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Abstract: Despite the relevance of human resources in the management of Corporate Social
Responsibility (CSR), confusion and theoretical chaos are still evident in the area. This manuscript
provides a systematic review of the link between CSR and Human Resource Management (HRM),
stressing the main topics along with the evolution and tendencies founded in this field. SciMAT was
used to conduct a conceptual science mapping analysis based on co-word bibliographic networks.
From 2006 to 2019, 194 documents were retrieved from the Web of Science. Considering the last
period (2017–2019), the motor themes (those which are well-developed and relevant for the structure
of the research field) were environmental management (including green HRM), sustainable HRM and
pro-environmental behaviour. Socially responsible HRM (SR-HRM) was a basic theme (important,
although not developed). Perceived organisational support was a specialised theme (well-developed,
although less important), and employee commitment was an emerging theme (both weakly developed
and marginal). In addition, a review of the measurement tools used in the main topics extracted from
the previous analysis was carried out. Our analysis will help inform researchers and practitioners on
the future of CSR and HRM and the previous efforts in the creation of measurement instruments.

Keywords: CSR; human resource management; socially responsible human resource management;
green human resource management; environmental management; sustainable human resource
management; pro-environmental behaviour; SciMAT; bibliometrics

1. Introduction

The concept of Corporate Social Responsibility (CSR) has been tackled extensively in the literature,
and it has generated a large number of academic publications, although it is also a subject of interest
for companies. The European Commission [1] defined CSR as the process through which the social,
environmental, ethical and human concerns of interest groups are integrated into business activities.
These activities aim to maximize the creative value of these interest groups, as well as to identify,
prevent or mitigate the negative influence of organisational actions on the environment [2].

However, despite the importance of the subject, widespread controversy, confusion and theoretical
chaos are still evident as a consequence of the evolution of such a complex dynamic concept. So
far, the CSR literature is inconsistent and lacks practical maturity [3,4], and one of the most relevant
challenges involves the measurement of CSR, specifically from a human resource management
(HRM) perspective.

Although recent efforts have been made to define and specify the particular activities included by
the socially responsible HRM (SR-HRM) [2,4–6] label, there is still a need to improve the understanding
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of this discipline by founding instruments that effectively allow its evaluation and comparison in a
systematic way [7], avoiding confusion with other topics.

This paper aims, firstly, to address the lack of structured analyses of the link between CSR and
HRM in the literature and, secondly, to highlight motor and transversal themes, proposing emerging
topics that are relevant for future research in the field. In that sense, this bibliometric research
methodology provides a systematic review of the CSR-HRM field and contributes to the literature
by identifying the most promising themes in this area, its evolution and its tendencies over time.
Therefore, this paper poses two research questions: (1) what are the key topics that have been studied
in the literature that link CSR and HRM and how have these research themes evolved; and (2) what are
the main metrics used to capture this link? Consequently, this paper contributes to the literature by
supplying a thorough and complete review of the work done regarding the instruments for measuring
the different concepts related to CSR and HRM.

The paper is structured as follows: after this introduction, the next section provides an overview
of the literature on the link between CSR and HRM; the third section explains the methodological
approach used to analyse the field, bibliometrics and science mapping; the fourth section analyses the
findings; finally, discussion and conclusions are presented.

2. Theoretical Section

There are many definitions of CSR and different ways of applying the concept. For the last
decades, academics, politicians and business managers have discussed the scope of this corporate
responsibility. CSR may mean different things to many people: what is understood as CSR has changed
over time; it varies with region, country and culture; it is diverse for different types of organisations;
and it is entirely in the eye of the paradigm beholder [3]. However, regardless of the different ways of
understanding the responsibility of companies, the relationship with HR management can be specified
in three ways: firstly, the company, in its strategic, tactical and operational development, impacts the
nearby environment, mainly its employees. The company must take responsibility for this impact and,
therefore, must try to know to what extent its corporate behaviour affects its workers. Secondly, each
company is responsible for its impacts on its stakeholders. In that sense, one of the most important
stakeholders is, again, the employees and, therefore, one of the first responsibilities of organisations
is that on their employees, that is, to design and develop HR practices that specifically benefit their
workers. Finally, the company’s responsibility is concretized at a strategic level in specific objectives.
These objectives can be determined in relation to the company’s stakeholders or, in broader terms,
referred to the three areas which CSR usually refers to: the economic, social and environmental areas.
To achieve these strategic objectives, HR management is a key instrument for the proper deployment
of CSR. Next, we will briefly describe each of these three forms of relationship between CSR and HRM.

2.1. The Effect of CSR Practices on Employees

CSR, regardless of its more or less strategic conception, is deployed in certain corporate practices
that aim to achieve the objectives set by the organisation. These activities are not part of the HR
strategy, although they may influence employees. Much of the research that analyses the relationship
between CSR and HRM seeks to determine the effects of these CSR practices on workers. In this type
of studies, CSR practices refer to a wide range of organisational behaviours; in particular, they refer to
environmental and philanthropic practices [8], such as environmental protection and the development
of local communities. It is not about SR-HRM practices, but about responsible practices that affect the
company’s HR. The focus is to show how these practices affect workers and whether that effect has
a result on the behaviour of the workers and, ultimately, on their performance. Therefore, in these
studies, it is usual to consider the perception of the employees toward CSR, rather than their perception
toward the practices themselves. To analyse these perceptions, different scales have been developed in
the literature, with those of Turker [9] being the most used scales.
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In addition, perceptions of CSR have been linked, firstly, to the attitudes of the employees, and then
to their behaviours. Regarding the attitudes analysed in the literature, the most common have been
worker satisfaction [10–12] and commitment to the organisation [9,12–18]. Regarding the behaviours
observed, the attention devoted in the area to the organisational citizenship behaviour (OCB) [14,19]
stands out. OCB is defined as “individual behaviour that is discretionary, not directly or explicitly
recognised by the formal reward system, and that in the aggregate promotes the effective functioning
of the organisation” ([20], p. 4). Finally, some studies have focused on linking the perception of
CSR directly or indirectly with the worker’s performance. For example, Story and Castanheira [21]
found the existence of a link between perceptions toward CSR and employee performance as rated
by supervisors.

2.2. The Organisation’s Responsibility toward Its Employees

One of the main responsibilities that a company must assume refers to its workers, as one of
the main stakeholders, reflecting its relationship with them, and not only in terms of resources to
obtain the highest performance [22]. Therefore, in response to the workers interests, the organisation
may implement a socially responsible management of HR. This term “encompasses those policies
and practices that contribute to improving the work and quality of life of employees, in accordance
with the principles of CSR” [23]. The literature on SR-HRM has grown exponentially in recent years.
However, far from having reached a consensus, there are currently different ways to determine which
HR practices can be called socially responsible. One of the most widespread approach is to analyse the
CSR or sustainability reports of companies to extract information on how CSR is managed toward
workers. However, due to the differences between reports or CSR management systems, the practices
are scarcely comparable. Another way of analysing SR-HRM is using questionnaires, arising different
scales; unfortunately, there is no agreement on which one should be used [2].

2.3. HR Management as a Tool to Achieve CSR Objectives

To achieve organisational objectives, the company must manage its resources and capabilities in
the most efficient way possible. The HR literature has demonstrated the importance of an adequate HR
management strategy for the achievement of organisational objectives [24–27]. Therefore, when the
social responsibility of the organisation is specified in economic, social and environmental objectives,
HR management should be oriented toward achieving those objectives [8].

The ISO 26000 Social Responsibility standard states that “the objective of social responsibility is to
contribute to sustainable development”. Along the same lines, the European Union “encourages the
private sector to contribute to the achievement of social and environmental objectives, thereby fostering
equitable and sustainable growth and the protection of social rights” ([28], p. 11). In that sense, sustainable
development is seen as “one that meets the needs of the present without compromising the ability of
future generations to meet their own needs” ([29], p. 23). For companies, sustainable development is
embodied in corporate sustainability, that is, “a business approach that creates long-term shareholder
value by embracing opportunities and managing risks deriving from economic, environmental and
social developments” [30]. There is increasing willingness for the largest companies to demonstrate their
commitment to corporate sustainability because of the greater global public sensitivity [31].

Therefore, HR management is one of the organisational tools to achieve those sustainability
objectives [32]. Companies have been adopting HR practices aligned with their strategic sustainability
objectives and, to the same extent, new terms have emerged in the academic field to refer to those HR
practices that aim to promote the sustainable behaviours of the organisation.

Two different HRM models related to environmental management should be differentiated, although
they have been at times used interchangeably [33]: sustainable HRM and green HRM. Sustainable HRM
is a set of HR strategies and practices to gain economic, social, and environmental objectives while
simultaneously developing human capital in the long term [34]. Thus, sustainable HRM practices “are
those practices that both enhance profit maximization for the organisation and also reduce the harm on
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employees, their families and communities” ([35], p. 104). On the other hand, green HRM “refers to
using human resources management (HRM) practices to reinforce environmental sustainable practices
and increase employee’s commitment on the issues of environmental sustainability” ([36], p. 474).
Green HRM could be considered as the HRM aspects of environmental management [37]. According to
Ren et al. [38], green HRM pays attention only to the ecological aspect of organisational activities.

3. Methods

A systematic review through a co-word and co-citation analysis was conducted. Bibliometric
methods explore the impact of a research field, a group of researchers, or a particular paper [39]. This
study used science mapping, which provides a visual representation and a longitudinal evolution of the
interrelations between scientific areas, documents or authors, reflecting its cognitive architecture [40,41].

We used SciMAT [42], which is a powerful open-source science mapping software tool. Based
on co-word bibliographic networks [43], it offers science mapping but also performance analysis
techniques which allow researchers to visualise and identify specific or general topics/themes and their
thematic evolution. Consequently, it allowed us to detect and present conceptual subdomains in the
link between CSR and HRM, as well as to track the conceptual evolution along time and the relevance
of different topics related to this field of study. SciMAT incorporates all the tools necessary to carry
out all the steps of the science mapping workflow, which helps to carry out the different steps of the
science mapping workflow.

According to Börner et al. [44] and Cobo et al. [40], a science mapping analysis follows four different
stages: data search, data refinement, network normalisation, mapping, analysis and visualisation and
performance analysis.

In the first stage, the authors have to choose the online bibliographic database which is appropriate for
the data search [45]. In our study, we used the Web of Science (WoS) database (www.webofknowledge.com),
as it is the greatest comprehensive database in the field of the social sciences literature [46] and also offers
the greatest coverage in years [47]. (see Table 1 for a summary of the journals which publish studies on
the instruments for measuring the link between CSR and HRM themes).

Table 1. WoS Journals where the link between CSR and HRM research themes is published.

Number of
Journals Journal 5-Year Impact

Factor (2018)

1 SUSTAINABILITY 2.801

2 JOURNAL OF CLEANER PRODUCTION 7.051

3 INTERNATIONAL JOURNAL OF HUMAN RESOURCE MANAGEMENT 3.457

4 CORPORATE SOCIAL RESPONSIBILITY AND ENVIRONMENTAL
MANAGEMENT 7.131

5 JOURNAL OF BUSINESS ETHICS 4.980

6 MANAGEMENT REVUE ESCI

7 ZEITSCHRIFT FUR PERSONALFORSCHUNG 0.759

8 BUSINESS STRATEGY AND THE ENVIRONMENT 7.557

9 JOURNAL OF ORGANIZATIONAL EFFECTIVENESS-PEOPLE AND
PERFORMANCE ESCI

10 ASIA-PACIFIC JOURNAL OF BUSINESS ADMINISTRATION ESCI

11 BUSINESS ETHICS-A EUROPEAN REVIEW 3.423

12 HUMAN RESOURCE MANAGEMENT 4.341

13 JOURNAL OF ORGANIZATIONAL BEHAVIOR 6.533

14 HUMAN RESOURCE MANAGEMENT REVIEW 4.704

www.webofknowledge.com
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Table 1. Cont.

Number of
Journals Journal 5-Year Impact

Factor (2018)

15 INTERNATIONAL JOURNAL OF PRODUCTIVITY AND PERFORMANCE
MANAGEMENT ESCI

Abbreviations: ESCI, Emerging Sources Citation Index; CSR, corporate social responsibility; HRM, human resource
management; WoS, Web of Science.

The search was applied on articles and reviews available on WoS about management, business,
environmental science, environmental studies, applied psychology, ethics, industrial labour and
economics. The period of the analysis was the time horizon 2006–2019 (SciMAT did not find any
research networks on instruments for measuring the link between CSR and HRM before 2006).

The keywords were the unit of analysis, allowing a longitudinal study of the CSR-HRM link. The
keywords considered in the search were selected by consulting a group of expert researchers in the
field and detecting keywords used previously in WoS articles. The final keywords are listed in Table 2.

Table 2. Keywords used to search the link between CSR and HRM in WoS.

TS = (“social* responsib* human resource* manage*” or “social* responsib* human resource* practice*” or
“sustainable human resource* manage*” or “sustainable human resource* practice*” or “green human
resource* manage*” or “green human resource* practice*” or “employee green behavio*” or “o social*
responsib* HRM” or “SR human resource* manage*” or “SR human resource* practice*” or “SR-HRM” or
“SRHRM” or “sustainable HRM” or “ green HRM” or “GHRM” or “Corporate Social Responsibility and
human resource* manage*” or “CSR and human resource* manage*” or “Corporate Social Responsibility and
HRM” or “CSR and HRM” or “Corporate Social Responsibility and human resource* practice*” or “CSR and
human resource* practice*” or “CSR and GRI” or “Corporate Social Responsibility and global reporting
initiative” or “Corporate Social Responsibility and GRI” or “CSR and global reporting initiative” or “global
reporting initiative and human resource* manage*” or “GRI and human resource* manage*” or “GRI and
HRM” or “global reporting initiative and HRM” or “global reporting initiative and human resource* practice*”
or “GRI and human resource* practice*” or “corporate social responsib* and panel of expert*”)

Typing (*) at the end of a word provides that word and all the words that share the same root.

The search protocol was applied on WoS, and the total number of publications returned from the
searches was 194 peer-reviewed articles on instruments for measuring the CSR-HRM link up to 2019,
distinguishing three different periods of time: 2006–2013; 2014–2016 and 2017–2019.

After this first step, the data were pre-processed in a second stage in order to detect duplicate and
misspelled items or any other errors. The third stage consisted in the creation and normalisation of the
network. A co-occurrence network was used, and afterward was filtered to discard non-representative
items. Then, the items were standardised using the equivalence index. A clustering algorithm was
implemented to get the map stage and the simple centre algorithm was used to obtain the science map
and its clusters [48].

Once the maps were created, the analysis stage was initiated, which allowed us to detect and
interpret the findings and connections from our data, research networks and maps. Four stages were
established in order to analyse a research field in a longitudinal framework [39]:

(1) The corresponding academic topics were identified for every period of time by conducting a
co-word analysis [49] for all the articles and reviews published in WoS in this research field,
followed by a clustering of keywords around topics/themes [48]. This protocol search allowed us
to identify highly related keyword nets and the topics that corresponded to the research problem
of significant interest.

(2) In this stage, a visual representation of the themes and relationships was provided through
two different graphical tools: strategic diagrams and thematic networks [39]. The strategic
diagram shows the clusters detected for each period and categorises them according to their
density and centrality [50]. While centrality measures the degree of interaction of a network with
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other networks and shows the importance of a theme in the development of the entire research
field, density measures the internal strength of the network, and should be understood as the
theme’s development. Taking into account both concepts, a research field can be pictured as
a set of themes. A strategic diagram could be built taking into account two dimensions and
classifying topics into four different groups accordingly (see Figure 1): motor themes (upper-right
quadrant; well-developed and important for the structure of the research field); specialised or
peripheral themes (upper-left quadrant; well-developed but not relevant for the advance of
the field); emerging or disappearing themes (lower-left quadrant; both weakly developed and
marginal); and basic or transversal themes (lower-right quadrant; important for the research
field, although not mature). The development of these themes along the considered period is
also relevant to determine whether they are emerging or disappearing. The second graphical
tool offered by SciMAT is the thematic network. A network graph represents the keywords in a
research theme and their links (see [39]). The thematic networks are labelled according to the
most central keyword in each net; we refer to a network graph as a cluster in this paper.

(3) The evolution of the field can be identified, analysing the development of the research themes over
a specified period. SciMAT offers an evolution map [39], which shows the temporal evolution of
research themes of the CSR-HRM link.

(4) This final stage allowed us to measure quantitatively and qualitatively the relative contributions
of the research topics to the entire CSR-HRM literature, identifying the most relevant sub-fields.
SciMAT builds science maps enriched with bibliometric indicators, such as number of published
documents, citations, and different types of h-index.
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4. Results

An increasing attention has been paid to the link between CSR and HRM in recent years. In the
sub-period 2017–2019, 119 articles were published on this topic, significantly higher than in other years
(2014–2016: 45 publications; or 2006–2013: 30 publications) (see Figure 2).
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field of study.

4.1. Evolution of the CSR-HRM Link Themes

Figure 3 illustrates the most important themes of the link between CSR and HRM along the
periods 2006–2013, 2014–2016 and 2107–2019. Sphere size is related to the amount of documents
associated to each research theme.
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Figure 3. Evolution map of the instruments for measuring CSR’s themes for the periods 2006–2013,
2014–2016 and 2017–2019.

The keywords differ in number and lexicography in the three sub-periods (2006–2013, 2014–2016,
and 2017–2019) (Figure 3). The CSR-HRM link’s terminology has evolved using different keywords to
describe the content of the documents. In the sub-period 2017–2019, new topics gained relevance and
appear as single research themes in the CSR-HRM link field of study (e.g., socially responsible HRM,
sustainable HRM, environmental management, pro-environmental behaviour), while other research
themes are incorporated into new related themes (e.g., green HRM, CSR). The CSR theme is included
in the sustainable HRM theme and the green HRM theme in the environmental management theme.
However, the socially responsible HRM theme gained its greatest relevance in the last sub-period, i.e.,
2017–2019. Orlitzky and Swanson [51] coined the label “socially responsible HRM” in 2006. Later,
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different studies from fields such as CSR and ethics and organisational behaviour [52] incorporated the
term SR-HRM [53].

On the other hand, research themes such as green HRM or sustainable HRM remained unchanged
over two consecutive sub-periods, i.e., 2006–2013, 2014–2016, and 2014–2016, 2017–2019, respectively.
In fact, green HRM gained special attention in 2011, when a Special Issue and its guest editors
Jackson et al. [54] aimed to develop the green HRM literature. The process by which HRM must align
its practices (such as recruiting, selection, performance evaluation and training) to environmental
management objectives was called green HRM [54,55]. With respect to sustainable HRM, this research
theme is becoming increasingly important, as reflected by seminal works [34,56,57]. Although previous
research has devoted attention to corporate sustainability, the interest on its application to HRM and
the necessary shift from short to long-term business success including not only finance aspects [58] is
more recent.

4.2. CSR-HRM Link Research Themes in Each Sub-Period

We analyse in more detail each of the sub-periods.

4.2.1. Sub-Period 2006–2013

In the sub-period 2006–2013, the motor research themes (well-developed and important for the
research field) of the link between CSR and HRM were CSR and green HRM (see Figure 4a). The CSR
theme from 2006 to 2013 was associated with the performance, commitment, turnover, sustainable
HRM, and ethics subthemes (see Figure 4b). The maintenance of current organisations does not
solely rely on financial performance, as it must also consider multiple stakeholders’ pressures to
behave in a socially responsible manner [59]. Bučiūnienė and Kazlauskaitė ([59], p. 5) added that
“organisations with better developed HRM, where HR plays a more strategic role and its performance
is more evaluated, also have more developed formal CSR policies, which in turn has a positive impact
on organisational and financial performance outcomes”. In fact, the integration of CSR and HRM
has gained relevance; for instance, Lis [60] highlighted the importance of CSR for sustainable HRM
and indicated that CSR has an impact on organisational attraction. She studied the importance of
four CSR-dimensions to job seekers through a policy-capturing design. Furthermore, Bučiūnienė and
Kazlauskaitė [59] observed the links between formal CSR policies, implementation of CSR-related HR
practices and performance outcomes, grounded on the Lithuanian data of the Cranfield Network of
International Human Resource Management (CRANET) survey. Cooke and He [8] conducted a survey
based on Carroll [61] and other CSR-related standards such as ISO 9000, as well as semi-structured
interviews, to study CSR practices in Chinese textile and apparel companies, analysing the employee
activities, environmental activities, marketplace activities, community activities, as well as company
values and role of conduct. They concluded that companies focused on the market rather than on their
employees when implementing CSR practices. Del Baldo [62] conducted a case study and highlighted
that strong management’s ethical foundations and commitment to share values and targets with their
employees, underlie the effectiveness of the corporate family responsibility’s practices. Shen and
Zhu [53] found that the impact of perceived SR-HRM is, in general, positively related to organisational
commitment. These seminal works on the relationship between CSR and HRM laid the foundations of
the SR-HRM concept that would be developed in later years.
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The green HRM theme is linked to the environmental management and organisational culture
subthemes (see Figure 4c). In fact, organisational culture has been found to be an important
antecedent and indicator of environmental management success or failure within organisations [63].
Green HRM is considered as the HRM aspects of environmental management [37]. According
to Renwick et al. [37] organisations should understand how green HRM practices affect employee
motivation to accomplish environmental activities if they want to be effective in environmental
management. These authors highlight the need to develop green abilities (through attraction, selection,
training and development practices), motivate green employees (through performance management
and compensation) and provide green opportunities (through employee involvement, empowerment
and engagement, supportive culture and union role) within organisations. Jabbour et al. [64] studied
the relationship between HRM and environmental management within 75 Brazilian companies using a
survey strategy. The outcomes stated that HRM practices “tend to statistically significantly relate to
environmental management in the analysed companies” ([64], p. 137). Wagner [65] studied the impact
of environmental training activities for job satisfaction and employee retention/recruitment through
two questionnaires implemented in 2001 and 2006. Thus, the link between HRM and environmental
management flourished in that period.

4.2.2. Sub-Period 2014–2016

In the sub-period 2014–2016, the motor themes were organisational citizenship behaviour (OCB),
green HRM, and sustainable HRM. Firm performance is a transversal or basic theme in the field of the
link between CSR and HRM. Organisational sustainability and employee engagement are emerging
themes in this field of study (see Figure 5a).
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HRM’s themes (OCB) for the period 2014–2016.

OCB covers themes such as SR-HRM, organisational identification and organisational citizenship
behaviour for the environment (OCBE), (see Figure 5b). Newman et al. [52] analysed the impact
of SR-HRM on employee OCB. Shen and Benson [66] proposed and tested a ‘meso-mediated’
moderation model that studies the mechanisms through which employee task performance and
extra-role behaviour are influenced by SR-HRM. Another theme related to the OCB research theme is
OCBE. OCBE is a promising theme that captures pro-environmental behaviours in the workplace [67].
Paillé et al. [67] stated the mediation role that OCBE plays in the relationship between sustainable HRM
and environmental performance, and that the influence of sustainable HRM on OCBE is determined by
the internal environmental concern. OCBE is assessed by the scale developed by Boiral and Paillé [68].

Sustainable HRM is another motor theme in this field of study (see Figure 5a), and involve
those strategies and practices related to the pursue of goals at different levels in the long term (social,
economic and environmental) as well as improving human capital in the long term [34]. In this
regard, it is relevant the comparative study conducted by Ehnert et al. [31], which paid attention to
sustainability among the world’s largest companies; Prins et al. [69] developed a Respect-Openness
and Continuity model for sustainable HRM and Mariappanadar [70] created and validated a scale
of health harm of work from the sustainable HRM. As previously stated, green HRM represents
another motor theme in this period. The green HRM theme was further developed along 2014–2016
with relevant articles aimed to describe the relationship between green HRM and environmental
performance [67], green HRM and green supply chain management [71] or the mediating role of green
HRM practices [72], among other studies.
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Firm performance is a basic research subtheme of the sustainable HRM theme. In this sense, Lee
and Maxfield [73] found that CSR and Global Reporting Initiative (GRI) have a positive impact on
corporate environmental performance, and financial performance. Milfelner et al. [74] analysed the
effect of social responsibility and HRM on firm performance, including growth, developmental and
financial aspects. They highlighted that the relationship between HRM and firm performance has
to be further developed in the future. In conclusion, in this subperiod, i.e., 2014–2016, the literature
related to the CSR-HRM link has increased, as observed from the raising of the research themes and
the number of documents (see Figures 2 and 5a).

4.2.3. Sub-Period 2017–2019

In the 2017–2019 sub-period, the motor themes were environmental management, sustainable
HRM and pro-environmental behaviour. SR-HRM was a basic theme (important, although not
developed). Employee commitment was an emerging theme (both weakly developed and marginal).
Perceived organisational support (POS) was a specialised theme (see Figure 6a). As most of the
publications regarding the link between CSR and HRM in this sub-period (see Figure 2), we focused
on the profound analysis of the sub-period running from 2017 to 2019, to obtain rich and insightful
results about these themes and tendencies. Moreover, the performance measures analysis (Table 3)
shows the documents, citations and h-index per theme from 2017 to 2019.
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Figure 6. (a) Strategic diagram of instruments for measuring the CSR-HRM link’s themes from
2017 to 2019. (b) Cluster’s network of the instruments for measuring CSR’s themes (Sustainable
HRM) for the period 2017–2019. (c) Cluster’s network of instruments for measuring CSR’s themes
(environmental management) for the period 2017–2019. (d) Cluster’s network of instruments for
measuring CSR’s themes (pro-environmental behaviour) for the period 2017–2019. (e) Cluster’s network
of the instruments for measuring CSR’s themes (socially responsible HRM) for the period 2017–2019.
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Table 3. Performance of the instruments for measuring CSR’s themes for the period 2017–2019 (union
documents).

Name Number of Documents Number of Citations H-Index

Environmental management 85 433 12

Pro-environmental behaviour 75 356 11

Sustainable HRM 74 310 10

Socially Responsible HRM 20 81 4

Employee Commitment 11 43 4

Perceived Organisational Support 8 16 2

In the period from 2017 to 2019 and in the field of study of the link between CSR and HRM,
sustainable HRM was a motor theme (see Figure 6a). Sustainable HRM covers themes such as CSR,
leadership and job satisfaction (see Figure 6b). Pellegrini et al. [75] studied how sustainable HRM
practices can influence the employee behaviour to achieve corporate sustainability. They concluded
that, when sustainability is important for the management, employees internalise the sustainability
and show greater commitment to adopt a sustainable behaviour. Wang [76] studied a model that
matches employees’ job satisfaction, knowledge sharing, innovation capability, and job performance
for sustainable HRM in hospitality context. With respect to CSR, which is a related subtheme in
the sustainable HRM research theme, Lu et al. [22] empirically tested the connection between CSR
specifically directed toward employees (CSRe) and career development sustainability. Although
previous researchers have contributed to broaden the comprehension of the sustainable HRM concept,
there is still a lack of research on how sustainable HRM is reflected through HR practices and how to
measure this [77,78].

Furthermore, environmental management, with 85 documents and 433 citations, and
pro-environmental behaviour, with 75 documents and 356 citations, were motor themes in this
sub-period (well-developed and important) (see Table 3; Figure 6a). Environmental management
covers themes such as green HRM, performance, sustainable development, organisational culture and
green supply chain management (see Figure 6c). Pro-environmental behaviour includes themes such
as organisational climate, sustainability and employee green behaviour (see Figure 6d). In previous
periods, the role of HRM in environmental management gained interest [37,54]. In this period, the
literature took a step further to analyse pro-environmental behavioural outcomes of HRM [79]. Thus,
several researchers have analysed the impact of green HRM on different employee and organisation
pro-environmental behaviour. For example, Longoni et al. [79] conducted a survey among HR
and supply chain managers and highlighted that green HRM and green supply chain management
influence the environmental and financial performance. Dumont et al. [80] found that green HRM
directly impacted the in-role green behaviour, but indirectly affected the extra-role behaviour, through
the mediation of psychological green climate. In addition, Saeed et al. [81] highlighted that green
HRM practices positively impact the employee’s pro-environmental behaviour, with the mediating
role of the pro-environmental psychological capital and the moderating role of the employee’s
environmental knowledge.

Regarding SR-HRM, it represents a basic or transversal theme of the field of study of the link
between CSR and HRM (see Figure 6a). SR-HRM covers research themes such as organisational
citizenship behaviour and perceptions (see Figure 6e). Shen and Zhang [82] concluded that the link
between SR-HRM and employee support for perceived external CSR is mediated by the organisational
CSR climate. Shao et al. [83] concluded that perceived SR-HRM increases employees’ organisational
citizenship behaviour, although not task performance, through affective and cognitive mechanisms.
In addition, Shao et al. [84] studied the effects of SR-HRM on employee performance, adding the
moderator effect of prosocial motivation. López-Fernández et al. [23] found a link between SR-HRM
and employee commitment, and that the employees’ perceptions affect this relationship. Indeed, the
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concept of SR-HRM has recently been further developed [2,85], although more studies on the measures
for the link between CSR and HRM are needed [86].

Employee commitment and perceived organisational support are variables that impact the link
between CSR and HRM. Perceived organisational support (POS) is a specialised or peripheral topic
(well-developed, although less important), with 8 documents and 16 citations (see Figure 6a; Table 3).
Cugueró-Escofet et al. ([87], p. 2) consider POS as “a measure of efforts and contributions from the
co-workers and the policies that demonstrate the interest and worries for the worker’s wellbeing”
and they used the scale developed by Aselage and Eisenberger [88] and Eisenberger et al. [89]. These
authors concluded that POS, organisational justice and affective organisational commitment are
positively related to knowledge sharing (one of the main elements to develop social sustainability),
and they added that POS, job satisfaction and affective organisational commitment have a mediating
role between organisational justice and knowledge sharing. Shen et al. [90] analysed the moderating
role of perceived organisational support in the relationship between perceived green HRM and
organisational identification. The employee commitment theme is not yet well-developed and marginal
(see Figure 6a). Shen and Benson [66] highlighted the mediation role that employee commitment plays
between SR-HRM and task performance. In that sense, Lechuga Sancho et al. [91] also considered that
employee’s commitment positively mediates the relationship between SR-HRM and the performance
of small and medium enterprises. López-Fernández et al. [23] studied the influence of employees’
perceptions toward SR-HRM on employee commitment. Indeed, employees prefer to share and
cooperate in fair organisational contexts [87]. To summarise, in this sub-period 2017–2019, the literature
on the link between CSR and HRM has flourished (see Figure 2; Table 3).

5. Instruments for Measuring the CSR-HRM Link

In this section we review the measurement tools of the main topics in the research on CSR and
HRM: sustainable HRM, SR-HRM, green HRM and pro-environmental behaviours.

As stated earlier, the sustainable HRM concept is quite new and needs further conceptual and
methodological development. Few studies have used validated scales of measurement. Some of the
first studies used secondary data to analyse sustainable HRM. For example, Berber et al. [92] and
Mariappanadar and Kramar [93] used the CRANET survey. Similarly, Ehnert et al. [31] analysed
to what extent the Forbes top 250 global companies observe the GRI reporting guidelines in their
sustainability reports.

More recently, Diaz-Carrion et al. [6] reviewed the sustainability reports of 194 firms and the main
international CSR standards, and they conducted a Delphi study. They offered a sustainable HRM
system by proposing an instrument for measuring CSR in the field of HRM and considering important
institutional pressures from the European context and internationally accepted CSR standards with
important implications for management. Moreover, Järlström et al. [94] highlighted the dimensions and
responsibilities of sustainable HRM from the top managers’ perspective through a qualitative study.

Pellegrini et al. [75] used different scales to measure sustainable behaviour, internal sustainability
orientation, supervisory support, sustainability training, rewards, and affective commitment to
sustainability. More recently, Lu et al. [22] tested social responsibility toward employees (CSRe =

working benefit, working environment, working hours, and training) using a 16-item scale and career
sustainability (career growth and employability), using the scales of Weng [95] and Rothwell and
Arnold [96], respectively.

As Table 4 shows, there are many different instruments for measuring sustainable HRM. The lack
of a clear terminology has led to uncertainty about how to assess sustainable HRM and what measures
should be encompassed.
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Table 4. Dimensions used in the instruments for measuring sustainable HRM (2006–2019).

Original Article Dimensions/Practices

Madjar et al., (2011) [97] Sustainable Creativity

Lis (2012) [60] Four CSR-dimensions: Product, Environment, Diversity, Employee relations

Berber et al., (2014) [92] Secondary Data: CRANET Database: Environmental matters, CSR and HRM

Mariappanadar & Kramar (2014) [93] Secondary Data: CRANET Database: FHPWA, organizational performance

Ehnert et al., (2016) [31] Secondary Data: Global Reporting Initiative (GRI)

Mariappanadar (2016) [70] Health harm of work scale. 3 dimensions: restrictions for positive health, risks factor for
psychological health, side effect of harm effect

Esfahani et al., (2017) [98] HR sustainability (44 items). 3 dimensions: Work-life Balance, Personal Responsibility,
Employability

Pellegrini et al., (2018) [75]

Supervisory support: Ramus (2001) [99]. Sustainability training was measured using three
items from the study by Lytle et al., (1998) [100] and adapting its wording to the field of
corporate sustainability. Rewards were assessed using two items adapted from Lytle et al.,
(1998) [100].

Diaz-Carrion et al., (2018) [6]
A system of sustainable HRM formed by six policies and 98 practices. Content analysis of
the sustainability reports of 194 companies and the most used standards (GRI, OSP 26000,
OSHAS18001, SA8000 and UNGC). A Delphi study validated the scale.

Strenitzerova & Achimsky (2019) [101] HRSI (Human Resource Satisfaction Index)

Manzoor et al., (2019) [102] Five dimensions: Selection, Training, Participation, Employee empowerment, Job
performance

Regarding SR-HRM, as previously stated, the term was originally defined by Orlitzky and
Swanson [51]. In this seminal work, the following HR practices were analysed: recruitment and
selection, performance appraisal, compensation, and training and development. Later, many of the
studies that measured SR-HRM used the scale originally developed by them (see Table 5). For example,
Shen and Benson [66] composed a 6-item measure from that scale. In turn, Shen and Zhang [82]
measured SR-HRM practices following Shen and Benson’s [66] six-factor scale and statistically validated
it in the Chinese context.

Table 5. Dimensions used in the instruments for measuring SR-HRM (2006–2019).

Original Article Dimensions/Practices Used By

Cooke & He (2010) [8] Four CSR practices: employee activities environmental activities,
marketplace activities, community activities

Shen & Zhu (2011) [53] Three-component model: legal compliance-HRM, employee
oriented-HRM, general CSR facilitation-HRM.

Newman et al.,
(2016) [52]

Bučiūnienė &
Kazlauskaitė (2012) [59] CRANET survey

Shen & Benson
(2016) [66]

HR practices adapted from Orlitzky and Swanson (2006) [51]:
recruitment and selection, performance appraisal, compensation,
training and development

Shen & Zhang (2019) [82]
Shao et al., (2019) [84]
Shao et al., (2019) [83]

Barrena-Martínez et al.,
(2017) [2]

Eight HR policies (and 32 practices): Attraction and retention of
employees, Training and continuous development, Management of
employment relations, Communication, transparency and social
dialogue, Diversity and equal opportunities, Fair remuneration and
social benefits, Prevention, health and security at work,
Work-family balance

Lopez-Fernandez et al.,
(2018) [23]

Obrad & Gherhes
(2018) [103]

Five dimensions (and 23 indicators): Working conditions, Health and
workplace safety, Professional development and training, Employees’
rights, Internal communication

Lechuga Sancho et al.,
(2018) [99]

Five dimensions (and 16 items): Training and continuous development,
Work-life balance, Attention to diversity, Communication, Professional
career

Nie et al., (2018) [104] Two dimensions (and 11 items): Equal career opportunity practices,
Work–family integration practices

Barrena-Martinez et al.,
(2018) [105]

It indicates the extent to which the company incorporates CSR (ethical,
social, human, and labour concerns) into HRM

Bombiak &
Marciniuk-Kluska

(2018) [106]
35 practices identified pursuant to the analysis of source literature
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As the investigation in SR-HRM progressed, other measurement scales have been proposed in
the literature. Shen and Jiuhua Zhu [53] developed the term SR-HRM proposing a three-component
model that differentiates between legal-compliance HRM, employee-oriented HRM and general
CSR-facilitation HRM. Specifically, legal compliance was measured through six items: equality,
compliance with labour laws regarding health and safety, minimum wage, working hours, no use of
child or forced labour and appointing adequate employees to monitor labour standards in the global
value chain. Equality had four sub-components: recruitment and selection, training and development,
performance appraisal and reward and compensation. Employee-oriented was measured using
four items: flexible working hours and employment programmers for achieving work–life balance;
adequate training and development opportunities; workers’ organisations participating in determining
labour terms; and employee involvement and participation. To measure general CSR facilitation, they
proposed three items: appointing CSR staff; appraising and rewarding employees’ contribution to
CSR; and giving priority of employment to candidates with family difficulties or who had been fired,
and to local candidates in order to contribute to the sustainability of local economies and societies.

Recently, Barrena-Martínez, et al. [2] validated their own instrument for measuring SR-HRM. The
content analysis included a review of the literature, CSR reports, and international CSR standards such
as the Global Reporting Initiative and ISO 26000. Afterward, the theoretical findings were supported
by a panel of experts who reached a significant agreement after three rounds of reviews. Their results
support the existence of a configuration of eight SR-HRM policies divided into practices. Table 6 shows
the main instruments for measuring SR-HRM.

Table 6. Dimensions used in the instruments for measuring green HRM (2006–2019).

Original Article Practices/Dimensions/Subscales Used By

Jabbour et al.,
(2010) [107]

Nine dimensions: Job analysis and description, Recruitment, Selection,
Training, Performance appraisal, Rewards, Group articulation,
Corporate cultural management, Corporate learning management

Saeed et al., (2019) [81]

Renwick et al., (2013) [37]

AMO model: Developing green abilities (Attracting/selecting; Training
& Development), Motiving green employees (Performance
management/appraisal; Pay and reward systems), Providing green
opportunities (Employee involvement; Supportive climate/culture;
Empowerment and engagement; Union role in employee involvement
and environmental management)

Zibarras and Coan
(2015) [108]

Five dimensions: Employee life cycle, Rewards, Education and training,
Employee empowerment, Manager involvement Zhang et al., (2019) [109]

O’Donohue and Torugsa
(2016) [110]

AMO model: Developing green abilities (Environmental training for
employees), Motivating green employees (investing in people; creation
of good work–life balance and family-friendly employment; improving
employee health and safety), Providing green opportunities (employee
participation in decision-making process)

Guerci et al., (2016) [72] Three dimensions: Green hiring, Green training and involvement,
Green performance management and compensation

Gholami et al., (2016) [33]

Seven dimensions: Union role in environmental involvement and
management, Training and development, Attraction and selection,
Culture and supportive climate, Pay and reward, Performance
management, Involvement and empowerment

Dumont et al., (2017) [80]

Six items (My company sets green goals for its employees; My company
provides employees with green training to promote green values; My
company provides employees with green training to develop
employees’ knowledge and skills required for green management; My
company considers employees’ workplace green behaviour in
performance appraisals; My company relates employees’ workplace
green behaviours to rewards and compensation; My company considers
employees’ workplace green behaviours in promotion)

Chaudhary (2019) [111]
Ahmad & Umrani

(2019) [112]

Tang et al., (2018) [113] Five dimensions: Training, Performance, Pay and reward, Involvement,
Recruitment and selection Chaudhary (2019) [111]

Bombiak (2019) [114]

Seven areas of human resource policy: Green job design and analysis,
Green recruitment, Shaping of green discipline at work, Green
development, Green performance evaluation, Green motivation, Green
HRM procedures
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Table 6. Cont.

Original Article Practices/Dimensions/Subscales Used By

Chaudhary (2019) [111]
21 items taken from Tang et al. [113] and Dumont et al. [80]. Six
practices: Green Involvement, Green Pay & Reward, Green Performance
Management, Green Training, Green Recruitment & Selection

Shah (2019) [115]

Seven dimensions: Green job design (seven items); Green recruitment
and selection (17 items); Green training and development (16 items);
Green performance management (13 items); Green compensation
management (12 items); Green health and safety (three items); Green
involvement and labour relations (16 items)

One of the most used green HRM scales was developed by Jabbour et al. [107], identifying nine
dimensions of green HRM: job analysis and description; recruitment; selection; training; performance
appraisal; rewards; group articulation; corporate cultural management; and corporate learning
management. Other researchers constructed a green HRM measure with four dimensions: employee
life cycle, rewards, education and training, and employee empowerment [108]. Furthermore,
Guerci, et al. [72] developed a green HRM measure to assess green hiring, green training and
involvement, and green performance management and compensation. Tang, et al. [113] have also
recently elaborated and validated a green HRM practices scale, and Saeed et al. [81] measured five
green HRM practices with the scale of Jabbour, et al. [107].

Like sustainable HRM, green HRM is a very young area of study and is still immature. In 2018,
Ren et al. [38] conducted a review on conceptualization, theoretical foundations and measurement of
green HRM. Regarding how to assess green HRM, they concluded that “for the field of green HRM
to advance, research efforts must focus on developing psychometrically sound measures that assess
clearly defined constructs” (p. 784). Some instruments for measuring green HR management can be
found in Table 6.

Finally, regarding pro-environmental behaviour, Saeed et al. [81] measured the Pro-environmental
psychological climate using the scale of Chou [116]; the pro-environmental behaviour scale was
obtained from three studies [117–119]. Table 7 shows the main instrument for measuring it.

Table 7. Dimensions used for measuring pro-environmental behaviour (2006–2019).

Original Article Dimensions/Practices Used By

Boiral and Paille
(2012) [68]

Organizational Citizenship Behaviour for the Environment. Three
dimensions: Eco-initiatives (three items): Discretionary behaviour and
suggestions to improve environmental practices or performance; Eco-civic
engagement (four items): Voluntary participation in an organization’s
environmental programmes and activities; Eco-helping (three items):
Voluntarily helping colleagues to better integrate environmental concerns in
the workplace

Paillé et al., (2013) [120]
Paille & Raineri

(2016) [121]
Priyankara et al.,

(2018) [122]
Pinzone et al.,
(2019) [123]

Bissing-Olson et al.,
(2013) [124]

Daily Employee Green Behaviour: Daily task-related pro-environmental
behaviour (three items): adapted from Williams and Anderson’s (1991)
adding the phrase “in environmentally friendly ways” to each item; Daily
proactive pro-environmental behaviour at work (three items): adapted from
Frese et al. [125] adding the words “at work,” “environmental protection,”
“environmentally friendly ways,” and “for the environment” to each item.

Norton et al., (2014) [126]
Chaudhary (2019) [111]
Zhang et al., (2019) [109]

Graves et al., (2013) [127] Pro-environmental behaviours (13 items) Kim et al., (2016) [118]

Lamm et al., (2013) [128] Organizational Citizenship Behaviour Toward the Environment (12 items) Islam et al., (2019) [129]

Markle (2013) [130]
Pro-Environmental Behaviour Scale. Four dimensions: Conservation (seven
items); Environmental citizenship (six items); Food (three items);
Transportation (three items)

Prati et al., (2017) [131]

Robertson and Barling
(2013) [119] Workplace Environmentally Friendly Behaviour (seven items) Bin Saeed et al.,

(2019) [81]

Kim et al., (2017) [132] Voluntary Workplace Green Behaviour (six items)

Norton et al., (2017) [133]
Daily Employee Green Behaviour (five items): “Thinking about your work
today, to what extent did you? conserve water; recycle; avoid waste; save
energy; use resources efficiently”

Xing and Starik
(2017) [134]

Employee green behaviour. Qualitative data: in-depth narrative interviews
with managers and employees in different industries in China
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Table 7. Cont.

Original Article Dimensions/Practices Used By

Bohlmann et al.,
(2018) [135]

Employee green behaviour scenarios: printing double-sided; recycling
behaviour; switching off electronic devices in order to save energy

Rayner & Morgan
(2018) [136]

Green Behaviours. Two dimensions: Green work behaviours (three items);
Green home behaviours (three items)

Zoogah (2018) [137] Green Behaviours (six items)

Paille et al., (2019) [138] Non-green behaviours (six items)

Bin Saeed et al.,
(2019) [81]

Pro-environmental behaviour (16 items) adapted from Kaiser et al. [117];
Robertson and Barling [119]; and Kim et al. [118]

Zhang et al., (2019) [139] Implementation of Green Operational Practices (4 items) adapted from Rao
and Holt [140] and Gonzalez et al. [141].

6. Discussion and Conclusions

The present study contributes to the development of the CSR literature analysing its link to HRM
by presenting a bibliometric analysis and a systematic review that helps to clarify the field. Firstly, it
highlights the most promising themes and trends for the future; secondly, this study also addresses the
lack of structured analyses of the instruments for measuring the CSR-HRM literature.

Therefore, our study may have implications for researchers, practitioners and public
administrations. Our findings may guide them on future steps to be taken, as it offers a critical
evaluation thereof and a vision of the highest impact research strands. This paper offers researchers the
opportunity to position their future studies, offering them the latest avenues of research. A conceptual
science mapping analysis based on co-word bibliographic networks has been developed. According
to the last period analysed (2017–2019), the motor themes (well-developed and important) identified
by the instrument for measuring CSR were environmental management, sustainable human resource
management (HRM) and pro-environmental behaviour. SR-HRM was a basic or transversal theme
(important for the field of study, although not developed). Perceived organisational support was a
specialised theme (well-developed, although less important for the structure of the research field), and
employee commitment was an emerging theme (both weakly developed and marginal to the field) in
the CSR-HRM field.

Our findings indicate that there is still an apparent confusion of terms, and the absence of
consensus regarding the instruments for measurement has been also highlighted. More deliberation
and decision-making should take place in order to avoid uncertainty. Future research should tackle
the lack of consistency in the measuring instruments highlighted in our results. Practitioners and
researchers should develop additional work for a better understanding of CSR and its connection with
HRM, avoiding confusion and inconsistencies. Future studies should also focus on the direct effects of
the link between CSR and HRM, explaining the moderating and mediating role that other variables
may play in this relationship.

This study is not without limitations. This research only considered documents from management,
business, environmental science, environmental studies, applied psychology, ethics, industrial labour
and economics. Nevertheless, these areas embody the main literature regarding CSR and its relationship
with HRM. Additionally, this study has retrieved articles and reviews from the WoS and thus, it restricts
the research to the approach of the documents included in this database. This paper may have
excluded research published outside of WoS journals, although the fact that WoS represents the world’s
leading academic database in social science [142] adds value to this research. Moreover, the document
selection was grounded on certain WoS categories, and some researches could be included in other
categories [143]. In addition, some authors do not mention all the relevant keywords (in fact, the
oldest documents do not include keywords), or there may be some bias in the keywords to use.
However, a strong point of SciMAT is the possibility of refining the keywords in order to obtain more
accurate results.
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