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Role of the HRM in CSR
In any company or organization, there must be an HR representative. Human resources’ Executive directs and manages all the tasks of HR for the company. The Executive is the HR department leader and plays the lead on any or all functions and matters human resource. The HR executive is supposed to educate, problem-solve, monitor, train, and make sure that the managers and employees follow the company HR policy. Some of the additional HR executive duties include directing and overseeing the hiring, administrating and monitoring benefit programs, training, and dismissal processes (https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/Documents/Corporate-Social-Environmental-Sustainability.pdf). Notably, the HR executive can also liaise with the CEO in planning valuable HR changes and taking action in implementing them strategically. As an HR executive, I must have strong analytical, interpersonal, and organizat5ional skills. Also, I have to be fully aware of employees' relations and make sure that they are in good condition in the whole organization. 
Regulating performance management is a large part of working as an HR executive. Coming up with a space where one can produce great work together with the employees and perform the best of their abilities is not an easy task, but with the correct strategies, one can make it work. This is so because effective management is all about leadership, feedback that is constructive, interpersonal relationships, and teamwork (Tseng & Levy, 2019). Even when it gets to the HR managing process's hard task, there is the availability of strategies that can make the lessons more doable. As the implementation of the corporate social responsibility needs promoting employees' participation and initiating changes that are meaningful in the organizational culture, there is a strong desire for involvement of the human resource management function in the formulation and implementation of the [policy. 
Mission, Values, and Vision
A successful CSR needs a clearly articulated mission vision and values. The HR executive needs to initiate or support the already development of the mission's value and vision if one does not exist or does not highlight CSR. The organization needs to integrate its corporate social responsibility or sustainability elements to bring forth alignment. The HR executive could implement the need for a vision where there hasn’t been a CSR ethic yet and show how the elements can be of importance to the ROI of the organization because this could be a good business strategy as well as for good people. The Executive can present the opportunities to the senior executives on what it means and why it gives a good business sense. Notably, the steps mentioned above, that is, the vision, mission, value, and strategy are what is required in building the CSR into the company’s operating as well as strategic configuration (Tourky et al., 2020).
Workforce Planning and Recruitment
The workforce planning includes analysis of the present workforce competencies, an identification of the competencies required for the future, the comparison of the workforce present to the needs of the future so as to identify the gaps and surpluses of competency, the plans for building the workforce preparation required in the future as well as an evaluation plan in making sure that the competency workforce model remains valid and its skill and its purposes are being met (Sengupta & Sengupta, n.d). For a company or organization that is CSR oriented, this includes evaluation of the need for skill sets and competencies essential to the sustainability economy sustainability that is an economy of energy and source scarcity, the constraints of both human and environmental sustainability, and changing the norms of society as well as government expectations. The HR execut5ive must also ensure that there 9is talent acquisition through new workers as well as keeping the current workers who are highly skilled and are aligned with the CSRs vision and goals of the company.
Compensation and Performance Management
This strategy is also central to the HR executive function. The HR executive is intricated in setting the performance expectations and standards as well as keeping track of the results to the objectives of the performance. Notably, the compensation and incentive program is a vital tool for HR. This is so because the practitioners of the field understand that one gets what they pay for. Routinely, companies give rewards regarding the financial performance basis that will outstandingly bring about the profit-maximizing behavior disregarding the consideration of certain ability factors need (Karim et al.,2018). The entire recognition and reward program consisting of the salary, long-term incentive and other recognition benefits should be in alignment with the CRS strategies and values of the organization. Doing less of that is guaranteeing an under-achievement of the objectives of the company. Even though a company’s strategic direction is set by t5he CEO and the executive team, the HR department can help the business units establish the CSR targets and improve the systems of evaluation and performance that promote CSR behavior through the providence of the correct counsel and tools. 
Corporate culture and management change
The Human resource department in any 0rganization is considered the keepers of the flame of the corporate culture, the change management processes, and team building. Adaptation and growth of the changing market place need a firm to go for critical behavioral shifts quite often. At times, 5tyhe organization needs outside assistance from the professionals of change management in aiding them to identify the right strategy when they are trying to come up with a significant behavior change. However, culture shifty can only be attained and sustained if it is internally driven (Sukiennik & Bąk, 2019). Staying true to the values of CSR is a vital guidepost in chang9ing team alignment and management. Also, incorporating a CSR ethic in the organization compels an approach of change management. 
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