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Abstract
The purpose of this study is to rank the antecedent indicators of social responsibility in human

resource management of the Real Estate Administration of Iraq. The statistical population of
the study consisted of 350 employees and managers of the Real Estate Administration of Iraq.
Using Morgan'’s table and the stratified random sampling method, a sample of 185 participants
was selected. Data were collected through a researcher-made questionnaire, the validity of
which was confirmed through convergent and divergent validity, while its reliability was verified
using Cronbach’s alpha (0.947). Inferential data analysis was conducted using the Friedman
test. The ranking of the antecedents of social responsibility in human resource management
showed that the first rank belongs to organizational factors, which in order include the
components of: (1) organizational strategy, (2) required resources, (3) leadership and
management, (4) relations and structure, and (5) organizational culture. The second rank
belongs to environmental factors, which in order include the components of: (1) general laws
and regulations, (2) social and environmental conditions, and (3) stakeholder pressure and
participation. The third rank is assigned to functional human resource factors, which in order
include the components of: (1) compensation, (2) recruitment, (3) performance evaluation, and
(4) training. Therefore, it is recommended that both long-term and short-term goals focus on
areas such as employee well-being, diversity and inclusion, sustainable development, and
social participation in the domain of human resource management. Furthermore, policies
should be designed on the basis of individuals’ competencies and capabilities, while preventing
any form of gender, racial, religious, ethnic, or other discrimination.
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Extended Abstract
Introduction
In recent decades, corporate social responsibility (CSR) has become a cornerstone of organizational
legitimacy, sustainable development, and public accountability (Altwaijri, 2025). CSR is no longer
perceived as a voluntary or peripheral initiative but rather as a strategic obligation that integrates
social, ethical, and environmental considerations into organizational decision-making (Esmaeili et al.,
2025). Human resource management (HRM) has increasingly been recognized as one of the most
significant domains for embedding CSR principles into organizational practice, as HR policies and
practices shape employee attitudes, behaviors, and the broader organizational culture (Lase &
Waruwu, 2025; Mulya, 2025).
Existing studies have emphasized that CSR in HRM can operate at multiple levels: the individual
level (employee attitudes, citizenship behaviors, and motivation), the organizational level (strategies,
culture, leadership, and structure), and the institutional level (laws, regulations, stakeholder
expectations, and governance) (Odunjo et al., 2025; Tuyen Buia et al., 2025). A growing body of
evidence suggests that CSR can positively influence employee well-being, organizational
commitment, and performance outcomes when aligned with HRM practices (Bolt & Homer, 2024;
Zada et al., 2024). However, much of this research has been conducted in advanced economies, and
little empirical evidence exists on the interaction between CSR and HRM in developing contexts such
as Iraq, where political instability, weak governance systems, and administrative corruption pose
unique challenges (Yarifard & Hashemi, 2024; Ziari & Ashrafi, 2024).
The Real Estate Administration of Irag plays a pivotal role in managing state-owned properties,
facilitating land access, and implementing real estate development projects. As such, it constitutes
one of the most influential institutions in shaping public perceptions of transparency, accountability,
and fairness. Yet, despite the growing global recognition of CSR, Iragi public institutions have been
slow to adopt CSR-oriented HRM practices, largely due to centralized bureaucratic structures and
the lack of supportive legal and cultural frameworks (Wirba, 2024; Yang et al., 2024).
Global research has highlighted several critical antecedents of CSR in HRM, often classified into
organizational, environmental, and functional HR factors. Organizational factors include elements
such as strategy, leadership, culture, and resources, which are often considered the foundation for
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socially responsible management (Chaher & Lakhal, 2025; Strazzullo et al., 2025). Environmental
factors are shaped by broader institutional contexts, including public laws, socio-environmental
conditions, and stakeholder pressures (Trofimova, 2024; Wahdi, 2024). Finally, functional HRM
factors encompass day-to-day HR practices such as recruitment, training, performance evaluation,
and compensation, which act as mechanisms for embedding CSR into employee behavior (Youn &
Kim, 2022; Zihan et al., 2024).

The absence of empirical prioritization of these antecedents in Iraq represents a significant gap.
Previous studies in other contexts suggest that organizational-level antecedents typically exert the
strongest influence, followed by environmental and functional factors (Gonzalez-Ramos et al., 2023;
Mahmoudi Yekeh Baghi et al., 2024). However, contextual differences across countries require locally
grounded research (Gupta & Das, 2022; Shi et al., 2024). Against this background, this study aims to
rank the antecedent indicators of CSR in HRM within the Real Estate Administration of Iraq, thereby
providing a framework for policymakers and managers to prioritize interventions in pursuit of socially
responsible HRM.

Methods and Materials

The present study employed an applied research design with a descriptive quantitative approach.
The population consisted of 350 employees and managers of the Real Estate Administration of Iraq.
Based on Krejcie and Morgan’s table, a sample of 185 respondents was selected using stratified
random sampling.

A researcher-developed questionnaire was used for data collection. The instrument was designed
based on prior literature and qualitative coding, incorporating 166 items across the three antecedent
domains of CSR in HRM. Convergent and discriminant validity were confirmed by expert review,
while reliability was verified with a Cronbach’s alpha coefficient of 0.947, indicating strong internal
consistency.

Data analysis was conducted using descriptive and inferential statistics. For inferential testing,
Friedman’s test was applied to rank the relative importance of antecedents and their sub-dimensions.
Findings

Descriptive results indicated that the majority of respondents were male (56.5%), aged between 30
and 40 years (46.5%), with doctoral degrees (40%), and with employment status primarily
contractual (71.9%).

The inferential analysis revealed significant differences in the ranking of CSR antecedents in HRM
(x? = 18.130, df = 2, p < 0.001). Organizational factors were ranked first, with an average rank of
2.24, followed by environmental factors at 1.96, and functional HR factors at 1.80.

Within organizational factors, the most critical component was organizational strategy (mean rank =
3.80), followed by resources (3.47), leadership and management (2.87), structure and relations
(2.53), and organizational culture (2.33).

For environmental factors, laws and regulations were the most important (2.51), followed by socio-
environmental conditions (2.05), and stakeholder pressure and participation (1.44).

Within functional HR factors, compensation was ranked first (3.15), followed by recruitment (2.67),
performance evaluation (2.11), and training (2.07).

Overall, results indicate that Iraqi HRM responsibility in public institutions is primarily shaped by
organizational-level antecedents, with environmental and functional factors exerting secondary
influence.

Discussion and Conclusion
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The prioritization of organizational factors as the most influential antecedents underscores the pivotal
role of internal dynamics in shaping CSR-oriented HRM. This finding aligns with global studies
emphasizing that without robust strategies, leadership, culture, and adequate resources, CSR
initiatives in HRM remain superficial (Chaher & Lakhal, 2025; Esmaeili et al., 2025). Specifically, the
centrality of organizational strategy confirms that CSR must be embedded into core strategic
planning to yield sustainable outcomes (Strazzullo et al., 2025; Yang & Jin, 2024). Resource allocation,
likewise, has been highlighted as a critical determinant of CSR implementation, since inadequate
funding or personnel undermines socially responsible initiatives (Mulya, 2025).

The importance of leadership and organizational culture found in this study reflects existing research
demonstrating how committed leadership fosters employee identification with CSR values and
nurtures a culture of responsibility (Altwaijri, 2025; Bolt & Homer, 2024). However, the relatively lower
rank of organizational culture compared to strategy and resources in the Iragi context suggests that
bureaucratic inertia and entrenched practices may hinder cultural transformation (Widawska-Stanisz,
2024).

The second-place ranking of environmental factors highlights the moderating role of the institutional
context. Previous research confirms that supportive laws and regulations can institutionalize CSR
practices and enforce organizational accountability (Wahdi, 2024; Wirba, 2024). In Iraq, however, the
weak influence of stakeholder participation compared to legal frameworks reflects structural
limitations of civil society and governance mechanisms (Odunjo et al., 2025; Trofimova, 2024). This
indicates that CSR in Iraqi public institutions is more a function of regulatory enforcement than
bottom-up stakeholder activism.

Finally, the ranking of functional HR factors as least influential highlights the underdeveloped role of
HRM practices in operationalizing CSR within the Real Estate Administration of Irag. International
studies suggest that recruitment and compensation are crucial levers for aligning employees with
CSR objectives (Youn & Kim, 2022; Zihan et al., 2024). The relatively lower rankings of training and
performance evaluation suggest weaknesses in Iraqi HRM systems, where formal structures exist
but lack systematic integration with CSR objectives (Gupta & Das, 2022; Shen et al., 2021).

Taken together, the findings illustrate that while Iraq’s Real Estate Administration demonstrates
awareness of organizational-level antecedents of CSR in HRM, its capacity to integrate functional
HR practices and to respond to environmental stakeholder pressures remains limited. This
conclusion echoes comparative studies which show that developing countries often prioritize
compliance with legal and strategic requirements while struggling to build inclusive, participatory,
and employee-centered CSR frameworks (Mahmoudi Yekeh Baghi et al., 2024; Siddique et al., 2023).
In conclusion, the study provides evidence that organizational factors such as strategy, leadership,
and resource allocation must be prioritized to embed CSR into HRM in Iraqg. Environmental
dimensions, particularly legal and regulatory frameworks, act as necessary enablers, while functional
HR practices require substantial reform to contribute meaningfully to CSR. For Iraqgi policymakers
and managers, the findings underscore the need for an integrated model that balances strategic
alignment, institutional enforcement, and HR practice innovation to achieve socially responsible
HRM.
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