested in conducting a fully 

confidential, ten-question, 30-minute interview with you. The interviews will be scheduled 

to begin on May 3rd, at your earliest convenience. Excerpts from the interview may be 

included in the final thesis report.  However, under no circumstances will your name, the 

name of the organization you are employed, or identifying characteristics appear in these 

writings.  

 

I have attached an interview consent form with more information regarding myself, the 

study's objectives, my advisors, and what is expected. In addition to this, I have attached 

the ten interview questions for full transparency.  

 

I would be grateful if you would sign the interview consent form to show that you are 

willing to participate in the research. Please return it by email to me at maggiem20@ru.is, 

with your name and a date/time for an interview that best suits you. An electronic signature 

is acceptable. 

 

Thank you for taking the time to read this message, and I hope to hear from you soon. 

 

Maggie MacFarlane 

  

mailto:maggiem20@ru.is


CSR-HRM IN NORTH AMERICA 

 

82 

 

Appendix B 
Appendix B provides the ten interview questions.  

1. How would you define a Human Resource department that is Socially Responsible?  

2. Based on your country, what are the necessary components for a business to be 

considered socially responsible?  

3. Why is CSR an important factor of the company’s HRM strategies? 

4. What are the benefits for the company to adopt DIBs CSR in their HRM strategy?  

5. What are the challenges for the company to adopt DIBs CSR in their HRM 

strategy?  

6. Does the HRM department follow any particular reference(s) for implementing 

CSR?  

7. What is the companies HRM strategies for;  

a) Diversity?  

b) Inclusion?  

c) Belonging? 

8. How does diversity, inclusion and belonging intertwine in the HRM strategies?  

9. How does the HRM department measure the successful results of their strategies 

used for diversity, inclusion and belonging of employees?  

10. What is the next goal for the HRM department in regards to incorporated diversity, 

inclusion and belonging in their operations?  

DIBs= diversity, inclusion, belonging 
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Appendix C 
Appendix C provides an example of interview questions and answers that were converted 

into codes and themes. 

Question Answer Code Theme 

Q2: Based 

on your 

country, 

what are the 

necessary 

components 

for a 

business to 

be 

considered 

socially 

responsible? 

There needs to be guardrails and 

guidelines around what is 

supported and what is not for 

CSR. In my opinion, a company 

should be careful about the 

support for religion and politics 

and other activities which tear 

down versus supporting the 

community, i.e., racist 

organizations. (Participant C). 

 

Business 

Perception 

North American 

CSR  

Q5: What 

are the 

challenges 

for the 

company to 

adopt DIBs 

CSR in 

their HRM 

strategy?  

 

It is challenging for us to be 

consistent with our CSR and 

combine that with our HRM 

department. We retrieved most 

of our information on what we 

should be doing and how we 

should be doing it through 

secondary sources, such as 

articles or looking at our 

competition CSR reports. 

Although that is helpful to 

gather ideas from, we do not 

have the backing from our 

superiors or government 

policies, so plans tend to get 

overlooked or pushed to the side 

when other situations arise 

(Participant B). 

Support The Challenges of 

CSR-HRM 
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Appendix D  
Appendix D provides interview consent form.  

To:  Potential Interview Participant  

From: Margaret (Maggie) MacFarlane 

Subject:  Informed Consent to Participate in Study 

Date: ________________________ 

My name is Maggie MacFarlane, and I am an international Master's student from Canada at 

Reykjavik University in Iceland. I am researching North American Human Resource (HR) 

departments' overview in multiple organization's practices on diversity, inclusion, and 

belonging in the Corporate Social Responsibility (CSR) framework. I am particularly 

interested in these main areas: 

1. What are the current North American practices and research advances in diversity, 

inclusion, and belonging in a workplace?  

2. What benefits do North American companies perceive in adopting CSR (focusing on 

diversity, inclusion, and belonging)? 

3. What challenges do North American companies face when adopting CSR (diversity, 

inclusion, and belonging) into their HRM strategy? 

The research's long-term goal is to explain what North American companies may lack 

regarding diversity, inclusion, and belonging of CSR and possible implementations. 

Although many companies provide a CSR framework for diversity and inclusion, belonging 

(DIBs) is becoming the new current buzzword. The study's objective is to provide a 

comprehensive review of the literature and gain insight from HRM professionals. Notably, 

the study has the following sub-objectives:   

1. To provide a comprehensive review of the literature found regarding HRM, CSR, 

diversity, inclusion, and belonging, and how the three intertwine  

2. To interpret and explain the benefits and challenges that North American companies 

face when adopting CSR into their HRM strategies  

3. To propose further HRM and CSR relations in diversity, inclusion, and belonging.  

The results of this study will be valuable to HRM professionals and CSR stakeholders in 

developing better strategies and plans for diversity, inclusion, and belonging within their 

organization. 
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This study is being conducted to fulfill requirements for my MSc in Human Resources and 

Organizational Psychology degree in the Department of Business Administration at the 

graduate school of Reykjavik University in Reykjavik, Iceland.  

The Director of Master's Programmes in Reykjavik University's Business Department is Dr. 

Stefan Wendt. He can be contacted at (354) 599-6346, and his email address is 

stefanwendtru.is.  The academic advisor of this thesis is Dr. Kjartan Sigurðsson. He can be 

reached at kjartansig@ru.is for further questions or concerns about the project/research.  

Thank you for your willingness to participate in the interview. Your participation is 

voluntary.  You do not have to answer any questions you do not want to answer.  If you do 

not wish to continue with the interview at any time, you may decline. Your time and 

involvement are profoundly appreciated. The entire interview will take approximately 30 

minutes. To maintain your words' essence for the research, I will record the information. You 

may request to see or hear the information I collect at any time. I will call you within three 

days to set up a convenient time for the interview. The interviews will be scheduled to begin 

on May 3rd, at your earliest convenience.  

The interview will be tape-recorded, and the interviewer will take notes, both required for 

data analysis. The interviewer will transcribe the tape and keep it confidential in a password-

protected computer. All individual identification will be removed from the hard copy of the 

transcript. Participant identity and confidentiality will be concealed using coding procedures. 

Excerpts from the interview may be included in the final thesis report.  However, under no 

circumstances will your name, the name of the organization you are employed, or identifying 

characteristics appear in these writings.  

I would be grateful if you would sign this form on the line below to show that you have read 

and agree with the contents. Please return it by email to me at maggiem20@ru.is. An 

electronic signature is acceptable.  

 

                       _________________________________________________ 

    Your electronic signature above  

Sincerely,  

Margaret Elizabeth MacFarlane 

Reykjavik University 
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