

  sustainability-11-01044




sustainability-11-01044







Sustainability 2019, 11(4), 1044; doi:10.3390/su11041044




Article



Socially Responsible Human Resource Management as a Concept of Fostering Sustainable Organization-Building: Experiences of Young Polish Companies



Edyta Bombiak *[image: Orcid] and Anna Marciniuk-Kluska *[image: Orcid]





Faculty of Economic and Legal Science, Siedlce University of Natural Sciences and Humanities, Konarskiego 2, 08-110 Siedlce, Poland









*



Correspondence: edyta.bombiak@uph.edu.pl (E.B.); anna.marciniuk-kluska@uph.edu.pl(A.M.-K.); Tel.: +025-643-17-09 (E.B.); +025-643-17-09 (A.M.-K.)







Received: 16 December 2018 / Accepted: 13 February 2019 / Published: 17 February 2019



Abstract

:

There has been increased interest over recent years in socially responsible human resource management (SRHRM) oriented at developing good relations with employees as a function fostering sustainable organization-building. This is a consequence of our awareness of the fact that employees and personnel processes play a vital role in translating the policy of sustainable development into practice. The objective of this research has been to diagnose the activity of young Polish enterprises in the area of SRHRM as an important corporate social responsibility (CSR) component and to assess relations between SRHRM practices and the sustainable development of organizations. The studies conducted on a representative sample of 150 entities demonstrate both the scope of SRHRM practical implementation and the fields which have disparity in this respect. It has been determined that SRHRM practices are quite frequently adopted by young Polish enterprises. Research has shown that there is a correlation between the assessment of the relationship of SRHRM practices with the sustainable development of organizations and their practical implementation. It has been established that the higher the assessment of the strength of the relations of a given practice, the more often it is implemented in the enterprises studied. Simultaneously, the research has demonstrated a low level of maturity with respect to SRHRM implementation, as evidenced by the adoption of basic practices.
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1. Introduction


In contemporary knowledge economies, one of the crucial elements determining an organization’s ability to create added value, and hence its long-term competitiveness, is skillful interaction with one’s surroundings [1]. What is expected from today’s businesses, however, is not only for them to generate profits but also to limit and reduce their negative impact on the environment and to address threats to our civilization [2]. In response to higher global social awareness as well as the sensitivity of interested parties, the number of organizations which have based their strategies on sustainable development principles is growing [3].



Sustainable development is a present-day idea of civilizational development, born out of the necessity to mitigate and counteract the adverse impacts of economic growth. It is the kind of development that aims to satisfy the needs of present generations while preserving the ability of future generations to meet their own aspirations [4]. Its mechanism is built around the pursuit of three primary goals [5,6,7,8]:

	(1)

	
Ecological—which involves a reduction of environmental degradation;




	(2)

	
Economic—expressed by satisfying basic material human needs with the application of technology and techniques which do not destroy the environment;




	(3)

	
Social—which assumes the maintenance of a social minimum (eradication of hunger and poverty), health protection, development of human spiritual sphere (culture), safety and education.









A consideration of the above mentioned three categories of objectives is referred to as the “triple-bottom line” [9]. The concept highlights that social, economic and environmental goals are interrelated and mutually reinforcing [10].



Therefore, the idea of sustainable development has three characteristic features: sustainability, durability and self-sustainability. Sustainability involves the need to maintain a balance between developmental needs and the need to protect the environment. Durability requires the provision of access to environmental resources. Self-sustainability draws attention to the interdependence of economic, environmental and social factors in the stimulation of a long-term economic growth [11].



The application of the principles of sustainable development entails profound consequences at the microeconomic level. For the idea to be implemented and to assess its effectiveness, business entities need to account not only for economic aspects but also for social and environmental criteria [12]. Consequently, this means support should be provided to organizations which are socially responsible, environmentally friendly and which promote economically valuable solutions as part of their business activities [13]. A tool that fosters sustainable organization-building is the concept of CSR.



CSR refers to a firm fulfilling its legal, economic, ethical, and philanthropic responsibilities to society [14]. The ISO 26000 standard (International Organization for Standardization) defining social responsibility as the responsibility of an organisation for the impact of its decisions and activities on society and the environment, through transparent and ethical behaviour which contributes to sustainable development, including the health and well-being of society [10]. Hart defines CSR as “the company’s considerations of and response to issues above the narrow economic, technical and legal requirements of the company to accomplish social and environmental benefits alongside with the traditional economic benefits which the company seeks to achieve” [15].



CSR is a set of activities which serves the implementation of the sustainable development strategy at the microeconomic level [1]. It is a business model based on the development of long-term relations with all participants of the socio-economic system, having regard for their diversity and developmental needs. Thus, CSR stands for a rejection of the strategy oriented purely towards the interests of the owner of the capital [1]. According to this concept, the objective of an enterprise is to create value for all stakeholders, which allows sustainable development and encourages the ongoing involvement of social partners [16]. It is reflected by the voluntary adoption of these expectations into company strategy, which leads not only to economic benefits but also social effects.



CSR concentrates on the organization, yet it is strictly connected to sustainable development [10]. The connection between CSR and sustainable development is emphasized by the definition formulated by the World Bank, stating CSR is the commitment of the business in contributing to the sustainable development through the cooperation of human employees, their families, local communities and society, aimed at improving the quality of life and thus both business and social development [17]. The CSR concept has been defined by the World Business Council for Sustainable Development as “the commitment of business to contribute to sustainable economic development, working with employees, their families, the local community, and society at large to improve their quality of life” [18]. The stated purpose of CSR is “minimizing compromise and maximizing synergies” resulting from company interactions with the economic, community and natural environment where it operates [19]. According to ISO 26000, caring for the compliance with law is especially important when implementing CSR [10]. Also, Cohen at al. [20] underline that respecting the labor law is the starting point for SRHRM. Therefore, it can be concluded that complying with legal regulations is a necessary but not sufficient condition for CSR.



In recent years one can see a kind of integration of CSR and corporate governance (CG) [21]. According to ISO 26000 corporate governance is a system enabling an organization to take and implement decisions serving the realization of its goals. The corporate governance framework is there to encourage the efficient use of resources and equally to require accountability for the stewardship of those resources [22]. The governance mechanism is multidimensional and should ensure that stakeholders interests are protected in all respects. There should be complete transparency about the activities of the company. The conduct of the company should be in line with the legal and ethical framework. That is why some authors believe that CSR is a part of corporate governance [21,22]. Firms use governance mechanisms, along with CSR engagement, to reduce conflicts of interest between managers and non-investing stakeholders. When managers use CSR activities to resolve conflicts between managers and various stakeholders, CSR engagement enhances firm value and performance [23]. CSR and CG have some common ground. Both concepts relate to the general relationships of an enterprise with its internal and external environment, accept the company’s responsibility, and aim at ensuring a stable performance and good communication with stakeholders [24]. That is why they can complement each other in heading towards sustainable development of the organization. Giroud and Mueller [25], Coles et al. [26], Core and Guay [27], Li [28] write more about corporate governance and its impact on sustainable development and its connected practices.



Even though the ideas of sustainable development and CSR have been evolving over recent decades [29], in published works concerning the matter focus is mainly placed on aspects related to the environmental and economic dimensions, whereas far less attention is paid to the social dimensions of sustainable development [30,31]. It seems so far that the full potential of human resource management (HRM) within the process of sustainable organization-building and the attainment of sustainable development goals is yet to be revealed [32]. Therefore, in recent years there has been an increase in interest from both theoreticians and practitioners in the concept of sustainable human resource management (SHRM). As highlighted by authors dealing with SHRM, personnel processes and HR leaders play vital roles in translating the policy of sustainable development into practice [33,34,35,36,37,38,39,40]. Thanks to SHRM support, companies may attain their sustainable development goals more effectively [31,41].



It should be noted that the SHRM concept is a result of connecting HRM with the idea of sustainable development [20,42,43]. The idea emphasizes the need to develop the objectives of the personnel function in a broader manner—not only in categories of economic interest, but also in the social and environmental categories [44,45]. A direct consequence of the implementation of SHRM is the development of sustainable human resources, i.e., highly qualified employee who understand and follow the principles of sustainable development throughout the course of their work [46,47,48].



SHRM is a new approach to the realization of personnel function, which aims at the integration of potentially contradictory economic, ecological and social goals. The SHRM model consists of three components: economic HRM, green HRM and SRHRM [45]. SRHRM is one of the key components of SHRM. Its essence is a socially-sensitive approach to human resources implemented by personnel practices within both HRM and CSR. De facto SRHRM pertains to CSR’s internal dimension and fosters corporate social responsibility with a view to attaining environmental and social values by developing ethical attitudes based on honesty and trust in employees. Thus, the concept of SRHRM provides conditions promoting sustainable development.



Despite a marked increase in the studies and practices regarding both sustainable development and HRM and CSR, analyses of the correlations between the fields conducted to date have been sparse [37]. Above all, there is a small number of publications on SRHRM implementation in the context of sustainable organization-building in Poland. A review of the Polish source literature revealed a gap with respect to empirical studies in the field of the relationships between SRHRM and sustainable development. What is more, there has been no attempt to assess the relationship between SRHRM practices and the sustainable development of Polish organizations, which provided the author with an impulse to undertake research in the field.



The objective of the study is to diagnose the activity of young enterprises operating across Poland in the field of SRHRM oriented at developing good relations with the primary group of stakeholders, which includes employees, and to carry out an evaluation of the effect of SRHRM practices on sustainable development of organizations. The analysis includes an identification of SRHRM practices embraced by organizations and their prioritization in accordance with their effect on the sustainable development of organizations. The main research problem was to establish correlation between the assessment of the relation of SRHRM practices with the sustainable development of organizations and their practical implementation.



In the course of analyses, the following research questions were addressed:

	
—Which SRHRM practices are most often implemented in young Polish enterprises?



	
—Which SRHRM practices are key to the sustainable development of organizations in the Polish reality?



	
—Is there a correlation between the assessment of the relation of SRHRM practices with the sustainable development of organizations and its practical implementation in the young Polish enterprises analyzed?








In order to solve the above presented problems, the study was based on a review of literature, a diagnostic survey method, and statistical and comparative analyses.



The interest of the authors in Polish enterprises grows from the fact that usually modern methods in the field of management are implemented in Polish organizations with delay. That is why some practices, which in Western countries have been realized for years, are new in Poland. The authors intended to survey to what extend Polish enterprises have advanced in implementing SRHRM practices, which are the element of a new model of the personnel function evolution, that is SHRM. Finding the gap in the area of desired practice of HRM may, according to the authors, give impetus to improving this field of management in the future.



The first years of functioning of a young enterprise on the market are a test of its survival. That is why in this period of time managers very often concentrate on the realization of economic goals. Social aspects of performance, especially voluntary ones, are usually relegated to secondary status. The authors tried to inquire, whether, and if yes, how deeply, young Polish enterprises are familiar with the concept of SRHRM, and to what extent they are willing to realize this practice in the time of start-up. The authors believe that the scope of implementation of SRHRM is a kind of barometer of the level of CSR importance in the successful organization building.



The principal restriction encountered in the course of research was the shortage of studies conducted in the young enterprise population, which made it difficult to carry out a comparative analysis of the results of research. The reason behind this is that the results of published analyses are typically presented in the form of a profile of the number of entities expressed by the number of employed workers, and less often accounting for the time period of their operation on the market.



The article is composed of five sections. The introductory part presents the essence of the concept of sustainable development and its relation to CSR, which is the background of the study considerations. In addition, it presents the reasons for the growth of interest in SHRM and SRHRM. Further on, there is an outline of the research gap identified in source literature which prompted the author’s motivation to carry out personal research. It includes a definition of the research objective, a brief overview of research problems, applied methods, study limitations, the composition of the article and its contribution to science.



In Section 2, the theoretical background of the considerations in question is presented in the context of the world’s literature review. Here, the focus is on the determination of the role of human resources and human resource management in sustainable development and sustainable organization-building. Next, the nature of SRHRM and the benefits of its implementation are presented and the relationship between SRHRM and CSR is examined. Furthermore, there is a review of the SRHRM practices.



Section 3 outlines the subject matter of the research and the population studied, formulates research hypotheses and describes the methods employed. Thereafter, there is a discussion involving the research findings. It includes an assessment of the impact of SRHRM on the sustainable development of young organizations and a diagnosis of the scope of their implementation in the enterprises studied. Analysis of the research outcome was performed in the context of studies conducted by other authors. The final section demonstrates key conclusions, references to the extent of verification of research hypotheses and recommendations for future research directions.



This study shall contribute to source literature by diagnosing a gap associated with SRHRM use as a vehicle for increasing the sustainable development of organizations in the Polish reality. In the opinion of the study authors, research findings may stimulate interest in the implementation of the SRHRM concept in Polish organizations and in extending the scope of its application as an instrument for sustainable organization-building. This is particularly important in relation to young organizations’ development since the implementation of socially responsible HRM practices during the early stage of development of an organization provides it with an opportunity to improve its sustainability performance.




2. Literature Review


2.1. The Role of HRM in the Creation of Sustainable Organizations Development


Continuing along the path of sustainable development is becoming a necessity given our rapidly deteriorating natural environment and the increase in social challenges. It is mostly expected from enterprises, as they grossly contribute to environmental degradation [46]. Enterprises choosing to base their operations on the triple-bottom line principle [49] are referred to as sustainable enterprises.



According to Grudzewski et al., sustainable enterprises are enterprises capable of ongoing development, adaptation, learning, revitalization and reorientation [50]. The purpose of sustainable enterprise activities is to achieve an economic, social and environmental balance [49]. Economic sustainability requires enterprise profitability to be increased by efficient resource use, effective undertakings, good management, planning and control. Environmental sustainability necessitates the prevention of adverse and irreversible consequences for the environment through efficient use of natural resources, soil and water protection, and skillful waste management. Social sustainability involves the obligation to respond to the needs of all company stakeholders [3,51]. As a result, the prospects of succeeding in the case of sustainable enterprises go far beyond the financial dimension. These are companies which not only yield economic profits, but also take care of the environment and contribute to the social balance. Enterprises following the sustainable development principle apply systems and processes which adhere to the principles of efficient use of natural energy and resources, low pollutant emissions, safety assurance, and satisfaction of employees, consumers and communities [52].



Such business entities would not exist without appropriate staff. The environmental and social conscience of workers, fostered by their activity and competencies, constitutes the foundation of effectiveness and efficiency of actions in the area of sustainable development [46]. Thus, more and more frequently attention is paid to the key role of human resources and HR management in the implementation of the idea of sustainable development. Many authors agree with the thesis that the HR function is a potent instrument of sustainable organization-building [34,53,54]. The group of researchers which explore the issue of the HRM role in the implementation of the strategy of sustainable development is constantly expanding. Source literature emphasizes that the objective of the human resource department is to support the organization on the road to sustainable development [37], whereas HRM practices are essential for attracting and retaining personnel who will strive to attain the goals of sustainable development [37,38,55].



Human resources play a crucial role in the creation of sustainable development culture [38,56]. This is because responsibility culture development starts with the HR function. HRM policies and strategies create a framework for sustainable development culture by raising employee awareness in the field. Most of all, it is underpinned that the HR function may facilitate CSR strategy development and implementation [57,58,59,60,61,62]. Appropriate personnel policy favors intensification of desirable socially- and environmentally-oriented behaviours [56]. Therefore, it is emphasized that the HR function has a strategic role to play in CSR initiatives of organizations [63]. The role of the HR function in the development of sustainable enterprises is further expressed by the development of sustainable personnel. This term refers to highly qualified employees who understand and follow the principles of sustainable development at work [46].



For HRM to fulfill such a leading role, the HR function should be treated as a strategic partner participating in the policy of sustainable development. Needless to say, one of the main challenges for modern HRM is its fusion with the idea of sustainable development and its orientation at supporting aims related to economic, social and environmental equilibrium [64]. This is reflected in the SHRM concept.



According to Ehnert, SHRM means taking up such practices that allow organizations to attain goals in a long-term perspective and that at the same time reflect their great concern for their employees [65]. Kramar would broaden the definition to include the minimization of the negative effect of enterprise operations on the natural environment, employees and communities [42]. Cohen et al. [20] adds that sustainable human resources management promotes the strategy of sustainable development in organizations by:

	
just treatment, commitment to employee development and welfare;



	
building employee trust and increasing their motivation to work for the benefit of sustainable development;



	
taking care of internal stakeholders’ (employees) and external stakeholders’ health;



	
fostering environment-friendly practices.








Given the above, SHRM contributes not only to the attainment of economic goals but also to the achievement of a far-reaching balance between inter-generational needs, thus preventing serious future environmental or social problems [46,49]. The implementation of this concept involves the need to modify the HRM philosophy so as to include socioenvironmental objectives in all subareas of HRM, from employment planning, to recruitment, selection, employee motivation and development, to employee assessment and impact on the conditions of work. This implies recruiting sustainable employees, broadening employee knowledge about sustainability, encouraging employees to undertake socially and environmentally oriented actions [44] and reward them for the effects produced. Rather than performed occasionally, these practices should become a permanent element of the personnel strategy.



One crucial component of SHRM is SRHRM. It is a manifestation of a responsible and honest approach to employees, which preconditions the use of their knowledge and stimulation of their participation in pursuing the objectives of sustainable development.




2.2. The Essence and Benefits of SRHRM Implementation


A sustainable enterprise is the one which is concerned with satisfying the needs and interests of equal groups of stakeholders. This is because positive relations with the stakeholders reduce operation costs, minimize risks, increase knowledge capital and promote goodwill. In relation to an organization’s success creation, employees are particularly vital stakeholders. Commitment to good relations with workers is of the utmost importance in these times of the knowledge economy, where the foundation for the creation of added value is the intellectual capital. Relations with employees are unique in nature given their sensitivity to ill-treatment. To develop effective relations, organizations need to show respect for the rights and personal dignity of the employed. However, despite the fact that human resources and their management are seen as critical in terms of an organizations’ success [66], in practice the prevailing approach is that of HR exploitation [67]. The introduction of SRHRM favors counteracting this negative tendency.



SRHRM is a concept which derives from and is strongly correlated with CSR. Authors tackling the issue indicate that there is a feedback loop between the two fields [68,69,70,71,72,73,74,75,76,77,78]. While CSR has an impact on HR, HRM has a key role to play in CSR implementation [56,73]. Relations between CSR and HRM in available literature usually fall under two broad categories [68,79,80]:

	
—CSR supported by HRM (HRM practices used to involve employees in CSR implementation);



	
—HRM supported by CSR (CSR practices used to attract, keep and motivate employees).








SRHRM is a concept founded upon the integration of both domains and accounting for the two-way CSR-HRM relation [72,81]. SRHRM comprises a socially-conscious approach to human resources implemented by personnel practices within both HRM and CSR [82]. They are a means by which HRM effectiveness is increased by incorporating employees’ needs into the needs of organizations, which leads to greater involvement and satisfaction. On the other hand, given that SRHRM pertains to CSR’s internal dimension, it can foster corporate social responsibility with a view to attaining environmental and social values by developing ethical attitudes based on honesty and trust in employees. SRHRM as a social dimension of SHRM is consistent with broadly understood corporate social responsibility oriented at the optimum use of employee potential with simultaneous respect for their rights and needs. The said dimension of HRM is manifested by an employee-centred approach according to which employees are treated as crucial stakeholders [45]. SRHRM can be seen in, amongst other things, voluntary non-business actions aimed at meeting long-term employee needs, ensuring job satisfaction and development opportunities [83]. The principle of SRHRM is to engage in an active dialogue with employees. This fosters trust capital development. Trust is a crucial element of cooperation. It promotes and maintains it, encourages information exchange, enriches relations, prompts growth in candor and mutual acceptance, and aids conflict resolution [84].



Practical implementation of the trust-based SRHRM is manifested by an observation of ethical principles in relations with employees throughout all stages of the personnel process (from recruitment and selection to motivation, assessment and development, to employment restructuring). Table 1 shows a selection of SRHRM practices.



Socially responsible practices in the field of HRM generate a number of direct benefits. Most of all, they have a positive effect on internal and external employer branding. The reason behind this is that the most important factor affecting an organization’s reputation as a workplace is the way in which it treats employees [80,85]. The research carried out among 100 most reputable firms in Spain showed that socially responsible practice implemented for employees, directly and positively influenced the reputation of the employer [86]. Subject literature emphasizes that a corporate social strategy may be employed in order to attract, maintain and motivate employees [68,73]. An increase in employee motivation and morale, on the other hand, has a positive impact on their involvement [87], productivity [88] and company loyalty, which in turn may improve financial results [63,73]. The application of socially responsible practices in the area of development, the development of working conditions and relations between humans may also contribute directly to a decrease in absences and personnel rotation [37]. More and more SRHRM practices seem to be indispensable to meeting economic and demographic challenges concerning personnel policy, such as the aging of society, the workforce shortage, or the talent war [65,73]. The implementation of the SRHRM concept may also become a panacea for increasing personnel fluctuation, a decrease in employee loyalty to their companies, an increase in levels of work stress, and falling employee satisfaction [31]. Even though this mode of applying the CSR perspective to HRM does not amend the HRM goals, it does contribute to their improved realization [63,73] for it becomes a mechanism for unlocking the human capital, which is fundamental to the development of sustainable organizations and to their ability to gain a long-term competitive advantage [56,89].





3. Materials and Methods


The subject matter of the research comprised SRHRM practices followed by young Polish enterprises. The list of activities included in the research is presented in Table 2. The diagnosis was conducted with reference to 35 activities implemented at various stages of the personnel process. The list of practices was identified pursuant to the analysis of source literature.



With a view to analyzing the effect of the above-listed socially responsible practices on the policy of sustainable development, a (partial) survey was conducted among a random, representative population of 150 young enterprises with their headquarters in Poland. Young enterprises were defined as those operating on the market for less than three years. The study was conducted in January 2018 with the application of the CATI technique [90]. The study sample was selected on a layer basis. First, 25 entities from each of the six Polish regions were drawn: Central, South, East, North-West, South-West and North. The survey targeted individuals in charge of HRM policy development in the analyzed enterprises. The characteristic features of the study population are shown in Table 3.



The enterprises which prevailed in the population studied were those operating on the market for more than one year. They accounted for as much as 90.7% of the study population. The size of the companies which dominated the population studied was medium, i.e., employing between 50 and 249 employees. Their percentage was established at 66.7%. The prevailing type of business activity of the study entities was provision of services (66%). In terms of the type of ownership, the largest group was that of limited liability companies, which constituted 57.3% of the study group. Next, with respect to the scope of operations, the dominant enterprises were domestic enterprises (29.3%). Respondents were mainly heads of human resource departments (84%).



One of the most important criterion of the surveyed enterprises choice was their size measured with the number of employees. In our research we concentrated on medium and large companies, which—as it has been proven in other research—are more interested in CSR initiatives implementation than small firms [91] and also have better qualified managers [92]. It is worth noticing that this criterion is not very often used in analysis, which is confirmed by the results of the Dang and Li’s research [93]. These authors analyzed 100 empirical papers from top finance, accounting, and economics journals and ascertained that the most popular firm size proxies in empirical corporate finance research are total assets, sales, and market value of equity. However, they believe that size is a firm fundamental variable, any small difference may have critical impact on the dependant variable and other independent variables in empirical study. Besides, great caution must be exercised when some variables are collinear with the different firm size measures. They also underline that the choice of company size depends on the concrete goal of research [93].



Other important criterion in our research was the period of time when a company was functioning on the market, which allowed us to determine a group of young enterprises. The justification of this criterion choice was the possibility of obtaining data concerning the scale of SRHRM implementation in the first phase of the life cycle of the surveyed organizations. The results may, on the one hand, fill in the diagnosed in the literature gap, and, on the other hand, create the ground for further analysis giving the possibility to compare in the future the scope of the SRHRM implementation in young and mature companies.



Research allows the following:

	
Acknowledgement of the Polish managers’ opinions concerning the meaning of particular socially responsible human resource practices in shaping sustainable development of young enterprises



	
Identification of practices which are key to sustainable enterprise-building in the opinion of Polish managers;



	
Diagnosis of practices which in the opinions of respondents have a marginal role to play in sustainable enterprise-building;



	
Determination of the frequency of implementation of individual socially responsible activities in the field of human resource management within the studied enterprises;



	
Identification of practices most popular under Polish conditions;



	
Diagnosis of practices which are rarely implemented by young enterprises under Polish conditions;



	
Analysis of the correlation between the assessment of the relation of SRHRM practices with the sustainable development of organizations and their practical implementation in young Polish enterprises;



	
Description of the above-mentioned correlation with the application of a mathematical model and a calculation of standard errors of the estimates.








Over the course of research, attempts were made to verify the following research hypotheses:



Hypothesis 1.

Socially responsible activities declared by Polish managers in the area of HRM have an irregular relation with the sustainable development of young organizations.





Hypothesis 2.

There is correlation between the assessment of the relation of SRHRM practices with the sustainable development of organizations and their implementation in young enterprises.





To verify Hypothesis 1, measures of central tendency, both classic and location (in the case of impact asymmetry), measures of dispersion, i.e., the extent to which a distribution is scattered, and measures of dispersion, demonstrating the mean deviation of individual activities from the average and the force of activity variability, were applied. The measures of asymmetry allowed determination of the force and the direction of asymmetry of assessment of individual SRHRM activities; whereas the measures of concentration let us analyze the spread of activity assessment round their mean value.



In the process of verification of Hypothesis 2, Spearman’s rank correlation coefficient was used, which allowed the authors to determine the strength and direction of correlations between the impact of SRHRM activities on the sustainable development of young companies, and their practical implementation. Furthermore, the parameters of the linear regression model were estimated, which allowed the modelling of the relationship between the studied variables.



All of the above permitted an assessment of the extent of SRHRM concept implementation under Polish conditions in the context of supporting the sustainable development policy within young organizations.




4. Results and Discussion


4.1. Assessment of the Relationship between SRHRM Practices and the Sustainable Development of Young Organizations


The assessment of the relationship between SRHRM practices and the sustainable development of young organizations was conducted with the application of a five-level Likert scale, where 1 signified a very low relation and 5 a very strong relation of a given practice. To analyze the relation, the structure of the group was described by the calculation of measures of central tendency, both classic and location (in the case of impact asymmetry), measures of dispersion, specifying the extent to which a distribution is scattered, and measures of asymmetry and concentration (Table 4).



To identify socially responsible HRM practices which, according to respondents, had a strong relation with the sustainable development of organizations, the study sample was divided into quartiles. The first quartile was composed of SRHRM activities of primordial importance for the sustainable development of organizations in the opinion of Polish managers. The third quartile, on the other hand, consisted of activities which did not contribute significantly to sustainable development-building.



The analyses demonstrated that it was compliant with the industrial health and safety law (activity no. 11), which had the greatest relation with the sustainable development of young enterprises. The point here is a special care of health and safety at work and not only minimal compliance with the regulations defined in the labor law. This approach is named as sustainable HRM practice also by other authors [94]. Most frequently, respondents evaluated its relation as being very high (mode and median 5) and the average strength of the relation of this activity was 4.83. Another practice deemed crucial within SRHRM was company commitment to nondiscrimination of vacancy advertising, i.e., eliminating elements which could discriminate because of sex, age, appearance, disability, etc. (activity no. 2). The relation of the above activity was most often assessed as very high, with an average rating of 4.6. Other activities the respondents identified as crucial were: facilitating new employee adaptation (activity no. 6) and transparent rules of remuneration (activity no. 13). The average strength of the relation of these activities was 4.48 and 4.45, correspondingly, while the strength of variation of the relation extended from 16.5% to 15.9%. Furthermore, the following activities were considered important for the sustainable development of organizations:

	
—commitment to fairness of one’s employment offer (activity no. 1), with an impact average of 4.36;



	
—equal access to training (activity no. 9), with an impact average of 4.33;



	
—investment in employee development (activity no. 8), with an impact average of 4.31;



	
—provision of generous remuneration (activity no. 12), with an impact average of 4.29;



	
—just and clear dismissal procedures (activity no. 17), with an impact average of 4.11.








With respect to the above-listed activities, the mode observed was at the level of 5, whereas the (relation diversity)—between 18.65 and 25.59.



Most managers opined that the SRHRM activity considered as having the weakest relation with the sustainable development of enterprises was cooperating only with those business partners who were certified to be in compliance with ethical requirements (activity no. 21). The mean impact of this activity was assessed at 2.41. An equally insignificant activity was the impact of an award of ethical certificates (activity no. 20). In the opinion of the respondents, the average relation of this practice with sustainable development was 2.40. There were also other activities that were seen as having a low relation.



	
—drafting reports on social responsibility in HRM (activity no. 35);



	
—support for dismissed employees (activity no. 10);



	
—measurement of effectiveness of environmental actions in HRM (activity no. 32);



	
—employee involvement in social projects as part of corporate volunteering (activity no. 29);



	
—HRM socially responsible action progress monitoring (activity no. 34);



	
—provision for socially responsible HRM activities-related expenditure in the budget (activity no. 23);



	
—ethical code training organization (activity no. 33).






The effect of the above activities was deemed to be average, oscillating around 2.70 and 2.92. The coefficient of variation of the strength of relationship of the activities in the last quartile, regarded as less vital for company development, was much higher than the coefficient of variation in the first quartile. It oscillated around 43% to 53%, which signifies strong dispersion.



Given the average assessment of the relation of all SRHRM practices, which was 3.5 in the 5-level scale, we can affirm the following conclusion: the importance of SRHRM practices as instruments of support of sustainable development of organizations is appreciated by the studied entities. Nonetheless, some depreciation of the importance of activities associated with the implementation of procedural activities is evident. The managers covered by the research clearly chose to belittle the importance of practices such as:

	
—HRM socially responsible action progress monitoring;



	
—drafting reports on social responsibility in HRM;



	
—measurement of effectiveness of environmental actions in HRM; and



	
—provision for socially responsible HRM activities-related expenditure in the budget.








In the light of the fact that contractual partners’ commitment to ethical principles was considered—according to our findings—an activity that was the least important of all, it may be assumed that the relevant entities have not yet fully developed a culture of responsibility, which guarantees an authentic social involvement of enterprises. Needless to say, the implementation of SRHRM practices should be a direct result of the canon of values, rules, and norms of conduct respected and followed by a given company. It would be difficult to discuss the effective and comprehensive implementation of the SRHRM concept in the absence of an appreciation of the above practices. Some interesting conclusions in this respect may be drawn from the analysis of the scope of SRHRM concept implementation under Polish conditions conducted in the subsequent part of the study.




4.2. Evaluation of the Scope of SRHRM Concept Implementation in Polish Enterprises


On the basis of data regarding the number of enterprises pursuing individual SRHRM practices, characteristics of their structures were developed. The data analysis covered the following statistical parameters: measures of location, dispersion, asymmetry and concentration. The mean number of enterprises pursuing a SRHRM activity was 97; the standard deviation of the number of enterprises implementing social activities from their mean value was by 39 companies. Half of the activities were accomplished by 105 enterprises at most, whereas another half—in no less than 105 entities. The range of the number of enterprises pursuing an activity was 126 (activity no. 11 was implemented by as many as 149 enterprises, whereas activity no. 21 by 23 companies only). The coefficient of variation of 39.97% indicates a moderate strength of differentiation in the number of enterprises implementing social activities. Approximately 67% of social activities were accomplished by 58 to 136 young enterprises. The left side asymmetry is indicative of the fact that the mean number of enterprises pursuing SRHRM activities (97) was understated in relation to the median value (central value). The structure index (the frequency of activities) oscillated between 15.3% and 99.3% (Table 5). We ought to emphasize that 63% of SRHRM practices were pursued in over 50% of young enterprises. This means that a few activities were conducted more rarely than others.



Among the SRHRM practices most frequently implemented by the studied entities, the following should be listed:

	
Activity no. 11, i.e., Compliance with industrial health and safety, was implemented by the greatest number of entities: 149 (99.33% of the total)



	
Activity no. 1, i.e., Commitment to fairness of one’s employment offer and activity no. 13, i.e., Transparent rules of remuneration, accomplished by 147 enterprises (98% of the total);



	
Activity no. 6, i.e., Facilitating new employee adaptation, implemented by 146 companies (97.33% of the total);



	
Activity no. 2, i.e., Commitment to nondiscrimination in vacancy advertising, i.e., Eliminating elements which could discriminate because of sex, age, appearance, disability, etc., declared by 143 companies (95.33% of the total);



	
Activity no. 8, i.e., Investment in employee development, and activity no. 9, i.e., Equal access to training, pursued by 142 enterprises (94.67% total);



	
Activity no. 12, i.e., Providing generous remuneration, implemented by 141 of the studied entities (94% of the total).








Analysis of the above data demonstrates that the analyzed entities quite frequently implement SRHRM practices. The findings show the widespread popularity of selected practices. This is further confirmed by other authors’ research studies.



The study conducted by A. Pocztowski in the year 2013, which covered 50 Polish enterprises operating internationally, manifested that the studied entities were greatly involved with diversity management. The initiatives most often found in their company policies were: bullying prevention (64% indications), anti-discriminatory activities (52%), sexual harassment prevention (32%), flexible working hours (32%), accommodation for people with disabilities (30%), age management (24%) and ensuring work-life balance (18%) [45]. Employers in Poland have adopted more and more serious approaches to the policy of diversity, as manifested by corporate practices, such as the organization of workshops on tolerance and the prevention of discrimination and participation in external projects, e.g. company presence at marches promoting equality [95].



On the other hand, in a survey conducted in December 2014 across the whole territory of Poland on a population of 850 entities, an activity which was implemented most often, and which fit within the framework of SRHRM practices, was investment in employee development, as declared by 30% of respondents [96]. Against the backdrop of original research presented herein, we can observe considerable progress in the field, for in the year 2018, investment in staff development was cited by as many as 96.7% of the 150 studied entities. This speaks of Polish entrepreneurs’ growing awareness of the need to invest in human capital and to view this kind of expenditure not only in terms of cost but, above all, as a long-term investment.



Other research, conducted among 200 companies included in two rating lists: “Business Gazelles” and “Deloitte Technology Fast 50 in Central Europe” revealed that Polish employers pay considerable attention to the improvement of work conditions. The research demonstrated that 96% of enterprises have invested in industrial health and safety improvements, a reduction of the occupational disease risk, and/or an improvement of social conditions in the workplace over the course of the last three years. Eighty-three percent of the entities incorporated solutions aimed at improving the welfare of employees through the provision of healthcare packages, subsidized sports/recreational memberships and/or holidays. Seventy-seven percent introduced the work-life balance concept, and 60% declared involvement in improving employees’ qualifications through the implementation of various training methods (e-learning, coaching, and others) or by subsidizing external forms of education (such as post-graduate university courses) [97].



Our analysis of the presented study findings shows that the widespread presence of socially responsible practices within HRM is a growing trend in the Polish reality. It is a consequence of the fact that the CSR topic is gaining popularity in Poland, as evidenced by the rising number of social initiatives undertaken by employers [98]. According to annual reports concerning CSR published in Poland, Polish entrepreneurs’ involvement in the implementation of socially responsible practices is growing [95,99] and so is the use of social media in CSR. An analysis of the latest report on CSR issued in 2017 indicated that out of the 117 cited in the report, as many as 100 followed socially responsible work practices. The number of work-post-related practices nearly doubled compared to the preceding year. This trend may be justified by, most notably, employee market development in Poland. At the same time, the cited reports seem to confirm the hypothesis that the SRHRM concept is not implemented in a comprehensive manner in Poland. The majority of the studied entities pursue individual practices or several basic activities. The leader of the researched companies, Volkswagen Motor Poland, implemented 16 socially responsible work practices [95]. The lack of a comprehensive approach to SRHRM implementation is further demonstrated by the findings of research conducted by the authors of this study on a population of young enterprises.



Despite the positive growth trend with respect to SRHRM, original studies show that there are other, disturbing phenomena. First of all, it should be highlighted that practices listed as those most frequently implemented are of an obligatory nature, for entrepreneurs are obliged to follow them by law. These are activities, such as observance of the industrial health and safety law; commitment to non-discrimination in vacancy advertising and equal access to training. The Constitution of the Republic of Poland and the Labour Code prohibit any type of discrimination in employment, whether direct or indirect, in particular, due to sex, age, disability, race, religion, nationality, political belief, trade union membership, ethnic origin, denomination, and sexual orientation. Frequent implementation of obligatory practices may not necessarily be an indication of the implementation of the SRHRM concept in a given company as the essence of SRHRM is the voluntary adoption of socially responsible practices. Hence, it may be assumed that rather than SRHRM concept implementation, we may be dealing with PR-oriented CSR in some organizations. Obrad and Gherhes also highlight the likeliness of this risk [37]. According to them, it continues to be quite a frequent occurrence in the Romanian corporate environment. In Poland as well as in Romania, CSR is at times used solely as a marketing instrument [100]. Here, attention should be drawn to the risk incurred by adopting such an approach. A consequence of PR-oriented CSR is ignorance regarding employees’ real needs and the employment of human resource practices only as a PR instrument used to manipulate society with a view to generating profit. Such actions are not reliable in the eyes of company stakeholders, whereas the benefits of their adoption may be apparent and short-term. Therefore, we need to emphasize that SRHRM concept’s implementation may be considered comprehensive and authentic only when companies are truly committed to their employees, their safety and broadly understood physical and mental health, and when they provide optimum conditions for work and development.



Another negative symptom revealed during the research is the limited scope of the implementation of numerous human resource practices which are vital to SRHRM. Studies demonstrate that the least popular activity was exclusive cooperation with business partners who are certified in terms of compliance with ethical requirements (activity no. 21). This activity is practiced the least frequently—by only 23 of the studied enterprises (15.33% of the group). Among other equally infrequent activities were:

	
Activity no. 20, i.e., The award of ethical certificates, implemented by a mere 25 entities (16.67% of the population);



	
Activity no. 10, i.e., Supporting employees who are made redundant (help with finding a new job, psychological support), declared by 47 enterprises (31.33% of the group).



	
Activity no. 35, i.e., Drafting reports on social responsibility in HRM, pursued by 49 companies (32.67% of the population);



	
Activity no. 19, i.e., The conduct of ethical audits, implemented by 50 entities (33.33% of the population);



	
Activity no. 32, i.e., Measurement of effectiveness of environmental actions in hrm; and activity no. 29, i.e. Employee involvement in social projects as part of corporate volunteering, implemented by 56 enterprises (37.33& of the group);



	
Activity no. 34, i.e., Hrm socially responsible action progress monitoring and activity no. 29, i.e., Ethical code workshop organization, implemented by 62 enterprises (41.33% of the group).








The above-presented results point to the low popularity of activities associated with the implementation of SRHRM procedures by organizations, i.e., HRM socially responsible action progress monitoring, drafting reports on social responsibility in HRM, measurement of the effectiveness of socially responsible activities in HRM, and provision for socially responsible HRM activities-related expenditure in the budget. The comprehensive implementation of the SRHRM concept is impossible in the absence of the above-mentioned practices. It should be underlined that the lack of CSR practice implementation can be caused by a short period of the surveyed organizations functioning on the market. Especially that realizing some practices may take more time that three years.



We opine that a particularly important, scarce activity is the reporting of SRHRM practices which plays a vital role in the popularization of the SRHRM concept and, consequently, the scope of its practical application. For the reporting companies, in turn, this presents yet another opportunity to arrange, systematize and develop SRHRM practices. By bringing together all information regarding socially responsible HRM practices, it allows a broad view of the manner in which human resource policy is pursued from the point of view of its inclusion of the principles of sustainable development. Data included in such reports show not only where a given organization is, but also what it intends to achieve in the nearest future. Additionally, social reports facilitate an analysis of the effectiveness of conducted activities and their adoption to the needs of their stakeholders. Despite the above-specified benefits of reporting, the practice was pursued by a mere 32.67% of the entities in the studied group of young enterprises.



The minor scale of CSR reporting has been confirmed by other research studies. In 2013, a study was carried out covering the top 100 companies listed in the “Rzeczpospolita” newspaper’s ranking of Poland’s 500 largest companies. The results of the analysis demonstrated that only 12 of those companies had drafted social reports [100]. In the interest of comparison, according to the British FTSE 100, as many as 76% of all registered companies reported non-financial matters [101]. What is more, a study carried out in 2014 on a population of 300 Polish companies revealed that only one out of five enterprises had a CSR report prepared [102].



An analysis of the annual CSR reports in Poland shows that there is growing interest in social reporting. However, reporting non-financial data in Poland is still considered to be of marginal importance. One of the reasons behind Polish companies not going public about their social involvement is that such practices may be viewed as a source of risk in terms of competitive information publication [103].



The authors of the study opine that in the Polish reality it is still necessary not only to make the companies aware of the need for social reporting, including SRHRM reporting but also to extend such reporting by introducing a broader range of factors related to SRHRM practices. Under Polish conditions, the key elements of social reports made public by enterprises are environmental indicators (such as energy and water consumption, sewage and waste), data referring to responsibility owed towards the community (such as corruption, competitive behavior) and responsibility for products (such as consumers’ health and safety, product marking, compliance with requirements). Data pertaining to SRHRM practices are significantly less prevalent. If they happen to be reported, they are usually limited to information concerning the conditions of work, training, and compliance with human rights (such as anti-discriminatory practices and work safety).



Given the foregoing, we may conclude that enterprises in Poland are characterized by a low level of maturity with respect to the implementation of the SRHRM concept. Original studies conducted on a group of young enterprises as well as studies carried out by other authors tend to confirm this.



In a study conducted in the year 2014 on 300 companies (consisting of 100 large and 200 small and medium enterprises), employee-oriented activities were declared by over 85% of entities. However, only half of the large companies (54%) and every fifth enterprise from the SME sector (19%) have implemented the CSR strategy. This indicated that the remaining entities conducted socially responsible activities on an ad hoc basis, if at all. What is more, only a small percentage of companies (31% large and 16% SME) had the effects of their CSR activities assessed [102]. In comparison with the findings of our original research, it is fair to say that there have been no significant changes in this respect. Measuring the effectiveness of environmental actions in HRM continues to be a rare practice, declared a mere 37.33% of young entities. The reason behind this could be the fact that sustainable HRM is a relatively new concept which requires further analyses, above all with respect to defining indicators for measuring and reporting [103].



Jastrzębska, in turn, draws our attention to the conditions that are characteristic of Poland and which have a slower impact than in other states’ evolution of the CSR concept and, consequently, the rate of SRHRM implementation. She claims that in Poland there is an absence of strong social movements that stimulate the social participation of citizens, control the commercial sector or motivate social responsibility. Furthermore, a typical feature of Polish CSR is the lack of institutionalism, which can also be observed in the political sphere. This is evidenced, above all, by the absence of a superior governmental strategy referring to CSR development, the shortage of budgetary resources allocated to CSR development-related activities, and the assignment of participants to local governments pursuing various, dispersed EU-funded projects with respect to CSR [2]. Under such conditions, it is difficult to follow the worldwide CSR trends, and the SRHRM concept is, without a doubt, one of them.



Needless to say, the first signs of Polish public administration’s involvement in CSR-related matters should be seen in positive terms. This is demonstrated by, among other things, the project named “Partnership for the Attainment of Sustainable Development Goals” initiated in 2017 by the Ministry for Enterprise and the Ministry for Technology to integrate representatives of different environments for the purpose of effective realization of objectives on sustainable development. The above initiative is bound to raise awareness across a broader audience in terms of sustainable development’s objectives as adopted by the international community, their importance for individual social groups, and the need of cooperation in their effective application [104], which may contribute to an increase in the interest in a comprehensive SRHRM implementation. A vital role in the popularization of practices of the broadly understood CSR, binding since the year 2017, is also played by Directive 2014/95/EU of the European Parliament and of the Council. This is because the Directive obliges large undertakings to disclose statements containing information relating to environmental matters, social and employee-related matters, respect for human rights, anti-corruption and bribery matters, but also to relate these practices with company strategies, the risk entailed and key outcome indicators [105]. In the opinion of the authors of this study, the reporting obligation may become a catalyst for positive change in the field of SRHRM and a precursor to a strategic approach to social responsibility in HRM. Hopefully, this will also contribute to an increase in the number of initiatives in the field.




4.3. The Correlation Between the Assessment of the Relation of SRHRM Practices with the Sustainable Development of Organizations and Their Realization in Young Enterprises


Over the course of the original research, an attempt was made to examine the correlation between the assessment of the relation of SRHRM practices with the sustainable development of organizations and their practical implementation. With a view to establishing the strength and direction of the interdependence of the variables, the Spearman’s rank correlation coefficient was calculated (Table 6).


rd = 1 − (6 × 116/35 × (35^2 − 1)) = 0.984



(1)







The 0.984 rank correlation coefficient demonstrates a very strong correlation between the assessment of the relation between socially responsible practices and the sustainable development of organizations and their practical implementation in the studied enterprises. This indicated that the practices which are pursued are those which—in the opinion of the management—are vital to the policy of sustainable development, as expressed by the high rating of their relation.



To describe the correlations between the impact of the above-mentioned variables, we used regression analysis. Figure 1 represents a linear regression function type II, which specified the development of correlations between the realization of SRHRM practices under the influence of changes in the rating of their assessment of the relation of SRHRM practices with the sustainable development of organizations in the study sample.



The resultant regression coefficient ay = 0.3706 tells us that, in the study population, a 1-point impact growth in the assessment of the relation of SRHRM practices with the sustainable development of organizations results in an average increase of its realization by 0.3706. The coefficient of determination R2 = 0.9529 determines that in 95.29% the changeability of the number of enterprises pursuing socially responsible HRM practices was explained by the estimated regression function (through the variability of the effect of activities on the sustainable development of young companies). Next, the coefficient of linear indetermination (1 − 0.9529 = 0.0471 = 4.71%) yields information that in the studied sample of enterprises, the mere 4.7% changeability in the number of companies realizing social activity was not explained by the variability of the impact of activities on the sustainable development of enterprises.



The above-described regression function type II is a proxy variable of the function describing the studied relationship in all young enterprises in Poland. In the case of concluding with respect to unknown parameters of equations on the basis of data from the sample, a standard error of estimate of the regression coefficient Sa, a standard error of estimate of the polynomial Sb, and residual standard deviation Sz were calculated. The linear regression model is represented by the following equation:


yi = 0.3706 × xi − 98.678 + zyi



(2)






[Say = 0.014] [Sby = 7.708] [Szy = 8.54]











The standard error of estimate of the regression coefficient Sa informs us that when estimating the regression coefficient in a population of generally young companies on the basis of the regression equation we may err by 0.014. The standard error of estimate of the polynomial Sb informs us that when estimating the polynomial, we may go wrong by 7.708, whereas the residual standard deviation Sz informs us that the real value of the dependent variable differs by 8.54 from its theoretical value computed on the basis of the equation. The following hypotheses were made when drawing conclusions about the regression to the whole body of young enterprises:


H0 : αy = 0 H0 : βy = 0










H1 : αy ≠ 0 H1 : βy ≠ 0








The zero hypotheses presumed that the regression coefficient αy and the polynomial βy in the population were statistically insignificant; while the alternative hypotheses assumed that the specified parameters were statistically significant. To verify the validity of assumptions stated in H0 the t-Student statistics was employed.


t = ay/Say; t = 0.3706/0.014 = 26.471; t = by/Sby; t = −98.678/7.708 = −12.802;



(3)







The critical area is marked by the relation P(|t| ≥ tα;s) = α assuming the level of confidence to be α = 0.05 and the degrees of freedom s = n − 2, the result obtained was t = 2.037. When comparing the computed test values with the critical value, it was demonstrated that the parameters αy, P(26.471 > 2.037) = 0.05, and βy, P(12.802 > 2.037) = 0.05 are statistically significant. This shows that the regression function describing the rating of the assessment of the relation of SRHRM practices with the sustainable development of organizations and their implementation in young Polish enterprises computed on the basis of the sample constitutes the basis for concluding on the presence of the said correlation in the whole body, i.e., in all young Polish enterprises.





5. Conclusions


Socially responsible activities of enterprises in our modern world have become one of the fundamental elements of assessment of the position of an undertaking on the global market and a unique measure of its competitiveness. Therefore, the CSR concept—and SRHRM as its vital component—are becoming increasingly popular. The analysis of source literature demonstrates that SRHRM not only aids the development of sustainable organizations but is also an effective instrument for gaining a competitive advantage, favouring improvement of relations with company employees, increasing their satisfaction, loyalty, and motivation, while boosting both the internal and external company image. Those undertakings that consider SRHRM practices to be a permanent element of the business model they pursue and one of the key competencies are predestined to top the list of global companies and continue to increase their capacity to constantly generate added value. The implementation of the SRHRM concept is, without a doubt, evidence of the HRM system maturity. Maturity in the field of SRHRM may, in turn, be indicative of the general maturity of a given entity in the CSR area. Therefore, analysis of the social aspects of social HRM responsibility should become a more frequent component of assessments of one’s developmental potential and enterprise valuations.



To evaluate the scope of implementation of the SRHRM concept in the Polish reality, empirical studies have been conducted on a representative sample of young Polish enterprises. The said studies allowed the positive verification of the following hypotheses:



Hypothesis 1.

Socially responsible activities declared by Polish managers in the area of HRM have an irregular relation with the sustainable development of young organizations.





Hypothesis 2.

There is correlation between the assessment of the relation of SRHRM practices with the sustainable development of organizations and their implementation in young enterprises.





The analysis of correlations demonstrated a very strong positive correlation between the evaluation of the relation of SRHRM practices with the sustainable development of organizations and their practical implementation. Research demonstrated that the higher the rating of the relation of a given activity in the opinion of Polish managers, the more often it was implemented in the studied companies. This allowed the formulation of the following conclusion: in order to increase the scope of implementation of the SRHRM concept in the Polish reality, it is necessary to raise awareness of the importance of SRHRM practices at managerial level for the sustainable development of organizations.



Furthermore, the empirical studies show that SRHRM practices are adopted relatively frequently by young Polish enterprises. Nonetheless, there seems to be a low level of maturity with respect to the implementation of the SRHRM concept under Polish conditions. The following symptoms are evidence of the above conclusion:

	
—the focus of a significant rate of the studied entities on obligatory practices, i.e., Those required by law;



	
—a low rate of entities which hold ethical certificates;



	
—low interest in the issue of compliance with ethical requirements by contractual partners;



	
—a widespread lack of developed measurement and reporting procedures regarding SRHRM.








The analysis of regression defining the assessment of the impact of actions concerning CSR in the area of HRM on their realization in young enterprises is the basis for the conclusion that this correlation is present in the whole collection, that is in all Polish enterprises. However, the results cannot be extrapolated directly to any other country, because the work environment in different countries has its own specific conditions. One of the drawbacks of the results gained with the usage of this research method is the fact that the obtained data express only the managers’ opinions. However, it should be underlined that the respondents were managers responsible for the realization of the surveyed HR functions in their organizations, that is people having the required knowledge and experience to properly assess the impact of HRM practices on the sustainable development of the enterprises. Sustainable development of enterprises is difficult to be surveyed because it is shaped by many various factors. In this paper the authors concentrated on one of them, that is SRHRM practices. This creates a limitation in the interpretation of the obtained results.



It appears that in the Polish reality, there are still many entrepreneurs who do not see SRHRM as an effective instrument of HR function improvement. This suggests that the need to disseminate knowledge concerning the usefulness of the society-oriented attitude in the field of human resource management and the emphasis on the relationships between the realization of the said assumptions and the attainment of personnel goals and sustainable development objectives. CSR should feature permanently on the personnel agenda of organizations, for this is the only way in which it can bring long-term positive outcomes as expressed through an accurate perception of an enterprise by its internal and external stakeholders. In the long term, SRHRM activities should be seen as a type of investment which pays off in terms of the increased involvement of employees, improved employee performance, broadened perspectives of development, and strengthened investor confidence, which favors the effective allocation of capital, facilitates the achievement of investment goals, and stimulated sustainable organization-building.



Given the dynamic situation on the labor market, affected by tendencies such as the natural growth rate, the aging of societies, falling unemployment rates, and migration, we should expect SRHRM to be more and more frequently used as an inseparable and permanent element of the personnel strategy. For it must be emphasized that the implementation of the concept may not be limited to an ad hoc participation and may not focus on selected activities only. These must not be pseudo-social initiatives treated as a marketing tool, directed purely at the attainment of image benefits as part of employer branding. Durability (strategic persistence) must be an immanent feature of personnel initiatives taken up as part of SRHRM. Only a long-distance SRHRM strategy, with the potential to become firmly rooted in the organizational culture, may become a foundation for the development of sustainable employees who support the idea of sustainable development of organizations.



Given the advantages of SRHRM implementation and its proven importance for sustainable development of organizations on the one hand and the determined low level of maturity in the field of its practical implementation in the studied entities on the other hand, the authors opine that a significant area for further research is the identification and analysis of factors that precondition the realization of this concept in Polish enterprises. The authors’ intention is to continue research directed at the diagnosis of stimuluses and barriers to the implementation of the SRHRM concept.
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Figure 1. Correlation between the assessment of the relation of SRHRM practices with the sustainable development of organizations and their implementation in young Polish enterprises. 
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Table 1. Selected SRHRM practices.
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	Area
	Examples of Practices





	Employee selection

(recruitment, selection, adaptation)
	—honest, non-discriminating job offers

—ethical job interview

—implementation of the “candidate experience” concept

—friendly employee adaptation



	Employee motivation
	—generous remuneration

—transparent and objective criteria of gratification

—timely payment of remunerations

—comprehensive social package (extra insurance, healthcare, pension plans)

—employee participation in management



	Employee assessment
	—transparency of the system of period performance appraisals

—objectivity of evaluation criteria

—elimination of errors in the process of periodic appraisals

—conduct of constructive assessment interviews



	Employee development
	—investment in employee development

—assurance of equal access to training

—employee development support (mentoring, coaching)

—counseling and support with respect to professional career management



	Health prophylaxis and work safety
	—workshops on coping with stress

—training and workshops on healthy eating

—vaccinations

—health-oriented modifications of working places

—sport activities

—relax rooms at the workplace

—additional health leaves

—compliance with periodic health examinations of employees

—compliance with the industrial health and safety law

—commitment to ergonomic work space design



	Diversity Management
	—integration programmes

—equal opportunities programmes

—improvements for persons with disabilities

—multicultural teams

—work-life balance programmes (nonstandard forms of employment, improvements for parents, additional parental leaves)



	Developing relations and attitudes
	—transparent rules of communication

—corporate volunteering (voluntary participation in social campaigns)

—prevention of mobbing and discrimination

—development and implementation of ethical codes



	Employment restructuring
	—dismissal having regard to the values of respect for human dignity and employee rights

—just and clear disciplinary procedures

—outplacement
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Table 2. The list of SRHRM practices included in the research.
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	Activity Number
	Activities





	1
	Commitment to fairness of one