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Abstract

The article investigates the role of gender, race and age in the values of corporate social responsibility of business,
which is of great importance for the formation of a humanistic vision in human resources management. They present
the practice of sustainable development at the company level in the context of social initiatives, anti-discrimination
vectors, corporate social responsibility of business, equality of opportunities for men and women, people of different
races and ages. The object of research is the phenomena of gender, race and age in the values of corporate social
responsibility of business. The subject of the research is the influence of gender, race and age on the values of corporate
social responsibility of business. The purpose is to conceptualize the theoretical and practical aspects of the role of gender,
race and age in the values of corporate social responsibility of business. The methodology of analyzing the role of gender,
race and age in the values of corporate social responsibility of business is based on the following methods and approaches
systemic (bringing everything into the system), structural and functional (analysis of functions), anthropological (analysis
of the human dimension of gender), substantive (analysis of the substantive expression of policy), existential (analysis
of human existence), phenomenological (analysis of phenomena), hermeneutic (analysis of works), Agile-methodology
(flexibility, adaptability), which allowed to bring everything into the conceptual system of knowledge, principles, methods
in the values of corporate social responsibility of business. The result of the research. The bases for discrimination on
gender, race and age, which are defined and prohibited in many international documents, are revealed. The conceptual
and categorical apparatus — gender, gender approach, sex, race, age in the context of the dimensions of corporate social
responsibility of business is analyzed and their characteristics and interpretation are given. The phenomenon of sexual
harassment in the workplace is analyzed and the phenomenon of discrimination against women in wages is clarified. The
concept of corporate social responsibility (CSR) and diversity management is formed. In science, there is a distinction
between the “identification” concept of gender, which currently dominates academic discussions about gender in the West,
and the “relational” concept of gender, which is the result of gender studies in anthropology and ethnology.
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Statement of the problem in a general form
and its connection with important scientific or
practical tasks. The relevance of the study of the
gender role, race and age in the values of corporate
social business responsibility is of great importance
for the formation of European cases of the tolerance
formation and a humanistic vision in the management
of human resources. They represent the sustainable
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development practiceat level of companies in
initiative context in the social sphere, combating
discrimination vectors, corporate social business
responsibility, opportunities equality for men and
women, people of different races and ages. Behind
these relatively simple goals hides a set of actions
and values that need to be adapted in accordance
with European legislation in order to contribute to
the prevention and counteraction of discrimination in
the EU and Ukraine, to form the skills of specialists
in human resource management, which are important
for the prevention, prevention and counteraction of
discrimination, to develop socially fair corporate
business and social responsibility. An internal audit
of the social climate of an organization provides an
instant thesaurus of its social state to assess the vision
of employees regarding all aspects of social life in
the company, predict social crises and identify areas
for sustainable development. Within the framework
of the Davos Economic Forum (1999), UN Secretary
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General Kofi Annan called for corporate social
responsibility of the heads of organizations, putting
forward the idea of a Global Compact between the UN
and the business community, which would focus on
human rights, labor and the environment. This initiative
was called the Global Compact, which since 2000 has
been “global business pact” concept involving private
business leaders, government and civil society who
promote a set of fundamental values in the field of
human rights, labor standards, the environment and
the fight against corruption. Based on principles taken
from international conventions, the “global business
pact” provides for the use of principle discrimination
values in employment and professions, compliance
with certain ethical rules and assumed obligations,
which should be applied for global sustainable
development (Andriukaitene, et al., 2022).

Highlighting previously unsolved parts of the
general problem, to which the specified article is
devoted. Corporate social responsibility (CSR) is
considered to be able to meet expectations, given
the trends characteristic of companies that contribute
to the construction of a socially responsible society,
business and management. The relationship between
crises — food, energy, climate, health and financial
crises — is today a sign of the “folds” of capitalism.
These crises mark the limits of actions responsible
for CSR and contribute to their ambiguous discourse.
1/5 of the world’s population is starving, humanity
is faced with an energy crisis of the same type as at
the end of the 18th century with the depletion of oil
reserves, business activity is heating up to ecological
predation, society is faced with threats of pandemics
associated with an increase in the circulation of goods
and people and decreasing biodiversity, society has
entered a situation of the “new normal” (WUCA).

The goal is to conceptualize the theoretical and
practical aspects of the gender role, race, and age in
the values of corporate social business responsibility.

Objectives of the research:

— to reveal the grounds for discrimination based
on gender, race and age, which are defined and
prohibited in many international documents;

— to investigate the conceptual and categorical
apparatus — gender, gender approach, sex and provide
them with characteristics and interpretation;

— analyze the phenomenon of sexual harassment
at the workplace;

— to find out the discrimination phenomenon
against women in terms of wages;

— to form the concept of corporate social
responsibility (CSR) and diversity management.

Research methodology. A gender approach to
defining the gender role, race, and age in corporate
social responsibility business values provides a cross-
cultural definition of the position of women and
men from economic, social, cultural, and political
perspectives. The methodology of the gender
approach involves a participatory approach aimed
at creating the best conditions for the real women
participation, is holistic and covers all development
areas. The gender approach is actually based on
the production of information disaggregated by
sex, it concludes that not taking into account the
activities, characteristics or proposals of women is
indeed structural discrimination. A gender approach
enriches knowledge and allows for a more objective
understanding of reality, for which it is necessary to
obtain data and assess the contribution of women and
men. The gender approach aims to make inequality
visible and contradictory phenomenon, which must
be taken into account in development policies,
programs and projects.

The gender approach as a set of practical tools
contributes to development and allows to identify
stereotypes related to femininity and masculinity,
to identify problems that condition relations
between the sexes (heterosexuality, patriarchy,
dominance, productivity) that reproduce gender
inequality. This makes it possible to highlight
the inequality between women and men, to show
their equal opportunity to influence the ability and
opportunities to participate in the development
of production, business, and power. The gender
approach as part of a cross-cultural approach
involves the full women and men participation
in determining the challenges, limitations and
opportunities that women and men face in a certain
information space, as well as taking into account
the interests and needs characteristic of both sexes.

The gender approach emphasizes the connections
that exist between gender inequality and other
inequality forms — economic, social, cultural,
ethnic, religious and political both within society
and especially in the regions of the North and the
South. The gender approach to the analysis of the
given topic is a part of the global cross-cultural
analysis of social transformation, which is based on
a comparative analysis of the dimension of unequal
relations between women and men. As a result of the
analysis, the gender approach includes the equality
of rights and their application in practice regarding
the possibilities of access and control over resources,
gender equality in the sphere of decision-making
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and participation in political life, socio-economic
recognition of roles, the contribution of both sexes in
the private and public spheres.

The gender approach is aimed at fair and equal
solutions to problems that contribute to human-
centered development, egalitarian relations between
women and men, and sustainable and inclusive
development. Achieving these goals requires
eradicating gender biases and stereotypes that
constitute many obstacles on the way to equality,
redefining the roles that are “traditionally” attributed
to women and men in society. The gender approach
is applied to development activities, allows to
ensure equal participation and distribution of
resources between women and men, helps to reduce
inconsistencies (Voronkova, V. H., et al., 2022a).

The implementation of the gender approach
is a condition for the effectiveness and viability of
actions in the field of development, the purpose
of which goes far beyond simple economic
utilitarianism. The gender approach allows access to
empowerment, means capacity building, autonomy,
empowerment of the individual.

The methodology for analyzing the gender role,
race and age in the values of corporate social business
responsibility is based on the following methods
and approaches: systemic (bringing everything into
a system), structural-functional (function analysis),
anthropological (analysis of the human gender
dimension), substantive (analysis of substantial
expression policies), existential (analysis of human
existence), phenomenological (phenomena analysis),
hermeneutic (work analysis), Agile methodology
(flexibility, adaptability), which made it possible
to bring everything into a conceptual system of
knowledge, principles, methods, laws that contributed
to the increase the gender role, race and age in the
values of corporate social business responsibility.
As a methodology, the gender approach conducts
a cross-cultural analysis of women and men situation,
contributes to a better inequality consideration in
all development sectors. The gender approach is
a process of empowerment at the individual and
collective levels, aimed at empowering women,
which means the ability of an individual to make
choices and make decisions for his life and society.
The more capital is eroded, the more the company is
under pressure from investors and the more likely it
is that there will be women in its management bodies.

Research hypothesis. The more the corporate
social responsibility values of abusiness development,
the stronger the company is exposed to pressure from

investors and the more likely it is that there will be
women in its management bodies. A strong presence
of institutional investors is positively associated with
the women participation in corporate governance
bodies. This positive relationship between diversity
and institutional investors should be reinforced by
the activity of foreign institutional investors.

The object of research is the gender phenomena,
race and age in the values of corporate social business
responsibility.

The subject of the research is gender influence,
race and age on the values of corporate social business
responsibility.

Presentation of the main research material

1. Grounds for discrimination based on
gender, race and age, defined and prohibited in
many international documents.

Market globalization, informatization and
society digitalization means that companies hire
employees with different characteristics in terms of
gender, race, ethnic origin, religion, national origin,
age, disability, HIV/AIDS status, etc. Changing
workforce demographics are forcing companies to
rethink traditional workforce principles and policies.
The practice of non-discrimination is increasingly
recognized as an important management tool for
improving efficiency and productivity, in the context
of which fair treatment of employees is a human right
and therefore the protection of women’s, gender and
gender rights is expected of all managers. Companies
are encouraged to recognize and value the diverse
backgrounds of employees in their programs
and policies, attract and retain the most qualified
employees, and establish equal opportunities
at the center of human resource management
(Voronkova, V. H., et al., 2022c¢).

However, in modern organizations there are
many violations of human rights, especially
women, there is a discrimination practice in an
employment field, which leads to the fact that
women or people with different skin color fall
into a less favorable position on the labor market
due to such characteristics as gender, religion,
political beliefs, nationality, social origin or any
other characteristics with job requirements. As
evidenced by the analysis of literary works and
legal documents, discriminatory practice can be
direct or indirect. Direct discrimination, when there
is a clear distinction, preference or exclusion on one
or more grounds. A job posting that says “men only”
is direct discrimination. Indirect discrimination
refers to situations, activities, or practices that
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appear to be neutral but actually lead to unequal
treatment of people with certain characteristics. The
latter discrimination type is more difficult to fight
because of its hidden nature. Opportunity equality
and treatment allows each person to fully develop
knowledge, abilities and skills in accordance with
their aspirations and preferences, to benefit from
access to employment and fair working conditions.
In order to be completely free from all discrimination
forms in the field of work and professions, the
simple discriminatory practice elimination is not
enough. Opportunity equality and treatment at
work must also be encouraged at all stages of
the employment relationship, be it recruitment,
retention, promotion, termination of employment,
remuneration or even access to professional training
and skills development. Grounds for discrimination
based on gender, sex, race and age, defined and
prohibited in many international documents, can be
the following:

1. Differences based on race and/or skin color,
which are related to economic and social factors
and do not have an objective basis, constitute
discrimination against an ethnic group or indigenous
or tribal population.

2. Gender discrimination, which leads to
differences based on biological characteristics and
functions characteristic of men and women, as well
as social differences between men and women.

3. Physical differences that relate to any job
specification that is not necessary to perform the
prescribed functions, such as minimum weight or
height requirements that do not affect the performance
of the job.

4. Social differences related to marital status and
motherhood, so women are more likely to suffer from
discrimination based on gender, especially in the case
of indirect discrimination.

5. Discrimination on the basis of religion,
which involves differences based on the expression
of religious beliefs or membership of a religious
group. Although discrimination on the basis of
religious beliefs is not permitted, there may be legal
requirements in the workplace that limit employees’
freedom to practice a particular religion. Religion
may prohibit work on a day of the week that is
different from a day of rest established by law or
custom; may require the wearing of certain types
of clothing that may be incompatible with safety
equipment. In specific cases, the employee’s right to
practice his or her faith or to act in accordance with
his or her religious beliefs in the workplace must

necessarily correspond to the specific requirements
of the position or the mandatory requirements of the
activity (O’Connor, & McDermott, 2018).

6. Discrimination based on political beliefs,
which refers to belonging to a political party, socio-
political behavior, moral attitudes or civic activity.
Workers should be protected from employment
discrimination because they participate in activities
through which they express their political views.

7. Nationality, which refers to distinctions
made according to a person’s place of birth,
ancestry, or foreign origin, applies to national
or linguistic minorities, naturalized citizens, or
foreign immigrants.

8. Social origin, which includes socio-
professional category or even caste. Employers may
take social background into account to deny certain
groups access to different job categories or restrict
them to certain activities. Discrimination based on
social origin makes it difficult to move from one
class or social category to another, in some regions
of the world, certain “castes” are considered inferior,
assigned only menial tasks.

9. Age, which is a prohibited ground of
discrimination, as older workers often face difficulties
in employment and professional activities due to
prejudices about their ability and inclination to study;
propensity to be digitally literate, so there is pressure
on the market to hire older workers.

10.Young workers under the age of 25, who may
face some discrimination forms and prejudice against
young workers, which may take many forms, such as
over-representation in casual work, where benefits,
as well as training opportunities and prospects of
punishment annual growth rates are lower.

11.HIV/AIDS status: People infected with HIV
or with AIDS who suffer from discrimination in the
workplace and in society are discriminated against
or stigmatized because of their HIV status (real or
perceived). HIV/AIDS testing should not be required
of job seekers or employed persons, and HIV
infection is not grounds for dismissal, should be able
to continue working as long as they are fit for work.

12.Disability, as around 800 million people of
working age suffer from a disability worldwide.
Although many manage to find work and fully
integrate into society, this group of people with
disabilities often faces extreme poverty and
unemployment. In this context, non-discrimination
includes taking the necessary measures to meet the
special needs that employees with disabilities may
have in the workplace.

The role of gender, race and age in corporate social responsibility values of business
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13.Sexual orientation, as in the workplace both
men and women may face discrimination if they
are considered gay, bisexual or transgender, may
be subjected to verbal, psychological and physical
violence from other employees.

14. The current working time evolution in
industrialized countries as well as in developing
countries makes it increasingly difficult for
workers with family responsibilities to combine
professional and family responsibilities. “Family
responsibilities” refer to the care about children
and other dependents. Workers with family
responsibilities often face discrimination in hiring,
assignment, access to training and promotion.
Companies should strive not to discriminate
against workers with family responsibilities and
avoid imposing long working hours on them,
making it difficult for them to care for dependents
who work on public holidays.

15.Trade union membership or trade union
activity: All workers have the right to form
organizations of their own choice, and the right to
join such organizations and participate as members
or leaders in trade union activities, and workers
who exercise this right on legal grounds shall not be
discriminated against.

More generally, the term discrimination includes
any distinction, exclusion or preference which
has the nullifying effect or impairing opportunity
equality or treatment in employment or occupation
matters, and employees are to be selected on the basis
of their ability to perform a job. Discrimination can
occur before hiring, during employment, and after
termination. In the company, this can happen most
often in the following areas: personnel selection;
compensation; the right to benefits; working time
and rest period; paid leave; maternity protection;
job security; job evaluation and promotion; access
to education; employment prospects; safety and
health at work; termination of labor relations.

The positive relationship between equality at work
and good business results is widely recognized. The
specific impact of non-discriminatory employment
practices on productivity and performance is
supported by the following propositions:

1) the practice of equal opportunities increases
productivity and has a greater positive impact on
productivity in companies where non-discriminated
groups constitute a larger share of the workforce;

2) an active policy of equal opportunities has
a greater positive effect, since work is distributed
more efficiently where the quality of human capital

and motivation increases, which improves the
effectiveness of the organization.

Members of non-discriminated groups are more
motivated because:

1) better career prospects;

2) greater justice sense;

3) more opportunities for creativity;

4) lower staff turnover;

5) a less stressful work environment that
improves the health, morale and dignity sense of
employees. When equal opportunity at work is
combined with employee participation, it all shows
signs of greater impact on productivity and corporate
social responsibility in business.

CSR policy is based on reference to the means
introduced by states to overcome these crises. In
globalization era, companies hire and work together
with people from different backgrounds, often from
different countries, with an equal opportunity culture
that is easier to manage. Rutherford’s model allows
us to identify and detail many organizational and
corporate social responsibility characteristics that
support or hinder the gender role, race, and age in
business corporate social responsibility values. It
helps managers set goals for action to better fulfill
their roles and responsibilities in terms of fairness.
The study of organizational cultural dimensions,
proposed by Rutherford, to analyze the career
manager paths and understand the obstacles to
women’s careers, proved to be instructive, and helped
to reveal the gender role in the values of corporate
social business responsibility.

2. Gender concepts, gender approach, sex and
their interpretation.

Gender, the gender approach translated from
English means social relations of sexes, statuse
analysis, social roles, relations between men and
women in a given society, is used in public policy.
“An Anglo-Saxon term used in the context of
feminist studies ‘gender studies’, the term ‘sex’
refers to biology and the term ‘gender’ to ‘social
sex.” The term emphasizes the social, political, and
cultural aspects of gender identity. Sex refers to the
biological differences between men and women,
gender on the other hand is a term that refers to
culture, refers to the social classification into ‘male’
and ‘female’. We must recognize the immutability of
sex as much as the changeability of ‘gender’. Gender
is a constitutive element of social relations based on
perceived difference between the sexes, and gender is
a primary way of denoting ‘power relations’.” What
seems to us to be central to the gender concept is
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naturalism rejection and the introduction of the social
constructive idea. Gender at least potentially has the
means to shift the focus from gender roles to the very
construction of these genders. This construction has
a double dimension: material, which is embodied in
behavior, statuses, differentiated according to gender
and unequal distribution in social spaces, particularly
in work in professions: symbolic, which refers to the
meanings and values socially attached to men and
women (Voronkova, V. H., et al., 2022b).

Gender analysis aims to promote equality between
women and men, taking into account the differences
and socially constructed hierarchies that generate
inequality, an integrated approach to equality between
women and men. The gender approach is based on the
observation that inequality between women and men
is created by society, resulting from the distribution
of male and female roles based on biological
differences. The gender approach calls into question
the processes of classifying people according to their
gender and the discrimination that arises as a result
of prejudiced attitudes towards them. The ultimate
goal of the gender approach is equal rights between
women and men, a fair distribution of resources and
responsibilities between women and men.

Afterall,itisone ofthe factors that creates equitable
and sustainable development assistance, actualizing
power relations between women and men based on
the distribution of socially constructed gender roles.
This distribution of roles, responsibilities, activities
and resources between women and men is a source
of inequality and limits women’s freedom to enjoy
human rights. Even if there is a legal framework that
establishes the equality of women and men, in reality
women do not enjoy real rights and continue to suffer
from discrimination related to customs and traditions,
equality in access and control over resources, or in
control of the family budget, in their freedom speech
and movement, freedom of choice. As a goal, the
gender approach contributes to the establishment of
equal rights, the fair distribution of resources and
responsibilities between women and men, equal
formal and real rights for women and men, improving
access to the space of expression of views and power,
to human capital (health care, education), to factors
of production and business. A gender approach
includes the prevention and suppression of gender-
based violence, the equitable distribution of resources
and responsibilities, and more comprehensive and
sustainable human development for all.

Gender expresses the social relations of the sexes,
the social construction of characteristics, values and

norms associated with the feminine and masculine
through culture, education, and institutions. These
social relations between women and men are
constantly changing and evolving. depending on time
and context, all regions of the world are marked by
hierarchy and inequality to the detriment of women.
Particularly, men dominate in terms of political and
economic power and decision-making, while the free
domestic and domestic labor of women, which is the
basis for the organization of society and productive
human work, remains invisible and is not counted
in national wealth. Gender relations as a social
construct are codified, hierarchical, asymmetric,
but also variable in space and time, as well as in the
sociocultural environment. Social constructs, gender
relations can be deconstructed and evolve towards
greater equality (Altrade Dagogo, 2021).

Society provides from birth blue bracelets for boys
and pink bracelets for girls in maternity hospitals —
to differentiated education by gender. Many studies
show that consciously and unconsciously, girls are
not treated the same way as boys, even before birth. In
Inuit society, each birth marks ancestor reincarnation,
it is one or the other who will educate the child as
a girl or a boy, rather than the biological sex of the
newborn or newborn, until marriage, when she or he
reverts to his or her birth sex.

Gender studies take into account the social
differences between the sexes. However, this term is
sometimes used instead of “woman” or “feminist” in
many international organizations, where we now talk
about gender and motherhood, gender and perinatality,
gender-based policies to avoid discrimination against
women, equality policies. Some people, especially
in France, oppose the use of gender to denote
a social category, arguing that gender enriches verbal
connotations. Gender mainstreaming is necessary in
all areas, including legislation. Thus, in Luxembourg,
new laws (particularly the law amending the pension
insurance scheme, which entered into force on
1 January 1999, or the law of 8 September 1999
regulating relations between the state and bodies
of a social, family or therapeutic nature) domains)
took gender into account with the very beginning
Gender refers to male and female, i. e. the qualities
or characteristics that society attributes to each sex.

Perceptions of gender are deeply rooted, vary
widely within and between cultures, and change
over time. But in all cultures, gender determines
the power and resources available to women and
men. Appropriate roles for men and women are
the behaviors, activities, and responsibilities that
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a given society deems acceptable for a man, woman,
boy, or girl. Gender is a social variable that allows
to differentiate, organize and structure the relations
of social/social actors. It refers to the social
relations (unequal or not) that exist between the two
social categories, which are men and women, and
in all areas (education, health, access to resources,
participation in decision-making bodies, etc.), at
all levels (individual, family, community, national
and international). Gender is a sociocultural fact,
a product of history that can change from one
environment to another and/or change from one era
to another. The observation suggests that women
are excluded from the development process as
beneficiaries and their power relations with men are
unequal.’ speaks of opportunities equality and rights,
as well as fairness in the influence of development
results, which women and men should enjoy
equally. The term “gender” has now gone beyond
the basic grammatical meaning of classifying nouns
as masculine, feminine, or neuter.

These concepts refer to social differences
between women and men that are internalized, can
change over time, and are widely variable both
within and across different cultural, political, and
socioeconomic contexts. This concept helps to define
the socially defined gender roles, attitudes and values
that communities or societies consider appropriate
for a certain sex or gender. At first we talked about
“gender social relations”, then we used the shortened
term “gender”. The analysis of social relations by
gender makes it possible to highlight and explain
the general imbalance that can be observed in the
relationship between women and men, the importance
of gender roles in the distribution of power, decision-
making, division of labor both in the household and
in society in general.

Gender relations direct our attention to all
the elements acquired through the process of
socialization: our definition of ourselves and our
group, our ideas about roles, values and appropriate
behavior, and above all, expected and acceptable
interactions between men and women. A gender
approach refers to a method of analysis, the use
of which alone is not sufficient to achieve equality
between women and men.

Unlike the word “sex”, which derives from
biological identity, the word “gender” refers to the
definition of roles that society assigns to women and
men in both their private and public lives. These roles
are fully editable. Society defines a set of ideas, values
and social expectations that determine the behaviour,

rights, means and resources and powers of each of
the two sexes. Gender analysis makes it possible to
show the sociocultural contexts in which male and
female roles and sexual identity are constructed.
By thus emphasizing the constructed and unnatural
nature of these factors, gender analysis explains
their influence in terms of creating discriminatory
behaviours, perceptions and laws.

Men and women do not occupy the same
positions in the organization, they do not have the
same opportunities to influence these interactions,
processes, decisions, beliefs, values and symbols.
Various corporate processes generate complex
systems of gender, class, and racial inequality, thus
producing and reproducing organizational cultures
resistant to egalitarian change. Therefore, we focused
specifically on critical aspects of organizational
culture in the context of gender equality and analyzed
Rutherford’s model (O’Neill Kate, 2020).

3. Sexual harassment in the workplace.

Gender discrimination also includes sexual
harassment. Sexual harassment at work involves
malicious acts that:

1) are perceived as a normal condition of
employment or a condition necessary for obtaining
a job;

2) have an influence on decisions regarding
positions, opportunities for promotion, etc.;

3) affect work performance;

4) sexual harassment is any insults or comments,
jokes, insinuations or inappropriate comments
about clothing, appearance, age, marital status, etc.;
someone;

5) a condescending or paternalistic attitude that
has sexual connotations and demeans the dignity of
a person;

6) any unwanted invitations or requests, hidden
or explicit, accompanied by threats;

7) any malicious look or other gesture with sexual
connotations;

8) any inappropriate physical contact such as
touching, caressing, pinching or sexual assault
(O’Riley Tim, 2018).

Harassment is a particularly pernicious form of
discriminatory practices against women, especially
in the labor market, as a reflection of “prejudices”
derived from ancient practices and accepted
customs that are still materialized today in habits
of thought and action. Such prejudices lead to
a certain number of stabilized discriminatory
practices (maintenance of the wage gap, etc.),
which can be understood as an institution.
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Concepts about the configuration of relations
between a man and a woman, and in the economic
sphere — about the traditional division of labor, which
tends to limit women to non-market or “caring”
activities (education, care, public services in general)
are less profitable based on biological differentiation.
Gendered structuring refers to social arrangements
inherited from a time when the material conditions
of existence required the distribution of tasks based
on physical abilities (hunting or fighting). Veblen
(1899) offered an interesting explanation of the
status of women. According to him, the division of
labor was established in generally accepted statutes,
prestigious functions were given to hunters and
warriors (strong men), and “industrial” functions —
to women, “weak and infirm”. This humiliation of
the status of the weakest led to a taboo on women,
starting with the difference between men and women,
the hierarchy of their statuses and roles inscribed
in custom. Veblen suggests that this devaluation
persists even when women take their place among
men or represent the community in relationships
that require dignity and ritual skills.

4. Discrimination of women in wages.

We hear a lot about the pay gap between men and
women. What does equal pay for equal work mean?
What steps can we take to counter this imbalance?
The principle of non-discrimination in the field of
work and professions covers the principle of equal
remuneration for men and women workers for work
of equal value. The principle of equal pay for work
of equal value means that the amounts and types of
pay should not be determined by the gender of the
employee, but based on an objective assessment of
the work performed. Equal pay is a fundamental
right of employees.

However, the gender pay gap persists, with
women’s hourly wages worldwide averaging
75 percentof men’s earnings. There are several reasons
for this difference in pay between men and women.
Women are underrepresented in high-paying sectors
and in large companies, where salaries are usually
higher. They are underrepresented in the best-paid
positions in companies; jobs held mostly by women
are often classified at the bottom of the ladder and
therefore pay less. Women are also underrepresented
at the trade union level in companies. Women are
highly concentrated in “flexible” work, such as part-
time, piecework or temporary work, which are very
low paid; and they work less overtime than men.
Discrimination in job promotion is also an important
factor. The principle of equality applies to all elements

of remuneration, namely basic or ordinary wages and
other basic remuneration and benefits paid directly or
indirectly, in cash or in kind.

To comply with this principle, it is necessary
to apply certain practical measures, namely: Job
classification systems and salary scales should be
based on objective criteria and not take into account
the gender of the relevant employees. Any reference
to a specific gender should be excluded from all
remuneration criteria and collective agreements,
compensation and bonus systems, salary scales,
benefit plans, health insurance and other social
benefits. Any pay system or scale that groups
members of a particular sex into a particular job
classification and wage level must be redesigned and
adjusted so that other workers do not perform work of
unequal value at another job classification and wage
level. If a case of unequal pay is detected, corrective
measures should be taken (Steven Pinker, 2019).

5. Corporate social responsibility (CSR) and
diversity management.

Corporate social responsibility (CSR) and
diversity management in order to show, albeit briefly,
how the issue of equality and the fight against
discrimination respond to and relate to the issues
of social responsibility and diversity management.
The role of ethnicity and ‘race’ statistics in anti-
discrimination policy, which measure gaps between
ethnic groups in terms of unemployment, income or
education, employment equity or equal access. The
company must identify its diagnostic, monitoring
and performance indicators that can be used as
a “potential risk factor”. These metrics are often an
important part of the economic case for diversity
management, anti-discrimination and corporate
social responsibility (CSR) policies. These behaviors
can be used to develop diagnostic questionnaires
for public or private sector companies to measure
statistically significant differences between whites
and racial minorities in perceptions of racism,

Thanks to the social enterprise Micro-DON, more
and more companies are offering their employees the
opportunity to donate a few cents from their salary to
Le Rire Médecin. Salary donations have been a real
craze among companies for the past few years. The
principle is simple: through the mediation of the
social enterprise MicroDON, the employer offers
its employees to support the association by donating
a few cents or a few euros to their salary every month.
The employer can also contribute to fundraising by
making a donation (systematically double employee
donations, offer a few extra euros per donation, etc.)!
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Companies, offer your employees the opportunity to
simply support Le Rire Médecin by implementing
salary rounding.

The overall objective of the National Gender
Policy is to promote the joint and equitable
development of men and women by providing them
with equal and fair access and control over resources
and decision-making areas, while respecting their
fundamental rights.

Gender goes beyond a simple developmental
model approach: it is a phenomenon that goes to the
heart of our existence and our daily experiences. This
is why gender wants to be a practice to follow in life.
Gender is a matter of individual and collective support
and commitment. The social mobilization of all actors
and, as a result, the mobilization of resources are vital
in the process of institutionalizing gender.

Concepts relating to social differences between
women and men can change over time and vary greatly
both within and across cultures. The concept means,
on the one hand, that each person is free to develop
his own abilities and make choices regardless of the
limitations imposed by the roles assigned to men
and women, and on the other hand, that the different
ways of behavior, aspirations and needs of women
and men are considered, valued and are encouraged
on the same basis of equality.

The reality of taking gender into account in the
professional situation, as well as the relative youth of
the action plans, calls into question both the causal
relationships and the prospects for the evolution of
these approaches. From a gender perspective, the
leadership of female leaders appears to be the primary
vehicle for action and emulation. Registration under
a CSR policy is a legitimizing and facilitating factor
as it offers an instrumental international framework
that is perceived as more favorable than local legal
provisions. Strong involvement of HR departments (a
feminized function in large organizations) facilitates
deployment and serves as a source of indirect
organizational innovation (Porter Michael, 2019).

These observations lead us to identify the
prerequisites for the emergence of new key processes
by segmenting the “historical” stakeholder, the staff,
into several distinct subgroups that justify a specific
strategy and management. This phenomenon can
be qualified as the fact that it is in the process of
integration of all actors. The question of a generalized
model of gender consideration in CSR still remains
open, the most effective phenomena observed in this
area: networks, new leadership, currently do not find
an echo in sovereign or voluntary mechanisms.

The analyzed parameters of the gender role in
the values of corporate social business responsibility
show that they are very structural for understanding
the path of women managers, and include:

1) history of the organization;

2) awareness that gender has or does not have an
impact;

3) management style;

4) communication and language used;

5) the importance of work in a woman’s life and
the subordination of private life;

6) informal exchanges;

7) duration of the working day;

9) sexuality.

The analysis also showed marked differences
from one organization to another. in shapes and
sizes The size of the public and private sectors and
the prioritization of work are particularly important
in keeping women out of leadership positions.
This creates a double pressure on women related
to professional progress and maintaining a family
and social life. The functioning of organizations
and gender relations that have not adapted to the
expectations and realities of women differ from
the traditional male workforce (Cherep, A. V.,
et al., 2022a).

The analysis showed that some organizations find:

1) commitment and desire of top managers
to change the representation of women in the
organization and their sequence;

2) social acceptability of measures taken to
accelerate the advancement of women in the
organization;

3) integration of the issue of equity capital with
other strategic issues of the organization.

When it comes to gender diversity, organizations
have different cultures despite operating in different
sectors (public, parastatal and private), cultivating
the same reality at the top: a high concentration of
men, a demanding environment in which women
are marginalized. Their combined influence in the
system creates a situation of exclusion or inclusion
for women who have more career influence than
others, depending on the organization.

The model is used to study cultural aspects that
influence the integration or exclusion of people from
other minority groups, race, age, gender, leadership
positions. The principles proposed by Rutherford that
should be supplemented to enhance the value of the
model as a grid for analyzing the corporate culture of
an organization. This approach is also intended to be
adapted to racial and cultural minorities.

© Alla, Cherep, Iuliia, Kaliuzhna, Oleksandr, Cherep, Valentyna, Voronkova, 2022



ISSN 2708-0404 (Online), ISSN 2708-0390 (Print). Humanities Studies. 2022. Bumyck 13 (90)

The analysis shows that enterprises should
promote and respect internationally recognized
human rights:

1) must not be involved in human rights
violations;

2) respect freedom of association and recognize
the right to collective agreements;

3) to work on the elimination of all forms of
forced and compulsory labor;

4) abolition of child labor;

5) elimination of discrimination
employment and profession performance;

6) principle caution application, responsibility
and care for the environment.

The Nature and Institutional Change Dynamics:
The Role of CSR Practices in the Professional
Equality Evolution.

Professional equality, and the CSR practices that
should promote it, in our view, relate to a broader
question about institutional change and how institutions
develop. The point here is therefore to offer elements
for understanding the transition from one “institutional
logic” to another, a transition that is explained, as we
shall see, by the game of modeling and remaking
rules, both private and external. enterprises and
organizations, as state (Cherep, A. V., et al., 2022b).

For Veblen, this general dynamic of collective
habits of thought is based on a distinction between
two types of institutions: those related to material life
and economic practices, and those that he describes
as “ceremonial,” that is, consisting of customs and
habits that have the perpetuating function positions
and social status. The first have a pragmatic character
and develop under the influence of the “state of
industrial arts”, social technologies and efficiency
principle. The second, described as “ceremonial”
institutions, develop more slowly because they are
“centers of interest” and aim to perpetuate them.
Furthermore, even if they also come from a certain
“state of the industrial arts” of the past, they do not
correspond to the changes that have taken place in
material and economic life, particularly because of
their inertia. Therefore, institutions are like systems
of values and justifications that link sanctions with
respect for their principles.

Therefore, individual actions, guided by these
principles, strengthen existing institutions and ensure
their sustainability. Institutions have the property of
both stabilizing and reproducing the social system,
as well as changing it gradually under the influence
of individual activities (favorable or resistant to
change, depending on the type of government). This

regarding

institutional dynamic, which leads to the transition
from one institutional logic to another, is a complex
phenomenon that includes “evolutionary” processes
such as diffusion, inertia and “path dependence”,
as well as processes of a “political” type, as well as
inter-institutional conflicts.

Today’s life is characterized by the growing
organizations participation in public life (companies,
professional organizations and commerce), which
producerules of variouskinds: from simple procedures
in tasks and production procedures to rules for
decision-making and distribution of “benefits from
collective actions”. When applied to occupational
equality issue, CSR practices, especially if they are
innovative, can contribute to greater equality between
men and women, especially if people perceive them
as coherent and effective and actively participate in
their dissemination and adoption.

Commons emphasizes the customs power, which
sometimes prevail over law: they are often better
known, more incorporated, to be adapted to different
situations. “Customs simply change with changing
economic conditions, and today they may be so
binding that even a dictator could not prohibit them,”
but even these customs, when they lead to a conflict
of interest, must be regulated and therefore legislated.

Thus, institutional changing dynamics — both
formal institutions and customs and social habits — are
part of a process in which the practice of organizations
and state regulation continuously interact, and this
process is not without disagreements.

While CSR practices can contribute to greater
professional equality, such initiatives cannot by
themselves become a combating discriminatory
practice means in the labor market, especially
against women. State power, thanks to the collective
action of women themselves, as well as professional
organizations, must play a decisiverole in this process,
on the one hand, to manage business practices, and
then subordinate the profitability limitation to the
consideration of public goals, leaving them free to
determine private rules (Cherep, A. V., et al., 2022¢).

The legislative and regulatory framework does
play a decisive role in the institutionalization of
CSR initiatives, especially in terms of professional
equality, initiating governance practices that go
beyond existing legal provisions. The initiating
role of the law is very clear. In other words, if
CSR approaches can promote professional equality
between men and women, a normative framework
structured and supported by public, national and/or
supranational institutions is essential.

The role of gender, race and age in corporate social responsibility values of business
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Research conclusions and prospects for further
research in this direction. Development of company
policies aimed at eliminating discrimination and
promoting equality. When senior leaders take
responsibility for equal treatment in employment and
show that they value diversity, they send a powerful
signal to other managers, supervisors and employees.

Develop a company policy that establishes clear
non-discrimination and equal opportunity procedures;
and communicate it internally and externally.

Provide training at all company levels, including
those responsibility for recruitment and selection,
managers and line managers, to inform them of the
issue and encourage them to take action against
discrimination.

Support information campaigns to combat
stereotypes and set measurable goals and specific
time frames to achieve the goals.

Change the organization of work and the task
distribution, if necessary, to avoid any negative
impact on the treatment of certain employee groups
and promotion. This includes enabling employees
to balance their professional life with family
responsibilities.

Guarantee equal opportunities in professional
training by creating a program and schedule that
allows for maximum involvement of employees.

Investigate complaints, handle appeals, and
provide remedies to employees in the event of
discrimination.

Encourage community efforts to create an
environment conducive to equal opportunity (such as
adult education programs and funding for health and
child care services).

Research has shown that certain roles or
stereotypes reproduce undesirable and harmful
practices and contribute to the violence representation
against women as acceptable.

To go beyond these roles assigned to women and
men, Article 12 (1) defines the prejudice eradication,
customs, traditions and other practices based on the
idea of the women inferiority or on a stereotypical
gender role as a general obligation to prevent violence
against women.

In other sections, the convention calls for an
understanding of violence against women and
violence in the family, with due regard for differences
between women and men, in order to direct all
protection and support measures in this direction.

This means that these forms of violence must be
considered in the light of the prevailing inequality
between women and men, existing stercotypes,

gender roles and discrimination against women,
in order to properly perceive the complexity of
this phenomenon. According to this definition,
the term “gender” is not intended to replace the
terms “women” and “men” used in the convention
(Cherep, A., et al., 2022d).

It is very important to emphasize that gender is
a concept. It is a subject of the research, mostly in
the humanities and social sciences, where researchers
agree that biological sex is not enough to make
a woman or a man. However, this concept is now
supported by research in the field of neurobiology,
which demonstrates the extraordinary plasticity of
the brain. Today we realize that it works every day,
all the time, in our daily lives. Our brains continue
to change throughout our lives based on our learning
and our life experiences.) Thanks to the plasticity
of his brain, Homo sapiens can bypass genetic and
hormonal determinism. A person is not a machine
programmed by genes and hormones. He has free
will, which allows him freedom of choice in his
actions and behavior.

The gender concept was developed to examine
how societies think, organize, and prioritize
gender differentiation and normalize sexual
behavior. It constructs women categories, men,
gender, sexuality, and the notions of female, male,
femininity, and masculinity as social constructs
rather than immaterial natural data.

The study of different gender configurations
require the participation of all disciplines, including
the life sciences, which for a long time relied on
the concept of nature, are also being questioned.
Different analytical grids highlight power issues
related to sex, gender identity and sexuality in
relation to other inequality and discrimination forms.
Gender research feeds theoretical thinking as well as
public policy from the gender equality perspective.
Since the 1990s, the gender concept has been adopted
by the international scientific community as well as
major organizations such as the United Nations, the
European Union and most NGOs.

At the first level, the term “gender” is more or
less equivalent to several concepts that have long
been used in the French language, such as “social
sex”, “social relations of the sexes”, “separation
of the sexes” or even “differences of the sexes”
understood in the social — the anthropological sense
of difference, which is not given naturally, but is
constructed and transmitted by customs, usage,
customs and rules of society.» At the second level,
gender more precisely defines the “male/female”
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distinction and is social. In science, a distinction is ~ about gender in the West, and the “relational”
made between the “identification” gender concept,  gender concept, which is the gender result studies in
which currently dominates academic discussions  anthropology and ethnology.
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POJIb TEH/IEPY, PACH TA BIKY
B HIHHOCTSX KOPIIOPATUBHOI COLIAJILHOI BIIMOBIIAJIBHOCTI BI3BHECY

AHoTanis

VY crarTi AOCHiHKEHO POITh TEHACPY, PACH Ta BiKy B IIIHHOCTSAX KOPIIOPATHBHOI COIiaIbHOI BiAMIOBIaTHHOCTI Oi3HECY,
IO Ma€ BeJIMKE 3HAYCHHS JUTsl (OpMyBaHHS T'yMaHICTHYHOI Bi3ii B yIpaBIIiHHI JIIOACEKUMH pecypcamu. Bonu mpeicras-
JISIFOTH MIPAKTHKY CTAJIOr0 PO3BUTKY Ha PiBHI KOMIAHIMH y KOHTEKCTI NMPOSBY iHINIATHUB y comianbHiil cdepi, BEeKTOpiB
00pOTHOU 3 JUCKPUMIHAIIEI0, KOPIIOPATHBHOI COIIaJIbHOT BiIIIOBIIAJBHOCTI Oi3HECY, PIBHOCTI MOXKJIMBOCTCH YOJIOBIKIB
1 KIHOK, JIFoZiel pi3HOi pacu Ta Biky. O0’€KTOM JOCHIHKEHHS € (CHOMEHU TCHEPY, PacH Ta BiKy B I[IHHOCTSIX KOPIIOpa-
THUBHOI COIliajbHOI BiMOBiAanbHOCTI Oi3Hecy. [IpeameroM MOCipKeHHHST — BIUIMB T€HJEPY, PacH Ta BiKy Ha IIHHOCTI
KOPIIOPAaTHUBHOI COIiabHOI BiANMOBiAIBHOCTI Oi3HECy. MeTa — KOHIIENTyasli3allisl TCOPSTUIHNX 1 IPAKTUIHNX ACTICKTIiB
POl TeH/epY, pacu Ta BIiKy B IIHHOCTSIX KOPIIOPATHBHOI COIIaIbHOI BiAMOBINATRHOCTI Oi3HeCy. B ocHOBI MeTomomorii
aHaJi3y poJii ITeH/Eepy, pacu Ta BiKy B IIIHHOCTSIX KOPIIOPATUBHOI COLIIaJIbHOT BiIIOBiAIHOCTI Oi3HECY HACTYIIHI METOIN
Ta MIAXOIM: CUCTEMHUH (IIPUBEICHHS BCHOTO Y CUCTEMY), CTPYKTYpHO-(QYHKIIHHUN (aHai3 (yHKLii), aHTpoIoIoriv-
HU (aHaJIi3 JIIOICKKOTO BUMIPY cTari), CyOCTaHIiitHui (aHai3 cyOCTaHIIHHOrO BUPaKEHHS MOJIITHKH), EK3UCTEIHIN-
HUH (aHaTi3 JIOICHKOI €K3UCTEeHIIi1), PEeHOMEHOIOTIYHMH (aHali3 GeHOMEHIB), TepMEHEBTUYHUH (aHaIi3 TBOpPiB), Agile-
MeTozoJorii (THY9KOCTi, aJallTUBHOCTI), IO JaJI0 3MOTY MPUBECTH BCE Y KOHICTITYalIbHY CHCTEMY 3HaHb, IPUHIIHIIIB,
METO/IIB Y HIHHOCTSX KOPITOPATHBHOI COIiaJIbHOI BiAMOBiNaTbHOCTI Oi3Hecy. Pesymsrar mocmimkenHs. Poskpuro min-
CTaBH JUIsSL JUCKPUMIHALIT 3 TEHAEPY, PACH Ta BIKY, 1110 BU3HAYCHI Ta 3a00pOHEH] y 0ararbox Mi>KHapOAHUX JOKYMEHTAaX.
[TpoananizoBaHO MOHATTEBO-KATErOpiaJIbHUI anapar — reHzep, FeHAepHUH MiaxXi, crark, paca, BiK y KOHTEKCTI BUMIpIB
KOPIIOPAaTHBHOI COIiaJIbHOT BiIMOBIIANBHOCTI Oi3HECY Ta HAJAHO iM XapaKTePHCTHKY i TiymaucHHs. [IpoaHanizoBaHO
(heHOMEH CeKCyallbHUX JIOMaralb Ha po004oMy Miciii 1 3°sicoBaHO (heHOMEH AUCKPHUMIHAILIIT KiHOK B oruiari nparii. Chop-
MOBaHO KOHIIETIIIFO KOPIOPATUBHOI corfianbHoi BigmoBigansHocTi (KCB) Ta ynpasminas pisHOMaHITHICTIO. B Haytmi po3-
PI3HSIOTH «iIeHTH(]IKAMIHHY» KOHIICIIIIO TeHePY, IKa Hapa3i TOMIHY€ B aKaJIEMI9HUX JUCKYCISIX PO TeHep Ha 3aXoi,
Ta «PEJSLIMHY» KOHLEIILIIO TeHEpY, SKa € Pe3yJIbTaTOM IeHIEePHUX A0CIIIKEHb B aHTPOIIOJIOTIT Ta €THOJOTI].

KurouoBi ciioBa: renzep, crars, paca, Bik, KOpHOpaTiBHa COLliaJIbHA BiAMOBIAIBHICTD Oi3HECY, TUCKPHUMIiHALis.
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