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Abstract: In recent years, the concepts of human resource management (HRM) and corporate social
responsibility (CSR) have gained significant focus across industries. The role and implications
of CSR are vital for organizational success; similarly, HRM plays a vital role in understanding,
developing, and implementing CSR strategies. Therefore, we claimed that the nexus of HRM and
CSR is worthwhile to study and relevant in the current pandemic situation. Despite recent calls
about the role of human resource management (HRM) and corporate social responsibility (CSR) in
achieving sustainable performance, a few studies have investigated their role combinedly in the
hospitality industry, especially in a cross-cultural context. Therefore, the present study addresses the
current lack of comparative research about the impact of HRM and CSR on sustainable performance
in the hospitality industry of Pakistan, the UK, and Italy and shows the mediating role of HRM in
such a relationship. A quantitative methodology is applied to the survey of the employees from
354 Pakistani, 438 British, and 520 Italian hotels working in three-, four-, and five-star hotels. The
results showed a positive correlation between CSR, HRM, and sustainable performance. Moreover,
the results also indicated significant differences among the three countries analyzed concerning the
mediating role of HRM in this relationship.

Keywords: corporate social responsibility; human resource management; sustainable performance;
hospitality industry; Pakistan–UK–Italy

1. Introduction

The hospitality industry is amongst the prominent industries list that have grown
significantly and contributed to the world’s GDP [1,2]. The World Tourism Organization of
the United Nations confirmed, in 2019, the spur of tourism worldwide and its role in eco-
nomic development, but COVID-19 badly hit the industry’s growth in 2020. Bartik et al. [3]
claimed that the world’s economy has collapsed within a few months due to the pandemic.
Other than the pandemic, the hospitality industry is also facing considerable pressures from
different stakeholders to pay attention [4–7] to its adverse impact on the economic, social,
and natural environments, such as water consumption, waste generation, biodiversity loss,
noise pollution, air pollution, climate change, etc.

Since the hospitality industry is amongst the top contributors to the economy, it also
has adverse impacts on society and the environment [8]. With the intense competition,
rise in environmentally conscious consumers, and changing ecological situations, the
reconfiguration ability in hotels is also becoming challenging to achieve higher performance.
Apart from these pressing issues, the hospitality sector is also working on CSR-related
initiatives such as responsible production, clean energy, society well-being, and poverty
reduction. Therefore, understanding the role of CSR in the hospitality industry and the
process of how the hotel industry is preparing CSR-related strategies has paramount
importance for academicians and practitioners alike.
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Different studies [9–12] argue that corporate social responsibility (CSR) has signif-
icant importance in the hospitality industry. CSR studies call upon hospitality firms to
understand environmental and social issues and to be committed to eco-friendly practices
through strategies and their implementation [13]. The practical implementation is only
possible by engaging employees in CSR’s day-to-day practices and activities [14,15] as
they are considered the primary CSR stakeholder [16]. The recent call for studies asks
for more empirical studies that examine the employees’ role in formulating CSR strate-
gies and their subsequent impact on their behaviors [9,17]. It is believed that human
resource management (HRM) is a vital aspect within an organization that guides employ-
ees about the values of CSR [18], directs them in implementing CSR programs strategically
to get a competitive advantage [19], and promotes an ethical culture in the whole orga-
nization [20,21]. Besides designing and implementing CSR strategies, HRM also leads
the organizations to achieve environmental, social, and economic results referred to as
sustainable performance [17,22,23].

Still, despite the increased importance of research about HRM–CSR nexus, scant liter-
ature is available on this relationship [24,25] in supporting CSR translation into behaviors,
objectives, and actions to pursue sustainable performance (SP). Indeed, this connection has
been overlooked or widely ignored, and there is a significant scarcity of empirical results
that established a CSR–HRM–SP relationship [14,17].

Based on these considerations, the main objective of the present study is to enhance the
understanding of the role of HRM in CSR practices and SP in the hospitality industry. The
hospitality industry is an economic sector where HRM can be considered the unique and
most valuable asset [26]. Indeed, the hospitality industry’s success is undeniable without
the capabilities and effectiveness of human resources [27]. To achieve the strategic objective
of CSR, organizations need to integrate social responsibility within the organization and
push employees for their involvement and commitment [28,29]. Accordingly, this study is
among the first studies to indicate the actual positioning of HRM to integrate and support
CSR-rated initiatives [14,17,29,30].

This study fills a significant gap in demonstrating that HRM contributes to designing
and implementing CSR programs. Very few studies unveil the potential role of HRM in the
context of CSR and SP [31]. The present work considers the following research questions:

1. Does HRM play a crucial role in promoting CSR in the hospitality industry of three
culturally different countries?

2. What practices lead managers and employees to take on socially responsible behavior
to achieve sustainable performance?

3. Are the practices equivalent in all the countries analyzed?
4. Does HRM mediate the relationships of CSR and SP in the hospitality industry?

The research examined the HRM and CSR practices toward SP among three-, four-,
and five-star hotels in Pakistan, Italy, and the UK to address these questions. The study
used a methodological approach based on quantitative analysis. Using a stratified random
sampling technique, the data were collected from 354 Pakistani, 437 British, and 520 Italian
hotels. Additionally, the reason for choosing these countries was economic differences.
Italy and the United Kingdom are considered developed economies, whereas Pakistan
usually ranks as a third-world country in under-developed country statistics. The present
work targets three-, four-, and five-star hotels in these countries because the larger and
more luxurious hotels tend to contribute to CSR activities [32].

The following section explains the literature and background of this research, which
explores the role of HRM in CSR practices and SP in the hospitality industry. Section 3
reviews the research methodology employed in this study to explore the research questions.
Section 4 shows how data were collected, analyzed, and discussed, and Section 5 includes
some conclusions, implications, limitations, and future research directions.
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2. Literature Review

In this research, we investigate the nexus of HRM–CSR–SP relationship based on social
identity theory [33], as it is considered as a strong theoretical foundation to understand
the employees’ role in CSR initiatives in an organization [34,35]. Referring to previous
literature, we argue that when an employee perceives that their organization is engaging
them in policy formulation they will push themselves to participate.

2.1. Corporate Social Responsibility

García-Sánchez and Araújo-Bernardo [36] referred to CSR as an organizational respon-
sibility to consider their environmental and social commitments rather than focusing on
pure economic goals. CSR is also defined as a business strategy to achieve social, envi-
ronmental, and economic sustainable development [24]. In the hospitality industry, the
adoption of CSR-related initiatives provides financial benefits to the stakeholders [37].

Researchers [38,39] argued that the formation and implementation of CSR-related
strategies are highly dependent on the organizational mission and the employees’ mind-
set. We believe that CSR should be part of organizational policies rather than consid-
ering it a part-time or philanthropic activity by involving the employees of all levels.
Inyang et al. [30] also claimed that CSR strategy development and implementation is only
possible by keen top management and employees themselves.

2.2. Human Resource Management

The hospitality industry creates numerous employment opportunities, and the avail-
ability of trained and skilled employees is a crucial element in a business’s success. There-
fore, HRM is one of the most significant operations in the tourism sector. HRM acts as
a change agent in CSR implementation [28] and plays a significant role in developing
competencies to achieve SP (economic, environmental, and social performance). Indeed,
the literature on the HRM–CSR relationship supports developing and managing CSR
initiatives through HRM [22].

HRM is also a significant predictor of organizational performance, productivity, and
individual work attitudes and behaviors [40] in achieving sustainable competitive advan-
tage [41]. Aligning CSR strategies in the organizational operations requires support from
HRM practices [24,42,43] to achieve SP (Figure 1): economic incentives; teamwork; recruit-
ment and selection process; training and development; ethical culture; shared objectives
and results; transparency; engagement; well-being; human rights; health and safety.
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2.2.1. Economic Incentive

Sola and Ajayi [44] referred to economic incentives as financial or monetary benefits
accrued to the employees for their work done. They were described as important tools to
motivate employees for better performance in the organizations. Prior studies show that
remuneration helps bring into line the interests of employees and owners associated with
higher employee and organizational productivity [44].

2.2.2. Teamwork

Recently, several authors have identified extensive use of teamwork in decision-
making as essential high-performance HRM practice. Teamwork has a statistically signifi-
cant and positive effect on satisfaction and performance at work [45].

2.2.3. Recuritment and Selection Process

Several authors have supported that the recruitment of apposite candidates in the
firms should be combined with the development of workforce effectiveness relevant to the
business strategies and objectives [46]. This is consistent with the arguments of several
scholars who deliberated that efficiency of selection and recruitment practices leads to high
firm performance [46].

2.2.4. Training and Development

Studying the impact of different HR practices, Herrbach et al. [47] observed that the
provision of training opportunities improves the competencies and expertise of employees,
which sequentially boosts their efficiency and effectiveness. Proper training sessions in the
organizations contribute to building a partnership between the employees and organiza-
tions, enriching their abilities, skills, knowledge, resulting in lower staff turnover [48].

2.2.5. Ethical Culture

The ethical culture consists of the job environment that can be viewed as the formal
(codes of conduct, training efforts) and informal (norms concerning ethics and peer behav-
ior) systems to enhance the workplace’s ethical behavior. Furthermore, [49] postulated that
ethical organizational culture could also affect employees’ behavior and attitude and serve
as a motivational factor.

2.2.6. Shared Objectives and Results

Shared objectives can positively affect performance by aligning employee efforts,
shared responsibility of the results, and increased motivation [30,50]. Motivated employees
are highly engaged, innovative, creative, perform all the tasks effectively and efficiently,
and are attached to their organizations that significantly enhance sustainable individual
and organization performance [51].

2.2.7. Transparency

Transparency is one of the most critical factors of firms that serve as a vital signal
and ensures that management is not involved in unlawful activities as their activities are
scrutinized. Transparency confirms that managers utilize the organization’s resources most
efficiently and desirably and for the most appropriate goals without improper regard for
personal interests [52].

2.2.8. Engagement

According to Armstrong [53], employee engagement is an organizational setting
that provides equal opportunity to the employees to influence organizational decisions
and contribute to improving organizational performance. Employee engagement is “a
positive, fulfilling, work-related state of mind that is characterized by vigor, dedication,
and absorption” [54].
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2.2.9. Well-Being

Employee well-being defines as the employees’ feelings of satisfaction regarding their
work environment. Demirtas et al. [55] defined it as a positive mindset, dedication, self-
fulfillment, and a higher level of vigor, indicated by feelings of enthusiasm, inspiration,
pride, and meaningfulness of the job. Furthermore, [56] opined that sustainable perfor-
mance and employee well-being had become crucial issues for sustainable organizational
development.

2.2.10. Human Rights

Human rights became a matter of responsibility and duty of firms [57]. All persons
must work, including equal access to productive resources, receiving wages, living ade-
quate for well-being, and freedom from discrimination based on race, sex, or any other
status, in all aspects of work.

2.2.11. Health Safety

Health and safety concerns are explained by [58] as the maintenance and promotion
of the highest level of the social, mental, and physical wellbeing of the employees. This
aspect is important, in particular, where the firms are operating in countries with limited
or no relevant legislation.

2.3. Sustainable Performance

Rhou and Singal [37] argue that since the hospitality industry decided to adopt
sustainable practices, its profitability level seems to increase and benefit its stakeholders.
The previous studies examined the linkage of CSR and financial performance relationship
and supported positive association among them [59]. However, the effect of CSR on other
performance has rarely been examined to date. A review of 127 empirical studies published
during 1997–2002 confirmed the positive role of CSR in fostering financial outcomes [60].
Overall, it is suggested that HR impacts the organizational processes, positioning CSR
initiatives and increasing organizational performance [30].

CSR practices influence individuals’ learning, retention, liability, morale, motivation,
and productivity, increasing loyalty, commitment, and organizational performance [61–63].
The integration of CSR goals and values also inspires staff satisfaction, improves commu-
nication among employees, social involvement, stakeholder engagement, fosters ethical
standards, lowers absenteeism, strengthens loyalty, transparency, and increases perfor-
mance [19,64–66].

According to Milfelner et al. [67], the main concern of HRM is to motivate, support,
and manage the workforce to achieve organizational performance and hold them responsi-
ble for different actions within the organization. HRM plays an essential role in influencing
how a firm employs its resources to accomplish environmental, social, and financial perfor-
mance [21,66,68] in line with the Sustainable Development Goals of the United Nations’
2030 Agenda. Table 1 indicates different performance indicators.

Table 1. Sustainable performance indicators for the hospitality industry.

Dimensions Sustainable Performance Indicators

Financial

Revenues
Gross profit

Revenue per Available Room
Average daily rate

Average Room Rate
Gross operating profit per available room

Cost per Occupied Room
Salary cost

Etc.
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Table 1. Cont.

Dimensions Sustainable Performance Indicators

Environmental

CO2 emission
Energy consumption per guest night

The energy produced by renewable sources
Water consumption
Plastic consumption

Environmental certification
Certified cleaning products

Etc.

Social

Human
Resource

Communication between employees and managers
Sharing goals

Trainings
Health and safety

Employees satisfaction
Benefits

Staff turnover
Etc.

Guest

Tourist arrival–daily, weekly, monthly, and yearly
Tourist satisfaction

Quality perceptions among tourists
Innovation in product/services
Degree of accessibility to hotels

Etc.

Supplier

Partnership with firms that are attentive to
sustainability
Certifications

Supplier meeting specific needs
Suppliers fulfilling needs on time

Etc.

Community

Professional opportunities to the local area
Promoting local, sustainable development

Promoting local initiatives (cultural, sporting, etc.)
Promoting local, cultural, and historical heritage

Etc.

Researchers argued that CSR has significant importance in the hospitality industry,
and HRM is critical in educating firms on CSR values and leading behaviors to pursue a
sustainable performance (SP). HRM plays an essential role in managing, supporting, and
motivating employees to achieve the organization’s performance [17] and influence how a
firm employs its resources to accomplish SP [15,21,66]. However, despite the significant
contribution of CSR, HRM, and SP, a limited number of studies have jointly analyzed these
aspects in the hospitality industry and the context of culturally distinct countries. A more
comprehensive study is required to understand the nexus of HRM, CSR, and SP in the
hospitality industry.

3. Methodology

The primary purpose of this quantitative research is to examine the CSR–HRM–SP
relationship in the hospitality industry in three culturally specific countries—Italy, the UK,
and Pakistan. The research used different analytical methods [69,70], including reliability
tests, validity tests, correlations, multiple regression analyses, and mediating regression
analysis with the help of SPSS v.20 and Hayes PROCESS [70,71].

The population of this study was three-, four-, and five-star hotels in the three afore-
mentioned countries. The number of hotels in Italy is around 33,200, of which 24,200 are
three-, four-, and five-star hotels. Around 45,000 hotels are operating in the UK, of which
12,089 fall in the three-, four-, and five-star categories. As far as Pakistani hotels are con-
cerned, around 15,000 hotels are operational, of which 475 hotels have three, four, and five
stars. The research develops a database of three-, four-, and five-star hotels for each country
separately. After using a stratified random sampling technique with 95% confidence inter-
val, 1% margin of error, and 10% of hotels that should take part, the sample of Italian hotels
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was 3037, British hotels were 2684, and Pakistani hotels were 475. We took all three-, four-,
and five-star hotels of Pakistan because of the significant reduction in the size of this sample
concerning the other two countries. The advantage of using a probability sampling tech-
nique is that the results can be easily generalized across the population with a significant
confidence interval. After six weeks of waiting, we received the questionnaires from 520
Italian hotels (17% response rate), 354 Pakistani hotels (75% response rate), and 438 British
hotels (16% response rate). Hence, a total of 1312 questionnaires were received from all
countries. The data collection phase was started in February 2020 till September 2020.

A highly structured questionnaire was designed through Google Forms in English and
Italian and was forwarded to the mailing list of randomly selected hotels from each country.
The main purpose of analyzing reliability and validity in the pilot study is to understand
whether any different perceptions prevail in three culturally-distinct countries regarding
HRM and CSR. The measuring instruments of each variable were extracted from previous
literature and adopted according to the need of this research. The CSR-related activities
in the hospitality industry were measured using 9 items and included hotel concerns
on social, environmental, and economic dimensions. In contrast, the HRM practices
were measured with 14 items, including economic incentives, human rights, training and
development, well-being, engagement, ethical culture, health and safety, recruitment and
selection process, teamwork, transparency, shared objectives, and results. The SP was
measured using 7 items (social, environmental, and economic performance). All items
were measured on a 1 to 7 Likert scale, where 1 = strongly disagree and 7 = strongly agree.
The questionnaire also asked the hotel details, including the number of rooms and the hotel
category/star. Additionally, the questionnaire asked the respondent demographic profile:
gender, position, experience in the current hotel, and total hotel industry experience.

3.1. Hotel Characteristics

Table 2 shows the hotel sample features. We observe that 40% of hotels are from Italy,
33% from the UK, and 27% from Pakistan. In the hotel category, 55% of hotels have a 3-star
category, 38% have 4-stars, and only 7% have a five-star category. Most of the hotels (51%)
have 21–50 rooms, whereas only 6% have 100 + rooms. Around 37% of hotels have been
operational between 11 and 20 years, while 52% have employees ranging from 10 to 49.

Table 2. Hotel Sample Characteristics.

Variable Star
Pakistan UK Italy Total

Frequency % Frequency % Frequency % Frequency %

Hotel
Category

(Star)

Total 354 27.0 438 33.4 520 39.6 1312 100.0

3–3 Sup. 192 54.2 148 33.8 384 73.8 724 55.2
4–4 Sup. 126 35.6 258 58.9 110 21.2 494 37.7
5–5 Sup. 36 10.2 32 7.3 26 5.0 94 7.1

Hotel Size
(Rooms)

Total 354 27.0 438 33.4 520 39.6 1312 100.0
2–20 18 5.1 8 1.8 56 10.8 82 6.3
21–50 188 53.1 162 37.0 326 62.7 676 51.5

51–100 137 38.7 228 52.1 117 22.5 482 36.7
101+ 11 3.1 40 9.1 21 4.0 72 5.5

No. of
Employees

Total 354 27.0 438 33.4 520 39.6 1312 100.0
0–9 8 2.3 2 .5 32 6.2 42 3.2

10–49 215 60.7 164 37.4 301 57.9 680 51.8
50–249 117 33.1 228 52.1 177 34.0 522 39.8
250+ 14 4.0 44 10.0 10 1.9 68 5.2

Years of
Existence

Total 354 27.0 438 33.4 520 39.6 1312 100.0
1–5 20 5.6 12 2.7 22 4.2 54 4.1

6–10 84 23.7 66 15.1 162 31.2 312 23.8
11–20 135 38.1 164 37.4 187 36.0 486 37.0
21+ 115 32.5 196 44.7 149 28.7 460 35.1
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3.2. Demographic Profile

Table 3 shows the demographic profile of the respondents. The table shows that 35%
of respondents were female, and 65% of them were male. In the age category, 50% had
ages between 36 and 45 years, while 24% were between 26 and 35 years of age, and 22%
belonged to the 46–60 year of age bracket. Around 56% of respondents were working on
managerial rank, 21% were Chief Executive Officers, and 4% were owners of hotels. As far
as experience in the current position is concerned, 41% of respondents had been working
in the same position for 4 to 6 years, while 42% had been working for 7 to 9 years in their
current position. Moreover, 48% of respondents had been for 7 to 9 years in the hotel where
they were working, while 35% had experience of 4 to 6 years in the same hotel.

Table 3. Characteristics of Respondents in the Sample.

Variable
Pakistan UK Italy

Frequency % Frequency % Frequency %

Gender
Female 103 29.1 146 33.3 207 39.8
Male 251 70.9 292 66.7 313 60.2

Age (in years)

18–25 6 1.7 2 0.5 14 2.7
26–35 93 26.3 68 15.5 147 28.3
36–45 162 45.8 238 54.3 256 49.2
46–60 84 23.7 104 23.7 100 19.2
61+ 9 2.5 26 5.9 3 0.6

Designation

CEO 81 22.9 106 24.2 83 16.0
First Level Empl. 41 11.6 28 6.4 57 11.0

Manager 186 52.5 260 59.4 282 54.2
Middle Manager 31 8.8 32 7.3 65 12.5

Owner 11 3.1 12 2.7 33 6.3
Other 4 1.1 0 0 0 0

Years of
Experience

in Current Position

1–3 32 9.0 24 5.5 50 9.6
4–6 147 41.5 160 36.5 227 43.7
7–9 152 42.9 206 47.0 194 37.3

10–20 15 4.2 36 8.2 31 6.0
20+ 8 2.3 12 2.7 18 3.5

Years of
Experience

in Current Hotel

1–3 34 9.6 18 4.1 30 5.8
4–6 120 33.9 124 28.3 208 40.0
7–9 173 48.9 230 52.5 227 43.7

10–20 21 5.9 54 12.3 35 6.7
21+ 6 1.7 12 2.7 20 3.8

Years of
Experience

in the Hospitality
Industry

1–3 20 5.6 4 0.9 14 2.7
4–6 45 12.7 30 6.8 63 12.1
7–9 134 37.9 162 37.0 222 42.7

10–20 100 28.2 136 31.1 150 28.8
21+ 55 15.5 106 24.2 71 13.7

4. Results and Discussion

In this section, we present the results of the empirical application. Table 4 shows the
reliabilities of HRM, CSR, and SP in the hotel industries of Italy, the UK, and Pakistan. As
indicated, the reliability of HRM, CSR, and SP is well above the threshold of 0.70 proposed
by Hair et al. [72].
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Table 4. Cronbach’s Alpha Tests for Reliability-Composite Data.

Variable Items Pak Sample UK Sample ITA Sample

CSR 9 0.912 0.895 0.880

HRM 14 0.862 0.883 0.896

SP 7 0.844 0.833 0.846

Table 5 lists the descriptive statistics of HRM, CSR, and sustainable performance for
all the analyzed countries. The confirmatory factor analysis was performed to determine
the psychometric properties of the variables used in the study. The results show acceptable
model fitness (χ2/df = 1451.2/709; p < 0.01, CFI = 0.955, NFI = 0.949, NNFI = 0.940,
SRMR = 0.05, RMSEA = 0.048). The factor loading of each item is greater than 0.50. The
average variance extraction (AVE) is greater than 0.50, whereas the composite reliability
ranges from 0.84 to 0.89. All these statistics indicate the strong support to the reliability,
and validity (59) of HRM, CSR, and sustainable performance.

Table 5. Descriptive Results.

Construct Items Country FLR M SD AVE CR

HRM 14

Pakistan 0.60–0.81 5.71 0.79 0.70 0.86
UK 0.51–0.83 5.69 0.76 0.66 0.88

Italy 0.57–0.82 5.66 0.82 0.65 0.89

CSR 9

Pakistan 0.68–0.85 5.26 0.96 0.71 0.91

UK 0.56–0.85 5.27 0.95 0.64 0.89

Italy 0.68–0.83 5.27 0.91 0.68 0.88

SP 7

Pakistan 0.65–0.81 5.06 0.99 0.66 0.84

UK 0.69–0.84 5.00 0.97 0.62 0.83

Italy 0.72–0.84 4.97 0.99 0.69 0.84
FLR = factor loading range, M = mean, SD = standard deviation, AVE = average variance extraction,
CR = composite reliability.

Table 6 explores the correlations between each HRM practice with CSR and sustainable
performance for in-depth results. The results show that HRM is strongly correlated with
CSR in the UK (r = 0.50, p = 0.001), followed by Italy (r = 0.48, p = 0.001) and Pakistan
(r = 0.47, p = 0.001). Similarly, HRM is strongly correlated with sustainable performance in
the UK (r = 0.42, p = 0.001), followed by Pakistan (r = 0.40, p = 0.001) and Italy (r = 0.33,
p = 0.001). Lastly, CSR has stronger relationship with sustainable performance in Pakistan
(r = 0.66, p = 0.001), followed by the UK (r = 0.65, p = 0.001) and Italy (r = 0.63, p = 0.001).
The correlation analyses were also conducted for each HRM practice with CSR and sus-
tainable performance separately (Table 7). The HRM practices include ethical culture,
engagement, human rights, training and development, economic incentives, transparency,
well-being, teamwork, recruitment and selection process, health and safety, and shared
objectives and results.

Table 6. Correlation Results.

Pakistan UK Italy

CSR SP CSR SP CSR SP

HRM 0.47 ** 0.40 ** 0.50 ** 0.42 ** 0.48 ** 0.33 **
** Significant at 0.001 level.
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Table 7. HRM Individual Practices.

Pakistan UK Italy

CSR SP CSR SP CSR SP

Economic incentives 0.50 ** 0.57 ** 0.52 ** 0.67 ** 0.47 ** 0.28 **

Teamwork 0.39 ** 0.31 ** 0.37 ** 0.29 ** 0.41 ** 0.28 **

Recruitment and
selection process 0.40 ** 0.46 ** 0.44 ** 0.29 ** 0.35 ** 0.23 **

Training and
development 0.28 ** 0.24 ** 0.25 ** 0.23 ** 0.29 ** 0.23 **

Ethical culture 0.31 ** 0.49 ** 0.38 ** 0.47 ** 0.38 ** 0.46 **

Shared objectives and
results 0.28 ** 0.26 ** 0.19 ** 0.38 ** 0.34 ** 0.27 **

Transparency 0.22 ** 0.27 ** 0.22 ** 0.37 ** 0.22 ** 0.24 **

Engagement 0.24 ** 0.26 ** 0.25 ** 0.29 ** 0.31 ** 0.29 **

Well-being 0.31 ** 0.26 ** 0.35 ** 0.31 ** 0.37 ** 0.25 **

Human rights 0.25 ** 0.27 ** 0.29 ** 0.22 ** 0.25 ** 0.39 *

Health and safety 0.28 ** 0.26 ** 0.27 ** 0.23 ** 0.23 ** 0.27 *
** Significant at 0.001 level.

Table 7 indicates the correlations of individual HRM practices with CSR and SP. With
respect to Pakistani results, economic incentives (r = 0.50, p = 0.001), recruitment and
selection process (r = 0.40, p = 0.001), and teamwork (r = 0.39, p = 0.001) have higher
correlation with CSR as compared to other HRM aspects, while economic incentives
(r = 0.57, p = 0.001) has strong correlation with sustainable performance, followed by
recruitment and selection process, and ethical culture. For the British sample, economic
incentives (r = 0.52, p = 0.001), recruitment and selection process (r = 0.44, p = 0.001), and
ethical culture (r = 0.38, p = 0.001) have higher correlation with CSR, whereas economic
incentives (r = 0.67, p = 0.001) strongly correlates with sustainable performance, followed by
ethical culture and shared objectives and results. For the Italian data, economic incentives
are strongly related to CSR (r = 0.47, p = 0.001), followed by teamwork and ethical culture.
Similarly, ethical culture has a stronger relationship with sustainable performance (r = 0.46,
p = 0.001), followed by human rights and engagement.

Table 8 shows the multiple regression analysis, where HRM was regressed on CSR. In
the Pakistani sample, HRM scores 31% of variance in explaining the dependent variable,
with a significant F statistics (F = 97.662, p > 0.07). The results highlight that HRM does not
have a significant and positive impact on CSR (beta = 0.229, t = 0.538, p > 0.07, CI =−0.0346
to 0.2363). In the British sample, HRM totals 31% of variance in explaining the dependent
variable, with a significant F statistics (F = 97.782, p = 0.001). The results highlight that
HRM has a significant and positive impact on CSR (beta = 0.3174, t = 3.964, p = 0.001,
CI = 0.2512 to 0.3146). In the Italian sample, HRM reaches 29% of variance in explaining
the dependent variable, with a significant F statistics (F = 104.006, p = 0.001). The results
highlight that HRM has a significant and positive impact on CSR (beta = 0.19, t = 3.824,
p = 0.001).

Table 8. Multiple Regression Analysis.

Country Indep.
Variable

Dependent Variable onsibility Bootstrapping
Status

R Square F-Stat Beta S.E. t Sig LLCI ULCI

Pakistan HRM 0.31 97.662 ** 0.2291 0.074 0.538 0.07 −0.0346 0.2363 Not Sign.

UK HRM 0.31 92.782 ** 0.3174 0.252 3.964 0.001 0.2512 0.3146 Sign.

Italy HRM 0.29 104.006 ** 0.190 0.06 3.824 0.001 0.3214 0.4647 Sign.

** Significant at 0.001 level.
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Lastly, Table 9 indicates the indirect impact of HRM on SP in the presence of CSR. In
the Pakistani sample, the results highlight that the indirect role of CSR between HRM-SP
relationships is insignificant (CI 95%: −0.0020, 0.1184). Similarly, no mediation is found in
the Italian sample (CI 95%: −0.0288., 0.0825), while the mediating role of CSR is confirmed
in the UK sample (CI 95%: 0.2481, 0.4687).

Table 9. Bootstrap Results of the Mediation Model.

Country Path Coefficient (β) Boot SE LLCI ULCI Status

Pakistan Indirect Effect
(CSR→ HRM→ SP) 0.0516 0.0316 −0.0020 0.1184 No Mediation

UK Indirect Effect
(CSR→ HRM→ SP) 0.6420 0.0267 0.2481 0.4687 Mediation

Italy Indirect Effect
(CSR→ HRM→ SP) 0.0195 0.0278 −0.0288 0.0825 No Mediation

5. Conclusions

The present study contributes to the development of the HRM practices by analyzing
their connection to CSR and their impact on sustainable performance by presenting a
quantitative (survey) analysis. The results show that HRM is correlated with CSR in the
UK, Italy, and Pakistan and that economic incentives, ethical culture, and teamwork play
an important role in enhancing sustainable performance in the three countries. At the same
time, economic incentives have a relatively stronger impact on CSR in the British hospitality
industry than the Italian and Pakistan hotels. This result supports the findings by Sola and
Ajayi [44] that compensation is one of the essential aspects of managerial practices.

Results of correlation between HRM practices and sustainable performance show
that ethical culture in the Italian hospitality industry has a relatively stronger impact on
sustainable performance than the British and Pakistani hotels. However, in the Pakistani
and British hospitality context, economic incentives serve as a powerful practice to enhance
sustainable performance. The findings of this study suggest that HRM contributed to
developing and promoting CSR in the hospitality industry in the UK and Italy. In contrast,
Pakistani hotels showed that HRM does not have a significant and positive impact on CSR.

Furthermore, the mediation analysis reveals that HRM has a stronger influence on the
relationship between CSR and SP in the British hospitality industry. This standpoint regard-
ing the British sample is in line with previous research [23,62] that stated that HRM could
facilitate CSR objectives by developing a CSR culture and embedding CSR values into social
norms, providing a ground for developing SP. As the results imply, the UK has a relatively
stronger impact on CSR because of written policies, corporate governance mechanisms,
internal and external stakeholders’ pressures, compared to structures in Pakistan and Italy.
This result endorses the standpoint of Jamali et al. and Podgorodnichenko et al. [22,23].
They claim that effective integration of HRM and CSR would generate sustainable out-
comes, since HRM is a strategic position in strengthening CSR initiatives aligned with an
organization’s visions and goals.

The results from the British quantitative analysis have given rise to the view that
HRM policies and strategies in the hospitality industry have a significant influence on
the effects of CSR practices and SP observed in this study. Drawing on the above results
from the British analysis, it can be indicated that hospitality firms engaged heavier in CSR
activities should also have developed HRM strategies, which can be stated as CSR-related
HRM practices, to achieve SP and to be sustainable in the society. Therefore, HRM plays a
mediation role in this relationship.

5.1. Theoretical Contribution

The previous literature investigates the HRM and CSR role in achieving sustainable
performance, and our results are consistent with such studies [16,73–75]. However, scant
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literature exists to understand the impact of HRM and CSR in achieving sustainable
performance in the hospitality industry, especially in a cross-cultural context. Previous
studies identified that the focus of HRM is on employee well-being, performance, and
ethical concerns [16,76], but have hardly investigated its relationship with CSR, excepting
a few. Additionally, this study attempts to provide a broader perspective of HRM and its
impact on CSR.

Moreover, the current study also addresses the call for multilevel studies in under-
standing the company’s overall perception about socially responsible behavior and the
process behind fostering such behaviors by the HR department [77,78]. Although previ-
ous studies have examined the positive role of CSR on performance, the role of HRM in
shaping CSR and their subsequent behavior in achieving sustainable performance in a
cross-cultural context has rarely been studied. Moreover, different studies [79,80] identified
mixed results, but this study indicates that HRM is a relatively stronger impact on western
cultures. Therefore, these results open new avenues for future studies and contribute to
examining the HRM–CSR-performance nexus, especially in the hospitality industry.

5.2. Managerial Implications

These firms should be engaged in responsible employee involvement and well-being,
recruitment, training, and career management practices; better definition of training needs;
employee satisfaction; and motivation practices. These practices allow the firm to translate
CSR into behaviors, objectives, and actions to pursue SP [7]. Whereas, in the presence of
HRM, CSR does not show any role in the resulting SP in Pakistani and Italian contexts.
Considering the overwhelming results of our study, it is essential for the hotel manage-
ment to fully utilize the HR department in proposing, developing, and implementing CSR
initiatives for achieving sustainable performance. Therefore, more effort is requested to-
wards HR practices such as economic incentives and recruitment procedures to implement
CSR practices fully. At the same time, ethical culture and transparency are significant
determinants that influence sustainable performance in the hospitality industry.

5.3. Limitations and Avenues for Future Studies

Among various theoretical and managerial implications, this study also has limitations
that open avenues for future studies. For instance, this study was cross-sectional; therefore,
future researchers should infer the causality carefully and replicate the model with a
longitudinal research design. Second, the data were collected from three, four, and five-
star hotels from the UK, Pakistan, and Italy. We propose that future studies should also
consider small and medium hotels, along with resorts. Lastly, we collected the data
from one respondent of each hotel, which may provide a biased result. Hence, a multi-
respondent strategy should be adopted to obtain more holistic HRM, CSR, and sustainable
performance results.
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