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Summary. The workers in Latin America are among
the least protected in the world in terms of working condi-
tions, the level of labor payment, and the provision of so-
cial guarantees. At the same time, there is an increase in the
number of companies in the region, which are positioning
themselves to be socially responsible members of the global
community. The analysis of the information, which is pre-
sented is the social reports of studied companies, has shown
a generally positive impact of CSR on the local workers’
state. The priority directions of socially responsible activity
were: to increase the level of safety and health of workers,
to ensure a decent level of remuneration and to provide ad-
ditional social guarantees to employees. It would be prudent
for the enterprises to focus on eliminating the causes of neg-
ative trends in changing the indicators of labor rights, the
formation of an optimal ratio of direct and indirect methods
of human capital development.
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Problem statement. Over the past few years, Latin American
companies have been active in joining the United Nations Global
Compact. Within this initiative of developing a corporate social
responsibility on a global scale, one of the central principles is to
ensure decent working conditions. Despite the fact that the Latin
American region is the second largest preceded by Europe in terms
of the number of signatories of the Global Compact, inappropriate
working conditions, low levels of payment, a high proportion of
workers off the record, lack of social guarantees for workers remain
acute problems for the states of Latin America. According to the
latest available data, out of the 300 million people employed in the
region 83% were below the poverty line. The share of permanently
employed was only 48%. 45% of employees had no social insur-
ance [7, p. 133].

The situation is complicated by the fact that more than half of
all employed work in microenterprises as low-skilled self-employed
without official remuneration [7, p. 133]. And as you know, corpo-
rate social responsibility is the prerogative of large multinational
companies that take care of their image and have enough resources
to implement social initiatives beyond the statutory minimum.

Even in the period of economic growth, this region remained
one of the most problematic in the world in terms of the scale of
poverty, social inequality and violations of the fundamental rights
of workers. In this regard, the question arises as to how effective
the socially responsible practices of Latin American companies are
in terms of their positive impact on the situation of workers in the
current conditions of economic recession.

Analysis of recent research and publications. Corporate
social responsibility in the countries of Latin America is the subject
of scientific interest of a wide range of authors, including Amini

C., Dal Bianco S. [1], Casanova L. [3], Lopez-Morales J.S., Orte-
ga-Ridaura I., Ortiz-Betancourt L. [6], CarmenSuescun Pozasa M.,
Lindsay N.M., Monceauc M.I. [2] and others. However, recent
research covers the general issues of social responsibility of Latin
American companies, considering certain aspects of it, in particu-
lar employee rights, only superficially. Given that violations of the
rights of workers in various forms remain acute for the region, the
following research questions remain open: which CSR measures are
being practiced by companies in Latin America; how they affect the
position of local workers; whether it is necessary and possible to
invoke CSR initiatives to overcome these problems.

Formulating the objectives of the research paper. The objec-
tive of this research paper is to study the impact of corporate social
responsibility on the employees of companies in the mining sector
in Latin America.

Research findings. Corporate social responsibility in Latin
America is a complex phenomenon. Its origins are connected not
only with the centuries-old history of the domination of transna-
tional business, but also with the traditionally strong influence of
religious ideas about equity on domestic entrepreneurs. Together
with the global trends of CSR development, they influenced the
formation of a specific profile of the social responsibility of Latin
American companies.

First, the vast majority of CSR initiatives are part of a wider
strategy aimed at obtaining a so-called “social license” for the right
to engage in natural resources extraction. Many mining companies
are building social infrastructure (schools, hospitals, etc.) to create
a good relationship with local communities. The role of CSR in the
mining industry is of particular importance because of the signifi-
cant devastating impact of this production on the environment, as
well as the high level of risk of occupational injuries and diseases.

Second, Latin American companies, through socially respon-
sible measures and further reporting thereon, seek to overcome
non-tariff trade barriers to exports, which are created due to high
demands from foreign governments and consumers regarding labour
standards, environmental standards, etc. One of the prerequisites for
gaining recognition and establishing trust relationships with foreign
counterparties is the inclusion in the United Nations Global Com-
pact and participation in the Global Reporting Initiative. Regular
disclosure of social reporting ensures an adequate level of transpar-
ency of the company, and also allows evaluating the results of its
impact on the environment, workers, local communities, etc.

Third, by enhancing CSR, TNC:s in the region seek to preserve
or regain public trust lost due to large-scale corporate scandals asso-
ciated with the use of female and child labour in pathogenic produc-
tion, ecological catastrophes, etc. [S]. The developed CSR system
serves as one of the channels for reducing poverty and overcom-
ing other violations of workers’ rights. National and multinational
companies generate demand for local labour, actively influencing
the growth of employment and welfare of local communities. In
socially responsible companies, employees are officially registered,
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most of them (and often also members of their families) have social
guarantees provided for in a collective agreement. Workers are
also provided with a number of other benefits, including additional
forms of financial and non-financial incentives, regular training,
advanced training, etc.

Fourth, the region still has a narrow understanding of CSR
as charity. Many business owners, primarily the family business,
describe their obligations to society as the need to “act correctly”
within the ethics of Catholicism [4, p. 153]. This is conditioned by
point, non-systemic nature of the CSR practices of national compa-
nies, which focus their efforts on implementing charity measures
for particular social groups.

Taking into account the specified core characteristics, as well
as to ensure comparability as a research object, the companies of
mining industries were selected, which are among the top 500 com-
panies in Latin America and are signatories of the UN Global Com-
pact. The main source of information was their social reporting for
2010-2016. The results of an independent peer review of non-finan-
cial reports from more than a thousand companies from 12 Latin
American countries show that their content can be considered as
a reliable source of data for the study of CSR practices and their
impact on employees [9].

Of 76 companies surveyed, only 21 were signatories to the UN
Global Compact. Eight enterprises regularly published their social
reports in 2010-2016, of which two transnational corporations that
worked in Brazil (Vale S.A. and Statoil) had reports in which it was
impossible to distinguish relevant data in the perspective of individ-
ual countries. In Brazil, Chile and Peru, where the largest number
of mining companies is concentrated, the share of enterprises that
positioned themselves as socially responsible was lower than in
Argentina, Colombia and Mexico (Table 1).

Examination of the social reports of 6 Latin American compa-
nies showed the availability of a significant amount of information
on CSR initiatives in the area of employee rights. However, its pre-

Table 1
Characteristics of Mining Companies of Latin America
in Terms of the CSR
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Argentina 6 3 |
Bolivia 1 1 0
Brazil 15 5 3
Chile 22 3 1
Colombia 8 2 2
Costa Rica 1 0 0
Ecuador 1 0 0
Mexico 5 2 1
Peru 15 4 0
Uruguay | 1 0
Venezuela 1 0 0
Total 76 21 8

Source: own author s research using the data from [10; 11]

sentation is not systematized, many of the important indicators are
absent, or the method of their calculation does not allow compari-
sons to be made in the dynamics. Indicators on which trends can be
followed are presented in Table 2 and Table 3.

During 2010-2016, all companies reported a wide range of mea-
sures aimed at preventing occupational injuries and guaranteeing
the health and safety of their employees. However, the dynamics of
the frequency of injuries with temporary disability did not become

Table 2
Dynamics of Healthcare and Safety Indicators of Latin American Companies
. Years
Name of Indicators 2010 | 2011 | 2012 | 2013 | 2014 | 2015 | 2016
Minera Alumbrera (Argentina)
Frequency rate of injuries with temporary disability 0.19 0.18 0.34 0.16 0 0.75 0.22
Number of deaths 0 0 0 0 0 0 0
Collahuasi (Chile)
Frequency rate of injuries with temporary disability n/a 1.26 1.18 1 0.88 0.6 0.45
Number of deaths 0 0 3 0 0 0 0
Petrobras (Brasil)
Frequency rate of injuries with temporary disability n/a 0.68 0.83 0.75 0.72 0.76 0.59
Number of deaths 10 16 13 4 10 16 3
ECOPETROL (Colombia)
Frequency rate of injuries with temporary disability 1.55 1.02 0.79 0.7 0.92 0.49 0.48
Number of deaths n/a n/a n/a n/a n/a n/a n/a
Terpel (Colombia)
Frequency rate of injuries with temporary disability 0.94 0.6 3.44 4.09 0.9 1.12 1.43
Number of deaths 0 0 0 0 0 0 0
Grupo Mexico (Mexico)
Frequency rate of injuries with temporary disability 1.05 1.22 1.06 0.94 0.84 0.69 0.75
Number of deaths n/a n/a n/a n/a n/a n/a n/a

Source: own author s research using the data from [10; 11]
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Table 3
Dynamics of Indicators of Social Guarantees and Development of Workers of Latin American Companies
. Years
Name of Indicators 2010 | 2001 | 2012 | 2013 | 2014 | 2015 | 2016
Minera Alumbrera (Argentina)

Share of local workers, % 40 41,1 453 476 50 52,5 413
Share of workers covered by collective agreement, % 46.1 41.7 383 383 40.6 44.8 2.4
Employee turnover, % 1.9 2.09 25 33 33 n/a 1
Number of hours of training on average per employee 72.6 65 166 232 131 60 54
Wages and other rewards per employee, ths. USD 114 147.5 183.8 247.0 303.4 424.5 655.1
Social investment per employee, ths. USD 25.6 232 232 26.2 223 18.1 4.5

Collahuasi (Chile)
Share of local workers, % 42 44 48 47 46.1 449 448
Share of workers covered by collective agreement, % 64 54 68 68 94 94 93.1
Employee turnover, % 38 11.5 9.5 n/a 2.5 1.3 1.1
Number of hours of training on average per employee 118 109 85 55 14 26 20
Wages and other rewards per employee, ths. USD 66.3 77.7 80.3 95.4 97.0 97.0 98.0
Social investment per employee, ths. USD 5.8 0.4 53 4.7 4.5 3.7 3.7

Petrobras (Brasil)
Social investment per employee, ths. USD 8.8 7.8 6.5 9.0 8.6 6.3 3.5
Number of hours of training on average per employee 86 73.5 96.3 84.54 05.5 54.16 51.7

ECOPETROL (Colombia)

Share of local workers, % n/a n/a n/a 89.2 82.8 83.9 85.9
Number of hours of training on average per employee 88.3 86.1 85.8 77.6 77.9 52.9 274
Wages and other rewards per employee, ths. USD 159.4 171.7 179.3 185.5 202.0 233.2 2444
Social investment per employee, ths. USD 23.6 29.3 37.7 38.8 35.9 6.7 1.7

Terpel (Colombia)
Share of local workers, % n/a 97 96 97 96 96 97
Share of workers covered by collective agreement, % n/a n/a n/a 99.6 90.8 90.1 89.6
Employee turnover, % 12 n/a n/a 12.5 17 144 10.8
Number of hours of training on average per employee 8.5 4 .72 3 1546 | 28.71 59.9
Wages and other rewards per employee, min. pesos 473 46.5 84.3 100.2 109.7 127.9 145.1
Social investment per employee, min. pesos 1.9 1.7 3.0 29 3.8 3.8 44

Grupo Mexico (Mexico)

Employee turnover, % 5.36 6.92 6.08 6.86 6.61 6.71 10.31
Number of hours of training on average per employee 49.6 30 419 48 2 38 31
Wages and other rewards per employee, ths. USD 80.5 68.5 61.5 59.0 81.1 593 63.2
Social investment per employee, ths. USD 33 1.4 1.9 2.7 4.8 5.4 34

Source: own author s research using the data from [10; 11]

unambiguously descending in any of the enterprises. Two compa-
nies registered fatal cases in the production. This raises questions
about the effectiveness of their management systems for hazard and
potentially hazardous activities.

During 2010-2016, all companies reported a wide range of mea-
sures aimed at preventing occupational injuries and guaranteeing
the prevention of industrial injuries and safety of their employees.
However, the dynamics of the frequency of injuries with tempo-
rary disability did not become unambiguously descending in any of
the enterprises. Two companies registered fatal cases on-site. This
raises a question about the effectiveness of their management sys-
tems for hazard and potentially hazardous activities.

Table 3 shows that a significant level of employment in the sur-
veyed enterprises was due to the local labour force (about 50% in
Argentinean and Chilean companies, more than 80% in Colombian
companies). The share of employees who signed a collective agree-
ment did not exceed 50% in Minera Alumbrera, while in Collahuasi

and Terpel about 90% of workers had documented additional social
guarantees from employers in 2016.

Attention is drawn to the fluctuation of the values of indica-
tors of employee turnover and their periodic increase in individ-
ual corporations over the regulatory value of 3-5% per year. The
results of many studies indicate that the high employee turnover
is usually due to the dissatisfaction of employees with the content
of their duties, requirements to them, the system and the level of
remuneration. The consequences of high employee turnover are a
decrease in the level of general staff qualifications, an insufficient
level of mutual understanding between employees, and a decrease
in labour productivity during the adaptation period [8]. The com-
pany is forced to reduce its economic activity and spend additional
resources for training new staff. In this context, one cannot fully
appreciate the increase in the number of hours of training on aver-
age per employee, since it coincided with the growth of employee
turnover indicators.
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Positive points include the increase in the amount of wages and
other rewards per employee. Instead, the indicator of social invest-
ment in 2016 compared to 2010 increased only in 1 company, Ter-
pel, in Grupo Mexico it remained unchanged, and it decreased in the
rest of the enterprises. A comparison of trends for the indicators of
average wage and other rewards with social investment indicators
per employee shows an increase in the importance of direct finan-
cial incentives in corporate human capital development systems.
That is, the management of companies in the region predominantly
has a narrow sense of investment in human capital as an investment
in the company’s internal environment. Such investments pursue
the task of improving the staff welfare, its intellectual, physical and
spiritual development, ensuring safe working conditions and health-
care. While the importance of external social investment in the
development of the local community, its cultural, sporting life, sup-
porting the most needy strata of the population forming a favourable
environment for the reproduction of manpower, are underestimated.

Conclusions. Enterprises of mining industry in Latin America
form a group of entities that has a decisive influence on the for-
mation of a specific CSR profile of the region. It transforms them
into one of the most important channels for overcoming the critical
mass of social problems accumulated in the region. The low level
of involvement of the largest companies in the industry in the global
initiative to develop corporate social responsibility and social
reporting reduces the level of transparency of the company and lim-
its the ability to assess the effectiveness of their CSR initiatives.

The results of the analysis of social reports indicate a generally
positive impact of CSR on employees. The main areas of socially
responsible activity of companies in the region were: increasing
the level of safety and healthcare of workers, ensuring a decent
wage level and providing additional social guarantees to employ-
ees. Ambiguous tendencies in changing the indicators of employee
rights show the need to improve the existing CSR systems for the
development of human capital through direct and indirect methods.
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Matute Riofrio Stefanie. BniueB kopmopaTuBHOL
colianbHOI BiINOBIAAJBLHOCTI HAa MNpauUiBHUKIB Yy
Jlaruncebkiit Amepuui

AHoranig. Y xpainax JlaTMHCbKOT AMEpPHUKH IpaIliB-
HUKH € OIHUMH 3 HaMEHII 3aXHIICHUX y CBITI 3 MOITIALY
YMOB TIpatli, piBHs i1 oruiaty, 3a0e3nedeHHs ColliajIbHUX ra-
paHTiif. Y cTaTTi 3A1iCHEHO JOCTIHKSHHS BIDTHBY KOPIIOpa-
TUBHOI COIaJIbHOT BIIMTOBIIaIbHOCTI HA MPAL[IBHUKIB KOM-
naHiif 100yBHOTO cekTopa B KpaiHax JIaTHHCEKOT AMEpHKH.
Amnani3 iHdopmarii, IpeacTaBIeHol y COLiabHUX 3BiTax
JIOCTIPKEHUX KOMIIaHIi, TOKa3aB 3arajoM IMO3UTHBHUN Xa-
paxrep BBy KCB Ha craHoBHIIE NpaniBHUKIB PETiOHY.
[IpiopuTeTHUMHU HAMpsIMaMHU COIIAIbHO BiIOBITAIEHOT
AKTUBHOCTI OyJIM: TiIBUIICHHS PiBHA OC3MIEKH Ta OXOPOHH
3[I0POB’s MPALIBHUKIB, 320€3IICYCHHS T'1THOTO PiBHS OILIa-
TH TIpalli Ta HaJIaHHS TMPaIiBHAKAM JOJAaTKOBUX COIlialb-
HUX rapasTiil. [Toganpii 3ycHsuIs miApUeEMCTB JOLIIBHO
30CEpeIUTH Ha YCYHEHHI IPUYUH HETaTHBHUX TEHICHIIIN
y 3MiHI IHAMKATOPIB NpaB NpaliBHUKIB, (HPOPMYBaHHI ONTH-
MaJbHOTO CIIBBiTHOIIEHHS MPSIMHUX 1 HETPSMUX METOJiB
PO3BHTKY JIFOJICHKOTO KaIliTalIy.

KirouoBi cioBa: koprmopaTvBHA CoIiajbHa BiIIOBI-
nmaneHicTh (KCB), Jlatmachka AMeprka, HehopMmapHa 3a-
HHATICTD, IpaBa NpauiBHUKIB, [1100ansHuid qorosip OOH,
I'mobanpHa iHiIiaTHBa 3BITYBaHHSI, COIiajbHA 3BITHICTH,
coliajbHi rapaHTii, YMOBH Ipalii.

Matute Riofrio Stefanie. Biusinue xopnopaTuBHoi
COLMAJILHOM OTBETCTBEHHOCTH Ha pa0OTHHKOB B
JlaruHckoi AMepuke

AnHoTanmsl. B crarbe ObUI0 POBEIEHO HCCIIEI0BaHNE
BIINSTHUSL KOPIIOPATUBHOM COLMAIBHON OTBETCTBEHHOCTH
Ha PabOTHUKOB KOMITAHHIA JTOOBIBAIOIIETO CEKTOPA B CTpa-
Hax JlarmHCKON Amepuku. AHannu3 WH(POPMAINH, TIPe.-
CTaBJIEHHOH B COLMAIBHBIX OTYETaX MCCIIEJOBAHHBIX KOM-
MaHuil, NOKa3aJl B LIEJIOM MO3UTHUBHBIN XapaKTep BIUSHUSA
KCO na nonoxxenne paOOTHUKOB perroHa. [IpropuTeTHbI-
MU HaIpaBJICHUAMHU COLUATIBHO OTBETCTBEHHOM aKTHBHO-
CTH OBLIM: TIOBBIMICHNE YPOBHS 0OE30IMACHOCTH M OXPaHBI
3[0pPOBbsI PAOOTHUKOB, OOECIIEYeHHEe JIOCTOHHOTO YPOBHS
OIUIaTHl TPyZa W IMPEAOCTaBIECHHE PaOOTHUKAM IOTOIHH-
TENIBHBIX COLMAJBHBIX rapaHTuid. JlanpHelnme ycuaus
HpPEeANPUSITHH IEeIec000pa3HO COCPENOTOUNTh Ha yCTPaHe-
HHUHW TIPUYMH HETaTHBHBIX TEH/ICHINH B M3MECHEHUH WHIIH-
KaToOpOB MpaB pabOTHUKOB, (HOPMUPOBAHUN ONITUMAIBLHOTO
COOTHOIICHHS TPSIMBIX M KOCBEHHBIX METO/IOB Pa3BUTHUS
YeJIOBEUECKOro KaruTasa.

KoiioueBble ci10Ba: KOpriopaTHBHAsI COIMAlbHAsl OT-
BETCTBEHHOCTH, JlaTnHcKass Amepuka, HeopMmaibHas 3a-
HATOCTB, IIpaBa pabOTHHUKOB, [mobansHEA gorosop OOH,
['moGanbHas MHUIMATHUBA OTYETHOCTH, COLMAIbHAS OTYET-
HOCTb, COIIAJIbHBIC TAPAaHTUH, YCIOBHS TPY/a.
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