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Abstract
In recent years, grQwing social concerns corporate social

opt socially responsible
eholders. The integration

behaviors in order to gain
of CSR principles intoWhum

support o ‘@

resource

study aims to “ami erceived socially responsible human
resource managegent (SR- employee job performance, emphasizing
iating role of ser hip. The statistical population consists of
nd managers of the Bushehr Province Gas
ormula, a sample size of 196 was estimated, and
Itimately analyzed to enhance the generalizability
ere collected through a structured questionnaire. The
validity of the ins ent was assessed through content and construct validity,
while its reliability Was confirmed using Cronbach’s alpha (o = 0.95). The
results indicate that pgkceived SR-HRM has a positive and significant impact
on both job performance and servant leadership. In addition, servant
leadership positively affects job performance. Furthermore, servant leadership
plays a significant mediating role in the relationship between perceived SR-
HRM and job performance. Based on these findings, strategic
recommendations are provided for senior managers of the Bushehr Province
Gas Company to optimize resources and effectively manage stakeholder
expectations through the adoption of socially responsible HRM policies.

PRESS

Original Reserch / Review / ...

Received:

Accepted:

ISSN:

elSSN:


https://orcid.org/0000-0002-5299-4081

dlo Juad | oyl | € U | dlowa o | ¥

Keywords: Human Resource Management, Perceived Socially
Responsible  Human Resource Management, Corporate Social
Responsibility, Servant Leadership, Job Performance

1. Introduction
Contemporary global challenges- such as environmental degradation,
pandemics, and geopolitical instability- have intensified the need for
businesses to focus on sustainable develgpment (Pham et al., 2020;
Piwowar-Sulej, 2022). Sustainable practicesygot only enhance busmess
outcomes but also benefit employees and S
Gonzélez et al., 2022). Within e development of
human resource systems grounded in'Sgci Wity i i
as a key approach to generating social
Socially Responsible Human Res

(SR-HRM) is
that contribute to
rnal CSR initiatives et al., 2022). Del-
Castillo-Fito et al. (2 -HRM enhances social
legitimacy and publi w ptifng the alignment of HRM
practices with broadeﬁ SR ewor

Despite  growii) erest,
relat' nship be i

n SR-HRM’s impact on organizational
itment, job satisfaction, and turnover
intentions. iti e interplay between perceived SR-HRM and

these research gaps by investigating the effect of perceived SR-HRM
j and examining the mediating role of servant
leadership. The cepiral research question is: How does perceived
socially responsible " human resource management affect employees’
job performance through the mediating role of servant leadership?

2. Literature Review

Socially Responsible Human Resources Management

SR-HRM comprises employee-centered CSR practices that serve as
foundational mechanisms for effective CSR implementation (Zhou &
Zheng, 2024). SR-HRM's distinguishing characteristic is its capacity to
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inspire employees to engage in voluntary, socially conscious, and
environmentally sustainable behavior (Zhang et al., 2022). By
institutionalizing CSR through supportive HRM strategies, SR-HRM
fosters employee responsibility aligned with the organization’s CSR
objectives (Liu et al., 2024).

Job performance

Job performance refers to actions and behaviors that contribute to
organizational objectives, including the efficient execution of tasks and
responsibilities (Viswesvaran & Ones, 200 iyana & Sridadi, 2020).

efforts, determined by individual \eapability, motivation, and work
context (Dokko & Jiang, 2024; Gazi €

Servant Leadership

Introduced by Greemleaf (1970), servant lea ip emphasizes a
leader’s motivation erve othersy(G eaf, 2002). Academic
models by researcher as Van w ck (2011) and Urrila &
Eva (2024) |dent|f3i rvanty, leaders behaviors such as ethical

conduct, authentici ing followers' needs. This leadership
style fosters eﬁ)

Research i at organizational factors—such as SR-HRM—
significantly affect job performance (Pandey, 2018; Vu, 2022). Vu
(2022) found thaty SR-HRM positively influences performance by
fostering long-term\@rganizational sustainability. Similarly, Manzoor et
al. (2019) showed that sustainable HRM practices enhance performance
through empowerment and employee involvement. Servant leadership
has also been linked to job performance due to its emphasis on
employee support and development (Rashid & Ilkhanizadeh, 2022).
Newman et al. (2017) and Quan & Van Dierendonck (2025) emphasize
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that servant leadership enhances work meaning and motivation,
ultimately improving individual and organizational outcomes.

Ren et al. (2021) argue for the complementary role of servant leadership
and SR-HRM in shaping employee behavior. Marescaux et al. (2019)
similarly highlight the importance of leadership support in reinforcing
HRM initiatives. Thus, SR-HRM acts as a source of workplace
resources, fostering employee engagement and well-being (Zhou &
Zheng, 2024).

3. Methodology

This applied, descriptive-survey reséarch emplo
strategy to examine the relationships ag

servant leadership, and job perfor : S ical population
included 400 employees of the Bushehr Pr i
Cochran’s formula,

a quantitative

ulated; 204 completed
questionnaires were ulti ngthen generalizability.
Sampling adequacy Wa8.co aiser-Meyer-Olkin (KMO)
test (KMO =0.91), i%icat'ng itability for factor analysis. Data were
gathered usinia Validated liable questionnaire. Validity was
assessed using Goftent and.constkuct methods; reliability was confirmed

4. Results

H1: Perceivied SR-HRM has a positive and significant effect on

job performance (p = 0.140, t = 2.256, p < 0.01).

e H2: Percei SR-HRM positively and significantly affects
servant leadership (p = 0.734, t = 24.461, p < 0.01).

o H3: Servant leadership significantly influences job performance
(B=0.693,t=11.658, p <0.01).

e H4: Servant leadership significantly mediates the relationship

between perceived SR-HRM and job performance (f = 0.509, t

=231.11, p<0.01).
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These results confirm all proposed hypotheses, indicating robust
relationships among the study variables.

5. Discussion

From a systems theory perspective, organizations exist in continuous
interaction with their external environments, making responsiveness to
social factors critical. Human capital plays a decisive role in this
dynamic, and HRM units are central to organizational adaptation. SR-
HRM—emphasizing employee-centered @SR policies—emerges as a

6. Conclusion

The study’s findin

Bushehr Province Ga
1) Investing in ﬁ

development and im

2) CSR activiw
evaluatipns and integ

Successful"SR-H

ssential for sustainable
ee performance.

linked to employee performance

to daily operations.

lementation requires commitment at

levels.

4) Se vital role in reinforcing SR-HRM policies

[ d values and employee engagement.

Ultimately,
leadership can

ynergistic interaction between SR-HRM and servant
e organizational excellence and social legitimacy.
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