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Abstract

Local MSIs have appeared in sectors of the African horticultural industry aimed at bringing together key local stakeholder and ensuring the representation of vulnerable workers. This research explores the possible benefits of this bottom-up CSR approach by focusing on the potentials of local MSIs to overcome inherent problems of CoC. Taking WIETA in South Africa as a case study and drawing from a one month field research in the Western Cape, this paper shows important labour rights enhancement, exposing however limitations for workers’ direct voice to be heard in CSR.
Relevance to Development Studies

Despite growing acceptance of CSR among bilateral and multilateral development agencies, there is very little evidence of the actual impact of CSR in development. The lack of local input and the limitations to address vulnerable workers are crucial shortcomings of top-down CoC. Local MSIs represent a new development aimed at reverse this trend. Based on the WIETA study case, this paper explores the potential of local MSIs to enhance workers’ rights and develop an “ecology of knowledge”, i.e. making present the voice of vulnerable workers in the CSR agenda.
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Chapter 1 Introduction
A “new generation of Corporate Social Responsibility” (CSR) is emerging in several sectors of the African horticultural industry. These aim to address some of the pitfalls of corporate Codes of Conduct (CoC) private practices (Tallontire and Greenhalgh 2005: 17). Despite being voluntary in its nature, locally-owned Multi-Stakeholder Initiatives (MSIs) bring together key local stakeholder to bear on the auditing process, maintain on-going dialogues towards workplace improvement and ensure representation of vulnerable workers (Dolan et al. 2002: 58). However, local MSI as private governance initiatives are not exempt from criticism. Their real representation of local needs, as well as their potential to enhance labour standards, especially for vulnerable workers, has been questioned by several authors.

In South Africa, the Wine Industry Ethical Trade Association (WIETA) founded in 2002 including civil society, trade union and private sector participation, presents an instructive and fascinating case for studying the impacts of local MSI on vulnerable workers. The number of flexible and insecure workers has dramatically increased in this sector due to simultaneous challenges including South Africa’s re-entrance in the global market, flexibilisation pressures, falling international prices and new labour legislation (Kritzinger et al. 2004). The setting up of a local MSI in the sector raises positive expectations towards enhancing ethical trade.

Taking the example of WIETA as a case study and drawing from a one month period of field research in South Africa and secondary literature, this paper explores the characteristics of this new bottom-up CSR initiative and its possibilities to achieve greater improvement of vulnerable workers’ situations. The study suggest important benefits of localising private standards, showing however uncertainties about a direct inclusion of workers’ voices in the CSR agenda.

The paper is organised as follows: Chapter 2 reviews literature on the effect of globalisation and Global Value Chains (GVC) on workers’ vulnerability. The chapter addresses the link between market-led approaches and the emergence of private governance mechanisms, exposing the pro and contra arguments regarding CoCs, MSIs and local MSIs. 

Chapter 3 describes the research methodology of this paper and explains the analytical framework applied for the analysis of the data. 

Chapter 4 is divided in three sections. Firstly, the paper tackles the aims, procedures and potentials of WIETA as a local MSI. Secondly, it explores the impact of WIETA on member farm workers when compared to those from non-member farms. Hereafter, the internal and external factors that have a bearing upon the outcomes of WIETA are analysed. For the internal factors, a conceptual framework dveloped by Tallontire (2007) is used to address the horizontal governance between the different board members of the organisation. 

The analysis is divided between legislative, judicial and executive powers of the MSI as a regulator. For the external factors, a GVC framework (Gereffi 1994) is applied to explore the vertical governance in which WIETA is immersed and the power of retailers in it. Moreover, the contextual setting of the organisation and the way it affects WIETA’s aims is addressed. 

Chapter 5 uses the main findings to return to broader debates on CSR and the role of the market, concluding the research. 

Chapter 2  Literature Review

2.1 Statement of the research problem

Workers at the lower end of global commodity export chains are facing two contradictory processes. On one hand, globalisation and international competition have led to an alarming increase in labour insecurity. Northern buyers’ pressures to meet production and social demands while keeping labour costs low are transmitted downstream though GVCs, rising levels of informality and vulnerability in the labour force. In this climate, a minority of workers have well paid jobs, enjoy fundamental labour rights, have a voice at work and benefit from social security in case of job loss (ILO 2008: 11). The benefits and costs of globalisation have been very unequally distributed. Whereas unprecedented levels of wealth have been enabled in advanced countries, workers at the other side of the chains are becoming increasingly vulnerable. 
On the other side, the era of neo-liberal policies in which the market has diminished the role of the state has posed important challenges for the enhancement of labour rights. This deficit of public governance (Gereffi 2005: 18) has led to the emergence of private governance responses, CSR being a key aspect in the form of CoC and monitoring. Despite its international acceptance, critics have raised chief concerns about the real outcome for workers, particularly those in the most vulnerable positions: Non-permanent or informal female workers, who happen to form the majority in export oriented sectors. 
As labour vulnerability is increasing, a “new generation” of CSR is emerging in the African export industry. With “new players, rules and ways to play” (Tallontire 2007: 775), local MSIs aim to resolve some of the pitfalls of CoC private regulation. This paper explores the potentials of localised private standards for vulnerable workers, taking WIETA in the South African wine industry as a case study.

2.2 Theoretical Framework

The emergence and significance of local MSI needs to be understood within the broad picture. This section provides a theoretical background on the effects of globalisation and GVCs on worker vulnerability as well as the link between market-led approaches and the emergence of private governance mechanisms. The chapter explores the evolution of CSR from CoC, MSI to local MSI, discussing the literature debate regarding local MSI potential for enhancing vulnerable workers’ situations. 

Global Value Chain and Vulnerable Workers

In an increasingly globalised world, workers of export oriented sectors are extremely vulnerable to the exigencies of international trade regime. Challenges stemming from opening to global markets include removing trade barriers and subsidies, reforms of deregulation and liberalisation, failing prices and exposure to competition. Workers in the South are heavily affected by these developments. According to the ILO, globalisation is increasingly associated with the informalisation of work (ILO 2002).

Moreover, Southern firms are increasingly inserted into buyer driven GVC to remain competitive, which raises additional concerns for workers as pressures and risks to keep production costs down are passed downstream A GVC analysis explores the nature of power relations between the diverse actors on a value chain (Gereffi 1994). This highlights the way in which Northern buyers exercise authority and power, raising demands on time, quality, environmental and social issues, without actually owning any of the facilities, or directly employing the workers..

Casualisation of Labour

Since labour costs can be easily cut, workers are bearing the consequences of this uneven trade system by becoming more vulnerable. Formal employment is downsizing. Formerly permanent jobs are being changed into casual, seasonal, temporal and contract positions to increase production flexibility. Insecurity, low wages and lack of non-employment benefits are typical problems for non-permanent workers. Moreover, due to restructuring processes, wage employees in informal jobs (i.e. without security contracts, workers benefits or social protection) are increasing. The vulnerable situation of many of these workers is amplified by their lack of coverage under the national labour law.

Gender Spaces

This casualisation trend is taking place alongside a process of feminisation of labour. Women are increasingly joining the labour force in exporting oriented sectors, being usually concentrated in non-permanent and informal forms of work. Moreover, their employment situation tends to be less regulated, carries higher economic risks and rarely meets the characteristics of decent work (ILO 2008:1). Cost and risk reduction is therefore achieved through the comparative advantage of women’s disadvantage (Dolan 2004: 124).
A gender value chain approach helps to shed light on the reasons for female informal workers’ vulnerability in export oriented sectors. As stressed by Elson (1999), the economy is not gender neutral. Productive activity, which is mainly developed by men, is complemented by reproductive activity, mainly undertaken by women. Besides not being remunerated, these tasks can hamper women’s opportunities to participate in the productive formal work. Thus, women are more likely to be found shifting between the reproductive and the informal work, earning lower wages and facing increasing insecurity (Barrientos et al 2003). Moreover, the low level of unionisation among informal and female workers, and the typically permanent male oriented bias of trade unions diminish vulnerable workers’ representation. 
A Failing State?

At the political level, globalisation has also raised concerns about the consequences of the weakening role of the state. Neo-liberal policies in the nineties advocated free market policies, arguing that markets were the most efficient means of organising the economy. The invisible hand would arrange production and exchange in the most mutually beneficial manner (Smith 1776) and development would come as a natural result of economic growth due to the trickle down effect. Despite all those promises, externalities from a free market globalisation have led to a growing inequality and vulnerability among the workforce. As Daly (2004) put it, “while the invisible hand looks after the private sector, the invisible foot kicks the public sector to pieces”. 

Globalisation has created an international governance problem since social and political institutions are not becoming global at the same pace as economy. Northern governments face growing difficulties to maintain their regulatory and compensatory capacities while less regulated, lower cost countries are entering the international market competition. On the other hand, developing countries lack (of) both governmental and social capacities to cope with the domestic challenges imposed by international openness (Gereffi 2005: 18). 
Emergence of CSR and the critics of CoC

As a result of social international pressures, CSR was developed as a private governance response. CoC are one of the key instruments of CSR. Defined by the ILO as companies' policy statements that define ethical standards for their conduct
, they have been increasingly applied by international buyers and retailers within GVCs with the aim to raise social standards and minimise risk. 

Codes have increased a general awareness of the importance of labour standards, however, concerns regarding their content, implementation and effectiveness are repeatedly raised in the related literature. A frequent criticism is the Northern bias of CoC. Codes are usually designed in the North and imposed in the South without taking into account the views of producer, worker priorities or Southern realities (Dolan et al 2002: 53, Barrientos et al 2001, Smith et al 2004: 17). Particularly, critics have highlighted low gender sensitivity and the failure to address gender as well as racial labour issues that are embedded in the local employment practice and culture (Smith et al 2004: 35, Barrientos et al. 2003). 

Criticisms have also been raised on the way codes are monitored and audited, stressing the limitation of “snap-shot” superficial audit to uncover less visible issues such as discrimination (Barrientos and Smith 2007: 721) as well as the consequences of repeating audits (Justice 2003, Clean Clothes Campaign 2004). Even companies themselves are raising concerns about the effectiveness of their own codes (Locke et al. 2008). Moreover, despite the fact permanent and regular workers might be in a position to benefit from these initiatives, several studies show that the impact on the increasing number of marginalised and insecure workers is largely discouraging (Barrientos 2007: 3). 

Evolution of MSI

As a response to some of these criticisms, MSI developed during the nineties with the aim to promote participation of non-industry actors and prevent a situation where one party’s interests dominate the process, therefore increasing its reliability (Smith et al. 2004: 41). Partnerships between companies, independent trade unions, Non Governmental Organisations (NGOs) and sometimes governments appeared to offer an opportunity to ensure on-going dialogue and collaboration, reduce audits duplication, complement existing regulation and promote greater worker representation (Smith et al. 2004: 41, Tallontire and Greenhalgh 2005: 17). Among these initiatives are the Ethical Trading Initiative (ETI) and Social Accountability International (SAI).
Despite good intentions, MSI still face important challenges. Being a collective body, MSI face the some of the typical ylemas A recent study of the benefits for workers from ETI’s code showed that whereas the ETI Base Code had an positive impact on areas such as Health and Safety (H&S) and working hours, other less visible but crucial enabling rights such as freedom of association (FoA) or discrimination showed less positive outcomes. The study also highlighted that once again, non-permanent workers were less likely to benefit from the implementation of the code (Barrientos and Smith 2007: 721). Moreover, despite stakeholders such as Northern NGOs and trade unions being linked to Southern partners, a study on ethical trade in the African horticultural industry showed that MSI codes such as ETI or SAI are still Northern driven, with limited flexibility towards local application and the possibility to receive local input, particularly from workers (Barrientos 2007).

MSI as a Local Initiative – the Debate

A recent development in the CSR scene is the emergence of local MSIs. Mainly based in the African horticultural industry, WIETA in South Africa, the Horticultural Ethical Business Initiative in Kenya (HEBI) and the Agricultural Ethics Assurance Association in Zimbabwe (AEAAZ) have provided models of locally-owned MSIs bringing together relevant actors with knowledge of labour issues on the ground. 

A review of the literature on the developments of local MSIs shows significant disagreements among authors. On one hand, a line of argument defends the advantages of local MSIs for the betterment of workers’ situations, especially in the most vulnerable circumstances. Local MSI are regarded as an opportunity to ensure a greater representation of workers in the process of ethical sourcing. According to Barrientos: 

Members of local MSIs are often more aware of labour issues on the ground than company assessors or external auditors. They are more able to ensure that code principles extend to all workers. They provide a channel for worker representation and voice in the monitoring of codes and enforcement of legislation (Barrientos 2007: 4). 
Related to this, by engaging grass-root relevant actors, local MSIs have the opportunity to register the voices of more vulnerable and unorganized groups and address locally embedded gender and social issues (Auret and Barrientos 2004: 1, Dolan et al 2002: 54).

Some authors argue that local MSIs have the capacity to engender a sense of local ownership over the code implementation process, which have the ability to counteract criticisms of top-down imposition and Northern bias in code composition and implementation (Dolan et al 2002: 59). In this sense, the adaptation of codes to local realities can also help to avoid the exclusion of smallholder producers and workers from trade (Tallontire and Greenhalgh 2005: 17).

Participatory social audits (PSA) are an essential feature local MSIs. This worker-centred approach aims to engage workers at every stage of the auditing process and to achieve sustainable working conditions improvement, over simple compliance checking (Auret and Barrientos 2004: 5). Several authors further stress that the use of participatory approaches in auditing is more likely to identify the needs and more sensitive issues of vulnerable workers particularly women, such as discrimination or sexual harassment (Auret and Barrientos 2004: 8, Smith and Dolan 2004: 92). 

Finally, local initiatives also offer the possibility to address the growing number of third party contract labour in the export sector (Barrientos 2007:4). Some developments in this direction include strategies of registration and the monitoring of labour contractors in order to better regulate the situation of seasonal and temporary labourers.

On the other hand, parts of the related literature expose significant reservations regarding local MSI.  According to this view, the relationship between the locality of MSI initiatives and the improvement of vulnerable workers’ situation is not directly straightforward.
As Dolan and Opondo put it (2005:89), local is not synonymous with the South.  The authors stressed that despite having materialised in the South, these initiatives often operationalise a Northern agenda, with both the standards and the process of implementation derived from Northern models. According to this argument, rather than define what constitutes ethical behaviour, local producers and workers have simply accepted CSR’s imperial agenda, which not always coincide with their values and priorities (Blowfield and Dolan 2008: 10).

Further arguments stress that the localisation of codes does not guarantee an improvement of workers’ situations, especially for the poor and marginalised. Although local MSI are presented as neutral arenas with diverse stakeholder participation, in the reality they reflect asymmetrical power relations among local actors, specifically among the intended beneficiaries (workers) and those who claim to be “stewards of virtue” and their different agendas (Civil Society Organisations (CSO) among others) (Blowfield and Dolan 2008: 17:, Riisgaard 2008: 16). Moreover, local MSIs are seen as potentially exclusionary as conventional North based top-down approaches. In some cases trade unions are not invited, workers are not included or simply assumed to be represented by NGOs.

Related to this, local standards initiatives have been strongly criticised for their failure to contest power structures in GVCs and for reinforcing the dominance of retailers, being therefore described as indirectly playing into the governance agenda of retail buyers (Riisgaard 2008: 35). Specifically, local MSI do not normally address buying practices with harmful consequences for workers such as short lead times and price cuts. They embody a new, convenient “governing at a distance” method in which suppliers are self-controlled and continue to bear all costs of compliance. Due to their ability to detect labour issues at an early stage, local MSIs can be seen as a way to avoid conflicts and achieve ethical support against critical views.  

Concerns about the feasibility of reaching vulnerable workers with local MSIs have also been raised. Due to the growing externalisation of labour as a result of market pressures, codes are seen as incapable of being extended to a sufficient percentage of casual workers to allow closing the gap between casual and permanent workers. Moreover, the possibility to increase local MSI membership among non-exporting producers as well as labour brokers is also seen as unrealistic (Ewert et al. 2005a: 4).

These two differing lines of argument stress the need of further research on local MSIs.  Among others, it is essential to explore the way local initiatives originate, which stakeholders are participating, which are being excluded, which standards are subject to debate, how power asymmetries are played and which potentials exist towards achieving better labour standards for vulnerable workers. 

Implications for this study

For this purpose, this paper takes the example of WIETA in the South African wine industry as a case study, applying an analytical framework that combines the analysis of vertical governance on GVC developed by Gereffi (1994), with the analysis of horizontal governance in local MSI developed by Tallontire (2007). The study takes place in three stages. First, the basic features of the organisation as a local MSI are analysed. Hereafter, this paper explores WIETAs impact on workers’ wellbeing as well as workers empowerment within the initiative. Last, the paper focuses on the internal and external factors that are having a bearing on the effectiveness of the organisation.

In the next chapter, the different aims and components of this analytical framework are further elaborated, together with a complete overview of the methodology applied.

Chapter 3  Methodology
The present chapter contains a description of the methodology used for the study. In the first place, the objective and the main research question are exposed. The chapter then continues describing the research methodology, the research techniques, the field work phase and the main limitations faced. The last part develops the analytical framework applied for the data analysis.

3.1 Research Objectives

Using WIETA in the South African wine industry as a case study, this research paper focuses on the potentials of local MSIs to reach vulnerable workers. This paper aims to explore:

· The aims, activities and potentials of the organisation as a local MSI

· The impact on workers in terms of empowerment and improvement of working conditions
· The internal and external factors that have a bearing on the link between the organisation and its member farms’ workers
3.2 Main Research Question and Sub-questions

To what extent can local MSIs overcome the inherent problems of CoCs? 

Research Sub-questions
· What is the impact of WIETA on workers’ wellbeing and empowerment?

· How is this localness developed?

3.3 Selecting and Preparing the Case Study

Examples from local MSIs can be mostly found in Africa: AWAAZ in Zimbabwe, the HEBI in Kenya and WIETA in South Africa. In order to decide the best case study for the paper, secondary literature related with the organisations was consulted as well as several practitioners involved in the localisation of labour standards.
 Despite the Kenyan case presenting an interesting example, the initiative has been recently suffering lack of funding due to the withdrawal of external donors (Riisgaard 2008: 25). Political unrest in Zimbabwe and land invasions in agriculture posed feasibility problems for the AEAAZ in 2002 (Auret 2002). WIETA was selected for this paper due to its international recognition, the positive outcomes of its audits as well as its viability. 

The South African wine industry presents an interesting case for the purpose of this research. As explored further in the third chapter, vulnerability is increasing among wine workers due to the country’s global integration, market deregulation, liberalisation and new labour legislation. Furthermore, the organisation is currently addressing the problem of third party labour and labour brokers, which enriches the opportunities of this research.  

3.4 Field Work

The research can be qualified as qualitative and it has been drawn from primary and secondary data. For this paper to address the main objectives highlighted in the outline, a field work phase in South Africa (province of Western Cape) during the month of August 2009 was undertaken. Information was collected from two different types of sources: 

Table 1
 Types of Sources
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3.5 Research Techniques

The main research method used during the field work was the semi-structured interview (SSI). A focus group was also organized with two workers. Participatory observation took place in all visited farms.

For interviewing organisations, the SSI questionnaires were more open and offered the possibility to be adapted to the conversation. According to Laws et al (2003), SSIs provide a tool to gain in depth information from the respondents. This was a key aspect since it allowed exploration of the way the different stakeholders interact within WIETA, as well as their experiences and views of the organisation. 

In the case of the workers, data collection was undertaken using PSA to stimulate a more open attitude and active participation among interviewees. These methods encouraged involvement, confidence and comfort of workes, especially when talking about sensitive labour issues (Auret and Barrientos 2004: 15). Moreover, all interviews and focus groups took place in neutral places for the workers, where they could feel comfortable and secure to talk about their experiences at work. For those workers who could not speak English, a translator facilitated the communication.

Interview questionnaires were more structured with the aim to collect the same information from each participant and make a comparison. The SSI technique was selected because it allows sensitive information to be dealt with privately and permits respondents to express themselves fully without feeling intimidated as in a group situation, which was essential due to the history of the silence and repression of farm workers. (Laws et al 2003).

For workers at a non-member farm, due to research constraints it was only possible to schedule one session for two workers, which combined a short SSI with a small focus group in order to collect an optimal amount of data. Discussing issues together helped to build workers confidence and encouraging a sense of group cohesion, allowing workers to build their responses up on each other and elaborate ideas in more detail. The gender of the participants was also taken into account since the two participants of the focus group were women. As stated by Auret and Barrientos (2004:16), workers feel more open talking in a homogenous group, who also work together everyday.  On the other hand, the focus group, despite being small, helped to reduce the power of the outsider researcher in the setting and gave workers more security and control over the process. 

Participatory observation methods proved an effective technique gaining quick insight into the physical environment and social issues (Laws et al, 2003). This was used on two occasions to complete data collection for research on farm situations, housing and working conditions. In one of the cases, two workers took a walk through the work place after the interview describing some of the areas and machineries. In the other case, a worker showed the house where she lived with her family and explained the use of the rooms and detailed the problems they were facing. 

3.6 Limitations

Gate Keepers and Access to Interviewees

Due to the lack of contacts in the country and the inherent difficulty in arranging interviews with grass-root organisations and farms, the support of two “gate-keepers” with extensive experience in the sector was very helpful in facilitating the research: Ms. Linda Lipparoni (CEO of WIETA), especially for her access to board member organisations and member farms, and Ms. Ghadija Vallie (anti-apartheid activist) for non-member organisations and non-member farms.

Member farms were mostly open to talk about their experience with WIETA but non-member farms were not that accessible. Often visits were not conceded, cancelled the day before and others simply did not take place. In case of the WIETA member organisations, although in some cases the interview was not difficult to arrange, in other cases, budget, time and transport constraints slowed down the process or hindered totally the participation of the organisation.
 
A limitation of the sample population is the lack of interviews with non-permanent workers. Due to the fact that the field work phase took place outside of the harvest pick session (November to January) and the difficulty accessing workers, it was not possible to arrange an interview with workers in their employment situation. However, many of the questions addressed included also references to contract and seasonal workers. As stated in the next chapter, many of the farm workers in South Africa themselves are in a very precarious and vulnerable situation, some of them without working contract, housing contract or access to employment benefits.
Reaching Confidence and Dealing with Sensitive Issues
Interviews about working conditions are an important issue for South African farm workers. As further addressed the fourth chapter, silence and repression have been part of the history of the industry for generations, limiting workers’ propensity to talk about those issues. Moreover, for workers who confident are enough, the fear of repercussion might also have hindered some of the answers.

Despite the majority of questions that could be regarded as sensitive since they questioned the adequacy of management performance, a special case were the problems of domestic violence, alcohol consumption or harsh treatment. In many cases those are socially embedded issues and therefore not questioned in the communities.
 Consequently, information was triangulated with grass-root organisations in contact with workers. 

Moreover, as a white and foreign researcher occasionally using a translator, it was important to build a trusting relationship prior to start the interview. This was done by introducing myself as a student with deep interest in the fair treatment of workers, using some words of local language and describing the interview not as an audit but as a research to explore the situation of (anonymous) workers in the sector. Confidentiality was therefore absolutely ensured, especially towards reporting to management. The interviews started always by dealing with positive issues about their lives and took place in neutral places where workers could feel comfortable. 
Generalisation
This is not an attempt to generalise the data found as common to the Western Cape Province or to all member and non-member companies. Not only because the sample population is very small, but also because it is very difficult to find a perfect match between companies that have the same number of workers, hectares of cultivation, quantity of wine produced or background of CSR. This is a common constraint raised by other studies undertaken in the sector (Ewert et. al 2005a). 

Taking into account the highlighted limitations, the examination of the data will make use of an analytical framework developed for the purpose of this paper. The later is further elaborated upon in the next section, together with the different steps undertaken for the analysis.

3.7 Analytical Framework

As seen in the table below, the framework comprises three elements: WIETA, the workers, and the factors that affect their interrelationship. The analysis is therefore presented in three stages. First, the features of WIETA as a local MSI are exposed and complemented with the information elicited from the interviews. Secondly, the data collected on the impact on farm workers and their empowerment is analysed maintaining a comparative perspective between member farms and non-member farms. The third part explores the different factors that appear to either strengthening or weakening the effectiveness of the organisation. 

Figure 1
 Analytical Framework
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With the aim to explore the effects WIETA is having on farm workers’ wellbeing the analysis distinguishes between outcome and processing standards (Barrientos and Smith 2007: 721). A gendered approach to value chain analysis of CoC developed by Barrientos et al. (2003) is furthermore applied to research the effectiveness of codes in respect to gender and vulnerable workers’ issues. Moreover, workers’ empowerment within WIETA is also researched taking into account their awareness of the organisation and participation.

The third part of the chapter looks at internal and external factors. For the analysis of the former the paper makes use of a conceptual framework developed by Tallontire (2007) for developing country private standard initiatives. It draws on the GVC theory developed by Gereffi (1994) but extends the vertical understanding of governance by including the horizontal relations between companies, CSOs and other local stakeholders. The framework allows this paper to focus more specifically and critically on the localisation process of the initiative and its role as a regulator, using the lens of civic governance and the separation of powers. The following table explains the elements of this sub-model:

Table 2
 Types of Horizontal Governance
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Source: Tallontire 2007

To tackle the external factors, a GVC analysis developed by Gereffi (1994) is used to investigate the vertical governance and the role retailers play in the organisation. The section explores how the contextual setting in which WIETA is immersed affects the aims of the organisation, taking into account the legacies of apartheid, the labour legislation and the national context of transformation.

This chapter has developed an analytical framework to explore the main research questions outlined for this study. Both the outcomes of the organisation and the factors influencing its effectivity are addressed in Chapter Five. However, previous to proceed with the data analysis, this paper includes a background information chapter to offer a general overview on the socio-historical and economical context of WIETA. 

Chapter 4 Case Study Context

The present chapter aims to provide the reader with a general understanding of the key features of the case study. WIETA is a local initiative in the South African wine sector. This chapter describes the basic features of South Africa, the wine industry and its value chain. With the aim to provide an overview of the labour situation in the sector, the chapter then addresses the country’s new employment legislation and the main labour features of the wine industry.

4.1 Basic Features of South Africa

South Africa is the southern country in the African continent with a population of 48,7 million (mid-2008) and 1.219.090 km2 of size.
 While white population represents 9,6 million people, the ethnic diversity of the country is reflected in the Constitution, which recognizes 11 official languages. 

The country has three capital cities: Cape Town is the legislative capital; Bloemfontein is the judicial and Pretoria the administrative. Since the advent of democracy in the post-apartheid era in 1994, the African National Congress (ANC), has been the elected governing party. Formed in 1912 as a national liberation movement, it has led the struggle against racism and oppression as well as against the apartheid regime.
 

Apartheid was enforced in the country by the National Party between 1948 and 1994, with devastating consequences for the non-white population. The transition to democracy was a profound socio-politic and economic transformation process. South Africa issued new labour legislation and re-entered the international markets by liberalising its economy, facing at the same time the pressure of global competition, falling prices and informalisation of the labour force (Kritzinger et al. 2004, Bodibe 2006).

According to the national government, the South African economy has been growing at almost 5% a year for the past several years.
 The country is currently positioned in the world 26th in the world in terms of GDP with a total of $491billion GDP
, and is classified by the UN as a middle-income country.
 

Notwithstanding these developments, South Africa still has high levels of poverty and unemployment, problems related with access to education, the HIV/AIDS pandemic and high levels of violent crime. Moreover, it remains one of the most unequal economies worldwide with approximately 6% of inhabitants earning 40% of the income (Braude 2005:  391). Government attempts to restore this inequality are exemplified in Black Economic Empowerment policies (BEE).
 However, BEE has received numerous criticisms for its lack of success in transforming the broad base of South Africans (McEwan and Beck 2006, Kruger et al. 2006). 

4.2 The South Africa Wine Industry
Despite South Africa only recently starting to play a role in the international wine markets due to its transition to democracy and the resulting end of trade restrictions, the country’s wine production has a history dating from the 17th century.

Nowadays South Africa is one of the most recognized wine producers together with France, Italy, Spain, Australia, New Zealand or the US. Mainly located in the Western Cape province, the wine industry is an essential component of the national economy, whose contribution to GDP has grown at least 10% per annum since 2003.
 In 2007, annual harvest amounted to 1 351 447 tons (1 043.5 million litres), of which 70% was used for wine. 

Historically, the industry was based on co-operative production, mainly orientated towards low quality wine bulk production principally for the small local market. During the 20th the industry went through a profound transformation that stimulated dynamic growth and prosperity which led to the expansion of private cellars producing and bottling their own wine, occasionally for export. The Ko-operatiewe Wijnbouwers Vereeniging van Zuid-Afrika (KWV) was set up to co-ordinate the production and selling of wine and wine-based products until its privatisation in 1997. It also allowed white owners to conserve their power in the sector for decades (Kruger et al. 2006). The transition to a post-apartheid era and the end of the international trade restrictions led to financial and intellectual inflows into the country and the setting up of new farms and cellars, the modernisation of cooperatives, improving the wine quality and raising exports substantially (WOSA undated). As seen in Table 1, total South African exports increased by 335% between 1995 and 2007.

Figure 2
 Wine Exports
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4.3 Wine’s Value Chain

With the liberalisation of the industry, South African growers had to start competing internationally with better quality wine as well as meeting the demands of supermarket wine retailers. Entering into GVC implied changes in the hierarchy of production. According to Ewert et al (2005b:4), power is shifting (…) away from primary producers to processors and marketers. 

Due to the large restructuring during the deregulation and liberalisation of the market, the value chain structure for exports shows a highly complex figure with multiple product flows and ownership patterns.
 

The three most typical types of wine producers in South Africa are estate wineries, cooperative cellars and independent cellars. According to SAWIT, as seen in the following figure, there are approximately 4 360 primary wine producers cultivating wine grapes. The relatively small scale of farms is highlighted by the fact that half of them produce fewer than 100 tones per year and only 3 produce between 5000 and 10000 tones (SAWIS 2006). Despite the primary production levels not significantly changing since 1996, the number of private wine cellars and wholesalers/exporters has vastly increased, modifying dramatically the winemaking structure of the industry (Ponte and Ewert 2007: 49). 

Table 3
 South African Wine Industry Structure
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Source: SAWIS 2006

On the other hand, as Table2 shows, United Kingdom remains by far the leading destination of South African wine exports, followed by Germany, the Netherlands and Sweden. Supermarkets buy 70% of wine exported to Europe, with Tesco, a UK supermarket firm, accounting for 20% alone (Mathews 2002). 
Table 4
 Total South African Wine Exports

                                  [image: image6.emf]
Source: WOSA

4.4 South African Labour Laws in the Agricultural Industry

An essential part of the South African political transition to democracy was the establishment of a new range of labour and employment laws to ensure basic human and social rights for workers. This included the Basic Conditions of Employment Act, 1998; the Occupational Health and Safety Act, 1993; the Compensation for Occupational Injuries and Diseases Act, 1993; the Labour Relations Act 66 of 1995; and the Skills Development Act of 1999.

Especially relevant are the Basic Conditions of Employment Act 75 of 1997 (BCEA), which is aimed at establishing and enforcing a minimum of employment conditions for all workers, including farm workers, and the Labour Relations Act 66 of 1995 (LRA). The latter marked a major advance for organised labour by formalising the right of trade unions to organise workers and the right of workers to strike. The act also regulates fundamental labour rights and provides dispute resolution systems for labour disputes. The Extension of Security of Tenure Act 62 of 1997 (ESTA) is aimed to limit evictions and give greater tenure security to farm workers by determining the circumstances that must exist before an eviction is permissible.  Many of these laws are among the most progressive in the world which represents a significant development for farm workers, especially when taken into account the repressive and feudalistic labour relations during the apartheid. 

However, according to a local NGO report, the legal system assumes a normative model of employment characterised by permanent secure employment contracts, with true worker representation through effective trade union structures (WFP, 2006: 5). As stated in the next section, due to the increasing of flexibilisation and outsourcing of the agricultural industry, such features are not typical on South African farms. 

The same NGO stresses also multiply obstacles for the enforcement of existing laws for vulnerable workers and women in particular, aggravated by the patriarchal systems in the agricultural sector. These include the low level of labour law awareness among workers, the limited enforcement capacity of government and the deficient socio-economic support systems to facilitate rights access. (WFP 2006:5).

4.5  Working in the Wine Industry

The wine industry employs directly and indirectly around 256 908 people. This includes not only farm labourers but also those involved in packaging, retailing and wine tourism, the last accounting for 59 000 workers.
 According to SAWIT, 61 000 of the full time employees are farm workers. During the harvest, around the same number of seasonal workers are contracted part-time to cope with the increase of work (SAWIT 2004).

According to Carstens (1999) wine production requires 221 per day and hectare. This shows a high labour intensity, only exceeded by the production of tobacco. Typical tasks in the wine sector are work in the cellar, in the field or as a cleaner. Education level varies from unskilled to skilled.
An inherent feature of the wine industry in South Africa has been the exploitation of black workers and the paternalistic relationships established. As highlighted by several authors, the history of the wine industry is deeply associated with the history of slavery in the country (Ross 1983, Kruger et al. 2006:3, du Toit 1993). During decades the white elite owned most of the farms of the Western Cape and positioned themselves as landowners of farms where black workers lived and worked. This perpetuated a paternalistic, authoritarian and racialised labour regime, which saw black workers as minors, subject to the sovereign authority and protection of white masters, and which denied them the protection of any but the most basic rights (Kruger et al. 2006: 3)

Slavery was officially abolished in the country in 1833. However, although the degree of exploitation and mistreatment has apparently decreased, vulnerability persists. Workers are deprived of a minimum degree of autonomy, living in completely isolated situations. Their dependence on farmers is not only related to work but for any aspect of their life, be it housing, electricity, health care, food or water (du Toit 1993). Housing security is particularly problematic since many workers lack housing contracts and are therefore especially vulnerable to evictions (WFP 2006: 3). The legacies of the “tot system” and Foetal Alcohol Syndrome (FAS) are still affecting workers in the wine sector.
 

This is strongly interlinked with the way power operates in the industry with the figure of the farmer perceived as a benevolent father protecting and instructing black vulnerable, almost child-like workers. Ultimately it was however a hierarchical relationship, marginalizing and silencing the voices of those whose labour helped create the wealth of the sector (Ewert et al. 2005b: 3). The absence of farm workers’ voices is a key element in the history of the wine industry. Unionisation in farms has been always very weak, especially among women. Moreover, contrary to the urban movements, farm workers have never achieved a revolutionary identity as farm workers or as black South Africans, which entails important consequences for workers’ empowerment. Concretely, it has created a discursive space in which all manner of other players could step in and claim to speak on their behalf with very little contestation (Kruger et al. 2006: 5). 
The significance and magnitude of paternalism is reflected in the little transformation of the power structures in the wine industry. White people continue in the majority of managerial positions, low wages and poor working conditions are constantly highlighted by NGOs reports and discrimination against women is still a fact in the industry (Barrientos et al., 2005; Tallontire and Greenhalgh 2005, Brown et al., 2003: 41, McEwan and Beck, 2009a). According to Ewert et al. (2005b), such attempts to transform the industry have instead developed paternalism into a kind of neo-paternalism, a farm management system in which both modern and paternalist features coexist. 

Wine Workers and the Impact of Globalisation

Entering the international market post apartheid, farm workers in South Africa have been facing the effects of global and domestic competition, international falling prices, GVC requirements and a new labour legislation. Vulnerability has increased in the sector taking the form of the externalisation and casualisation of labour, downsizing the number of core permanent “on-farm” workers (Kietzinger et al. 2004). As the official statistics show, the total of agriculture workers has considerably decreased since 1994, from 1 219 648 in 1988 to 940 820 in 2002 (SSA 2008). In 2008, agriculture reached the third highest percentage of labour informality in the country with 50.1% (SSA 2008). Many workers have no written contract, entitlements to medical aid or access to pension plans.
Similarly to other vulnerable sectors, casualisation has been connected to the feminisation of the work force, with a significant number of female workers increasingly concentrated in casual and unprotected positions with poor working conditions (Ewert et al. 2005a). Furthermore, women usually earn lower wages and depend on male partners for access to housing. Despite women being increasingly employed in agriculture, this has not translated into more secure livelihoods for women (WFP 2006: 4). 

Many of the workers in the wine farm industry are largely insecure, with little or no legal protection. Whereas the burdens of labour legislation to reach vulnerable workers has already been highlighted in the previous section, several studies have stressed the failures of private regulation in the form of CoC in the South African agricultural industry (Tallontire et al. 2005, Smith and Dolan 2004) and concretely in the country’s wine industry (Brown et al. 2003, Ewert et al. 2005a).
4.6 Conclusion – Local MSI as a Solution?
As seen in this section, the legacies of apartheid in the form of paternalistic, racial and gendered discrimination remain pervasive in farms. Moreover, pressures from globalisation are increasing workers’ vulnerability to low working and living conditions. 

Local MSIs present a new development in the form of a consultation process that aims to overcome the inherent problems of CoC and ensure an improvement in the situation of vulnerable workers. The next chapter takes the example of WIETA in the wine industry to explore the way local initiatives are developed, their outcomes in terms of workers’ wellbeing and empowerment and the different factors that affect their effectivity. 

Chapter 5 Analysing WIETA
This chapter deals with the analysis of the data collected during the field work, using the analytical framework developed in Chapter 3.
 This chapter is divided into three subsections. In the first, the main features of WIETA as a local MSI are described and presented with the information elicited from the interviews. In the second subsection, the data collected on the impact on farm workers is analysed maintaining a comparative perspective between member farms and non-member farms. The third subsection explores the internal and external factors that are influencing the outcomes of the organisation.

Figure 3
 Analytical Framework
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5.1 WIETA as a Local MSI
WIETA was formally established in November 2002 after an ETI pilot project in the wine industry developed the inspection methodology and brought together local stakeholders to discuss ethical trade issues. (ETI 2004)
WIETA’s mission statement is to improve the working conditions of employees in agriculture. WIETA is a not-for-profit, voluntary association with members committed to the promotion of ethical trade. Initially focused on the wine sector, it has broadened its scope to encompass the agricultural sector as a whole. 
Table 5
 WIETA Objectives
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Source: WIETA

The WIETA code includes the following principles:

Table 6
 WIETA Code Principles
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Source: WIETA

An Executive Committee manages the body. The board is comprised of labour, business and NGO representatives meeting twice a month to make joint decisions on the management of the organisation. At the annual general meeting, representatives from these constituencies are designated. Moreover, a CEO is responsible for the daily management and reports to the executive committee.
 The list of board stakeholders is as follows:

Table 7
 WIETA Board Stakeholders

[image: image10.emf]
Apart from the Executive Committee, WIETA also has a general membership group. Any individual or body that is committed to the organisation’s aims, including agricultural growers, producers, agents, trade unions, NGOs, retailers, and government, can be a general member. In the case of producer and growers, membership requires the implementation of the WIETA code at the workplace and the authorisation to be audited by the organisation. Industry
 membership fees are R500 per annum and R150 for the rest of members (NGOs, governments, individuals, etc.). Trade unions are exempt from this fee.

WIETA’s funding is derived from the Common Customs Tariff rebate,
 other donors including the Provincial Department of Economic Affairs and Tourism, the Department of Agriculture or Novib (Netherlands), and the membership fees previously referred to. 

A) WIETA as a Local Mediator Actor
The participation of local stakeholders in the board of the organisation has been noted by many of the interviewees: 
“I think it is run by people on the ground who understand the sensitiveness both ways and know the agricultural situation in the western cape, I think frankly local is better, they have a better understanding than outside bodies would necessarily have” (Interview UK Exporter representative). 
This also increases WIETA’s potential to represent marginal workers, providing a degree of protection against any stakeholder dominating the process (Smith et al 2004: 41).  However, getting together stakeholders who have vastly different views and perceptions of issues to make management decisions together has reportedly been a challenging aspect for the organisation.(
In this regard, the apartheid legacy is not only present between workers and employers, but also between industry representatives (mostly white people) and CSOs (mostly non-white). WIETA board meetings provide therefore a vehicle of reconciliation which can undoubtedly have a positive impact on industrial relations and workers’ issues: 

“We don’t have the opportunity to interact in this country; our lives are still racially segregated, so WIETA board meetings have forced us to interact, to face the realities of each other after the apartheid, to understand our worlds, to confront our stereotypes. I have begun to see their humanity, to see people as a human being, not as a “monster” farmer.” (Interview NGO board member).
Bringing local stakeholders together enables furthermore the creation of long term relationships and the building of trust among social actors: “If you don’t give the chance for labour and employers to dialogue, to build good industrial relations, you won’t promote responsibility. This is why local ownership in MSI is so important” (Interview Mr. Simon Steyne).

Moreover, WIETA can also promote a better cooperation between CSOs. Due to the low unionisation in the country, NGOs have played a key role in organising farms and supporting vulnerable workers such as women. However, the typical tensions between trade unions and NGOs are aggravated in the country by issues related to gender biases and economic resources. WIETA meetings provide therefore a constructive platform to build a civil society alliance based on a mutual understanding:

 “There have been many issues between trade unions and NGOs in South Africa, as well as power relationships, and the only way to deal with it is to make it explicit, not to hide the fact that I have a degree, I am not a farm worker and I respect the fact that trade unions come to the table with this experience, I don’t have it, but let s respect the gifts that we all have(...) Nowadays the only representatives we have of workers is the trade union, even if they don’t represent many, and the fact that they are so unrepresentative is due to the structure of the sector and the obstacles in it.” (Interview NGO board member). 
WIETA is therefore aimed at improving the labour conditions of farm workers using a multi-stakeholder approach to code implementation. By educating workers and managers, sharing best practices and monitoring producers, WIETA aims at promoting ethical trade in the agricultural industry. The next section analyses the organisation’s outcomes in terms of workers’ wellbeing and empowerment. 

5.2  The Nature of Work and Workers attitudes
Having gained an understanding of WIETA as a local multi-stakeholder approach, this second part of the analysis compares the situation of workers from member farms (Farm-1 and Farm-2) with workers from non-member farms (Farm-3) by analysing the information elicited during visits to the farms, via interviews, a focus group and observation methods. Special attention is given to the impact of WIETA on the working and living conditions of workers and their sense of empowerment.

With this aim, the chapter makes use of Barrientos et al. (2003) gender value chain approach, which combines GVC analysis with a gendered economy perspective. The framework divides labour provisions between formal employment provisions (which mostly benefit full time permanent workers) and employment related benefits (which mostly benefit informal workers and non-permanent female workers). By analysing the impact of each of these provisions on workers on member farms compared with those on non -member farms, this chapter explores the extent to which WIETA’s code is addressing the conditions of formal as well as insecure and marginalised workers on member farms. 

The analysis also differentiates between the impact that WIETA is having on outcome standards and processing rights. According to Barrientos and Smith (2007: 721), processing or enabling rights are based on the core ILO Conventions (i.e. non discrimination or FoA). They are regarded as a vehicle of negotiation towards other conditions of employment or outcome standards, which are more visible issues such as living wages, H&S or hours of work. 

Lastly, in order to analyse WIETA’s empowerment outcomes and the participation of workers in the organisation, this chapter explores the extent to which workers are included in the process as well as their degree of awareness of WIETA.   
A) Formal Employment Provisions
Formal employment provisions are code principles that relate to formal employment. Mainly based on ILO conventions and national legislation, they tend to benefit those who are in full-time permanent employment (Barrientos et al. 2003). The analysis of those provisions will be divided between outcome standards and processing rights:

A-1) Outcome standards: 

In terms of outcome standards or visible issues such as H&S, conditions of employment, living wages or training opportunities, workers from farm members tend to be in a better situation than workers from non-member farms. However, as the following analysis will show, the overall picture for farm workers in both member and non-member farms is still very poor.

Wages are an interesting example. Whereas workers from member farms (Farm-1 and Farm-2) interviewed earn slightly over minimum wage
 and therefore more than the workers on non-member Farm-3, none of the workers interviewed  considered wages enough to sustain a family and cover clothes, food, shelter and education costs sufficiently. 

On Farm-3, the situation is especially precarious. Wages are very low and workers are furthermore deducted 30R each week per child for school transport costs. During the interviews, workers stressed important livelihood struggles: “I cannot sustain my family with this money; I cannot even buy a pair of shoes for my child” (Interview worker Farm-3). Moreover, budget limitations also affect study opportunities for children, oppressing farmers to remain in the same socio-economic level generation after generation: “My two children have started to work, we cannot afford taking them to college”. (Interview worker Farm-3)

Despite the significantly better situation existing on member farms, workers still feel wages are too low for the job they are performing and the financial costs they have to face: “It is too little.. My husband is a driver and he only earns 636 per week. I have three children, how can you pay college with it? Only grocery” (Interview worker Farm-2)

In terms of H&S, both groups of workers described their H&S conditions as very positive and were satisfied with safety in the workplace. Protective clothing against pesticides, related information as well as facilities to wash at work before returning home are available in all three farms, for full time and temporary labourers. However, whereas member farms have H&S representatives at the workplace as well as providing related training, workers from non-member Farm-3 did not enjoy either of these. Workers from member farms also mentioned important H&S improvements had occurred following WIETA improvement plans such as building fences around danger zones or preventing workers from travelling on the back side of tractors.

As the following table shows, questions related to working contracts and overtime are also better on member farms:
Table 8
 Working Contract and Overtime
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Source: Workers’ interviews

Despite skills development not being included in the WIETA code, member producers offered better opportunities. On average, member farm’s workers have received 6 training courses in the last two years. While men and women have the same chances to attend training, those are free of charge and take place during working hours. On the other side, workers on non-member Farm-3 have never received training in all their working years, not even on first aid, AIDS or tuberculosis. 

A-2).Enabling rights:

Enabling or processing rights are essential to achieving progressive changes in labour relation and in challenging socially embedded issues (Barrientos and Smith 2007: 721). Discrimination and FoA and Collective Bargaining (CB) are principles included in the code. 

Freedom of Association and Collective Bargaining

Trade unions are allowed on both member farms. However, none of the workers interviewed were members. Workers did not report fear of discrimination or dismissal as reasons for not joining or forming unions but felt that they were too expensive, unnecessary or ineffective. Lack of trust and unawareness about union activities were also mentioned. That said, in both member farms there are elected workers’ representatives to bargain important labour issues such as wages or employment benefits with management.

The union situation was similar in the non-member Farm-3. However, the farm had no worker representative or negotiation process to discuss wages or labour issues with management. 

Discrimination

On member farms, discrimination does not seem to be an issue. Men and women earn the same wages, have access to the same positions and training opportunities, and have equivalent benefits of employment. Single women are allowed to apply for jobs, and sexual harassment, verbal or physical, has not been reported on either Farm-1 or 2.

Discrimination is however a problematic on non-member farms. According to the workers interviewed on Farm-3, female workers earn less than male workers and it is difficult for unmarried women to be employed on the farm. Most men are employed on the field and women undertake more maintenance and domestic work. “Yes I could apply for a ‘male’ position, but I would still earn less” (Interview worker Farm-3). Sexual harassment was not mentioned by any of the workers during the interviews. 

Formal employment provisions are therefore better on the visited member farms than on the non-member farms, as the examples of living wages, H&S and training show.
 Nevertheless, the general situation of farm workers in the agricultural sector is still in many cases precarious, especially regarding living wages and the right to secure an adequate livelihood. WIETA’s impacts on processing rights i.e. non discrimination and FoA, are also an important result. According to a study of codes operated by ETI member companies, outcome standards are being enhanced whereas processing rights showed little improvements for workers (Barrientos and Smith 2007: 721). Since processing rights are viewed as intrinsic principles of social justice that enable workers to claim their rights, and have more potential to challenge embedded social relations, WIETA’s positive impacts on those rights are therefore a key achievement towards the improvement of working conditions in the industry.

[image: image12]
Workers on their way to work

B) Employment Related Benefits

According to Barrientos et al. (2003), employment related benefits make reference to regulations or code provisions that facilitate employment, extending beyond the minimal provisions formally granted. Those benefits are mostly favourable for women or informal workers, since they include issues that facilitate the combination of paid productive employment with reproductive work (i.e. childcare, maternity leave, housing, etc), and provisions that benefit especially informal workers (like the extension of employment benefits beyond periods of formal employment)

Concerning housing and tenure security rights, the situation on member and non-member farms is highly diverse. The two workers interviewed from the non-member company are living on the farm. The house has electricity, flush toilet and an inside bathroom but workers have frequently no running water from Friday to Tuesday: “It is really an issue here and although we have protest, the situation continues. We have problems for cooking, washing, drinking, everything. And this is not nice for guests either, we feel so embarrassed” (Interview worker Farm-3). According to the workers, single women do not have access to housing: “If not married, no rights” (Interview worker Farm-3). If they lose their jobs, they can only stay if their partner is permanent. Workers had no housing contract and were very unaware of their rights. They themselves have never faced eviction but mentioned two cases of workers who had been evicted from the farm two months ago.

In contrast, from the 5 workers interviewed in member companies, only one lives on farm. According to her, the physical condition of the house is good but she did not have a written housing contract.
 Despite verbal contracts being a valid form on contract in South Africa, the situation can be uncomfortable and affords little trust towards management: “I do not have a paper that says that I live here, so I am afraid that when I retire I won’t be able to stay, I do not know how to justify it (…) yes, other workers are in the same situation, management says it is okay but we just don’t know” (Interview worker Farm-2). If her partner loses his job, she would still be able to stay but if both become unemployed, they could be forced to leave due the lack of a written housing contract. The situation is similar for other permanent workers. 

The rest of the workers from member producers had their own accommodation outside of the farm prior to start commencing their employment. However, despite facing extra costs of rent, electricity, water, etc. workers are not paid more for living away from their farm. Their situation is sometimes even worse than before. According to one of the member farms’ HR manager, “I have a once a month update with our social worker. 99% of our staff has got personal issues. 99% do not live in their own houses, they live in the backyards of people, they have got bad lifestyles” (Interview producer accredited Farm-1). This was confirmed by one of the workers, who lived in a township nearby and despite working 45 hours a week could not afford to pay for all living costs, “At times I have not enough money to buy electricity, so I don’t have it” (Interview worker Farm-1).
 
Non-permanent workers such as contractual, seasonal or casual do not have access to housing in any of the farms. However, according to one of the workers on Farm-3, since many seasonal workers are family or acquaintances, they try to host them at their homes. 

Permanent workers on both member and non-member farms can enjoy four months of maternity leave. According to the interviewees, Non-permanent workers are however not granted this provision in any of the farms.

Other employment related benefits such as pensions, transport, child care or health care services are not included in the WIETA code. However, some of those principles are stipulated by the South African labour legislation:

Table 9
 Other Employment Related Benefits
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Similarly to formal employment provisions, employment related benefits are better for workers on member farms, especially in the case of housing provision. However, issues related to security of tenure and other employment related benefits remain problematic on all farms. This is of particular concern in regard to non-permanent workers or female workers who are combining paid with reproductive work. 
Aside from these critical issues, employment related benefits such as medical aid or pensions achieved better outcomes on member farms despite not being included in the WIETA code. This can lead to an optimist view, implying that through its audits and awareness work on farms, WIETA is achieving more than what was formally written. On the other hand however, this could also imply that WIETA farm members were already ethically committed to their workers previous to being accredited questioning therefore the organisation’s impact.

C) Social Issues
Domestic violence, alcohol or drug abuse or are not formal or employment related benefits. However, due to the impact that those problems have on South Africa’s agriculture sector, it is important to address them in this analysis.
 None of these issues were directly reported by any worker on the three farms. However, some of the answers implied a certain degree of ambiguity e.g. “Not really” (Interview worker Farm-2, regarding alcohol problems) or “Not me but my neighbour does some times” (Interview worker Farm-3, regarding domestic violence). Consulted CSOs stressed that these issues are still happening in many farms but workers do not usually report them to auditors or interviewers. In other cases, workers don not see these as work related problems, rather as normal and accepted social issues (Interview Dopstop). 
D) Empowerment

As stated in the theoretical framework, empowerment is a key aspect in the South African post-apartheid transformation, especially for farm workers, who have been disempowered for generations. This section first addresses the meaning of empowerment in the case of WIETA and its potentials as an organisation aimed at improving working conditions. Hereafter, this paper explores the empowerment outcomes of workers within WIETA looking at the extent to which workers are included in the process: 

· as participants in audits and remediation plans

· as board stakeholders 

· via consultation

· via Information briefings and newsletters

Moreover, the analysis also explores the extent to which workers are aware of WIETA, its code and the audit outcomes. 

D-1) WIETA’s empowerment potential

This paper will take the approach of defining empowerment as “power from within”, where empowerment is defined as the promotion of effective agency, which enables people to believe in their own abilities, think about alternative solutions and have a role in enacting change (Focault 1980).  
WIETA is seen in this context merely as a starting point for further empowerment strategies (McEwan and Beck 2006: 738).
“Even if we get every farm in South Africa to respect the labour rights of workers, it won’t fundamentally change the structure because those minimum rights are a compromise to start onwards. It is not workers wishes, minimum wages R1200, that is not workers wishes, that is the compromise government reaches when it has to mediate all of this” (Interview NGO board member). 
Transforming power relations is not WIETA’s principal aim, however the organisation plays a fundamental role in workers’ empowerment by improving labour conditions and creating labour rights awareness. 

On the other side, WIETA also empowers workers within the organisation itself by enabling their effective agency. The next section will therefore address WIETA’s empowerment outcomes in terms of the promotion of its workers’ participation and their awareness regarding labour rights and the WIETA orgisation. 

D-2) Empowerment outcomes 

As stated by Chambers (1995), there is a need for people to be central to development and recognise the richness and validity of rural people’s knowledge. Empowerment is strongly linked with participation. To give voice to the beneficiaries and to increase their involvement in decision making processes is essential. This is also stressed by some of the supporters of local MSI, suggesting that a local initiative would increase the chances of workers’ direct participation in every stage of the auditing process (Auret and Barrientos 2004: 5).

As further explored in the next section, WIETA is employing PSAs when undertaking farm inspection, which includes seasonal workers. Workers also take part in the design of improvement plans, taking co-ownership of the process and strengthening the dialogue between workers and managers. This was confirmed by the testimony of one of the workers, who participated in Farm-1’s improvement plan (Interview Farm-1 worker)
Workers participate indirectly in WIETA via board member NGOs and trade unions in contact with workers on a daily basis. However workers are not included as board stakeholders within the initiative. The reasons and implications of this factor will be addressed in more depth in the next section. 

On the other side, as stated by several interviewees, the number of briefings, newsletters and flyers to inform farm workers about WIETA and its procedures is still very low. Workers are left unaware of the process having a negative effect on the empowerment possibility of workers and for the organisation itself since workers are unable to make direct suggestions or requests. 

WFP, board member of WIETA wrote in 2004 in a report about the life of women farm workers in the Western Cape that “such organisations (including WIETA) claim to work on behalf of its workers but workers have very little inputs” (WFP 2004: 41). When WFP was interviewed during the field work, it showed a more positive opinion. However, improvement is still required: 
“I think it is also a functional lack of resources because one of the ideas is to have a quarterly forum with all farm worker organisations to facilitate that they communicate with their members around this and produce materials that are aimed at arm workers. Many do not know the WIETA procedures, the potential, their rights around it. I think this is getting better but there is still a long way to go” (Interview NGO board member).  

This was also confirmed during the interviews with workers. Their degree of awareness of the initiative seemed to be very low. From the total of 6 workers from accredited companies, only one knew what WIETA is and stands for. Two of them had heard about the organisation but were not sure what it was. However, when the flyer of WIETA was shown and the code read, the majority stated they had heard something but could not remember much. Workers had also very limited knowledge about audit procedures, audit results and implementation plans. Only the worker who had participated in the audit was aware of the outcomes. Despite the small sample size, as previously stated, according to CSOs interviewed, the general knowledge of farm workers about WIETA is in keeping with these results, still very little. 

Aware of these deficits, WIETA is planning to shift its focus from auditing into more education and capacity building issues, which could be an important strategy to adequately address this situation. Moreover, the organisation plans to set a help line for workers to communicate those issues directly to WIETA as well as to request for awareness or training sessions on related labour issues.
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Workers in the production site at one of the farms visited
5.3 Factors’ influence on WIETA
After analysing the main features of WIETA and its outcomes in terms of worker wellbeing and empowerment, this section explores the different factors that have a bearing on this relationship and therefore, on the effectivity of the organisation itself. As illustrated by the diagram, factors can be divided between internal and external. 

Figure 4
 Analytical Framework
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A) Internal Factors

For the analysis of the internal factors this paper makes use of a conceptual framework developed by Tallontire (2007) on private standard initiatives.
 This framework allows going beyond the vertical chain governance and explore the horizontal governance within WIETA’s different stakeholder members. This is done by analysing the separation of powers within the organisation (legislative, judicial and executive) and the way each of those powers influence the outcomes of the organisation in terms of workers’ wellbeing and empowerment. 

A-1) Legislative (who makes the rules and how)

The legislative governance within WIETA is analysed taken into account issues related to the origins of the code, if it includes local criteria, if it is sensitive to vulnerable workers’ issues, who is involved and who is excluded as a stakeholder, the power relations and disagreements among stakeholders, etc.
Despite being nowadays a local initiative, WIETA has its origins in an ETI pilot project on the South African wine industry. During the pilot project, a local group of partners began to emerge amongst the field of trade unions, NGOs and industry representatives. Since the local MSI inspection methodology was considered the best on offer, South African partners were requested to establish a local body to continue auditing British market suppliers (ETI 2004). As several testimonies have mentioned, the initiative became one of the best models worldwide (McEwan and Beck 2009). 
WIETA is not industry-only based; rather it is a multi-stakeholder body with board membership drawing from NGOs, trade unions and industry representatives. This represents an improvement from other MSI cases like the HEBI in Kenya, which does not include trade unions. However, other stakeholders that are not directly part of WIETA’s board are government, workers and a non-member trade union.

Contrary of being excluded, South African government has been requested to take part in WIETA. Enforcement possibilities, enhancement of WIETA’s aims and financial collaboration were among the advantages highlighted from a more close collaboration with department of labour.
 However, government has not yet made a decision about its engagement. 

As already stated in the previous section, workers are not directly included as a stakeholder in the organisation. This could be seen as Dolan and Opondo (2005:94) put it when assessing Kenya’s local MSI HEBI: Workers are the most marginalised group of primary stakeholders. Nevertheless, interviews among the South African actors showed that contrary to the Kenyan case, workers’ participation in the initiative is guaranteed by their official representative, the trade unions. 

South Africa however presents a very low unionisation level among farm workers, which raises international concerns about the legitimacy of unions. Moreover, despite unions being accepted in the visited member farms, interviewed workers stressed little interest to become organised: “Unions are sharing too much information with management. They come and talk to us but after the meetings management knows everything we said (…) and they are also sometimes less effective than we are” (Interview worker Farm-2).
Notwithstanding those facts, all actors interviewed agreed that they respect the role of trade unions as workers representatives, including NGOs. Some of the most frequent reasons included the fact that many of the trade union officers were farm workers themselves and the high constraints that trade unions face in organising workers in the sector, “As long as it is democratically elected structures by workers, we shouldn’t question that that is workers at the table” (NGO board member).
Furthermore, none of the stakeholders consulted were particularly optimistic about workers participation: “How can you ensure that a worker is more representative than a trade union? How can you ensure that he doesn’t represent just himself?” (TU board member). CSOs have also argued the possible bias towards educated male workers, which are a limited group in the sector, and the lack of workers political build up and experience to engage critically with industry representatives.

Although this is not the objective of this paper to analyse the legitimacy of unions in the country, it is important to stress the ambiguity of the situation. On one hand, trade unions, despite low memberships, are seen as the best organisation representative of workers. On the other hand, their low membership challenges their role as the workers’ voice on WIETA. Workers’ interests are therefore represented by both trade unions and NGOs in direct daily contact with farm workers, including female.
 These organisations ensure that issues affecting vulnerable workers are brought to the board. For example, the need to audit labour brokers or to adapt the code to female workers’ needs.

Related to this, an important stakeholder who claims not to have a seat on the board of WIETA yet, is BAWSI, the Black Association of the Wine and Spirit Industry.
 Their motivations are very clear: 

“We will continue to insist to be part of WIETA because we believe that if done properly, WIETA can be a tool on the hands of the oppressed people(…) We want to join WIETA to act as a watchdogs, to make sure that there is a true evaluation of those companies and that proper audit is being conducted and that the ones that are not complied will not get accreditation and their conditions will be make public, they will be exposed” (Interview BAWSI).
According to Peters, BAWSI aims to join WIETA with the aim to “revolutionise it, to transform it” and to use campaigning and advocacy to force producers to comply with the code. 
This collective action tension represents another important dilemma for WIETA. In the case that BAWSI is accepted on the board and campaigning against non complying farm members takes place, WIETA can be faced with a decrease of producer membership. However, as long as BAWSI is not accepted in the executive board, WIETA’s representation might also be challenged. 

Power asymmetries are an important element of MSIs. As stated by Bowfield and Dolan (2008:18), private initiatives even when local, are not neutral arenas: Codes, their design, content and implementation are site of conflict and negotiation. This is highlighted by disagreements that have taken place within WIETA, such as campaigning or the responsibility of audits. 

Campaigning is a highly contested issue. Whereas producer representatives do not want board stakeholders to campaign against farm members arguing that those are in a process of improvement, CSOs have a different opinion. According to a NGO board member, “We feel it is a contradiction to find out about labour issues but to have to keep it secret (…) They should not use the structure to tell others how to do their job” (Interview NGO board member). Despite audit outcomes being anonymous and confidential, CSOs deep knowledge of the sector enables them to know the names of the farms. However, they have decided not to use the audits for advocacy with the aim of respecting the developmental process.
 A more dialogue approach is therefore favoured. This represents another collective action dilemma for the organisation. As stressed by Riigaard (2008: 35), the fact that local initiatives are addressing labour issues at an early stage and creating the necessary consensus and “back up” from critical voices is helping avoid conflicts and in a way indirectly playing into the governance agenda of retail buyers. Conversely, as already previously stated, the use of campaigning might pose challenges for increasing WIETA membership.

Another key disagreement has been the outsourcing of the audit function. This was requested by retailers and producers, and discussed during a difficult period for WIETA. Despite conditions regarding the audit team and methodology being set up to maintain the integrity of the process, this poses important challenges, particularly relating to the continuity of a participatory social approach.

On another subject, the text for the WIETA code was developed during the pilot project in consultation with local actors, including workers via their trade unions.
 Based on the ETI Base Code and drawing certain criteria from Northern standards, the WIETA version also includes national legislation as well as key issues from the wine industry. The code contains, for example, a principle on housing and security of tenure and a provision regarding alcohol dependence as part of the H&S principle.
 

As highlighted by Blowfield and Dolan (2008: 10), there are frequent disparities between ethical standards and the priorities of workers (and producers) which might reveal the imperial agenda of CSR. In the case of WIETA, this research explores how representative of the needs of the sample population the code actually is:

Table 10
 Top Priorities of Workers Interviewed
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Source: Workers interviews

Whereas the WIETA code contains important priorities of workers such as living wages or non discrimination, other needs such as crèche facilities or training are not included. Other studies have also stressed the importance of non-included issues such as domestic violence and good relationships with employers (Brown et al., 2003: 42), as well as health care, children education, consultation on decision making and job security (Ewert et al 2005a, Martin et al 2005). Many of these issues correspond to employment and non-employment related benefits, which are especially important for vulnerable workers (Barrientos et al. 2003). 

This raises an important question regarding workers’ input in WIETA. In the case higher worker participation within the organisation is achieved, the possible disparities between their priorities and the code provisions could pose a challenge for the internal mechanisms of the organisation. In this regard, at the request of board CSO members, WIETA is looking at reformulating the way in which the code is measured with the aim to adapt it to changes in the labour market and the situation of vulnerable workers. 

As seen in this section, the analysis of WIETA’s legislative governance shows important factors that can have a bearing upon the relationship between WIETA and its member farms’ workers. Whereas its local multi-stakeholder approach ensures the representation of vulnerable workers, issues related with the low membership of trade unions, the exclusion of more radical voices and the power asymmetries between WIETA members are important factors to take into account. Regarding the code, the text has been developed in consultation with key local actors, including workers via CSO and includes priorities vital to workers. However, other issues important for vulnerable non-permanent workers such as crèche facilities are omitted in the text. WIETAs requirement to include seasonal workers in farm audits as well as the planned adaptation of the code measurements are important steps to increase the extension and effectiveness of the organisation. In the next section, the characteristics of WIETAs audits are analysed to look at the judicial governance of the organisation.  

A-2) Judicial (How is compliance monitored?)

To analyse WIETA’s judicial governance, this section explores the way compliance is monitored and assessed by the organisation, looking closely at how WIETA’s audit approach is ensuring the proper inclusion of workers and addressing their needs, particularly in the case of vulnerable workers. For this purpose, the audit procedures, the composition of the audit team and the methodologies are tackled in this section.

The methodology used by WIETA has been developed and improved since the time of the pilot project. The organisation employs a participatory approach to auditing social standards which allows placing workers as the central focus of auditing process (Auret and Barrientos 2004: 5). By actively engaging both workers and management and enabling discussion of differing perspectives and ideas among both groups, WIETA’s audits among the wine industry enable the build up of better labour relationships, the identification of problems and priorities and common planning and decision making (Auret 2002). 

 “I can really tell the difference between WIETA audits and those from other auditing bodies. They are very intensive, it took us two years to go through the whole thing… and it really takes workers into account” (Interview producer representative Farm-1).

The audit teams are another important aspect. The organisation currently employs a team of 16 social auditors who are appointed in consultation with the executive board and trained in the WIETA auditing methodology.
 Inspection teams are ideally balanced in terms of language, gender and ethnicity as well as individuals having employment legislation background. The need for auditors to understand the historical and cultural issues of the country was highlighted often during the interviews: 

 “Corporate auditing is not multi-stakeholder, and often is done by white men going on to farms and ask workers without really knowing what is going on, without having an understanding of how power operates and about what “manless” and “whiteness” represents in the context of farming” (Interview NGO board member)

The scheduling of the inspections is a key factor for accessing vulnerable workers. During the first years, audits took place outside of the harvest seasons, failing therefore to reach many of the contractual and seasonal workers (WIETA 2005). Nowadays audits are undertaken during the harvest and are required to include seasonal workers. In the case of an inspection omiting seasonal worker input, the site will not receive accreditation

WIETA sees the audit as a process and not as a simple snapshot. As seen in the following table, WIETA follows the principles of PSA.
 

Table 11
 WIETA Auditing Approach
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Source: WIETA

Despite a participatory approach being favoured, as seen in the second part of this analysis, the majority of workers interviewed had a very limited knowledge about the organisation and its aims.
 According to Auret and Barrientos (2004), the first and most important stage is the creation of awareness among employers and workers about the standards of the code. However, this stage seems to have a lesser weight in WIETA’s auditing procedures. According to the HR manager of one of the farms visited, those workers who not take part in the audits remain largely unaware of the aims and purposes of the organisation. The interviewed also stressed the need of WIETA to brief workers about the aims of the organisation, including the contents of the code.

As seen in this section, a key aspect of the judicial role of WIETA is the use of PSAs in which workers take a central role on the process, increasing the communication with management and the common planning of improvement plans. The use of local auditors and the engagement of non-permanent workers are key features of this approach. However, although workers are included in every stage of the process, the process of creating awareness showed important shortcomings in the two visited farms.

A3) “Execution” (How is implementation ensured?)

As stated in the description of the analytical framework, the original name of this section was “executive” governance, and the author focused on managerial issues (Tallontire 2007).
 To adapt the framework to the aim of this paper, the “execution” element will deal with the potential of WIETA to have an impact in the sector. The section will therefore address the issues of farms self selection, the exclusion or inclusion of small farmers and suppliers, the consequences of non-compliance, etc. 
According to the latest information, WIETA has 103 producer members and has already accredited 12 producers, audited 33 and 4 have submitted their improvement plans.
 There are however two important factors that jeopardise WIETA’s work in terms of implementation, and therefore its effectiveness. 

First, is the question of self selection. As seen in the membership list of WIETA and in related studies, many of the farms who have joined the organisation already have a history of ethical behaviour and CSR (Ewert et al. 2005a). However companies with lower levels of social commitment where main labour issues are concerned are less likely to become members, as showed by the example of Farm-3 used in this study.

Secondly, the number of member producers (103) is very small when compared with the total number of wine producers (around 4000).
 This affects WIETA’s ability to have a deep impact in the sector. Despite the code having gained recognition and significance, WIETA is facing problems recruiting new members. 

According to the farmers interviewed, apart from WIETA’s localness and its potential to improve labour conditions, other important reasons to join the organisation include its foreign reputation for exporting and the reasonable rates for membership and audits. However, as stated by several authors, WIETA has struggled to identify a conclusive business case or motivation to encourage membership (McEwan and Beck 2009b: 727). Moreover, many of the actors interviewed have stressed the fact that retailers do not require or encourage enough suppliers to join the organisation. Contrary to critics of the “logic of collective action” who would see producer membership as an emotional or altruistic decision (Solzman et al. 1995, Elster 1989), the participation of producers in the organisation appears linked to a “thin”, rational and cost-effective motivation in line with Olson’s view (1965).
For example, the total costs of the audit fees range from R8 500 to R12 500 depending on the number of workers.
 Moreover, audits are 50% subsidized by the customs tariff, which is one of the incentives for farmers to join. However, improvement plans do not have a fixed price and can become very expensive. According to the HR manager from Farm-1, building a fence around the lake cost the company around €10 000.
 Unsurprisingly, many WIETA members are large farms with strong economic grounding.

Aware of these limitations, WIETA is currently undertaking a recruitment drive.
 When a new farm joins WIETA, part of the engagement includes facilitating access to their supply chain. The organisation can then reach smaller suppliers who would otherwise not be easy to approach. By engaging with local retailers, WIETA also aims to connect with those producers who do not export to overseas markets. The organisation is looking also at introducing additional subsidies for smaller producers.
 

Third party labourers are especially vulnerable since labour brokers who contract seasonal work commit the most infringements of workers’ rights by paying very low wages, forcing workers work overtime, etc. (Ewert et al 2005a). Where possible, the organisation now requires labour brokers to be audited along with the main employer at a member’s site. If this is not possible, labour brokers are audited separately during the harvest season. According to the HR manager of Farm-1, after WIETA’s first audit, the company was made aware of the precarious conditions of contract workers and decided to stop making use of contract brokers.
 

Similar to other multi-stakeholder organisations, options to penalise non compliant companies are very limited in the case of WIETA. This increases therefore the likelihood of involved companies who are not behaving ethically. As stated by Olson (1965), free rider cases are frequent when there is a possibility to benefit from cooperation without contributing to the cost. In the case of WIETA, the cost for companies of continuous code non-compliance is the expulsion from the organisation. Despite no further actions being undertaken at this time, important problems are subsequently implied for exporters since WIETA is linked to the SEDEX database.
 
As seen in this section, WIETA’s potential to have an impact in the sector is facing important challenges. Despite WIETA increasing its membership, the total of member farms is still disproportionate when compared with the whole sector. Likewise, the previous history of ethical behaviour in accredited companies implies a limitation of WIETA to reach less socially committed farms where labour issues are mostly located. Issues related to the lack of a business case to attract particularly small companies, as well as the little retailers’ pressure on suppliers to join WIETA are among the factors hampering the organisation’s scope. In this regard, WIETA’s attempts to address labour brokers as well as smaller suppliers of company members are important strategies to redress this trend. On the other side however, concerning non compliance measures, the organisation is faced once again with membership constraints for a more radical approach.

B) External Factors
WIETA does not exist in a vacuum. As a South African ethical trade organisation, its effectivity needs also to be understood within the socio political and historical context in which it is immersed, specifically, the legacies of the apartheid, labour legislation and the context. 

On the other hand, WIETA and its workers are also part of a value chain in which the vertical governance has an important role to play. In this regard, Gereffi’s work on GVC (Gereffi 1994) will be used to analyse the impact of retailers in the organisation. 

B-1) Local pressures
The legacies of apartheid era have been instrumental in the current situation of farm workers in the wine industry. Although working conditions are significantly better in the member farm sample population, workers from both types of farms were very reluctant to speak up their issues at work: 
“(…) you can see it in the farm meetings, they ask us if there are any problems and no one talks, silence, and then when they go, workers discuss those issues among themselves. The fear of repression is still very high (Interview worker Farm-1). 
“Now there is a community developer but it has started this year, so we are used to being quiet” (Interview worker Farm-2). 
A low rate of unionisation among farm workers was also found in the visited farms. Moreover, workers had very limited contact with local NGOs, farm workers organisations or local labour advisor offices. The “culture of silence” that has characterized the farming sector for generations has important consequences for the empowerment of its workers.

Despite South African labour legislation having introduced some very progressive provisions, it presents important enforcement limitations. The department of labour is desperately under-resourced and inspectors face many obstacles when organising farm visits (McEwan and Beck 2009a). Moreover, the increase of casualisation and externalisation of farm labour to mitigate the costs of legislation compliance (Kruger 2005) pose important challenges for government as well as for WIETA to address the increasing number of vulnerable workers in the sector who fall outside of the remit of regulation. 

WIETA is aimed to collaborate with government to achieve full application of national laws. In this sense, farm members have highlighted the potential of WIETA not only to help enforcing legislation, but also to take it one step further: 
“Minimum wage for agriculture is atrocious, but its legislated by government. We mustn’t become like watchdogs for governments, we’ve got to remember that we are here for the ethics, it is not just to follow legislation” (Interview producer board member). 
On the other side, paternalism, or as Ewert at al. (2005b:4) put it, neo-paterlalism, is still a strong feature of the sector. As highlighted by some of the CSO interviewed, despite farmers’ good intentions, this has important consequences for the advancement of workers: 
“Farmers genuinely believe that they are good to workers, treating them like their children, and they do not understand what is problematic about treating adults as children. If children are rebelling, “I want my labour laws”, they respond how a parent would react to children rebelling, they do not take it seriously, they think it is a phase and that they are ungrateful.” (Interview TU board member).

Workers in many cases live isolated from the rest of the society, with little understanding about their labour rights and about the local and national power structures that have an impact on them.  This has led to a situation of acceptance of their own circumstances, complicating WIETA’s role in increasing labour rights awareness and enhancing workers’ self-reliance: “When I came start working in the sector what shocked me is how accepting workers are of oppression, how normal it is” (Interview NGO board member). 

Finally, government initiatives to redress apartheid discrimination including BEE polices have failed to address the entrenched, institutionalized conservatism of the wine industry (McEwan and Beck 2009b 735). To a large extent, a small white elite continues owning major business and controlling its institutions. Despite WIETA not being aimed at changing the ownership patterns of the sector, the challenges that this poses for the true empowerment of workers have an impact on the organisation’s aims. This also represents a dilemma for WIETA. Following more radical voices and confronting the white ownership in the sector, could further increase its membership constraints.

B-2) Value Chains  

The impact of value chains in WIETA has two sides. On the one hand, retailers’ production demands have an impact on workers’ vulnerability. According to Gereffi’s original work on GVC (Gereffi 1994) in buyer driven value chains, large retailers are making decisions on the activities and actors in the chain without owning any manufacturing facilities, passing the risks downstream. Consequently, pressures from rising standards imposed within supermarkets are having a bearing on the casualisation and feminisation of labour in the South African fruit sector (Barrientos and Kritzinger 2004): 
“When retailers demand audits but not contribute enough to the process, they pass the costs to the workers in the form of casualisation, labour brokers, women at the bottom etc. and those are the ones really paying the costs of the audit.”(Interview NGO board member) 
Moreover, although retailers’ procurement practices such as “just in time” production are important root causes of low working conditions, improvements in this area have been very limited.

On the other hand, despite not being part of the board, UK supermarkets have a considerable influence in the organisation. Significantly, they were instrumental in its creation with the aim to ensure a more direct monitoring of labour standards. Moreover, retailers contribute heavily to the funding of WIETA by donating their share of the EU Common Customs Tariff rebate back to the South African wine industry. Their needs therefore play an important role in the organisation as the present decision to outsource the audits function shows.

Lastly, as preciously mentioned, retailers do not require or encourage enough suppliers to join the organisation.
 Wine’s complicated supply chain implies less risks for retailers in terms of reputation, who in addition rarely produce their own label wines.
 This is reinforced by the recent changes in the wine value chain structure. According to Ponte and Ewert (2007:50), (…)there is an increasing fragmentation in wine production, with private cellars dominating small to medium scale production and cooperatives and a few producing wholesalers dominating large-scale production. Wholesales do not necessarily make wine only from their own grapes; they often buy wine or grapes and bottle the production under their brand names. Moreover, since 2004, regulations have introduced the concept of “estate wines”
 by which estates can also produce wine in contiguous vineyards farmed as single units. These developments can diminish the transparency of the chain, and consequently the possibility to link specific companies with unethical labour conditions. This might reduce producers’ incentives to join the organisation and therefore WIETAs possibility to have a wider impact on the sector. 

Chapter 6 Conclusion

Globalisation is having a severe impact on workers at the lower end of global exporting commodity chains. While local companies are joining international supply chains, competitive requirements from global buyers are being translated into a casualisation and feminisation of the labour force. As stated by the ILO, globalisation is increasingly associated with the informalisation of work (ILO 2002). 
Neo-liberal policies have been one of the triggers of globalisation. However, despite its trickle down promises, market led ideology has failed to address those in the most vulnerable situations. Exclusion and deprivation has increased in certain regions of the world (ILO 2004). Liberal economic globalisation has created a crisis of governance, making it increasingly difficult to regulate companies with global value chains. Due to social ethical concerns, CSR has emerged as a private governance response to cover some of the deficits of public governance (Gereffi 2005).
There is however very little evidence of the actual benefits of CSR for the “intended beneficiaries”, in particular, regarding the way CSR relates to development (Blowfield 2007). Despite international acceptance, Northern developed CoC have been largely questioned in regard to the real outcomes on the Southern workforce, especially for vulnerable workers such as non-permanent or informal female workers. 

A “new generation” of CSR is emerging in the African export industry aiming to bring together key local stakeholders to ensure the representation of vulnerable workers (Dolan et al. 2002: 58). However, the literature presents highly opposing views on the effectivity of a localised private governance approach. 

By taking WIETA in South Africa as a case study and drawing in particular from a one month field research in the Western Cape, this study has aimed to contribute to research on the possible benefits of bottom-up CSR for vulnerable workers in developing countries, focusing on the potentials of local MSIs to overcome the inherent pitfalls of CoC. 

Despite the technocratic approach of code implementation, local MSIs can indeed bring important improvements. As the WIETA case study shows, requirements to include non-permanent workers in the audits and discussions about adapting the code to the informality trend of the sector are significant examples. Contrary to the outcomes of corporate CoC, research on WIETA farms has shown an enhancement enabling rights, which are regarded as crucial for the improvement of working standards (Barrientos and Smith 2007: 721). Moreover, the possibility of focusing on capacity building allows the organisation to go beyond a simple technocratic approach of code monitoring. 

However, local MSIs also share some of the limitations of CoC private regulation. As seen in the WIETA example, local MSIs do not challenge the power structures of global value chains that underpin poor labour conditions. Nor do they address intrinsic dimensions of the business-poverty relationship. Similarly to CoC, whilst issues such as H&S or working hours are included in the WIETA code, retailers’ purchasing practices and local ownership patterns are not tackled by the organisation. The need for CSR to find a business case to attract voluntary membership also shows limitations for broader impact in the sector. Being a collective approach on the other hand, constrains more radical voices from pressuring for structural transformation. 
Private governance initiatives in developing countries are voluntary. However, rather than taking over the role of the state, local MSI should support enforcement of the labour laws. As the South African case has shown, despite having a highly progressive labour legislation, limited resources and a complicated sector situation hamper its implementation and monitoring. A local MSI has the potential to enhance legislation on member farms, with the possibility to take the standards one step further. Moreover, the localness of the initiative allows for enhancement of social dialogue amongst social actors, improving industrial relations. It also enables the use of more expensive and effective approaches such as PSA. However, being a voluntary initiative, challenges also the possibility to have a broader impact in the sector. 
Despite local MSIs offering the possibility to represent better vulnerable workers by having local organisations on the board, important limitations exist for giving direct voice to the “intended beneficiaries”. Workers’ poor awareness of the organisation, the limited unionisation of the sector and the omission of some workers’ priorities in the WIETA code are significant shortcomings. Developing an “ecology of knowledge” (de Sousa Santos 1999) entails as yet unknown consequences for CSR. By giving workers direct voice in the governance process, CSR could address the root causes of poverty, exclusion and vulnerability, having a deeper development impact. However, this could also pose an excessive challenge for CSR. Further studies are needed to research in this direction.
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Annexes
ANNEXE 1
List of interviewees: 22

· 13 for the stakeholders and related persons or organisations:

· WIETA CEO Linda Lipparoni (13.07.2009)
· Women on Farms Project: NGO board member (15.07.2009)
· FAWU: TU ex-board member (1.07.2009)
· Fairveiw: Producer board member (23.07.2009)
· Raisin Social: Exporter engaged in the ETI pilot project (20.08.2009 telephone interview)

· Joahim Ewert: professor at the U. of Stellenbosch engaged in the ETI pilot project (27.07.2009)
· Dopstop: member NGO (10.07.2009)
· LHR: member NGO (16.07.2009)
· Lilyfontein: Future member producer (10.07.2009) 

· Mr. Simon Steyne: ILO programme chief, former ETI board member during the pilot project (17.08.2009)
· BAWUSA: TU board member (06.09.2009 telephone interview)

· 2accredited member producer - anonymous 

· Farm-1 (17.07.2009)

· Farm-2 (23.07.2009)
· 1 for non-member organisations

· BOWSI: TU-NGO wishing to become board member (21.07.2009)
· 8 for the workers:

· Farm-1: 4 workers (3 men, 1 women) from an accredited company: SSI 30 min each (17.07.2009)
· Farm-2: 2 workers (2 women) from an accredited company: SSI 30 min each (23.07.2009)
· Farm-3: 2 workers (2 women) from a non accredited company: SSI and focus group for about 2 hours (27.07.2009)
ANNEXE 2
Figure 5
 Configuration of South African Wine Value Chain
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Source: Ponte 2007
ANNEXE 3
South African Labour Legislation

The Basic Conditions of Employment Act 75 (BCEA) of 1997 is aimed to establish and enforce a minimum of employment conditions to all workers in South Africa, including therefore farm workers. It comprises a set of provisions that employers have to respect including regulation of working time, provisions related to workers’ leave, particulars of employment and remuneration, termination of employment, prohibition of child work and forced labour, and sectoral determination. 

The Labour Relations Act 66 of 1995 (LRA) marked a major advance for organised labour. The act is aimed to advance the economic development, social justice, labour peace and the democratisation of the workplace (CITE ACT). It regulates fundamental labour rights, formalises the right of trade unions to organize and grants workers the right to strike. It also promotes collective bargaining at work and at the sectoral level, as well as employee participation in decision-making settings. The act also provides dispute resolutions systems for the resolution of labour dispute via the Commission for Conciliation, Mediation and Arbitration. 
The Occupational Health and Safety Act of 1993 (OHSA) establishes provision for the health and safety of workers and those in connection with the use of plant and machinery. It also protects against hazards to health and safety related to work activities. 

The Compensation for Occupational Injuries and Diseases Act of 1993 (COIDA) provides a compensation fund with monthly employers’ contribution to cover the expenses of work related injuries of employees including temporary disability, permanent disability, medical expenses, and death. 

The Unemployment Insurance Act (UIF) is aimed to alleviate negative economic and social impacts of unemployment by establishing an unemployment insurance fund for employees who lose their jobs, or in defect, for their dependant relatives. The fund also includes illness, maternity as well as adoption benefits. 
The Employment Equity Act 55 of 1998 (EEA) promotes equal opportunities, fair treatment and equity in the workplace through the elimination of unfair discrimination. It also aims to implementing affirmative action measures to redress disadvantages in employment. Moreover, the Skills Development Act of 1999 (SDA) seeks to increase the levels of investment in education and training, encourage employers to provide training opportunities, promote workers participation, ensure a good quality of training and readdress skills discrimination cases. 

Lastly, the Extension of Security of Tenure Act 62 (ESTA) of 1997 is of special importance. Most farm workers living on farm land are therefore covered by this legislation. The act is aimed to limit evictions and give greater tenure security to farm workers by determining the circumstances that must exist before an eviction is permissible.
ANNEXE 4
The WIETA Code
1. PROHIBITION ON CHILD LABOUR

1.1. Members shall not employ children under the age of 15.  

1.2. Should young persons between the ages of 15 and 18 seek employment, members shall ensure that this does not interfere with their school going activities.

1.3. Members shall ensure that the work provided to young workers is appropriate to the age of the young person concerned, and shall take care to ensure that the work performed does not risk the young person’s well being, education, physical or mental health, or spiritual, moral or social development.  

2. PROHIBITION ON FORCED LABOUR

2.1. Members shall not engage in or support the use of forced labour, nor shall employees be required to lodge ‘deposits’ or original identity documents with their employer upon commencing employment. 

2.2. Spouses or cohabiting partners, parents or children of employees living on the premises of and working for any member to the association shall not be required to work in return for the right to live on the farm. Family members residing with employees on the farm shall have the right to take up employment off-farm.

2.3. Where persons are employed, this employment shall not be linked to or conditional upon the employment of a spouse or any other family member of that person, and all men and women employed shall have their own individual contracts of employment.

3. A SAFE AND HEALTHY WORK ENVIRONMENT 

3.1. Members shall provide a safe and healthy working environment for employees, and shall take adequate steps to prevent accidents and injury to health arising out of, associated with or occurring in the course of work, by minimizing, so far as is reasonably practicable, the causes of hazards inherent in the working environment. 

3.2. Members shall appoint a senior management representative responsible for the health and safety of all personnel, and accountable for the implementation of a healthy and safe working environment. As required by the Occupational Health and Safety Act, members shall ensure the election of employee health and safety representatives.

3.3. Members shall strive towards the implementation of a practical integrated health and safety framework that allows for the analysis of risks, the implementation of measures to reduce or eliminate those risks, mechanisms for decision making on and monitoring of the implementation of health and safety measures, and record keeping in this regard.

3.4. Notwithstanding the above, members shall ensure:

3.4.1. the safe storage, application and disposal of pesticides and agrochemicals;

3.4.2. that workers are provided with necessary safety equipment and clothing, and that steps are taken to prevent injury of persons by farm equipment and heavy machinery;

3.4.3. that workers receive adequate health and safety training, including in the handling of chemicals and other hazardous substances, and in the handling of heavy machinery;

3.4.4. that measures are in place to provide first aid and other emergency treatment in the event of accidents occurring at the workplace, and that workers compensation documentation and other accident and illness documentation required by law are available and utilised in the event of work related accidents and illnesses;

3.4.5. that readily visible safety signs are supplied in all relevant languages;

3.4.6. that adequate fire prevention, fire fighting and fire safety measures are in place;

3.4.7. that measures are in place to prevent exposure to fumes;

3.4.8. that measures are in place to ensure that employees working or their families residing in close proximity to the site where spraying occurs, are not placed at risk through exposure to the chemicals and pesticides being applied. 

3.4.9. access to clean toilet facilities for all employees;

3.4.10. access to clean drinking water is provided to all employees;

3.4.11. that on-farm accommodation provided is structurally sound and weatherproof, is provided with adequate floor covering; ceilings; toilet facilities and waste disposal, as well as electricity or other appropriate energy resources for heating, cooking and lighting; is adequate to the number of residents and that there is no overcrowding and that measures are taken to ensure the maintenance and upkeep of the accommodation provided.

3.4.12. appropriate working conditions for pregnant women, in line with the code of good practice on the protection of employees during pregnancy and after the birth of their child.

3.5. Members will not promote or implement any practices that perpetuate a culture of alcohol dependence. Where alcohol dependence or abuse is identified as a problem, members shall take reasonable steps to address this at the work place. 

4. FREEDOM OF ASSOCIATION & THE RIGHT TO BARGAIN COLLECTIVELY

4.1. Employees without distinction shall have the right to join or form trade unions or organisations of their own choosing and to bargain collectively.

4.2. Members shall ensure that wage increases and benefits of employment are determined through a process of fair negotiation in which workers get a genuine opportunity to represent their interests. 

4.3. Members shall adopt an open attitude towards the activities of trade unions and their organisational activities, and shall not discriminate against any person because of his or her trade union membership or political affiliation. 

4.4. Representative trade unions organising workers shall be accorded organisational rights in terms of the provisions of the Labour Relations Act 66 of 1995.

5. WORKERS SHALL NOT BE UNFAIRLY DISCRIMINATED AGAINST

5.1. No member shall engage in or support unfair discrimination on arbitrary grounds, including (but not limited to) race, sex, marital status, sexual orientation, or gender, in respect of their employment practices and policies. Employment practices and policies include, but are not limited to recruitment, remuneration, access to training, promotion, benefits of employment (including housing) and discipline.

5.2. Members shall not tolerate incidences of sexual or racial harassment at the workplace; including gestures or language and physical contact that is racially or sexually coercive, threatening, abusive or exploitative. 

5.3. Members shall implement measures to promote and advance those disadvantaged by historical discriminatory practices, in line with the provisions of the Employment Equity Act 55 of 1998 and the Skills Development Act 

6. FAIR DISCIPLINARY MEASURES SHALL BE ADOPTED

6.1. Physical abuse or discipline, the threat of physical abuse, or other forms of intimidation shall be prohibited.

6.2. Members shall adopt disciplinary rules and procedures that comply with the provisions of the Labour Relations Act 66 of 1995, in particular, schedule 8 to this act, and shall keep records of all disciplinary proceedings in the personal file of the employee involved.

7. WORKING HOURS SHALL NOT BE EXCESSIVE

7.1. Members shall ensure that they comply with national law in respect of working hours, and shall in particular ensure that:

7.1.1. normal working hours do not exceed 45 hours per week;

7.1.2. overtime work and work on public holidays is voluntary, 

7.1.3. work on Sundays and Public Holidays is remunerated at double the employee’s hourly wage;

7.1.4. overtime hours do not exceed 10 hours a week, and overtime work is remunerated at a premium of one and a half times the person’s hourly rate, 

7.1.5. workers do not work for more than a week without a break of at least 36 hours;

7.1.6. workers receive at least three week’s paid leave per year

7.1.7. workers are paid in respect of their sick leave, in accordance with the provisions of the Basic Conditions of Employment Act

7.1.8. workers are provided with maternity/family responsibility leave in terms of the Basic Conditions of Employment Act

7.2. Management shall keep written records of all hours worked and leave taken by employees, in terms of the Basic Conditions of Employment Act. 

7.3. Prior to commencement of employment, all employees shall be provided with a contract of employment, which will set out their terms and conditions of employment in relation to working hours and leave.

8. WORKERS SHALL RECEIVE A LIVING WAGE 

8.1. Members shall ensure that employees are paid a living wage – enough to allow employees and their households to secure an adequate livelihood. This should be sufficient to meet basic needs such as food, clothing, shelter and education, and to have money left over for discretionary spending.

8.2. Members shall remunerate employees in accordance with the principle of equal pay for equal work and work of equal value.

8.3. Piece rates, where paid, are on top of an agreed upon minimum daily rate.

8.4. Employees shall be provided with written and understandable pay slips, which include clear documentation of gross wages, all deductions made and net wages.

8.5. Provision shall be made for the payment of UIF and other statutory deductions. 

8.6. Deductions shall not be made in respect of protective clothing, farm equipment, or other items essential to the performance of workers’ tasks. 

8.7. Deductions for payment in kind shall not exceed 20% of the employee’s gross wage and shall be made with the written consent of the employee concerned. 

8.8. Where farm shops exist, members shall ensure that they are run in an open and transparent fashion and shall ensure that employees are not excessively indebted to and therefore reliant upon this shop or any other system whereby deductions are made for groceries or household provisions acquired on behalf of the worker.

8.9. Members shall not provide alcohol as payment or part payment, or as a voluntary consideration that can be taken in lieu of an equivalent portion of the wages. 

9. REGULAR EMPLOYMENT SHALL BE PROVIDED

9.1. To every extent possible work performed must be on the basis of a recognised employment relationship, established through national law and practice.

9.2. Obligations to employees under labour or social security laws and regulations arising from the regular employment relationship shall not be avoided through the use of sub-contracting arrangements, or through apprenticeship schemes where there is no real intent to impart skills or provide regular employment, nor shall any such obligations be avoided through the excessive use of fixed-term contracts of employment.

9.3. Should members make use of labour contractors, they shall take measures to ascertain the conditions of employment of workers provided by the contractor, and shall endeavour to ensure that the contractor is complying with the standards set out in this code of conduct in respect of those employees working on their premises.

10. HOUSING AND TENURE SECURITY

10.1. Members shall comply with the provisions of the Extension of Security of Tenure Act in respect of those living on their land. In particular, members shall respect the occupational rights of farm dwellers, and shall comply with the provisions of the legislation insofar as these regulate the eviction of those living on the farm. 

ANNEXE 5

List and description of Board Member Organisations
CSOs
NGOs

2.- Women on Farm Project

Women on Farms Project (WFP) is a registered South African NGO working with women in commercial agriculture, mainly in the Western Cape Province. The project grew out of a 1992 Lawyers for Human Rights (LHR) initiative aimed at meeting the specialised needs of women who live and work on farms. WFP was formally registered as an independent NGO in 1996.
Through socio-economic rights-based and gender education, advocacy and lobbying, case work and support for the building of social movements, WFP strives to strengthen the capacity of farm women to claim their rights and fulfil their needs. WFP promotes self-reliance, accountability and sustainability of organisations so that women organise themselves, speak for themselves and mobilise resources. WFP believes that self-organisation counteracts the marginalisation, abuse and vulnerability experienced by women in the workplace, home and farming community and ensures their leading role in accessing services and securing employment, land and housing.

It was part of the steering group of WIETA 

3.- Centre for Rural and Legal Studies
The Centre for Rural Legal Studies (CRLS) was established in 1991 as an NGO committed to the redistribution of power and resources in rural areas of the Western, Northern and Eastern Cape provinces of South Africa. The CRLS has developed considerable expertise in training, research and advocacy in the land and labour sectors with a specific gender emphasis. 

The CRLS promotes the land and labour interests of men and women farm workers through: training courses, information dissemination, research, advocacy, legal intervention and development facilitation

It was part of the steering group of WIETA 

Trade Unions

1.- BAWUSA
Building Wood and Allied Workers Union of South Africa
Industry

Producers

1.- Fairview

Wine farm of 300ha situated in the Paarl wine district of the Western Cape. Winemaking on the farm can be traced back to 1699, not quite a half-century after the first European settlers arrived in southern Africa. The first bottling under the Fairview label was produced in 1974 by the Back family, owners since 1937. Today, some three decades later, grandson Charles Back II has brought Fairview wines to world markets. 

Fariview was member of the WIETA steering committee and is known by several interviewers consulted, as one of the most socially committed companies in the Western Cape. 

Industry organisations

2.- WOSA

Wines of South Africa (WOSA) is a fully inclusive body, representing all South African producers of wine who export their products. WOSA, which was established in its current form in 1999, has over 500 exporters on its database, comprising all the major South African wine exporters. It is constituted as a not-for-profit company and is totally independent of any producer or wholesaling company. It is also independent of any government department, although it is recognised by government as an Export Council. WOSA is funded by a levy per litre is raised on all bottled natural and sparkling wines exported. 
WOSA's mandate is to promote the export of all South African wines in key international markets. Traditional markets include the United Kingdom, Germany Sweden and the Netherlands. More recently, WOSA has also been developing markets for South African wines in the United States, Canada, Russia, and Asia.

It was part of the steering group of WIETA 

Not yet members

Government

Department of Labour

Department of labour is also supposed to be part of the MS body, however, as later exposed, its active participation has been requested by several times but no clear answer has been received yet. WIETA hopes to achieve a more engaged participation from government within its next period.

Other CSOs

BAWSI

The Black Association of the Wine and Spirit Industry (BAWSI), with membership drawn from trade unions, civil and social organisations, and black businessmen in the wine sector, was formed in 1998 to draw together individuals and interested parties from historically disadvantaged South African communities. It aims to make the Wine and Spirit Industry fully representative at all levels in all structures and institutions. Another key objective is to transform the Wine and Spirit Industry and to play a meaningful role in empowering black South Africans to become farmers and farm owners in their own right. 

The background to the BAWSI initiative is outlined in the preamble to its charter: 

"We, the members of Bawsi, declare for all to know: That the Wine and Spirit Industry is owned and managed by whites. That people of colour had been deliberately excluded from participation as capitalists in the industry, but to participate as exploited workers. That formal and/or technical skills are primarily vested in whites and that the industry is managed by whites. 

We believe that it is in the interest of the industry as well as the country that the Wine and Spirits Industry is fully representative of the South African society at all levels, structures and institutions, privately as well as state owned organisations. 

We pledge ourselves as members of Bawsi to strive together, sparing nothing of our strength and courage, until the changes for transformation as set out below have been achieved." 

In 2003, the BAWSI Community Trust was formed to facilitate substantial black investment and ownership, and target the participation of historically disadvantaged people at all levels in the wine industry.
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� See: � HYPERLINK "http://actrav.itcilo.org/actravenglish/telearn/global/ilo/code/main.htm" ��http://actrav.itcilo.org/actravenglish/telearn/global/ilo/code/main.htm� (last access 10.11.09)


� See: WIETA web site: � HYPERLINK "http://www.wieta.org.za/qa.html" ��http://www.wieta.org.za/qa.html� (last access 10.11.2009)


� GVC and CSR academicians such as Ms. Stefanie Barrientos or Ms. Anne Tallontire were consulted


� See: Annexes1 for a complete list of the respondents including dates of interview.


� Participant farms and organisations were located in different points of the province, some of them in distant rural areas isolated from any transportation net.


� Ssee: Chapter 3 for further information on socially embedded issues


� Despite in the original framework developed by the author, the “execution” governance is called “executive” governance and focuses on managerial issues (Tallontire 2007), this has been changed to adapt the framework to the purpose of this paper.





� See: � HYPERLINK "http://www.gov.za/" ��http://www.gov.za/� Last access 10.11.2009


� See: � HYPERLINK "http://www.anc.org.za/" ��http://www.anc.org.za/� Last access 10.11.2009


� See: � HYPERLINK "http://www.gov.za/" ��http://www.gov.za/� Last access 10.11.2009


� � HYPERLINK "http://en.wikipedia.org/wiki/South_Africa" \l "cite_ref-imf2_4-3" ��See: � HYPERLINK "https://www.cia.gov/library/publications/the-world-factbook/geos/sf.html" ��https://www.cia.gov/library/publications/the-world-factbook/geos/sf.html� Last access 10.11.2009


� Ibid


� See: � HYPERLINK "http://www.gov.za/" ��http://www.gov.za/� Last access 10.11.2009


� See: � HYPERLINK "http://www.wosa.co.za/index.php" ��http://www.wosa.co.za/index.php� (Last access 10.11.2009)


� See: � HYPERLINK "http://www.wosa.co.za/index.php" ��http://www.wosa.co.za/index.php� (Last access 10.11.2009) 


� See: Figure 5 in Annexes2


� See: Annexes3 for an explanation of the different Acts


� See: � HYPERLINK "http://www.wosa.co.za/index.php" ��http://www.wosa.co.za/index.php� (Last access 10.11.2009)


� The “tot system” or payment of farm workers with alcohol is legally prohibited, however, it has continued underground in some areas.


� See section 3.7 in Chapter 3 for the analytical framework 


� See: Annexes4 for a complete version of the WIETA code 


� See: � HYPERLINK "http://www.wieta.org.za/qa.html" ��http://www.wieta.org.za/qa.html� Last access 10.11.2009


� See: Annexes5 a description of the WIETA board member organisations 


� Industry members are retailers, their agents, exporters, producers, growers and labour brokers 


� A Common Customs Tariff rebate is afforded to a percentage of South African wine exports to Europe and the UK, many of the UK retailers who would otherwise benefit from this scheme have agreed this saving be returned to South Africa, funding various developmental initiatives in the wine industry. 





� Workers on Farm-1 earn R1 300 every two weeks before deductions. Similarly, Farm-2 workers earn on average R670 per week before deductions. Workers on Farm-3 earn on average R298 per week before deduction. 


� H&S is one of the most common and unproblematic improvements achieved with CSR initiatives in general. 





� Despite the provision of training not being included in the WIETA code


� South African housing legislation, ESTA, states that pensioners and disabled people who have worked and lived on the farm for more than ten years can enjoy security of tenure. 


� Despite the promotion of off farm labour is a current common trend in the sector, local CSO remain sceptic since it allows farmers to elude following ESTA legislation and to use the facilities for other economic purposes such as tourism accommodation (Interview Lawyers for Human Rights LHR) 





� The WIETA code includes a provision on alcohol dependence in its principle on H&S. For a complete overview of this provision please see WIETA code section 3.5 in the Annexes4. Drug abuse and domestic violence are not included in the code.


�  Interview WIETA’s CEO


� See Chapter  2 for a complete explanation of the framework.


� Several interviews: NGO board member, TU board member, WIETA’s CEO.


� Interview NGO board member


� WFP is together with Sikhula Sonke, the only women farm workers’ organisation in South Africa. See Annexes5 for a description of the organisation


� Several interviews: NGO board member, TU board member


� See: Annexes5 for a description of BOWSI


� CSOs use own research work or the WIETA general audit report for campaigning as the recent TESCO campaign shows (NGO board member interview).


� Several Interviews: NGO board member, TU board member, WIETA’s CEO, Simon Steyne).


� See:  Annexes 4 for a complete version of the WIETA code 


� See: � HYPERLINK "http://www.wieta.org.za/qa.html" ��http://www.wieta.org.za/qa.html� (last access 10.11.2009)


� Interview WIETA’s CEO


� Interview WIETAs CEO


� See: Section 5.2 in this Chapter


� Interview HR manager accredited producer Farm-1


� See: Chapter 3 


� See: � HYPERLINK "http://www.wieta.org.za/qa.html" ��http://www.wieta.org.za/qa.html� (last access 10.11.2009)


� Ibid


� R8.500 stand for €735,62 and R12.500 for €1.081 (as � HYPERLINK "http://www.xe.com/ucc/convert.cgi" ��http://www.xe.com/ucc/convert.cgi�, on 10.11.2009)


� Interview HR manager from accredited producer member Farm-1


� Interview WIETAs CEO.


� Interview WIETA’s CEO


� Interview HR manager from accredited producer member Farm-1


� The limitation of campaigning procedures in the organisation has been already discussed in the section on WIETA’s legislative governance. See: Section A-1)














� Despite WIETA is currently not aiming at addressing retailers’ purchasing practices, it is an aspect that could be addressed in the future (Interview WIETAs CEO).


� Interview NGO board member


�WIETA’s recent decision to expand into the whole agricultural sector could be an opportunity to reverse this trend since other agriculture sectors such as flowers or fruits have a more direct production chain (McEwan and Beck 2009a). 


� See: � HYPERLINK "http://www.wosa.co.za/index.php" ��http://www.wosa.co.za/index.php� (Last access 10.11.2009) 
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