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FOREWORD

WIETA

The South African wine and related industries have adopted ethical parameters by which it has come to measure its impact in t ackling many of
the widespread development challenges affecting those employed in wine production and other agricultural products.

WIETA, a not for profit, voluntary association of many different stakeholders in the South African wine industry, was formall y established in

2002 as the Wine and Agricultural Ethical Trade Association. WIETA strives to ensure fair treatment, respectful r elationships and dignified lives
toward achieving a transformed agricultural sector.

Preamble to the WIETA Ethical Code of Best Practice and WIETA Standard

The WIETA Ethical Code of Best Practice outlines the minimum employment standards that members of the association commit themselves to.
Workers protection are the highest aspiration of the WIETA Code.

Interpretation of the WIETA Ethical Code of Best Practice

The Ethical Code constitutes thirteen principles that apply to all members of WIETA within Sout  h Africa who strives to be ethically accredited by
the organisation, inter alia producers, cellar, estates, co -operatives and temporary employment services.

The WIETA Ethical Code of Best Practice must be read in conjunction with the WIETA Standard version 4 (2021). The Standard sets out the
requirements for compliance with the Code Principles, the indicators for measurement and guidelines for implementation o f ethical practice.
Members will be audited by third party audit companies against the WIETAEthical Code and Standard.

International and national references

The WIETA Rinciples and Standard requirements comply with the provisions of prevailing South Afr  ican labour and health and safety legislation
and international | abour and health and safety standards, Oadventiend. THéat i ons (¢t
Ethical Code, Standard and the audit methodology |, is also aligned t o global requirements set out in the Sustainable Supply Chain Initiative (SSCI)
reference documentation, http://www.theconsumergoodsforum.com/ssci . However, where South African labour legislation is amended from
time to time, and the conditions of the legislation provide more favourable terms and conditions of employment in the sector, or, where the
members of the association agree to more favourable terms and conditions of employment than those stip ulated in labour legislation and it
affords the highest protection to workers, this ~ Standard will be amended accordingly.

The WIETAstandard comply at a minimum with the following international standards:

The ILO call for Decent Work
C1, Hours of Work (Industry) Convention, 1919
C3, Maternity Protection Convention, 1919
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Cl12, WorkmenAs Compensation (Agriculture), 1921
C14, Weekly Rest (Industry) Convention, 1921

C011, Right of Association (agriculture) Convention, 1921

C95, Protection of Wages Convention, 1949

C131, Minimum Wage Fixing Convention, 1970

C135, Workers' Representatives Convention, 1971

C155, Occupational Safety and Health Convention, 1981

C161, Occupational Health Services Convention, 1985

R85, Protection of Wages Recommendation, 1949

R116, Reduction of Hours of Work Recommendation, 1962

R135, Minimum Wage Fixing Recommendation, 1970

R164, Occupational Safety and Health Recommendation, 1981

R190, Worst Forms of Child Labour Convention Recommendation, 1999

R184, Home Work Recommendation, 1996

United Nations Sustainable Development Goals

United Nations Guiding Principles on Business and Human Rights

UN Declaration on the Elimination of Violence agaiWomen. UNGA, 1993, Art 1

The WIETA Sandard appl ies to permanent, temporary, and contracted workers as well as piece rate, salaried, hourly paid, young workers, part
time workers, night workers, women and migrant workers .

In each principle of the W IETA Ethical Code of Best Practice and Standard , references to both national and international legislation and
conventions can be found.

Implementation of the WIETA Ethical Code of Best Practice and Standard

Companies and their suppliers who join WIETA as member s are expected to adopt a n ethical value system and culture which then translates
to continuous improvement in labour practices on farms, production sites and in cellars. As a first step members are expected to proactively
adopt and implement WI E T Astasdard .
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Members are required to 7

Demonstrate and communicate their commitment to ethical trade;

Integrate ethical trade into their business policies and practices;

Demonstrate clear improvement in the working i~ ves of their employees on an on -going basis;

Show proactive support to and monitoring of any grape, wi ne coaditdnsor
Ensure that they enable all their workers to actively participate in the understanding of the code, the implementation thereof and the

monitoring of the code.

Members of WIETA commit themselves to undertake an independent participative and multi -disciplinary assessment of their ethical trade and
labour practice by undertaking a third party social audit. 4 t is required that a senior member of
responsibility for understanding and the implementation of the Ethical Code and Standard .

To be compliant with the Ethical Code and Standard , member s ites have to undertake a third party social audit and submit their corrective
actions with evidence for sign off by the audit body undertaking the audit. Once signed off, the WIETA online system, located at
www .ethicaltrade.co.za  will issue an ethical certificate, valid from one to up to three years dependent upon their  audit risk performance. For
more information read the WIETA Audit Process and Methodology version 4.0 (2021) on the website, http://www.wieta.org.za/

To whom is the Standard applicable to?

The standard applies to private and producer cellars, bottling facilities. estates, farms (including all agricultural activities and operations) and
small holders and small producers.

Small Producers and smallholders by international definition can typically be defined by some of the following characteristic sZ

May produce relatively small volumes of produce;

May have relatively small plots of land;

May produce for export despite their size;

Are generally less well -resourced than commercial -scale farmers;

May be considered part of the informal economy (may not be registered and tend to be excluded from certain aspects of labour and
occupational health and safety legislation);
May be dependent on a small supply of labour that lives on farm or may hire seasonal workers through a temporary employment s ervices;

independent contra ctor or have an arrangement to share labour with neighbouring farms;
Are often vulnerable in supply chains.

agricult

managem


http://www.ethicaltrade.co.za/
http://www.wieta.org.za/
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If a member site uses less than 20 workers (permanent and temporary workers employed directly by the member site or contracte d workers)
some requir ements in the WIETA Ethical Code of Best Practice and the WIETA Code Benchmark will not apply to the member. In such casesth e

auditor will consider these requirements as not applicable.
Requirements in the WIETA Ethical Code and Standard that do not apply to small producers and sites, as defined above, will be marked  as such.

WIETA Incidents Reporting Document
This Standard needs to be read in conjunction with the WIETA Incidents Reporting document Version 4 (2021) which outlines the requirements that

will be followed when a compliant is received on possible violations against the standard by a member site.

WIETA Risk Classification and Audit Frequency Matrix
This Standard needs to be read in conjunction with the WIETA Risk Classification and Audit Frequency Matrix
Version 4 (2021) which outlines the criteria for determining risk categories in audi t findings which in tune will determine the frequency of the audit.

WIETA Audit Process And Methodology
This Standard needs to be read in conjunction with the WIETA Audit Process and Methodology Version 4 (2021) document which outlines the
requirements that third party Audit Bodies and their approved auditors will follow when undertaking an audit against the WIETA Standard.
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WIETA Code Indicator Guidance Notes Reference Applicability | Action
Principle

The Business has Socially responsible 1.1.1 The Business has developed policy(ies) WIETA Code 1.1. The farm Immediate
adopted socially business policy (ies) which considers the principles contained Principle 1.1 and cell
responsible business which contains the within the WIETA Code and/or other ethical wine

policy (ies) and due busi ness As |andhuman rights standards. production

diligence practices commitment to: United facilities.

which seek to 1.1.1 Trading 1.1.2 The Business ensures decent and Nations

promote human, ethically. dignified work and equal pay for all workers Sustainable

| abour and 1.1.2 Promoting within a safe working env ironment free from Development

rights and human, labour and violence, harassment, sexual harassment, Goals

sustainability whilst the rights of women. hostility, degradation, humiliation and

working to detect, offensive behaviour to all workers including United

remedy and report 1.1.3 Operating women, young girls and the LGBTQ+ Nations

on any adverse sustainably within the | community Guiding

labour and human wine supply chain. Principles on

rights impacts within
the Business and
(where applicable)
within its wine supply
chains.

1.1.3.1 The Business has embraced strategies
and policy (ies) which considers sustainability
standards within their operations and within
the wine supply chain.

Business and
Human Rights

UN
Declaration
on the
Elimination of
Violence
against
women.
UNGA, 1993,
Art 1
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1.2

The Business has
adopted an Ethical
Code (the WIETA
Code) which governs
the human rights and
decent working and
living conditions of
everyone in the
workplace and has
implemented a
system to ensure
compliance with the
WIETA Code
requirements.

1.2.1. An Ethical
Policy, based on the
WIETA Code
requirements, has
been adopted and is
available. The policy
clearly states a
commitment to
continuous
improvement.

1.2.2 The Business
has developed a
system for the
effective
implementation of
the Ethical Code
requirements.

1.2.1.1 The Ethical Policy must, at a minimum,

contain the following:

a) A commitmentto socially responsible
management systems, inclusive of human
rights and sustainability.

b) No child labour.

c) No forced labour.

d) Responsible recruitment.

e) Commitment to a healthy and safe
working environment.

f) Freedom of association & collective
bargaining.

g) Fair treatment.

h) No discrimination.

i) No excessive working hours.

j) Fair Wages.

k) Terms on regular employment & the use
of temporary employment services.

I) Housing & tenure security.

m) Bribery & anti -corruption practice.

n) A commitment to social responsibility and
community d evelopment.

0) A commitment to the prevention of
violence against women and girls in the
workplace.

1.2.2.1 The development of an ethical system

should consider the following:

a) Policies that are already in place.

b) Procedures that support the policies that
are in place.

c¢) Communication of the policies.

WIETA Code
Principle 1.2

All

Immediate
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d) Adequate record keeping.

e) The monitoring of efforts.

f) Strategies to remedy rights -based abuses
and policy violations

13

The Business shall, ,
extend the principles
of this Ethical Code
throughout its liquor,
wine, grape and
agricultural
operations and within
their supply chain
and commit to
sourcing ethically.
The Business shall
further establish
appropriate
procedures to
evaluate i
ability to meet the
requirements of the
Ethical Code. Records
of the
implementation of
such procedures shall
be kept.

t

1.3.1 The Business
develops an Ethical
Sourcing policy
applicable to its wine,
liquor and grape
operations and
supply chain.

1.3.2 The Business
communicates this
ethical policy to its
wine, liquor and
grape suppliers,
service providers,
contractors and agri -
business
associations.

1.3.3 Suppliers,
contractors and
service providers in

1.3.1.1 The Ethical Sourcing policy will state
the BusinessAs commitm
liquor and/or grapes and related agricultural
products and services from ethical,

sustainable and socially responsible suppliers,
business partners, part owners, land lease
partners and/or contractors.

1.3.2.1 The ethical sourcing policy is

communi cated to thersBu

service providers, contractors and busi ness
associations in the following way:

a) Written correspondence.

b) Supplier/service provider / contractor /
business association agreements and / or
contracts.

c) Supplier/contractor/ service provider /
business association awareness
training/sessions or client meetings.

d) Training undertaken by WIETA.

1.3.3.1 The supply chain ethical risk

assessment must include the disclosure of:

a) Primary and Secondary Production
facilities where products are sourced from.

b) Bottling and mobile bottling facilities.

c) Temporary employment service providers.

WIETA Code
Principle 1.3

Farms,
Estates, Wine
production
facilities and
trad e.

Immediate
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t he Busi nes|d) Service providers/business associates /

operations and land leasees / part owners /

supply chain, such as subcontractors delivering a service, or part
primary a nd of a service connected to the core of the
secondary production business and/or the premises of the
facilities, agricultural business, including activities linked or
producers and related to agricultural production,

service providers harvesting and processing.

connected to the core

activity of the

1.3.3.2 The Businesses shall evaluate

suppliers in its supply chain (i.e. producers)

and their respective temporary employment
services in terms of the s
meet the ethical requirements as adopted.

business, are to be
monitored through
an ethical risk -based
supply chain
assessment.

1.3.3.3 As part of the supply chain monitoring

system, records of all other monitoring

activities are kept and made available at the

time of the audit. This can include, bu t not be

limited to:

a) Internal audits/ethical visits.

by Second party audits o
suppliers.

¢)Third party audits of
suppliers.

d) Completion of self -assessment
questionnaires.

e) WIETA ethical training / programme
involvement and /or participation.

1.3.4. The Business
has developed a

1.3.4.1 The Business keeps records of:




Page 11 of 129

system to ensure that
the
corrective/remedial
actions identified
through the
monitoring of the
supply chain are
being implemented.

a) Ethical risks identified in its supply chain
monitoring.

b) Evidence that required Corrective Actions
have been implemented.

1.4 The Business shall 1.4.1 Management 1.4.1.1 The annual review focuses on updating WIETA Code Farms, wine Audit Cycle 2
annually review the shall annually review any policies, procedures and practices based Principle 1.4 production
performance of its its Ethical Policy and on their evaluation of performance. facilities and
Ethical Policy and System, the suitability trade.
System. thereof and the 1.4.1.2 Management shall update any
continued documentation/work procedures and
effectiveness of the communicate these changes to their
ethical practices. employees.
1.4.1.3 Management shall keep records of any
such communication.
1.5 The Business shall 1.5.1 A senior 1.5.1.1 A WIETA poster is available in the WIETA Code All Immediate
appoint a senior mem ber of workplace in an accessible location. Principle 1.5

member of
management who
shall be responsible
for compliance with
these ethical policies
and their systems
and shall ensure that
employees and
management are

management is
appointed to ensure
that the Ethical Policy
is implemented
effectively.

1.5.1.2 Employees have been made aware of
the content of the WIETA Code by receiving
training on ethical trade and human rights in
agricultural supply chains, presented by a
WIETA representative. The following record of
the training must be available:

a) Attendance register.

b) Brief minutes of the training.
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aware of the content
of the Ethical Policy.

1.5.2 Employees have
access to ethical
policies during
working hours (i.e.

the ethical
policy/policies must
be available to
workers in an
accessible location).

1.5.1.3 Employees must demonstrate
knowledge and an understanding of the
Ethical Code.

1.6

The Business shall
establish good ethical
practices which
involve workers and
their representatives
through joint and
effective
communication and
social dialogue
mechanisms within
the business. Such
mechanisms should
actively enable
workers and their
representatives to
engage on the status
of labour and human
rights and working

1.6.1 Workers freely
chose male and
female
representative s,
based on the
principle of freedom
of association, to
represent them in
discussions with
management on the
implementation of
fair and safe labour
practices and human
rights within the
workplace.

1.6.1.1 Worker representatives are freely
chosen by all workers (male and female
workers) OR another communication or social
dialogue mechanism is used for this purpose
(i.e. a union committee that represents all the
interests of the workf
forums to represent wo
a) Worker representatives are provided with
adequate resources to fulfil their role.
b) There are records of meetings between
management and worker representatives.

1.6.1.2 In cases where workers choose not to

elect representatives there is clear evidence

that:

a) The business has shared information with
workers on their right to freely associate.

WIETA Code
Principle 1.6

Farms, wine
production
facilities and
traders.

Immediate
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conditions and to
monitor and report
on any adverse
impacts on their
rights without fear of
reprisal.

1.6.2 Workers are
aware and have
access to dispute
resolution
mechanisms and fair
grievance processes.
Workers know who to
report to regarding
any issues that
adversely impact
their working
conditions.

b) workers have had an opportunity to
develop an understanding of these rights
and have had a discussion on the
implications of these rights.

c) where any workers have refused to
participate on structures, they are not
victimised or intimidated in any way.

d) work ers have identified other means of
effective communication and dialogue
with management to ensure their input
into fair labour and human rights
practices and working conditions.

1.6.2.1 There is evidence that business and
workers are using effective commu nication
and social dialogue mechanisms to ensure fair
labour and human rights practices.

1.7

Where any adverse
impacts to labour,
womenAs and
rights are identified ,
the Business shall
implement remedial
actions and allocate
adequate resources

to redress these
impacts. The

1.7.1 Where any
adverse impacts or
transgressions
against the Code are
identified,
management shall
implement remedial
actions to remedy
these.

1.7.1.1 Proof of the implementation of
remedial actions are provided, in line with the
WIETA Audit Process and Methodology and
WIETA Code Incidents Reporting Procedures.

1.7.2.1.

WIETA Code
Principle 1.7

WIETA Audit
Process and
Methodology

WIETA Code
Incidents

1.7. 1 All
1.7.1.2 (a) z (c)
All

1.7.1.2 (d)
Wine
production
facility and
traders

Immediate
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Business shall 1.7.2 The Business a) The Business shall act upon complaints Reporting
investigate, address shall act upon and/or grievances received from outside Procedure
and respond to the complaints and/or or internally.
concerns of grievances raised by b) The Business shall act upon complaints
employees and other workers within a and/or grievances received in terms of the
interested parties timely manner. procedures as laid out by the WIETA Code
with regards to non - Incidents Reporting Procedures and abide
compliances with the by the procedures laid out in this
Ethical Code. document.
¢) The Business shall docum ent all actions
taken in this regard and keep record
thereof.
d) The Business shall continue to monitor
the long -term effect of such actions within
its supply chain and communicate with its
buyers in their supply chain.
1.8 The Business shall 1.8.1 The Business 1.8.1.1 There is no evidence of the business WIETA Code All Immediate
not be involved in, shall implement an being prosecuted or fined for breaking Principle 1.8

nor tolerate, any act
of corruption,
extortion or
embezzlement; nor
any form of bribery
including, but not
limited to, the
promising, offering,
giving or accepting of
any improper
monetary gains or
other incentives.

anti -corruption and
bribery policy. Thi s
must be included in
the Ethical Policy of
the site and should
state that the
company will not
participate or tolerate
any kind of bribery,
corruption or
dishonesty.

1.8.2 The Business
shall not conduct, nor

laws/regulations over the last 12 months.

1.8.1.2 There is no evidence or suspicion that

the business may be involved in the following

unethical activity including, but not limited to:

a) Workers being coa ched prior to audit.

b) Auditor bribery.

c) Falsified, inaccurate or any omitted
records being presented for audit of all
agricultural operations and/or those
agricultural operations/business activities
linked to or associated with the core
business being audited.
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receive, illegal or d) The audit process being hindered in any
improper payment way.

for goo ds or services. | €) Refusing an auditor access to the site or
certain areas of the site.

1.8.3 The Business
shall not, nor make
an attempt to, bribe
the auditors with
goods, services or
any other incentives.

1.8.4 The Business
shall not provide false
records to the
auditors, nor refuse
to give true and
accurate records or
omit to supply
records or
information

pertaining to the
business, its supply
chain, its total
agricultural
operations or links to
associated operations
deemed agricultural
and being operated
on the premises, to
the auditors.

The Business shall 1.9.1 The Businessis | 1.9.1.1 Senior management is aware and has All
comply with all aware of all Labour, communicated all relevant Labour,
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applicable national
legislation.

Occupational Health
and Safety and
Employment Equity
legislation applicable
to it.

Occupational Health and Safety and
Employment Equity legislation p ertaining to
the nature of the business to all employees.

The Business has
adopted the WIETA
Ethical Code and
actively
attends/participates
in WIETA training or
programmes.

1.10.1 The Business
shows commitment
to ethical trade by
attending and
participating in
training/programmes
Z particularly in areas
where it has
identified a potential
risk.

1.10.1.1 There is evidence that:

a) The senior manager responsible for
ethical compliance has attended WIETA
training.

b) Employees have particip ated or attended
Ethical Trading/other programmes offered
by WIETA.

¢) The Business has attended
training/programmes addressing issues
where there may be risk factors.

All

Immediate
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WIETACode Indicator Guidance Notes Reference Applicabilit | Action
Principle y
2.1 The Business shall 2.1.1 The Business 2.1.1.1 Children residing on the same premise WIETA Code 2111 Al Immediate
not employ children, has a recruitment as the workplace, children who accompany Principle 2.1
directly or indirectly, policy and procedure their parents who are employees, or any other 2.1.1.2 Wine
under the age of 15 in place which child may not be present in the workplace BCEA section | production
and children under includes the and/or while work rela ted activities are being 43 facilities and
the age of 15 shall prevention of child conducted. trade
not be present at the labour and the SD13 Clause
workplace. protection of young 25 2.1.31 Al
workers.
SA Schools

2.1.2 All workers are
15 years and older.

2.1.3 The business
has an active age
check system in place
to check the age of all
workers who perform
work on site.

2.1.2.1 Children under the age of 18 may not be
employed on any site that brews, manufactures
or sells any liquid where the final product

would contain more than 1% alcohol.

2.1.3.1 The system to check the age of workers,

at a minimum, consists of the following:

a) The Business keeps copies of identity
documents or other proof of identity and
age.

b) A policy on the prohibition of child labour is
in place.

¢) Inisolated cases wherein an ID is not
available, the business is, within reason,
assisting workers to obtain official

Act Sec. 3(1)

RSA,
Constitution
Sec. 8
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documents/other accepted means of
identification.

2.2 Should young 2.2.1 When young 2.2.1.1 The risk assessment shall at a minimum WIETA Code All Immediate
persons between the workers are include: Principle 2.2
ages of 15 and 18 employed, the a) Whether the young worker currently
seek employment, Business shall attends school or participates in other BCEA 43(2)
the Business shall develop and training programs.
ensure that this does implement a risk b) The identification of tasks in  the workplace
not interfere with assessment process that may be harmful to young workers.
their school -going to identify and
activities and that mitigate any risks ) ] N )
special mechanisms related to the 2.2_.1.2 Where rl_sks are |den_t|f|ed, there is _
are in place to education and safety evidence of the implementation of measures in
prevent, identify and of young workers. place to prevent such risk.
mitigate any
workplace related
harms to young
workers.

2.3 The Business shall 2.3.1 Ayoung 2.3.1.1 Young workers have val id contracts WIETA Code All Immediate
ensure that young wor ker As e m signed by their parents and/or legal guardians. Principle 2.3
workers, under 18 is appropriate and
years of age, are authorised by their 2.3.1.2 Young workers earn the minimum wage Childr et
provided with work parents and/or legal at least. Sec. 17 & 18
that is appropriate guardians who sign
for their age. The their contracts. SD13 Clause
Business shall take 25

care to ensure that
the work performed
does not pose any
risk to the well -being,

2.3.2 Ayoung
worker As em
does not plac e their

wellbeing, education,

2.3.2.1 The employment of a young worker may
not consist of:

a) Working between 18:00 (pm) and 6:00 (am).
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education, physical or
mental health and
spiritual, moral or
social development of
the young worker.

physical or mental
health and spiritual,
moral or social
development at risk.
Further, their
employment may not
interfere with their
school -going activities
if they are still

enrolled in school.

b) Working for more than 35 hours in any
week.
c) Working with chemicals.

2.3.2.2 Arisk assessment is developed when
young workers are employed.

2.4

In cases where child
labour is found to be
present at the
workplace, the
Business shall take
appropriate
measures to
remediate the
situation so as to
prioritise the best
interest of the child.

2.4.1 The Business
has a system in place
to timely address and
remedy child labour
should it be

identified , giving
priority to the
protection of the
child.

2.4.2 Records are in
place of when child
labour was found at
the workplace and
evidence that senior
management
remediated the
situation.

2.4.3 Alternatives that
do not place the child
in more harmorin a

2.4.1.1 There is evidence that a risk
management system is in place to detect, deter
and mitigate any child labour within the
business.

2.4.2.1 Where child labour is detected, there
are clear records of mitigation and remedy.

2.4.3.1 Where remedied, the business can
clearly demonstrate that the child has not been
exposed to further harm or disadvantage.

WIETA Code
Principle 2.4

Childrert
Sec.6-&7

All

Immediate
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disadvantaged
position must be
investigated.




3. No forced, bonded, prison, indentured labour or modern slavery
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WIETA Code Indicator Guidance Notes Reference Applicabilit | Action
Principle y

3.1 The Business shall 3.1.1 All work or 3.1.1.1 The Business shall demonstrate that: WIETA Code All Immediate
ensure that it does service is conducted a) Terms and conditions of employment are Principle 3.1
not engage in or on a voluntary basis documented and made available.
support the use of and not extracted b) Workers are aware of these terms and
forced labour, prison from any person conditions prior to entering into a contract
labour, bonded or under the threat of of employment.
indentured labour in penalty or sanction. ¢) The procedure for terminating the contract
the recruitment of employment is also made clear.
and/or management
practices of the
business or in its 3.1.1.2 The Forced Labour Policy should ensure
working conditions. that a workerAs freedom

any sort of threat or penalty during
employment, as well as prohibit forced, bonded
or involuntary labour in any form.

3.2 The Business shall 3.2.1 On an annual 3.2.1.1 The review focuses on establishing that WIETA Code 3.2.1 Al Audit Cycle
proactively seek to basis, the Business, its | the following indicators of forced labour are not Principle 3.2 3.2.2.1 All 2
identify and address supply chain and present in the Business or its supply chains: 3.2.2.2 Wine
any potential modern suppliers should a) Abuse of vulnerability. RSA production
slavery risks and review the following: b) Deception. Constitution and facilities
vulnerabilities within a) Recruitment. ¢) Restriction of movement. Sec. 13 & 22.
it and its supply b) Management d) Isolation. SD13 Clause
chain. practices. e) Physical and sexual violence. 25

f) Intimidation and threats.
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c) Working
conditions.

3.2.2 The Business
engages in tra ining
and awareness
programs to ensure
that they understand
and can identify risks
of modern slavery in
its enterprise.

g) Retention of identity documents.

h) Withholding of wages.

i) Debt bondage.

j) Abusive working and living conditions.
k) Excessive overtime.

3.2.2.1 The Business shall take part in training
and awareness sessions, such as Forced
Labour & Modern Slavery Training sessions, to
ensure that they are fully informed about
forced labour issues and are in a position to
proactivel y monitor this area.

3.2.2.2 The Business shall actively encourage its
suppliers to participate in awareness around

and training in modern slavery and forced

labour to ensure that its suppliers fully
understand, can identify, manage and mitigate
forced la bour risk within their supply chains.

3.3

The Business shall
ensure that all
workers are
responsibly sourced
and recruited -
particularly in the
case vulnerable
workers such as
seasonal and migrant
workers.

3.3.1 The Business is
transparent in its
communication about
the nature of its
workersA em
and there is no
evidence that workers
were misled

regarding the nature

3.3.1.1 Workers understand the nature of their
terms of employment, contracts and
remuneration

WIETA Code
Principle 3.3

All

Immediate
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of the work that they
are employed in.

3.3.2 The Business
takes responsibility
for all costs related to
recruitment.

3.3.3 Where
Temporary
Employment Services
(3TES} ), Co
Services or
requirement agencies
are used, the
Business takes
responsibility to
ensure that these
agencies comply with:
a) Applicable labour,
equity and health
and safety
legislation.

b) SARS registration
and the
Department of
Employment and
Labour.

3.3.2.1 Workers have not been paid monetarily
or in kind towards being recruited into
employment

3.3.2.2 The Business ensures that when migrant
workers are recruited by the business or
through an agency of the business from

another province or country, the business
carries the cost of transportation.

3.3.3.1 Evidence of registration.

3.3.3.2 Evidence of registration and letters of
good standing attached to the Service Level
Agreements.

3.3.3.3 Evidence that the Business has
undertaken due diligence to ensure that the
contract workers have not paid recruitment
fees.

3.3.3.4 Signed undertakings between the
parties that responsible recruitment practices
are in place.

3.3.3.5 Evidence that TES, labour contractors or
recruitment agencies understand, and have
participated in, forced and bonded labour
training sessions.
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c) The established
policies on forced
and bonded
labour.

d) With the
established
requirements for
responsible
recruitment
practices and
fees.

3.4.

Workers are not
coerced into
employment through
any forms of forced
or bonded labour,
debt -bondage,
violence and
intimidation.

3.4.1 Workers shall
not be required to
lodge employment

bdepositsA.

3.4.2 The Business
shall not retain any
original identity
documents or
personal
documentation - it
shall only retain
copies.

3.4.3 The Business
shall not permit
workers to become
indebted through
recruitment fees,

fines, loans, ad vances
or other means.

3.4.1.1 There is no
paid by workers when employment
commences.

3.4.2.1 The following original documentation
shall not be kept:

a) ldentity documents.

b) Passports.

c) DriversA |icences.
d) Asylum seeker permits and/ or work
permits.

e) Certificates.

3.4.3.1 Workers may incur a loan or advance
with the employer but may not incur debt that
could result in a bonded relationship.

evi

WIETA Code
Principle 3.4

WIETA
Guidelines on
Bonded
Labour

All

Immediate
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3.4.3.2 The policy and conditions of
employment are communicated in a language
that workers can understand.

3.4.3.3 All loans and debt are covered by a
written agreement between the business and
the employee, which at a minimum states:

a) The amount of the loan.

b) The payment terms & period.

c) A clause dealing with the termination of

employment .
3.4.4 Workers shall 3.4.4.1 Workers enter the employment Immediate
enter employment voluntarily and not be force or coercion
out of their own free
will without threat,
violence or
intimidation.
3.4.5 Spouses or 3.4.5.1 Each employee employed at the Immediate
cohabiting partners, business has his/her own employment

parents or children of contract.
workers living on the
premises of and
working for the
employer shall have
their own individual
contracts of
employment.

3.4.6 Overtime is 3.4.6.1 There is no evidence that workers are S 10 BCEA Immediate
voluntary and there is being forced to work overtime.
no evidence of
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workers being 3.4.6.2 There are records of employee overtime SD 13 Clause
coerced into working hours worked and this is in line with what is 13
excessive overtime legally allowed.
hours.
3.4.7 Working and 3.4.7.1. Workers feel safe from any violent or Immediate
living conditions are abusive behaviour from their employers,
free from violence agents of the employers or colleagues within
abuse and the workplace
intimidation.
3.5 Workers are free to 3.5.1 The contract of 3.5.1.1 The contract includes clear stipulations WIETA Code All Immediate
leave their employment or on termination of employment. Principle 3.5
employment within termination policy of
the terms of their the site needs to be 3.5.1.2 The notice period is the same for both
contract. clearly set out so that the Business and the employee.
workers are able to
terminate their
contract of
employment
according to
legislation.
3.6 Workers shall have 3.6.1 Workers are free | 3.6.1.1. and 3.6.1.2. No restrictions whether WIETA Code All Immediate
the right to leave the to leave the physical or otherwise stand in the way of Principle 3.6
workplace after their workplace at the end workers being permitted to leave the workplace
shift and shall enjoy of their shift. premises of their own accord after work hours

freedom of
movement.

3.6.2 Workers who
live on the premises
are in no way
restricted to leave the

or shifts
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work premises after

work hours.
3.7 Family members of 3.7.1 Spouses and 3.7.1.1. There are no requirements placed on WIETA Code All Immediate
worker s living on the | children of workers workers to agree to the terms and conditions of Principle 3.7
premises shall not be | are not forced to work that compels them to have their spouse ESTA Section
prevented from work on the farm. or children also work for the employer. 5
taking work off farm
and shall enjoy
freedom of
movement.
3.8 The Business shall 3.8.1 Disciplinary 3.8.1.1 Disciplinary procedures taken must be WIETA Code All Immediate
ensure that procedures need to recorded in a transparent manner. Principle 3.8
disciplinary outline that practices
procedures clearly conducive to forced 3.8.1.2 Payslips do not indicate any fines or BCEA 34
outline that any form or bonded la bour other deduction as a form of disciplinary SD 13 8(9)

of forced or bonded
labour as a
disciplinary measure
shall not be
tolerated.

may not be used as

disciplinary measures.

measure, unless it is mandated by a
documented fair disciplinary procedure related
to damage to/loss of property.

3.8.1.3 Deduction is only warranted if:

a) Reference to negligence and cost of
damage is included in the contract and/or
disciplinary code and workers are made
aware of this.

b) The employer has followed a fair
disciplinary procedur e and has given the
employee a reasonable opportunity to
show why the deductions should not be
made.
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3.8.2 Wages are not
to be withheld as a
disciplinary measure.

c) The total amount of the debt does not
exceed the actual amount of the damage or
loss.

d) Evidence of the cost of the damage/loss is
provided by the employer.

e) The total deductions do not exceed one
quarter of the
a month.

3.8.2.1 The threat or mention of fines and
deductions is not used as a form of discipline.

empl oy

3.9

In cases where
bonded or forced
labour is found to be
present in the
workplace or in its
supply chains, the
Business shall take
appropriate
measures to remedy
the situation so as to
put the best interest
of the worker(s) first.

3.9.1 There are
records of all
instances where
forced or bonded
labour was identified
in the workplace or its
supply chains.

3.9.2 There are
records and proof of
remedial action
implemented in
ensuring the
protection of the
worker(s).

3.9.1.1 The Business must demonstrate that,
wher e forced labour has been detected within
the business or its supply chain, it has
documented evidence of all records pertaining
to these cases

3.9.2.1 The Business must demonstrate that,
where forced labour has been detected within
the business or its supply chain, it has
documented evidence of any and all remedial
actions taking to remedy and protect those
workers affected by the cases.

WIETA Code
Principle 3.9

All

Immediate
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WIETA Code Indicator Guidance Notes Reference Applicabili | Action
Principle ty

Health & Safety

Management

System

The Business shall The Health and Safety All Immediate

ensure that there are
systems in place to
detect, assess, avoid
and respond to
potential threats to
the health and safety
of workers. The
Business shall
provide a safe and
healthy working
environment for
employees and shall
take adequate steps
and effective
measures to prevent
accidents, injury and
illnesses arising out
of, associated with or
occurring in the
course of work, by

Management
Systems of the
business shall, at a
minimum, include:

4.1.1 The
appointment of
dedicated staff to
oversee the H&S
System and
processes.

4.1.2 The
identification and
mitigation of risks
associated with H&S
through regular
assessment and
appropriate
response.

4.1.1.1 Evidence that a designated person/s
have been appointed and that they understand
their role and have implemented an effective
Health & Safety system and processes.

4.1.2.1 Evidence of regular health and safety
assessments and the implementation of
appropriate responses.
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minimizing (so far as
is reasonably
practicable) the
causes of hazards
inherent in the
working
environment.

4.1.3 The regular and
accessible training of
all workers in the
businesses, including
TES workers where
relevant.

4.1.4 General
emergency and injury
management.

4.1.5 Safe and
hygienic working
environments and
conditions.

4.1.3.1 Training on the Health and Safety

Management System for all workers:

a) Must be conducted at frequent intervals
and at the beginning of high seasonal
periods.

b) Must be done when employees are
reassigned.

¢) Must be done when the business undergoes
changes in process, production or
machinery when new risk is identified.

d) Must be conducted in a language/s that is
understood by all.

e) Can be done internally.

f) Must be done by the delegated person/s
respon sible for Health and Safety systems
and processes.

As well, at a minimum, include:

a) Include communication of Health and Safety
risks.

b) How to identify health and safety risks.

c) Measures used to prevent risks.

d) How to report risks via appropriate
channels.

e) How to monitor that risks have been dealt
with.

The Business shall
appoint a senior
management
representative
responsible for the
health and safety of

4.2.1 If the CEO/Head
of the Business has
assigned any health
and safety duties to
another person it is
done in terms of

4.2.1.1 The CEO or Head of the Business and
Section 16 (2) appointee understands and
accepts their occupational health and safety
(OHS) responsibilities.

OHS Act,
1993, Section
16 (1), 16(2)

General
Machinery

All as per
regulatory
requireme
nts for
specific

Immediate
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all personnel, who is
also accountable for
the implementation
of a healthy and safe
working
environment. This
includes overseeing
the election of
employe e health and
safety
representatives,
where required.

section 16(2)
Company or Section.
If 16(2) appointments
were made, these
assignees will be
designated, in writing,
legally prescribed
duties.

4.2.2 A Health and
Safety

Representat
syst

RepsA)
been established and
functions well.

4.2.1.2 Section 16(2) appointee assigned OHS
duties to sub -ordinates.

4.2.1.3 The following OHS appointments have

been made, if applicable, in writing as relevant

to the activities of the business and copies are
available for perusal:

a) Section 16(1) appointment, if applicable
(Only applicable i n the event of a Trust or
similar organisation).

b) Section 16(2) appointment, if applicable.

c) Competent Person for Machinery as
prescribed by General Machinery
Regulation 2(1).

d) Health and Safety Representatives.

4.2.1.4 Person/s assigned is/are trained and
knowledgeable of Health and Safety matters.

4.2.2.1 Person/s assigned is/are trained and
knowledgeable of health and safety matters.

4.2.2.2 To ensure compliance the following
requirements are to be met:
a) H&S Reps have been appointed in writing to
the ratio of 1 to 50, or part of 50
employees.
b) H&S Reps appointed following an election.
¢) Number of worker -nominated H&S Reps to
exceed the number of employer nominees.

Regulation
2(1)

General
Safety
Regulation 8

OHS Act 85
section 17
and 18

GAR 6 and 7

business
activities

All

(Only
applicable
if 20 or
more
employees
are
employed)

Immediate
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d) H&S Reps to be requested to perform
monthly formal inspections of their
workplaces.

e) H&S Reps to be allowed to perform tasks
during normal working hours.

f) H&S Reps provided with the necessary
(formal or informal) training, facilities and
assistance to perform their duties.

4.2.3 A Health and 4.2.3.1 To ensure compliance the following OHS Act 85 All Immediate
Safety Committee has | requirements have to be met: section 19 (As soon as
been established in a) H&S Committee to meet at least once every and 20 at least 40
workplaces where 2 3 months. GAR S5 workers
or more H&S Reps b) H&S Committee to address all risks in GAR 9 are
were appointed. meetings and pay particular attention to present in
possible risks for vulnerable groups WIETA the
identified in the workplace sucha s requirement workplace)

- young workers

- women and girls

- pregnant and breastfeeding employees
- disabled workers

¢) Minutes to be kept of all H&S Committee
meetings and signed by the chairperson of
H&S Committee.

d) Number of employee representatives to
exceed the number of employer
representatives serving on the Committee.

e) Minutes are to reflect that the issues raised
by H&S Reps are addressed timeously and
that past work -related incidents as
documented in the appropriate formats (as
per Recoding and Reporting of incidents
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(Annexure 1 of the OHS Act) were
discussed).

f)  Written agenda and minutes of H&S
Committee meetings made available to all
H&S Reps.

g) Minutes are kept for a period of at least 3
years.

h) Minutes are available in the language
spoken by the majority of workers.

i) Decisions taken at Committee meetings are
communicated to all workers during
working hours in a language understood by
the majority of workers and there are
records of such meetings.

4.2.4 A copy of the 4.2.4.1 A copy of the OHS Act, 1993 (hard copy GAR 4 All Immediate
Occupational Health or electronic copy) to be made readily available Small
and Safety Act, 1993 for perusal by employees where 4 or more are producers
is made readily employed in the business. with less
available for perusal than 4
by staff. employees
are
exempt
Risk Identification &
Assessment
The Business shall 4.3.1 A Baseline Risk | 4.3.1.1 To ensure compliance, the Risk Section 8 of All Immediate

Assessment has been
conducted so as to
determine and
evaluate the possible
risks posed by all

strive towards the
implementation of a
practical, integrated
health and safety
framework that
allows for a risk

Assessment, at least, covers the following the OHS Act,

areas: 1993

a) Working environment (Physical, Chemical,
Biological, and Ergonomic) safety risks to be
identified and evaluated, including confined
spaces.

GSR 2 and
HWCSA
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analysis, the tasks performed or b) Machinery, chemicals and other hazards
implementation of equipment used. ¢) Workers in hazardous roles.

measures to reduce d) Young workers, differently abled workers,
or eliminate those and other potentially vulnerable workers.
risks, mechanisms for e) Women and girls

decision -making on f) Pregnant and breast feeding employees
and monitoring of the g) Personal protective equipment (PPE), its
implementation of issue and use.

health and safety h) Worker facilities and resources (e.g.
measures (and record dormitory and canteen).

keeping in this i)  Fire risks, including any locked or barred
regard). exits/emergency exits.

j) Accidents and on -site injuries.

k) Restricted areas are maintained where
appropriate (e.g. access to hazardous
chemicals storage areas).

I)  Where the operat ions of the business may
negatively impact the health and safety of
vulnerable community members (such as
elderly and children) living on farm, but not
employed.

4.3.1.2 Where possible, risks to be mitigated
before resorting to Personal Protective
Equipme nt.

4.3.1.3 Risk assessment conducted in
consultation with H&S Reps/Committee or
Employee Committee.
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4.3.1.4 Risk assessment to be reviewed every
two years to ensure its suitability and

effectiveness.
4.3.2 Systems of 4.3.2.1 Hazardous/unsafe work and Section 8 of All Immediate
Work (Safe Work environments identified in the H&S Risk the OHS Act,
Procedures) have Assessment 1993

been drafted and
implemented for high 4.3.2.2 Safe Operating Procedures have been

risk tasks as per the drafted for these risk areas.

Risk Assessment

conducted. Typical 4.3.2.3 Employees have access to Written Safe
high -risk work Operating Procedures at all times.

includes confined

space entry, the use 4.3.2.4 Employees to receive in -house or

and application of external (formal or informal training) on the
pesticides and the contents of the written Safe Operating
operation of Procedures when wo rking in and nearby these
dangerous identified risk areas.

equipment and

machinery, stacking, 4.3.2.5 Attendance registers kept and/or copies
diesel tanks, dipping of certificates of completed training to be on
tanks, cat walks and file.

other high risk areas.

4.3.3 The Business 4.3.3.1 Asbestos-containing materials at the AAR, 2020 All Immediate
shall ensure that workplace are identified by a com petent person
measures are in place | and entered into an inventory of asbestos.

to identify, assess the

risk of, manage, 4.3.3.2 To ensure compliance, the inventory
maintain and remove must contain the following about each of the
asbestos where it is asbestos -containing materials:
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found in any area of a) The date on which the material was

the business. identified.

b) A description of the material, quantity and
the extent of deterioration.

c) Location of asbestos or asbestos -containing
material on site.

d) Categorisation of the risk derived from the
asbestos in the form of a Risk Assessment.

e) Implementation of an asbestos
management plan.

4.3.3.3 The risk assessment must contain, at a

minimum, the following:

a) The health implications of the asbestos.

b) The number of persons exposed at the
workplace.

¢) The potential for damage or disturbance of
asbestos -containing materials at the
workplace through maintenanc e activities,
incidents of prevention and normal
occupant activities.

d) The conditions of ashestos -containing
material, including the state of deterioration.

4.3.3.4 The asbestos management plan

contains, at a minimum, the following:

a) A procedure for the imp lementation of
inventory taking, risk assessment, labelling
and signage of asbestos.
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b) A procedure to reduce the risk of exposure
for incidents, emergencies, removal work,
and repair work.
c) Policy, procedure and implementation for
the phasing out of existing asbestos-
containing materials at the workplace, which
requires the principal of reasonably
practicable and reasoned decision.
The Business shall 4.4.1 Pregnant or 4.4.1.1 To ensure compliance: BCEA Code of | All Immediate
ensure appropriate breast -feeding a) The OH&S Risk Assessment of the Business | Good Practice
working conditions employees do not must include pregnant and breastfeeding of Employees
for pregnant women perform work that is women as a vulnerable group. during
which are in line with hazardous to the b) Protective measures and adjustments to pregnancy
the Code of Good health of the working arrangements for pregnant or and after the
Practice on the employee or that of breast -feeding workers are identified and birth of a
protection of her child. implemented. child
employees during c) The business offers suitable alternative
pregnancy and after employment to an employee during
the birth of their pregnancy if her work poses a danger to
child. her health and safety or to that of her child,
or if the employee is engaged in night work.
d) The business should inform workers ab out
hazards to pregnant and breast -feeding
workers and of the importance of
immediate notification of pregnancy.
The Business shall further ensure that :
Chemical Storage and
Handling
The Business shall 45.1.1 Asystemisin | 4.5.1.1.1 Material Safety Data S heets in the HCSR 5 and All Immediate
ensure the safe place to ensure that prescribed format should be obtained from the 9A
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storage, application
and disposal of
pesticides and
agrochemicals.

all chemicals are
safely used and that
the required
precautionary
measures are taken
based on the risk
posed by hazardous
chemical substances
and according to legal
requirements.

4.,5.1.2 Hazardous
Chemical Substances
(Pesticides) are safely
stored in such a
manner that would
limit and reduce the
risk of spillages,
contamination and
exposure to workers
and others.

suppliers and be easily accessible to where

where the hazardous chemicals will be stored,

mixed and used.

a) Records are kept of the hazardous chemical
substances (pesticides) used. A received,
dispatched and used poison register as well
as a worker exposure record is also to be
kept.

b) A system is in place to regularly inspect the
storage of hazardous chemical substances
and the risk of exposure.

4.5.1.2.1 Physical guiding requirements of

stores containing hazardous substances

include:

Location

a) Free-standing stores must be away from
houses and buildings which house
livestock, feed, fodder or flammable
materials.

b) Stores situated in other larger buildings
should be separated to ensure no cross
ventilation between the store and other
areas.

Structure

c) The store should be constructed with non -
combustible materials and pesticide -
impenetrable smooth/slip free concrete
floors.

d) The roof must be leak -free, insulated with
non -combustible material to maintain the

SANS 10206
D10.2

SANS 102067
5.4.2

SANS 102067
10.4

SANS 10206
and SANS
1186

All

Immediate
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temperature in the store and vents installed
in the roof.

e) A solid steel door which opens to the
outside and which is fitted with a lock is to
be installed. Additiona | to the door, a
security door with a lock should be
installed.

f) The store must be well -lit so that labels on
the containers can be easily read.

g) Appropriate measures to be taken to
prevent the unauthorised access through
openings or open windows.

h) A bund of atleast 200mm high, which will
retain spillage, should be built in the
doorway.

i) Stores must be sufficiently ventilated either
through natural ventilation or mechanical
ventilation system.

4.5.1.2.2 The following is to be considered in

the housekeeping an d management of the

storing of hazardous substances:

a) The storage facility is to be kept locked and
a strict control policy to be adhered to.

b) Good housekeeping to be maintained:

i Spill cleaning (e.g. bucket with sand,
inorganic material that can absorb
spillage, empty containers, spades,
squeegee-mops and brooms),
spillage procedure and fire -fighting
equipment available inside the
store
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ii. No foodstuffs or products other
than pesticides to be stored inside
this store.

iii. All danger group 1 products (red
label) must be kept in a separate,
fenced -off and lockable area within
the store.

iv.  All chemicals must be stored in
their original packaging with their
labels intact. Concentrate
formulations may not be decanted
into other containers.

v.  All chemicals must be clearly
marked.

Vi. Shelves must be non -absorbent,
impervious and chemically resistant
to stored products z wooden
shelves covered with thick plastic or
with non -combustible trays can be

used.
vii. Pesticides to be stored in

accordance with its use and toxicity

levels.
4.5.1.3 Warning 4.5.1.3.1 "Storage of P|SANS10206 All Immediate
notices and JUnauthorized Entry Pro
emergency must be displayed at the entrance . PPE and SANS 1186
procedure must be Safety signs (e.g. no smoking, no eating or
displayed at the drinking, no open flames) should be displayed
chemical store. at the entrance and inside the store.
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4.5.1.3.2 The location of a First Aid Station and
the position and types of fire related
equipment should be clearly indicated.

4.5.1.3.3 Emergency telephone numbers should
be clearly displayed at the entrance and inside
of the store. This should include the numbers
for the nearest poison centre, doctor, hospital,
fire brigade and ambulance service.

4.5.1.3.4 Responsible personnel must have
immediate access to a telephone and
emergency numbers, even in the absence of
the employer.

45.1.4 The 4.5.1.4.1 Contaminated/waste water is not to be SANS 10206 All Immediate
management and disposed of into water sources or sewerage
disposal of systems.

contaminated water,
waste and hazardous | 4.5.1.4.2 Sites must have measures in place to

substances m ust be avoid seepage into watersourc es. The ¢
carried out to ensure assessment will need to determine whether
that workers and spill kits, French drains or evaporation pans
their families are not adequately address the risks of preventing
exposed. seepage from the current operating filling

points.

4.5.1.4.3 The safe disposal of old, excess

chemical and contaminated waste and

containers:

a) Chemical waste disposal companies or the
original supplier of the pesticide must
remove old excess pesticides and empty
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chemical containers and evidence of this
removal must be available.

b) No visible use of no n-recyclable or
Hazardous Chemical Su
containers in the workplace or at homes.

c) Safe disposal certificates to be obtained for
all hazardous waste removed for disposal.

4.5.1.4.4 The safe disposal of old, excess

chemical and contaminated was te and

containers.

a) Chemical waste disposal companies or the
original supplier of the pesticide must
remove old excess pesticides and empty
chemical containers and evidence of this
removal must be made available.

b) No visible use of non -recyclable or HCS
containers in the workplace or at homes
surveyed.

c) Safe disposal certificates to be obtained for
all hazardous waste removed for disposal.

The Business shall 4.5.2 The Business 4.5.2.1 Policies on the protection of workers All Immediate
ensure that measures | has developed and and their families against on -farm exposure:
are in place to implemented a) Include informa tion on safe spraying and
guarantee that measures to ensure restricted access in the H&S training done
workers and their that workers and with workers during induction.

families residing in their families in close b) Notification to residents before spraying is
close proximity to a proximity to spraying done if spray -drift can reach the houses.

site where spraying activities are not put
occurs are not put at at risk.
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risk through
exposure to the
chemicals and
pesticides being
applied.

c) Safe Spraying Procedures in nearby
communities to be complied with be
during and after spraying.

d) Access to the sprayed area should be
restricted after spraying, in accordance with
the provisions contained within the
product A As technical

fore,

S

Risk Control

The Business shall
ensure 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.

4.5.3.1 Personal
Protective Equipment
(PPE) and safety
equipment is
provided to workers
and workers are
trained in its use.

4.5.3.2 PPE is freely
provided, used and
cleaned correctly to
protect workers from
exposure.

4.5.3.1.1 To ensure compliance:

a) A Risk Assessment (formal/informal) is
conducted to determine the need for the
use and type of of PPE.

b) PPE is provided at no cost to employees.

c) Workers are trained in ho w to use the
clothing and equipment to ensure
maximum protection.

d) Workers should sign upon receiving PPE.

4.5.3.2.1 To ensure compliance:

a) PPE is to be provided and maintained free
of charge to all staff potentially exposed to
pesticides.

b) A Risk Assessment to be cond ucted on
possible chemical exposure to identify the
appropriate PPE to be used.

c) The correct use of PPE is monitored on a
regular basis and there are records of this
monitoring.

d) PPE may not be removed from the
premises.

GSR 2

OHS Act 85
section 23

GSR 2

SANS 10206

All

All

Immediate

Immediate
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e) Contaminated PPE is to be washed on -site
and cleaned prior to re -use.

f)  Suitable storage for PPE is to be provided to
staff to ensure that cross -contamination of
exposed PPE onto personal clothing does
not occur.

g) Any contaminated PPE disposed of should
be treated as hazardous waste and be
disposed of as such.

h) Washing facilities (showers/basins with
running water) to be equipped with soap,
towels and clean water and made available
to pesticide users.

The Business shall 4.5.4.1 In confined 4.5.4.1.1 Due to the risk associated with work GSR 5 Wine Immediate
ensure that measures | spaces, entry work performed in confined spaces the following production

are in pl ace to shall be performed requirements are to be complied with: facilities

prevent exposure to safely and in a) A written and safe operating procedure has and trade

fumes generated accordance with legal been drafted and implemented which

through production requirements. prescribes the requirements to be complied

in wineries and with when performing work inside confined

cellars. spaces.

b) All staff are trained in the contents of the
written safe operating procedure and
records are to be kept of all such training
(external or internal).

¢) Confined spaces are to be ventilated prior
to and during work being carried out inside
these areas.

d) The quality of the air inside the confined
space is to be tested prior to and, where
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possible, during entry and a record is to be
kept of tests conducted.
The Business shall 4.5.5.1 Hazards and 4.5.5.1.1 To ensure compliance: OHS Act 85 All Immediate
ensure that visible risk areas are a) The Health and Safety risk assessment section 8
safety signs are identified by visible identifies all areas where safety sighs must
supplied in pictorial safety signs in be applied. OHS Act 13
format or in all relevant b) Signs are displayed in a format GSR 2B
relevant languages. languages or pictorial understandable to all workers.
format. c) Workers are trained on the purpose of WIETA
safety signage and demonstra te an requirements
understanding of the meaning of signs.
4.5.5.2 Measures are 4.5.5.2.1 To ensure compliance:
in place to prevent a) Swimming/drowning hazards signage must
drowning in dams. be placed conspicuously.
b) Risk of drowning is communicated to
workers and the rules relating to swimming
on the premises must be discussed at
community and worker forums.
¢) When swimming is allowed, adult
supervision must be present at all times.
Health & Safety
Training
The Business shall 4.5.6.1 H&S Reps 4.5.6.1.1 To ensure compliance the following Sec 18(3) of All Immediate
ensure that workers received training on requirements are to be complied with: OHS Act
receive regular, the contents of the a) H&S Reps are to receive in -house or
adequate and Occupational Health external train ing on the contents of the
recorded health and and Safety Act, 1993, Occupational Health and Safety Act, 1993,
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safety training. This
should include the
handling of chemicals
and other hazardous
substances, the
handling of heavy
machinery and waste
management.
Training shall be
repeated for all new
or reassigned
workers and
management.

its incorporated
regulations and
duties and rights
imposed on H&S
Reps.

4.5.6.2 All employee s
who perform work on
the site are to receive
basic Health and
Safety training prior
to or on the first day
of employment.

b)

c)

its incorporated regulations and duties and
rights imposed on Health and Safety
Representatives.

Training provided with interpretation in
languages spoken by H&S Reps.

Records of the training offered are to be
kept and be available for perusal.

4.,5.6.2.1 The basic H&S training conforms, at
the minimum, to the following:

a)

b)

d)

e)

In-house or external health and safety
training covering, among others, the duties
of employees and employer (as ou tlined in
OHS Act) is to be given to permanent,
temporary, casual, seasonal and contract
workers. This training can be covered
during induction.

Training includes health & safety issues
specifically identified in risk assessment,
health & safety signage and waste
management.

Training is provided with interpretation
done in the languages spoken by the
majority of workers.

Attendance registers are to be kept of all
employee s who attended the training
alongside the minutes of the training.
Refresher training to be conducted every
year for new and re -assigned workers.

Sec 18(3) OHS
Act

Sec 13&14
OHS Act
WIETA & GSCP
requirement

All

Immediate
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4.5.6.3 Workers who 4.5.6.3.1 Training on hazardous substances HCS Reg 3 All Immediate
work with hazardous conforms, at the minimum, to the following:

substances have a) Workers exposed to hazardous chemical SANS 10206

been trained in the substances are to receive in -house or

administration and external training on the dangers posed by

safe use of these and safe use of the hazardous chemical

substances. substances on site.

b) The training offered should cover all
aspects as per Regulation 3 of the
Regulations for Hazardous Chemical
Substances as per the Occupational Health
and Safety Act, 1993.

c) The training should also cover Safe
Operating Procedures (SOP) (or Safe Wor k
Procedures), handling and correct storage
practices.

d) Training is provided with interpretation
(where needed) in languages spoken by
worker participants.

e) Attendance registers and copies of
certificates of completed courses kept on
file, where applicable.

4.5.6.4 Qualified and 4.5.6.4.1 A first aider is available where there GSR 3 (4) All Immediate
properly trained first are more than 10 employees at the workplace. (If 10 or
aiders to be available One first aider must be available for every 50 more
during all working employees or part thereof (the appointed employees
hours. person must be available during working are
hours). employed)

4.5.6.4.2 All first aiders to be in possession of
valid training certificates by an accredited
provider with the Health and Welfare SETA and
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registered with the Department of Employment
and Labour as an approved training provider.

4.5.6.5 Operators of 4.5.6.5.1 To ensure compliance, the following Driven All as per Immediate
machinery and requirements need to be complied with: Machinery regulatory
drivers of vehicles a) All operators of lifting machines are to be in Regulation requireme
shall be adequately possession of a valid tra ining certificate for 18(8) nts for
trained and shall that code of lifting machine and all specific
meet the level of attachments as issued by a TETA (Transport | National Road | business
training/ qualification SETA) accredited training provider. Traffic Act, activities
required by law to b) Vehicles with a gross weight of more than 1996
operate machinery or 3500kg or for the conveyance of more than
drive vehicles. 12 people (including the driver) a ndin use National Road

for the transportation of persons on public Traffic Act,

roads require their driver to be in 1996

possession of a valid

class of vehicle, i.e. a PDP.

c) The operators of all tractors that operate
on public roads are to be in possession of
valid driver licences for the type of vehicle
as issued under the National Road Traffic
Act, 1996. The driver
renewed every 5 years.

d) For tractors only used on private property,
there is no legal requirement for a formal
licence, but it may be advisable to ensure
that the operators are declared competent
by requiring that these operators be tested
by competent persons (internal or
external).

e) Copies of wvalid train
licences and competency testing records




are to be kept on f ile and be made available
for perusal.
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Disease, Injury and
Emergency
Management

The Business shall
ensure that measures
are in place to
provide first aid and
other emergency
treatment in the
event of accidents
occurring in the
workplace and that
wor ker s A
compensation
documentation (and
other accident and
illness
documentation
required by law) are
available and utilised
in the event of work -
related accidents and
illnesses.

4.5.7.1 A properly
stocked first aid box
is available in close
proximity to where
work is being
conducted.

4.5.7.2 Safe business
transportation is
available to the
nearest doctor or
hospital in case of an
injury on duty.

4.5.7.3 All minor
incidents requiring
only first aid
assistance are
recorded in a minor
injuries register.

4.5.7.4 All incidents
requiring medical
attention other than

4.5.7.1.1 To ensure compliance:

a) The first aid box/boxes must contain all
items as prescribed.

b) First aid items to be readily available.

c) Location of first aid box to be clearly
marked by means of sign postage.

d) Name of first aiders must be clearly
displayed in workplace.

4.,5.7.2.1 To ensure co mpliance:

a) The services of an ambulance can be used
as transport in emergencies.

b) Where ambulances are not available,
business transport must be available at all
times in cases of an injury on duty.

c) Atremote locations, a vehicle is equipped
to carry an in jured person.

4.5.7.3.1 To ensure compliance:

a) All minor incidents requiring only first aid
are recorded in a minor injuries register.

b) The minor injuries register is kept in the
first aid kit.

4.5.7.4.1 To ensure compliance:
a) Incidents requiring medical treatment must
be recorded in an incident register in the

GSR 3

GSR 3 (1)

OHS Act 85
section 8
GSR 3 (1)

WIETA &SSCI

requirement
WIETA
requirement

GAR 9

All

(where 5
or more
employees
are
employed)

All

All

All

Immediate

Immediate

Immediate

Immediate




first aid are recorded
and investigated as
per the legal
requirement.

4.5.7.5 Work related
incidents and
occupational diseases
are reported to the
Compensation
Commissioner
(Department of
Employment and
Labour) and records
of all reports are
available on file.

4.5.7.6 Medical
examinations and
tests are conduct ed

form of the recording and investigation of
incidents.

b) All incidents are to be investigated within 7
days after their occurrence.

¢) Incidents are to be investigated by a
management representative and H&S Rep.
The H&S Rep must co-sign the investigation

d) The incident register is to be completed in
full.

4.,5.7.5.1 The following legal requirements to be

complied with:

a) Fatalities and incidents resulting in the
employee becoming unconscious or loss of
a limb or part of a limb are to be reported
to the Commissioner immediately.

b) Incidents other than those listed above are
to be reported within 7 days on forms WCL
1 or WCL 2.

¢) Occupational diseases are to be reported
within 14 days on form WCL 22.

d) A file containing Employers Reports,
Medical Reports (First Aid, progress and
final medical report) and Resumpti on
Reports to be made available for all work -
related injuries which required medical
treatment other than first aid to be
available for inspection.

4.5.7.6.1 Medical evaluations are to be
performed by Occupational Health
Practitioners (OHP) where prescribed or by a

OHS Act, 1993
Z Section 24,
25

GAR 8

COIDA Actz
Sections 38
and 68

All
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Immediate




on workers who were
identified in the risk
assessment to be
exposed to
ergonomic, biological,
chemical,
psychological or
physical risks above
legal or acceptable
levels.

registered Audiometrist in the case of
audiometric evaluations.

4.5.7.6.2 Medical evaluations are to cover:

a) Noise exposure risk: Annual Audiometric
evaluations by an Audiometrist on staff
exposed to noise in excess of the
prescribed noise rating limit of 85 decibels.

b) Silica exposure risk: Annual medical
evaluation by OHP which should include
lung function testing for all staff exposed to
Silica in the form of wine filtration powders.

c) Lifting machinery risk: Medical evaluation
and eye tests performed by OHP, which
tests the persons depth perception and day
and night vision for all lifting machinery
(Forklift or similar machines) to be
conducted every two years and prior to the
person receiving the legally prescribed
training for operating such machinery.

d) Hazardous substances risk: All staff
exposed to or who come into contact with
hazardous substances, such as pesticides
or herbicides, need to undergo a medical
evaluation. Workers exposed to Table 3
substances need to undergo an annual
blood/urine test (biological monitoring) to
determine the level of exposure.

NIL Reg 8
HCSR 7

DMR 18 and
National Code
of Practice for
the Training
Providers of
Lifting
Machine
Operators

HCSR 7
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4.5.7.6.3 Medical certificates of fitness are to be
made available for all medical evaluations

conducted.
4.5.7.6.4 In cases where medical examinations All Immediate
identify an adverse effect on the health of a 458.6.2A
worker, appropriate measures are & B: Wine
implemented to address it. Measures can production
include, but are not limited to: facilities
a) Adjust ments to the <co and trade
assessment and control measures to
prevent damage to health. Cand D All

b) Removing any workers who display damage
to his or her health from the environment.

Ensuring that the worker receives appropriate

medical attention for damages to their health.

Emergency & Fire
Fighting Procedure

Employers shall 4.5.8.1 Emergency 4.,5.8.1.1 To ensure compliance: OHS Act, 1993 | All Immediate
ensure that adequate situations which a) All employees to receive in -house or ZSec8
fire prevention, require the external training on the outline of the
firefighting and fire evacuation of emergency evacuation plan drafted and Municipal By -
safety measures are employees and implemented (Refer to 4.5.8.3 for the laws and
in place on the visitors are requirement on evacuation proced ures). Provincial
business premises established, b) Training must include emergency safety Ordinances
and at worker communicated and sighage.
accommodation. effective. c) Training provided with interpretation,

where appropriate, in languages spoken by

workers.

d) Attendance registers to be kept of all
training offered.
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4.5.8.2 Properly
serviced and
maintained fire -
fighting and related
emergency
equipment is
available at the
workplace and at
worker
accommodation.

4.5.8.3 Guidelines for
the emergency
evacuation of
persons in the event
of emergencies and
the provision of
means for
evacuation.

4.5.8.2.1 To ensure co mpliance:

a)

b)

c)

d)

Appropriate and adequate supply of fire -
fighting equipment available throughout
the workplace and worker accommodation.
Appropriate fire -fighting equipment
available and accessible in workplaces
(during normal working hours), in public
areas and worker accommodation (at all
times).

Fire extinguishers, hose reels and related
equipment to be serviced annually by a
SABS Accredited and Department of
Employment and Labour approved Service
Provider.

Fire extinguishers, hose reels and related
equipment to be inspected monthly and a
register to be kept of all inspections
conducted.

4.5.8.3.1 To ensure compliance:

a)

b)

Emergency evacuation procedure is to be
drafted which prescribes the procedure to

be followed in the event of emergencies.

Site plans must include the indicati on of the
location of emergency exits, firefighting
equipment available and emergency route

to be travelled.

Emergency evacuation plan to be
prominently displayed.

ERW 9
SANS 10400
SANS 10206

Municipal By -
Law and
Provincial
Ordinances

ERW 9
SANS 10400

SANS 10206

Municipal By -
Law and
Provincial
Ordinances

All

All

Immediate

Immediate
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d) The emergency plan and procedure,
including the procedu
accommodation, mus t be communicated to
employees.

e) Fire alarm or any other mechanism that
sufficiently informs workers of an
emergency, is available at a strategic
point(s).

f) Exits and escapes are clearly marked,
unobstructed, unlocked and can facilitate
quick and easy evacua tion.

g) Directional signage to emergency and fire
equipment to be clearly displayed.

h) Emergency telephone numbers and names
of First Aiders, fire fighters etc. to be
displayed.

i) Emergency evacuation drills to be exercised
in its totality at intervals not exceeding 6
months.

j)  Arecord to be kept of all emergency
evacuations held which will indicate date of
evacuation, time taken to evacuate and
problems identified during evacuation.

Health, hygiene and
sanitation facilities

The Business shall 4.5.9.1 Allemployees | 4.5.9.1.1 To ensure compliance: FR and SANS | All Immediate
ensure access to employed and a) Adequate number of clean, hygienic toilets 10400

clean toilet facilities working on the site for women and men found near their

for all employees at have access to clean workplace.

the workplace. toilet facilities.
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b)

<)

d)

Male and female -designated toilets are
clearly marked, both for permanent
structures and mobile facilities

Toilets in remo te areas
(vineyards/orchards) can lock from the
inside and are in short walking distance
(500m or less), or the employer has another
adequate, acceptable and effective
measure to ensure that all workers have
access to toilets when they are in a remote
area.

Forms of sanitation do not undermine the
dignity, safety and privacy of users.

Health and Hygiene awareness information
is given to employees.

The Business shall
ensure that access to
clean drinking water
is provided to all
employees employed
at the workplace and
at, where applicable,
sanitary facilities for
food preparation and
storage.

4.5.10.1 All
employees employed
by the site and
workers working on
the site have access
to clean drinking
water.

4.,5.10.1.1 To ensure compliance:

a)

b)
<)

d)

The quality of dam, rain, river and borehole
water used for human consumption is
tested annually by an accredited laboratory
and the results (report) clearly indicate that
chemical and biological (Coliforms and E -
Coli) content is with in acceptable and legal
(SABS) limits. *Municipal water is excluded
for testing purposes.

Test results are kept on file and available on
request.

Non -drinking water must be clearly marked
(e.g. irrigation water).

Water storage containers used in remote
areas (orchards /vineyards) are clean,
hygienic and designed for this purpose

SABS 241
FR7

WIETA
requirement

All

Immediate
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(potable drinking water also made
available).

Condition of
Buildings, equipment
and Worker
Accommodation

The Business shall
ensure the safety and
stability of buildings
and equipment.

4.5.11.1 Machinery
and equipment are
properly guarded,
regularly serviced and
maintained as to
ensure the safety of
all employees.

4.5.11.1.1 To ensure compliance:

a)

b)
<)

d)

A system is in place to ensure that all
vehicles, machinery and equipment are
registered and inspected to guarantee that
they are properly guarded and safe for use.
The frequency of machi nery breakdowns
need to be kept at a minimum to manage
risk.

Breakdowns or repairs required are
recorded.

The system ensures maintenance and
prompt repairs in case of breakdowns.
Safe operating procedures are drafted and
implemented for high -risk machinery ; and
workers are trained (internally or externally)
in the safe operating procedures required
for the use of machinery and appropriate
PPE is used.

Safety covers and suitable signage of
equipment including electrical are fitted,
indicating safe use.

Old and unused vehicles, machinery and
equipment must be recorded, marked as
not in use, locked away or discarded.

GMR 3, 8 and
DMR 2

All

Immediate
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4.5.11.2 Electrical
installations are
secured and are
inaccessible to
unauthorised
personal. These
installations are
displayed through
displaying
appropriate signage.

4.5.11.3 Buildings are
in a good state of
repair.

4.5.11.4 Workplaces
shall be adequately
lit.

4.5.11.2.1 Electrical installations such as
electrical boards, switch boxes and live
installations must always be secured. Evidence
of regular inspections and an inspections
register moni tored by OHS representatives
must be available. The presence of these types
of installations must be displayed through
appropriate signage.

4.5.11.3.1 To ensure compliance:

a) Structures, buildings and worker
accommodation must be in a well -
maintained condition and be kept in a good
state of repair and leak free.

b) All structures, buildings and worker
accommodation must be inspecte don a
regular basis to identify defects. An internal
inspection report should be drafted and be
made available for all inspections
conducted.

4.5.11.4.1 To ensure compliance:

a) There shall be adequate lighting provided in
the workplace.

b) Where natural light is not sufficient, this
shall be supplemented by artificial lighting.

c) Inany event, the lighting shall not be less
than that specified in legislation.

DMR 18

EIR and EMR
8, 10, 12 and
13

PER 11 and 14

CR 11(2)
ERW 6

FR9

ERW 3

All

All

All

Immediate

Immediate

Immediate
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4.5.11.5 Workplaces 4.5.11.5.1 To ensure compliance: ERW 5 All Immediate
are adequately a) Adequate natural ventilation is available
ventilated. through doors and/or windows.

b) Mechanical ventilation is available where
natural ventilation is inadequate.

4.5.11.6 Adequate 4.5.11.6.1 To ensure compliance: ERW 2 All Immediate
safeguards against a) The temperature of the employment site is

extreme comfortable and does not adversely

temperatures. fluctuate.

b) Air conditioning and heating units are in
use to ensure that the temperature is
reasonable at all times.

¢) Where an employee is required to work
indoors or outdoors in less than 6°C for
more than 4 hours, the employer must take
reasonable measures to protect such
employee by providing them with adequate
PPE.

d) Under extreme heat conditions, when the
WBGT (Wet Bulb Globe Temperature)
exceeds 30, employers shall take
reasonable steps to prevent heat stroke.
Typically, in the Western Cape a WBGT
index of 30 could be obtained when the
outside temperature exceeds 31°C wi th
50% and higher humidity.

45.11.7 4.5.11.7.1 To ensure the safety and health of NIHLR 7 Wine Immediate
Environmental Health | employees: production
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and Hygiene Wineries z The following surveys are to be HCSR 6 and facilities

Assessments to conducted by the Department of Employment ERW 5 and trade

ensure the safety and | and Labour Approved inspection Authority (AlA)

health of employees. and SANAS Accredited Inspection Authority:

a) Ventilation survey as t o determine that the
wine cellar is sufficiently ventilated and the
concentrations of Oxygen, Carbon Dioxide
and Carbon Monoxide are within
prescribed limits.

b) Noise survey.

c) Silica exposure survey to be conducted in
areas where Silica (Crystalline Silica)
containing filter powder is used.

d) The recommendations as per the AIA report
are to be implemented.

4.5.11.8 Storage of 4.5.11.8.1 To ensure compliance: SANS 10131 All Immediate
fuel to ensure that a) Diesel drums should be placed within a

soil and ground water containment area for ease of use and to

are protected. minimize spillage.

b) The containment area (bunded area) must
provide storage for at least 110% of the
capacity of the container stored inside it.

¢) Unused oil and diesel drums that have not
been appropriately disposed of must be
clearly marked as not in use.

4.5.11.9 Tractors and | 4.5.11.9.1 To ensure compliance: National Road | All Immediate
other vehicles a) The sides of the vehicle will be at least Traffic Act,
operated in a safe 350mm high should workers be seated. 1996

manner as to ensure




the safety of the
driver and persons
being transported.

b)

The sides of the vehicle will be at least
900mm high should workers be required to
stand.

Staff members are not to be transported on
the back of vehicles unless the material and
equipment transported are properly
secured as to prevent movement.
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The Business shall
ensure that where
worker
accommodation
exists on site, such
structures are located
separately from
production facilities
and are safe and
stable. Appropriate
sanitation facilities
must also be
available with access
to potable water.

4.5.12.1 Worker
accommodation is
not located close to
production facilities.

4.5.12.2 Worker
accommodation/stru
ctures safe for
occupation and have
basic services.

4,5.12.1.1 To ensure compliance:

a)

b)

Worker accommodation must conform to
the standards established in the relevant
part of the National Building
regulations/SANS 10400 and SANS 10401.
Where the employee levies a charge for
accommodation, such accommodation shall
conform to the requirements established in
Sectoral determination 13 section 8.
Worker accommodation is (a) structurally
stable and (b) safe for occupation:

i Evidence of structural integrity (no
evidence of cracked walls or broken
rooves (where there are ceilings)
and installations that pose a risk to
the inhabitants are observed).

il The doors and windows can open
and shut properly an d are not
broken.

iii. The house/facility is weatherproof
and there are no visible leaks in the
roof, windows or doors.

iv. The floor is damp -proofed with no
visible holes or cracks.

WIETA
Housing
Guidelines

Farms

Small
Producers

Immediate
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V. Building materials that have been
damaged or show evidence of rot or
other deterio ration shall be
repaired or replaced.

d) Appropriate sanitation as per legislative
requirements is available:

i.  The number of toilets provided at
housing and accommodation is in
accordance with the SANS
requirement z 2 toilets per 8
women and 1 toilet for 8 men

ii. The toilet facilities must be well
ventilated, cleaned, hygienic and
easily accessible. It must provide
workers with adequate privacy and
dignity.

iii. The number of shower/bathroom
facilities is in accordance with the
SANS requirement z thereis 1
bath/showe r per 8 people living in
the facility.

e) Potable water as per legislative
requirements is available at on -farm
accommodation:

i.  The quality of dam, rain, river and
borehole water used for human
consumption is tested annually by
an accredited laboratory and the
results (the report) clearly indicate
that chemical and biological
(Coliforms and E -Coli) content is
within acceptable and legal (SABS)
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limits. *Municipal water is excluded
for testing purposes.

ii. Test results to be kept on file and
be made available on req uest.

iii. Non -drinking water must be clearly
marked (e.g. irrigation water).

iv.  Water storage containers used in
remote areas (orchards /vineyards)
are clean, hygienic and designed for
this purpose (potable drinking
water to be made available).

4.512.3 Where 4.5.12.3.1 Where communal accommodation is
provided the following should be considered:
v. A minimum allocation of 4 square
metres per person.

Vi. A minimum wall height of 2.1
metres.

Vii. In rooms where workers share
space, a reasonable number of
workers can share the same room
(standards range from 2 7 8 given
the size of the room).

communal
accommodation is
provided there must
be adequate space to
avoid overcrowding.

viii. The usual standards consist of 10.5
cubic or 4 -5 square metres (IFC and
EBRO 2008).
The Business will not 4.6.1 Where alcohol 4.6.1.1 Pro-active Awareness sessions GSR 2A All Immediate
promote or abuse is/could be a explaining the dangers of alcohol dependency
implement any problem, pro -active and intoxication whilst at work. Schedule 8 of
practices that steps are taken to LRA: Code of
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perpetuate a culture
of alcohol
dependence. Where
alcohol dependence
or abuse is identified
as a problem,
employers shall take
reasonable steps to
address these risks.

mitigate the risks of
intoxication at the
workplace and to
empower workers to
make informed
decisions about the
ensuring safety at
work and the dangers
of consumption of
alcohol.

4.6.1.2 Written Alcohol and Substance Abuse
Policy is made available.

4.6.1.3 Policy is explained to workers.

4.6.1.4 Peer Educator tra ining programme.
4.6.1.5 No alcohol subsidised bonuses.

4.6.1.6 Policy on Alcohol and Substance Abuse

outlines rehabilitation process and support
programme is available on site.

Good
Practice:
Dismissal




5. Freedom of association & the right to bargain collectively
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WIETA Code Indicator Guidance Notes Reference Applicabili | Action
Principle ty

5.1 All workers have the 5.1.1 All workers are 5.1.1.1 A written policy on freedom of WIETA Code All Immedi ate
right to join or form free to join or form a association is in place. This can also be included Principle 5.1

trade unions or any
other
organisations/structu
res of their own
choosing, without
prior authorisation
from their employer.

trade union.

5.1.2 All workers are
free to form any
mechanism of their
choosing to advance
communication in the
workplace.

in the company poli cy.

5.1.1.2 The policy specifically states that all
workers (including permanent, seasonal and
temporary workers) have the right to freedom
of association.

5.1.1.3 There is evidence that the business has
taken reasonable and consisted steps to ensure
that workers understand that they have a right
to freely associate, join unions/structures of
their choice and to organise amongst
themselves.

5.1.1.4 There is no evidence that seasonal and
temporary workers are excluded from
information on the freedom to associate as well
as structures of worker representation in any
way or form.

Section 24 of
the RSA
Constitution

ILO C87

SMETA Clause
2
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5.1.3 The Business
can demonstrate that
it has taken
reasonable steps to
ensure that workers
understand that they
have a right to
organise among st
themselves.

5.1.4 Clear
procedures and
protocols allowing for
access to the site are
in place should
workers wish to invite
unions/worker
organisations to come
and address them on
farm or in cellar on
the freedom of
association.

5.1.5 Thereis
eviden ce that all
workers have been
informed of these
procedures and
protocols.

5.1.5.1 There is evidence of workers
participating in structures that would enhance
communication and resolutions taken on issues
of dispute between themselves and
management and within the workplace.
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5.1.5.2 There is evidence that the outcome of
these engagements is communicated to the
workers via a feedback mechanism (for

5.1.6 Workers feel example: bulleted boards, written

comfortable enough communication and/or representative

to follow these meetings).

procedures.

5.2 All workers have the 5.2.1 Where thereisa | 5.2.1.1 There are records that the right to WIETA Code All Immediate
right to bargain majority unio nin collective bargaining is being recognized and Principle 5.2
collectively. The place, there is record exercised.

Business shall of an agreement ILO C98
provide workers, and between
their representatives management and that ILO Manual
who engage in the union is able to 1960
collective bargaining, organise and bargain
with all relevant on the site in
information to enable accordance with the
them to engage Labour Relations Act.
meaningfully. This may be

concluded in writing

via a collective

bargaining

agreement, but it is

not a requirement in

order for collective

bargaining to

proceed.

5.3 The Business shall 5.3.1 Unilateral 5.3.1.1 The Business can demonstrate that WIETA Code All Immediate
ensure that wage changes in the terms wage revision and benefits of employment or Principle 5.3
revision and benefits and conditions of any other change to the terms and conditions
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of employment are
determined through
a process of fair
engagement in which
workers get a
genuine and fair
opportunity to
represent their
interests.

employment do not
occur at the
workplace.

of employment are determined through fair
engagement with workers.

5.3.1.2 The terms and conditions of
employment are discussed with workers or
worker representatives.

5.3.1.3 There are records of such discussions
and the agreements reached.

5.3.1.4 There is no evidence that workers were
not given a fair and true opportunity to present
their interests.

54

The Business shall
adopt an open
attitude towards the
activities of trade
unions and other
mechanisms of
worker organizations
and their
organisational
activities. The
Business shall allow
and facili tate trade
union access to the
workplace to
organise workers and
shall not discriminate
against any person
because of his or her
trade union

5.4.1 Workers wanting
to join a union or who
are already members
of a unio n are not
victimised or
discriminated against.

5.4.2 Workers who
want to form an
organizing committee
to represent their
interest in the
workplace are not
victimised or
discriminated against.

5.4.1.1 There have been no incidents of
victimisation or discrimination against
employees who want to join a union or who are
already members of a union.

5.4.1.2 The Business has not interfered to
prevent, influence or discipline the participation
of trade unions or collective bargaining
processes.

5.4.2.1 There have been no incidents of
victimisation of/discrimination against
employees for the formation of an organizing
committee in the workplace.

5.4.2.2 The business has not interfered to
prevent, influence or discipline the activities of
an organizing committee in the workplace

WIETA Code
Principle 5.4

Fairtrade
International
Freedom of
Association
Protocol

Sec. 13 of the
LRA

All

Immediate
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membership or
political affiliation.

5.4.3 Deductions for
union membership
fees are made and
paid over to the union
in accordance with
the LRA.

5.4.3.1 In the case of deductions:

a) Workers have signed an agreement
authorising deductions.

b) Deductions for membership
and paid to the union.

fees are made

5.5

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

5.5.1 Union officials
have access to their
membership in
accordance with the
LRA, applicable
legislation and site
procedure.

5.5.2 Trade union
members and officials
have access to
facilitie s at the
workplace in
accordance with the
LRA, site policies and
procedures.

5.5.3 Shop stewards
have been elected in
accordance with LRA.

5.5.1.1 Union officials have access to the
worksite to meet with their membership, all in
accordance with the LRA a nd with the specific
farm procedure for access.

5.5.1.2 This procedure has been communicated
to workers and/or shop stewards, they are
aware of these procedures and are allowed to
effectively make use of them.

5.5.2.1 Trade union members and officials have
access to facilities at the workplace as per
agreement with management so as to access
points and times.

5.5.3.1 Shop stewards have been elected.

5.5.3.2 Workers should be permitted to display
the names and/or pictures of unions/worker
organisations with contact details in areas that

WIETA Code
Principle 5.5

All

Immediate
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are freely and frequently accessible to all
workers.
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WIETA Code Indicator Guidance Notes Reference Applicabili | Action
Principle ty

6.1 The Business shall not | 6.1.1 There is no 6.1.1.1 The Business must take steps to WIETA Code All 6.1
engage in or support systematic practice of | promote equal opportunity, and race and Principle 6.1. Immediate
unfair discrimination, unfair discrimination, gender equality in the workplace by eliminating 6.2
including race, as defined in the unfair discrimination in all employm  ent RSA Immediate
gender, sex, Constitution and the practices. Constitution 6.3
pregnancy, marital Employment Equity Sec 9 Immediate

status, ethnic or social
origin, sexual
orientation and
LGBTQ+ communities,
age, disability,
religion, HIV status,
conscience, beliefs,
cultural practice,
language and birth or
any other arbitrary
grounds in respect of
their employment
practices and policies.

Act.

6.1.2 Race and
gender equality
underpin

recruitment,
remuneration and
promotion processes.
6.1.3 The Business
follows established
policies and
procedures to ensure
unfair discrimination
is not practised.

6.1.4 Employment
practices and policies
include, but are not
limited to,

6.1.1.2 There is no evidence of discrimination
on the basis of race, gender, sex, pregnancy,
marital status, family responsibility, ethnic or
social origin, colour, sexual orientation and
LGBTQ+ community, age, disability, religion, HIV
status, conscience, belief, political
opinion/beliefs, culture, language and birth,
caste, social background, disease, nationality,
membership in union organisations, political
affiliation, gender or any other personal
characteristics or belief.

6.1.1.3 A copy of the Employment Equity Act is
available in the workplace.

6.1.2.1 The policies of the company include
guidance on, at least: recruitment,
remuneration, access to training, promotion,
benefits of employment, discipline, termination,

Employmen t
Equity Act Sec
5,6&7 (1)
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recruitment,
remuneration, access
to training,
promotion, benefits
of employment
(including housing
and pay benefits),
discipline,
termination,
retirement, working
conditions and job
assignments.

6.1.5 Medical testing
is only done when
permitted by law and
is not used as
grounds for
discrimination.

retire ment, working conditions and job
assignments.

6.1.5.1 No medical testing unless legislation
permits or requires the testing; or it is
justifiable in the light of medical facts,
employment conditions, social policy, the fair
distribution of emp loyee benefits or the
inherent requirements of a job.

6.1.5.2 If testing is required by legislation, the
results are not used in a discriminatory manner
and are kept in the strict confidence.

6.2

The Business shall
base all terms and
conditions of
employment on an
individual's ability to
do the job and not on
the basis of personal

6.2.1 The Business
has implemented a
grading system to
indicate different
levels of jobs and
wages.

6.2.1.1 The grading system ensures equal pay
for equal and equally valuable work as per

Employment Equity classification requirements.

This ensures that there is no difference
between men/women and permanent/non -
permanent workers.

EEA 55 of
1998

Skills
Development

All

Immediate
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characteristics or
beliefs.

6.2.2 Access to
permanent
employment is
available to all eligible
persons

6.2.3 Equal
opportunities for
promotion are
available

6.2.4 Equal
opportunities for
training are available

6.2.2.1 Employed male and female workers and
workers from different eth  nicity groups receive
the same benefits, e.g. remuneration on rainy
days.

6.2.3.1 There are male and female workers in
senior positions/higher job categories.

6.2.3.2 Workers from different races have equal
opportunity to be eligible for senior
positi ons/higher job categories

Levies Sec. 3
and 6

6.3

The Business shall not
tolerate incidences of
sexual and racial
harassment, or
bullying at the
workplace (including
the use of
discriminatory
gestures, language
and physical contact)

6.3.1 Incidents of
racial and sexual
harassment or
bullying are not
tolerated, and the
employer has a policy
in place to deal with
complaints of this
nature.

6.3.2 Grievances
regarding the sexual

6.3.1.1 There is no evidence of sexual
harassment and/or gender harassment in the
workplace.

6.3.1.2 There is no evidence of racial
harassment in the workplace.

6.3.1.3 There is no evidence of bullying in the
workplace.

6.3.1.4 There is no evidence of coercive,
threating, abusive or exploitative behaviour in
the workplace.

6.3.2.1 There is a designated person (preferably
female) appointed to deal with instances of

Code of Good
Practice in the
handling of
Sexual
Harassment
casesZ RSA

All

6.3.1
Immedi ate

6.3.2.
Immediate
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harassment of
women are handled
by a woman with
direct access to top
management.

6.3.3. There is an
effective remedy to
address all workers
who have been
harassed, bullied or
are victims of abuse
and violence

sexual/gender harassment and the
responsibilities of thi s person is captured in the
company policy.

6.3.2.2 Reports of sexual harassment and
gender violence are sensitively handled
reported and confidential without fear of
reprisal.

6.3.3.1 Businesses to establish fair and legal
procedures for workers who ha ve been
subjected to physical violence and abuse.

6.3.3.2 Businesses to establish fair and legal
procedures for women who have been
subjected to gender violence and abuse.

6.3.3.2 Ensure that women have access to these
mechanisms and feel free to uset hem.

6.3.3.3 The business investigates and imposes
penalties for perpetrators of violence against all
workers and in particular, violence and abuse
against women




Page 74 of 129

6.4

The Business shall
implement
measures to
promote and
advance previously
disadvantaged
persons, in line with
the provisions of
the Employment
Equity Act 55 of
1998 and the Skills
Development Act.

6.4.1 Employment
Equity measures
have been
implemented by
the Business.

6.4.1.1 To ensure compliance:

a) TheBusinesshall appoint a senior manager,
with the responsibility of Employment Equit)
in the workplacewho isassigned the roles
and responsibilities to execute in their
regard.

b) For Affirmative action measures, a
designated employer is defined as:

i.

c) Adesignated employer must:
i.

An employer wheemploys 50 or
more employees

An employer who employs fewer
than 50 employees but has a total
annual turnover that is equal to or
above R6 million in agriculture

Collect information and conduct an
analysis of its employment actices,
policies, procedures and the working
environment in order to identify
employment barriers which adverse
affect people from designated
groups.

Consult with employee
representatives or a trade union
representing members at the
workplace on the coduct of the
abovementioned analysis, the
preparation and implementation of
the Employment Equity plan and an
Employment Equity report submitteg
to the Department of Employment
and Labour.

EEA section
1 read with
Schedule 4

EEA section
18

EEA section
20

EEA setion
21(1)

EEA section
21(2)

EEA section
25(1)

EEA section
25(2) and
25(3)

All: in line
with
legislative
requirem
ents as
set out in
the
Guidance
Notes

Immediate
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6.4.2 The Business
shall be compliant
with the Skills
Development Act .

ii. Prepare and implement an
Employment Equity plan which will
achievereasonable progress toward
Employment Equity in the workforce

d) Adesignated employer who employs fewer
than 150 employees must subntiteir report
G2 GKS 5ANBOG2N DSy |
Department of Employment and Labour on(
every two years on the firstorking day of
October.

e) Adesignated employer who employs 150 ol
more employees must subrmtiteir report to
the DG once every year on the first working
day of October

f) Adesignated employer must displalye
provisions of the Employment Equity Aat
the workplace.

g) Adesignated employer must place the most
recent report submitted to the D@ a
prominent place The Employment Equity
plan must be available to employees

6.4.2.1 To ensure compliance:

a) Every employer that spends R5000 or
more onwages annually, must pay a 1% Sk
Development Levy.

b) Where funding is being claimed from the
ills DevelopmentLevy; a Skills
Development Plan and Report is submitted
the DG.
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WIETA Code Indicator Guidance Notes Reference Applicabili | Action
Principle ty
7.1 Respect is shown in 7.1.1 All workers are 7.1.1.1 The Business has put measures in place International All 7.1.1
the workplace so that treated equally with to promote respectful behaviour in the Standard Immediate
employees and dignity and respect. workplace. 7.1.2
employers are ILO 111, Immediate
treated with dignity. 7.1.2 The Business 7.1.2.1 Workers are informed of their legal Discrimi natio
has implemented rights and responsibilities as set out in n
measures to make employment contracts and workplace rules. (Employment
workers aware of and
their rights and 7.1.2.2 Workers can communicate directly or Occupation),
responsibilities in the through mechanisms of worker representation 1958
workplace. about issues related to their rights and
responsibilities in the workplace.
7.1.2.3 Workers f eel safe to express themselves
and racial and gender stereotypes, roles, norms
are challenged. Workers can safely raise
concerns about racial and gender inequality
harassment and discrimination in the
workplace.
7.2 Physical abuse, 7.2.1 Physical abuse, 7.2.1.1 There are no instances of intimidation, International All Immediate
corporal punishment, corporal punishment, physical or verbal abuse being reported Standard
the threat of the threat of physical through the grievance and disciplinary systems
physical/verbal abuse | or verbal abuse and of the Business. ILO 111,
or harassment and all | intimidation is not Discriminatio
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other forms of
intimidation shall be
prohibited.

used in the
workplace.

7.2.2 Employees

7.2.2.1 Workers are not subjected to any verbal
abuse or other forms of intimidation and
abusive behaviour between co -workers as well
as between managers/supervisors and

workers.

n
(Employment
and
Occupation),
1958

(including supervisors | 7.2.2.2 In cases where evidence of abuse is SMETA Clause
and managers) are found, the business has developed and 9
not subjected to implemented a mechanism that:
verbal, physical or a) Raises awareness and training to create a Amfori
other forms of culture of tolerance and respect. Performance
abusive and b) Investigates and ensures penalties for Area 11
intimidating violent and abusive behaviour
behaviour. ¢) Recognises key workers who consistently

display respectful behaviour.

7.3 The Business shall 7.3.1 Disciplinary 7.3.1.1 To ensure compliance: LRA section All Immediate
adopt disciplinary code and procedures a) A written disciplinary code is in place. 185 read with
rules and procedures are fair and are in b) Disciplinary procedures are fair and are in Schedule 8
that comply with the accordance with the accordance with the provisions of the LRA. Code of Good
provisions of the provisions of the c) All workers are informed of the disciplinary Practice
Labour Relations Act Labour Relations Act code and procedures.

66 of 1995 (Schedule and the WIETA Code. | d) Managers and supervisors follow the Amfori
8 in particular) and correct disciplinary procedures which is Performance
shall keep records of also applicable to them. Area 4

all disciplinary
proceedings.

e) No fines, other deductions, threats or
mention thereof shall be permitted as a
form of di scipline.

f)  Records of all disciplinary procedures are
kept.
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7.4 Workers should be 7.4.1 Formal 7.4.1.1 A formal mechanism is set up in SMETA Clause | All Immediate
encouraged to make grievance procedures | consultation with workers. 9
use of fair grievance are in place and
procedures and workers are able to 7.4.1.2 The mechanism is implemented and
dispute resolution raise grievances workers are aware of it:
mechanisms and they | without fear of a) The mechanism is accessible & displayed.
should not be reprisal and in a b) Newly recruited workers are made aware of
discriminated against, | manner of their such mechanism.
disciplined or choosing.
dismissed for having
done so. 7.4.1.3 There is evidence of effective

implementation and of disputes being resolved:

a) A person who is able to manage conflict
and resolve disputes is identified.

b) The grievance and dispute resolution
mechanism is fair and trustworthy.

¢) Transparent communication on the
outcome of the complaint or dispute and its
final remedy.

d) Where issues cannot be resolved, a
recognised mechanism for seeking external
support in mediation and conflict resolution
is made accessible to both workers and
management.

e) Records of grievances and the outcome of
the grievance process are kept.

7.5 The Business must 7.5.1 Workers have 7.5.1.1 Training is given to managers, Amfori All Immediate
explain the adopted been informed of the supervisors, workers and their representatives Performance
disciplinary rules and disciplinary on the disciplinary procedure and includes, at Area 4
procedures, the procedures and minimum:
grievance procedures | grievance
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and the dispute
resolution
mechanisms to
workers in clear and
underst andable
terms.

procedures,
understand the
disciplinary
procedures and are
comfortable to use
the grievance/dispute
procedure.

a) When the disciplinary procedure will be
conducted.

b) How the disciplinary procedure works.

c) The rights and responsibilities of both the
Business and the wor kers as set out in the
procedure.

d) The possible outcomes of the disciplinary
procedure.

7.5.1.2 Training is given to managers,

supervisors, workers and their representatives

in how to use the mechanism and includes, at

minimum:

a) What a grievance is.

b) How to raise a grievance.

¢) Where to get information on the
mechanism.

d) Possible alternative disp ute resolution
mechanisms or social dialogue platforms.

7.5.1.3 Records of the trainings are kept:

a) Training provided (or interpretations where
applicable) are delivered in languages
spoken by a majority of workers.

b) Attendance registers to be kept of all
workers who attended the training.

SMETA Clause
9




8. Decent working hours
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WIETA Code Indicator Guidance Notes Reference Applicabili | Action
Principle ty

8.1.1 The Business shall To ensure compliance : Basic All Immediate
ensure that they a) Workers are made aware of the number of Conditions of
comply with National hours worked per week (working hours). Employment
Labour Law in b) Employment contracts should state the Act.

respect of working
hours.

Normal working
hours do not exceed
45 hours per week.

8.1.1.1 The averaging
of working hours due
to seasonality shall
be undertaken
according to legal
requirements.

number of ordinary hours worked.

8.1.1.1.1 The averaging of working hours

conforms to the following:

a) Working hours are not extended for more
than 5 hours per week for a period longer
than four months in any continuous 12 -
month period.

b) Working hours are reduced by the same
number of hours during a period of the
same duration in a 12 -month period.

¢) Where an agreement for the averaging of
hours has been made,
ordinary hours of work shall not be more
than 10 hours on any day.

d) Fixed term/seasonal workers working
extended working hours must be
compensated with overtime pay if it is not
possible to reduce their working hours
during other periods throughout the year.
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A written agreement on the averaging of

working hours is in place and workers

understand the content of the agreement.
8.1.1.2 Any night 8.1.1.2.1 Night work conforms to the following: SD13 Clause
work shall only be a) A worker performs regular night work when 12
performed under he/she performs work after 20:00 and
agreement with the before 04:00. SD13 Clause
worker. Where b) The business pays the worker an allowance 17
workers are required of at least 10% of the daily wage.
to perform night ¢) Where a worker regularly performs night National
work on a regular work: Minimum
basis, management i. The worker may reque st to undergo | Wage Act,
shall inform the a medical examination for the 2018
worker (either in account of the employer concerning
writing or orally in a those hazards: 1) Before the worker
language that the starts/within a reasonable period of
worker understands) the worker starting such work; or 2)
of any health hazards At appropriate intervals while the
associated with that worker continues to perform such
work and of the work.
wor ker As ri ii. Transport is provided from and to
undergo medical the workers' residence at the start
examination. and end of the night shift.
8.1.1.4 Any worker
who works for less
than 4 hours on any
day, must be paid for
at least 4 hours of
work on that day.
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8.1.2 Overtime work and 8.1.2.1 Overtime 8.1.2.1.1 Overtime work and work on public SD13 Clause All Immediate
work carried out on work and work on holidays conforms to the following: 13
public holidays is public holidays is a) Workers confirm that the work is voluntary
voluntary. voluntary and and that they were consulted in advance
workers are b) Agreement on overtime work was done
consulted in advance. according to legislation
This is in accordance c) Overtime work is being conducted in
with their contract accordance with written contract
and legislation.
8.1.3 Overtime hours do 8.1.3.1 Overtime 8.1.3.1.1 Overtime conforms to the following: SD13 Clause All Immediate
not exceed 10 hours work does not a) Overtime does not exceed 15 hours per 13
a week for cellars and | exceed: week for workers employed on farms and SD13 Clause
15 hours for farms a) 10 hours per wine estates and 10 hours per week for 14
and wine estates. week for c ellar cellar workers. SD13 Clause
Overtime work is workers (and not b) Workers do not work more than 12 hours, 13

remunerated at a
premium of one and
a half (1.5) times the

wor ker As ho

more than 12
hours, including
overtime, on any
given day)

b) 15 hours per
week for workers
employed on
farms (and not
more than 12
hours, including
overtime, on any
given day).

c) Any overtime
worked on a
Sunday must be
paid in
accordance with

including overtime, on any given day.

c) afarm worker who does not reside on the
empl oyer As farm who
must be regarded as having worked at least
two hours on that day.

Any time worked on a Sunday by a farm
worker is not t aken into account in
calcul ating a
of work but calculated in accordance with
the Sunday payment provisions in Section
13 of the SD 13.

If a shift worked by a farm worker falls on a
Sunday and another day, the whole shift is
deemed to have been worked on the
Sunday, unless the greater portion of the
shift was worked on the other day, in which

w

farm wo
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the provisions for
Sundays and
Public holidays

case the whole shift is deemed to have
been worked on the other day.

1 Cellars and production sites who do not
source grapes from their own vineyards
fall under the Basic Conditions of
Employment Act

8.1.4 Workers do not work 8.1.4.1 Workers are 8.1.4.1.1 Workers get a break of at least 36 SD13 Clause All Immediate
for more than a week granted rest periods. hours every week or 60 hours for every two 18 & 19
without a break of at No worker works weeks worked, a s per agreement.
least 36 hours and more than a week
adequate meal without a break of at
breaks are given. least 36 hours.
8.1.4.2 Adequate 8.1.4.2.1 Meal breaks conform to the following:
meal breaks are given | a) When a worker works continuously for
more than 5 hours, he/she receives a meal
interval of at least 1 continuous hour within
that day shift.
8.1.5 Workers receive at 8.1.5.1 All workers 8.1.5.1.1 Annual leave complies with the SD13 Section | All Immediate

least three weeks of
paid leave per year.

are entitled to paid
annual leave in
accordance with
legislation.

following:

a)
b)

c)

All workers are entitled to annual leave
according to the SD13.

Permanent workers are entitle d to 15
business days of annual paid leave.
Seasonal workers/fixed term workers who
work more than 4 months in succession, or
for more than 4 months in a year, are
entitled to leave payment equal to 1 day

21&29
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8.1.5.2 Annual leave
is paid in accordance
with legislation.

8.1.5.3 Additional
leave is granted
irrespective of each
public holiday that
falls within the

wor ker As |

e

per 17 days worked at the end of their
contract.

d) No worker is required or permitted to work
for the employer during their period of
leave.

8.1.5.2.1 Annual leave is paid before the
commencement of the leave period.

8.1.5.3.1 Additional leave is granted without

including public holidays that may fall wit  hin
the annual leave period. The public holiday will
not be seen as part of the annual leave period.

8.1.6

Regarding sick leave,
workers are paid in
accordance with the
provisions of the
Basic Conditions of
Employment Act and
SD13

8.1.6.1 All permanent
workers receive paid
sick leave equivalent
to 30 days leave
within a 36 -month
cycle.

8.1.6.2 All

seasonal/f ixed term
workers receive 1 day
paid sick leave for
every 26 days
worked.

8.1.6.3 Workers
taking sick leave are
only required to

8.1.6.1.1 All permanent workers receive sick
leave in accordance with legislation. This equals
to 30 days sick leave in a 36 -month cycle.

8.1.6.2.1 All fixed term workers receive paid sick
leave in accordance with legislation. This is 1
day for eve ry 26 days worked for the first 6
months of employment.

8.1.6.3.1 The policy or contract is in accordance
with legislation and records are kept indicating
the practice.

SD13 Section
22

All

Immediate
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provide a medical
certificate if they are
absent for more than
two days or, on the
second occasion,
during an eight -week
perio d.

8.1.7

Workers are provided
with maternity,
parental and family
responsibility leave in
terms of the Basic
Conditions of
Employment Act.

8.1.7.1 After being
employed for 4
months, workers who
work 4 days a week
or more receive 3
days of family
responsibility leave
per year.

8.1.7.2 All female
workers receive
maternity leave as
per national
legislation. All male
workers are entitled
to parental leave as

8.1.7.1.1 All eligible workers receive family
responsibility leave in terms SD13.

8.1.7.1.2 Maternity leave conforms to the

following:

a) All women are entitled to 4 months unpaid
maternity leave. A female worker is not
permitted to work for six weeks after the
birth of her child, unless a medical
practitioner or midwife certifies that s
fit to do so.

b) Women with babies are allowed to visit the
clinic, in line with business policy.

¢) Women with babies are allowed to take
time off for breastfeeding, where practical.

heis

8.1.7.2.1 Employees are entitled to 10

continuous unpaid days (includ ing weekends)
parental | eave upon the
child.

BCEA Section
25

SD13 Section
23

All

Immediate
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per national
legislation.

8.2

The Business shall
keep written records
of all hours worked
and leave taken by
employees, in terms
of the Basic
Conditions of
Employment Act and
or SD13.

8.2.1 Management
keeps records of the
time worked by each
worker.

8.2.1.1 Management has a system of checking
and recording working hours.

8.2.1.2 Management has a system in place to
keep record of leave taken b y each worker.

All

Immediate




9. Fair remuneration and sustainable incomes
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WIETA Code Indicator Guidance Notes Reference | Applicabilit | Action
Principle y
9.1 The Business shall 9.1.1 The Business can 9.1.1.1 To ensure compliance: Fairtrade 9.1.1.1 Best Practice
observe a principle of | demo nstrate evidence of a) The wage records of the business Internationa Farms,
fair remuneration wage increases over the past show that wages have increased | Hired wine
that is sufficient years. over time beyond the minimum Labour production
enough to enable wage in accordance with the Standard facilities and
workers and their National Minimum Wage over time. 354 trade
households to secure SMETA
a sustainable income Clause 5
and living wage so as ) 9.1.21
to meet basic needs 9.1.2 If a living wage for the 9.1.2.1 TO_ ensure compllan_ce: ) Wine
such as food, sector or region is available a) Ifaliving wage calculation is Amfori production
clothing, shelter, (and endorsed by National avallgble, the busmes's.has Performanc | facilities
education and to Government), the business considere d how the living wage can e Area 5

have money left over
for discretionary
spending.

has developed a document

illustrating how the living
wage can be reached over
time .

be reached over time.

b) The financial position and continued
sustainability of the business is
included in this consideration.

¢) In cases where businesses make
structured and monthly in  -kind
contributions to workers (i.e. free
housing , subsidised electricity,
transport, food, medical, provident
fund, etc.) this is considered with
the calculation of the living wage.

d) In cases where a living wage
calculation is not available, the
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minimum wage and correct over -
time payments are made.

9.2

The Business can
demonstrate that

they have an
understanding of the
wor kf orceAs
living and quality of

life within regional
contexts and within
supply chains.

Wages and benefits
paid must meet, at a
minimum, the
National Minimum
Wages set by the
National Minimum
Wage Act.

9.2.1 There is evidence that
the business has an
understanding of the
elements contributi ng to the
cost of living and quality of
life in their business and its
supply chains.

9.2.2 Workers are not paid
below the minimum wage set
for workers in the

agricultural sector, including
all workers employed on
farm, in cellar production

and bottling facilities,
domestic workers working in
a house on a farm and
security guards working on
farms directly employed by
the farm. This includes all
categories of workers:
permanent, seasonal,

migran t workers and workers
employed indirectly through
the use of a temporary
employment service or
similar.

9.2.1.1 Elements contributing to the
cost of living and quality of life can
include, but not be limited to; food,
clothing, shelter, education and
discretionary spendin g or saving.

9.2.1.2 The business demonstrates
participation in industry and value chain
initiatives around the living wage.

9.2.2.1 To ensure compliance:

a)

b)

c)

d)

All workers must receive nothing
less than the minimum wage as set
by the Minimum Wage Act.

All workers employed on farms,
under the SD13, will receive a wage
no less than the exempted wage.
Under no circumstances may
workers be paid less than their
normal daily wage according to
their written particulars of
employment/contract and as per
the minimum legislated wage.

All workers shall be paid regularly,
on time as agreed on and reflected
in the empl oyeeAs
employment.

SMETA
Clause 5

Amfori
Performanc
e Area5

SD13
clauses 2
and 4

WIETA
Memorandu
m on Living
Wage

National
Minimum
Wage Act,
2018

Farms

Wine
production
facilities and
trade

All

Measured
Continuous
Improvemen
t

9.21.1
Immediate

9.21.2
Immediate

9.2.1.3
Immediate




9.2.3 The Business ensures
that worker compensation
for overtime, benefits and
leave meets, at a minimum,
the national legal standards
set out by the Sectoral
Determination for
Farmworkers and BCEA.

9.2.4 An employee or a
worker as defined in section
1 of the National Minimum
Wage Act, 2018, who works
for less than four hours on
any day must be paid for four
hours work on that day.

9.2.5 Where production
bonuses are available to
workers, a policy should be in
place which is clearly
communicated before the
season. Workers must be
able to earn at least the
minimum wage.

9.2.3.1 To ensure compliance:

a) All workers receiv e compensation
for overtime, benefits and leave as
stipulated in applicable national
legislation.

b) The business has records of all
overtime, benefits and leave
awarded to workers.

9.2.4.1 This section applies to
employees or workers who earn less
than the earnings threshold set by the
Minister in terms of section 6(3) of the
Act.

9.2.5.1 To ensure compliance:

a) Production bonus rates are clearly
communicated to workers and
there is a record of such
communication.

b) Production bonus rates and
payment is indicated on the payslip
of the worker and illustrates that
the minimum wage is earned.
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9.3

The Business shall
compensate workers
for overtime, benefits

9.3.1 All employees are paid
at least 1.5 times their hourly
rate for overtime worked.

9.3.1.1 Workers are paid 1.5 times their
normal hourly rate for work during
overtime. Where overtime is extended

SD13
Clauses 2
and 4

All

Immediate
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and leave in
accordance with the
national legal
standards set by the
Basic Conditions of
Employment Act,
Sectoral
Determination for
Farmworkers, or
industry benchmark
standards z

whichever is hig hest.

9.3.2 All employees are paid
according to legislation for
work done on Sundays and
public holidays.

9.3.3 All employees working
night work are to receive the
allowance in terms of the
applicable legislation.

9.3.4 All workers who work
for less than 4 hours on any
day must be paid for at least
4 hours on that day.

9.3.5 Workers receive all
leave and other relevant pay
due at the termination of
their contract.

by the Department of Employment and
Labour, additional overtime is

remunerated as per agreement with the
Department of Employmen t and
Labour As overti me e)
business keeps records of such

payments.

9.3.2.1 Work done on Sundays and

public holidays conforms to the

following:

a) Workers are paid for work done on
Sundays according to the SD 13
Section 16 and 20.

b) Compensation f or work done on
Sundays and public holidays must
be paid to the worker during the
same pay period the work was
carried out in.

9.3.3.1 The Business pays the worker an
allowance of at least 10% of the daily
wage.

Basic
Conditions
of
Employment
Act
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9.3.5.1. All workers receive leave and
other relevant pay due at termination of
the contract

9.4

The Business shall
remunerate workers
in accordance with
the principle of equal
pay for equal and
equally valued work.

9.4.1 The Business shall
remunerate workers in
accordance with the principle
of equal pay for equal and
equally valued work.

9.4.1.1 Measures are taken to promote
an objective appraisal of jobs on the
basis of work to be performed.

9.4.1.2 Criteria that needs to be

developed to eliminate residual race

and gender inequalities including, but
not limited to:

a) Responsibilities demanded of the
work.

b) The skills, qualifications (including
prior learning) and experience
required to perform the work,
whether formal or informal.

¢) Physical, mental and emotional
effort required to perform the work.

d) The assessment of working
conditions may include an
assessment of the physical
environment, psychological
conditions, time when and
geographic location where th e work
is performed.

9.4.1.3 The grading system as
developed and implemented by the
business, ensures the principle of equal
pay for equal work of equal value.

All

Immediate
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9.5

Workers shall be
provided with written
and understandable
payslips, whic h
include the clear
documentation of
gross wages, all
deductions made and
net wages.

9.5.1 All workers receive
payslips setting out their
wages (including overtime
payment) and deductions for
the payment period and the
business shall ensure that
employees understand their
payslips.

9.5.1.1 The following items need to be

on the payslip:

a) The name and address of the
business.

b) The name and occupation of the
worker.

c) The pay period in respect of which
payment is made.

d The worker As wag
overtime rate.

e) The number of ordinary hours
worked by the worker during that
pay period.

f)  The number of overtime hours
worked by the worker during that
pay period.

g) The number of hours worked by the
worker on a paid holiday or on a
Sunday.

h) The workerAs wag

i) Details of any other pay arising out
of the workerAs

j) Details of any deductions made.

k) The Unemployment Insurance Fund
(UIF) registration number of the
business and the
contribution to the Fund.

[) The actual amount paid to the
worker.

e

e .

en

W

SD13 Clause
6

All

Immediate
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9.5.1.2 The Business must retain a copy
or record of each statement for three
years.

9.5.1.3 The Business shall ensure that
workers understand their payslips.

9.6 Provision shall be 9.6.1 All workers working for 9.6.1.1 Workers contribute no more Unemploym | All Immediate
made for the more than 24 hours per than 1% of their salaries to the UIF and ent
payment of UIF and month contribute no more this is clearly stated on the payslip of Insurance
other statutory than 1% of their salary to the the worker and in the records of the Contribution
deductions. UIF. business. Act 4 of
2002 Sec 6
9.6.2 The employer pays over | 9.6.2.1 The business contributes at least
2% of all 't he ¢1% andpayments are made tothe UIF . UIF
salarie s to the UIF. The Business keep records of all Guidelines
payments to the UIF.
9.7 Deductions shall not 9.7.1 No deductions are 9.7.1.1 Personal Protective Equipment All Immediate

be made in respect of
protective clothing,

farm equipment or
other items essential

to the performance

of workersA

made in respect of protective
clothing, farm equipment or
other items essential to the
perfor mance
tasks.

of

(3PPE}j ) s ho udemedb e
necessary by the risk assessment, or
required by company policy.

9.7.1.2 Workers can only be charged for
optional items (e.g. better -quality work
shoes) as part of a loan agreement
between the two parties.

9.7.1.3 Workers need to decide on
optiona | items themselves.

f

I
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9.7.1.4 If seasonal/fixed term (or other)
workers pay a deposit for working
clothes, they should receive a receipt.

9.8 Where farm shops 9.8.1 Where deductions are 9.8.1.1 Deductions for the purchase of SD13 Clause | All Immed iate
exist, the Business made f or farm shop items, farm shop items are allowed where: 8
shall ensure that they | the deduction should enable a) The farm shop operates on a cost
are run in an open the worker to have sufficient recovery basis.
and transparent remaining remuneration b) There is parity of prices with local
fashion and shall available for other household retailers.
ensure that workers needs. c) Workers initiate the sale voluntarily.
are not overly d) There is an addendum to the
indebted to, and worker contract on shop deductions
therefore reliant exceeding 10% stating that the
upon, this shop or deduction is permissible.
any other system e) The items bought are listed with
whereby deductions prices in a public space.
are made for f) The worker signs for what is bought
groceries or against a receipt.
household provisions
acquired on behalf of
the worker. 9.8.1.2 The worker is provided with a

receipt or invoice identifying the items
and the cost of items when the
deduction for farm shop items is made.

9.9 The Business shall 9.9.1 Alcohol is not provided 9.9.1.1 There are no deductions on National All Immediate
not provide alcohol as any form of payment. payslips for wine, unspecified items, Liquor Act
as payment, part of incentives or gifts in the form of wine Chapter 2,
payment or as a converted into other forms like cash or S8(2)
voluntary personal development awards.
consideration that
can be taken in lieu of
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an equivalent portion
of their wages.

9.10

All other deductions
from worker
must be done in line
with legislation and
there may be no

other deductions
prohibited by
legislation.

9.10.1 All deductions are
done in line with legislation
and there are no other
deductions prohibited by
legislation.

9.10.2 The Business does not
make any dedu ctions in
respect of fines levied against
workers. Deductions for loss
or damages are only allowed
where in line with legislation.

9.10.1.1 All deductions from workers'
wages are managed and done in
accordance with national legislation.
There is no evidence that other
deductions that are prohibited by
legislation are made.

9.10.2.1 No fines are levied ag ainst
workers.

9.10.2.2 Deductions for loss or damage

are only made if:

a) The loss or damage occurred in the
course of employment and was due
to the fault of the worker.

b) The business followed a fair and
transparent procedure and has
given the worker a rea sonable
opportunity to show why the
deductions should not be made.

c) The total amount of debt does not
exceed the actual amount of the
loss or the damage.

d) The total deduction from the
wor ker As
exceed % of
remuneration.

t he

remuner at

SD13 Clause
7

SD13 Clause
8

SD13 clause
8(1)(d)

SD13 Clause
8

SD13 clause
8(5) and 8(6)

All

Immediate
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9.10.3 Deductions do not
exceed 10% of
wage in reference to the
repayment of any amount
loaned.

9.10.4 Where deductions are
made for farm shop items,
the deduction should not
exceed 10% of
wage.

9.10.3.1 110 ensure compliance:

a) Deductions do not exceed 10% of
the worker As wage
repayment of money loaned.

b) All deductions for loans are guided
by a signed agreement between the
business and the worker.

¢) Inthe case of further deductions,
the agreement will need to be
revised and signed by both parties.

d) The amount of the loan.

e) The payment terms.

f) An exit strategy that would regulate
the termination of employment.

9.10.4.1 To ensure compliance:

a) Deductions do not exceed 10% of
the worker As wage
(non-farm shop - ratio items).

b) The food is provided free of
additional charges.

¢) The food is provided on a consistent
and regular basis as a condition of
employment.

d) The deduction does not exceed the
costs to the business of supplying
the food.

e) A worker cannot be compelled to
purchase food from a business.

f) For farm shop -bought items, goods
purchased by the worker at the farm
shop can be made by the business

f
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provided that the nature and
guantity of the goods are sp ecified
and are in correlate with the proof
of purchase.

9.10.5 On-farm worker
accommodation: Deductions
do not exceed 10% of the
wor ker As wage
accommodation provided.

9.10.5.1 Deductions do not exceed 10%

of the workerAs wagée

f| accommodation provided, and the

following is in place:

a) Money is deducted only from one
worker per family.

b) No deductions are made for
electricity, water or other services
where accommodation is deducted.

9.10.5.2 Where 10% is deducted for

accommodation, no deductions can be

made for electricity:

a) The worker may purchase electricity
via the pre -paid system.

b) Where there is no prepaid system
and the business makes a deduction
for housing, no further deductions
for electricity may be made.

c) Where there is no prepaid meter,
the business may only deduct for
electricity where there is no

9.10.6 On-farm communal deduction for accommodation.

housing: Combined
deductions made for the
communal unit do not
exceed 25% of the applicable

9.10.6.1 Deductions for the provision of
communal worker accommodation do
not exceed 25% of the applicable
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minimum wage. An equal
amount must be deducted in
respect of each of the
workers residing in the
accommodation. Deduction
should never excee d 10% of
the workerAs

W ¢

minimum wage and the following is in

place:

a) Where two or more workers reside
in communal worker
accommodation, the business may
deduct in total 25% of the minimum
wage of all workers sharing the
communal worker accommodation
and not sharing a room.

b) The business must deduct an equal
amount from each worker. Where
the business is deducting from two
workers, the deduction may not
exceed 10% of the worker's wages
and where the bu siness is deducting
from 3 or more workers it may not
exceed 25% of the total wages of the
workers.
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WIETA Code Indicator Guidance Notes Reference | Applicabili | Action
Principle ty

10.1 Work performed 10.1.1 All persons deemed to 10.1.1.1 Factors set out in Section 83A BCEA All Immediate
must be on the basis be employees in terms of are present, which give rise to the section 83A
of a recognised Section 83A of th e BCEA are | presumption that persons providing and section

employment accorded the status of services are employees and not 84
relationship, employees and not independent contractors. This includ es,

established through a | independent contractors. but is not limited to: SD13 clause
contract. a) A workerAs job is |33and34

or direction of another person.

b) A worker As hours o
the control or direction of another
person.

¢) The worker has worked for the
business for an average of at least
40 hours per month over the last
three months.

d) The worker is economically
dependent on the business for who
he/she works or renders services.

e) The worker is provided with the
tools of the trade or work
equipment by the business.

f)  The worker only works for the one
business.
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10.2

Prior to the
commencement of
employment, all
workers shall be
provided with a
contract of
employment which
will set out their
terms and conditions
of employment.

10.2.1 Workers must be
provided with the written
particulars of employment/a
worker contract in line with
SD13 Section 9 or BCEA 29
and have access to this.

10.2.2 Written particulars of
employment/a worker

contract have been explai ned
to workers in a language they
understand.

10.2.3 The business must
have a copy of the worker
contract/the written

particulars of employment.

10.2.4 Written particulars of
employment/the worker
contract of employment is

10.2.1.1 To ensure compliance:

a) All workers are aware that they
have received written particulars of
employment/a worker contract.

b) Written particulars/worker contract
of employment contracts comply
with SD13 or BCEA 29 as applicable.

c) Written particulars of
employment/contract are revised,
updated or amended if there is any
change in the
employment.

d) Workers are informed of the
content of their written particulars
of employment/worker contracts
and of when they are updated or
amended.

10.2.2.1 Workers can generally
understand the terms and conditions of
their employment.

10.2.3.1 Signed copies of employment
contracts are available to workers on
request, from the business.

wor k

BCEA 29

SD13 clause
9

All

Immediate




Page 101 of 129

signed by both the business
and the worker.

10.3

Obligations to
workers 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
home -working
arrangements, or
through
apprenticeship
scheme s 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 or time -
limited contracts of
employment. The
Business shall ensure
that the employment
relatio nship that they

10.3.1 The Business
maintains records of dates
that all temporary employees
are employed/have been
employed in the past by the
business, as well as the
duration of their
employment.

10.3.2 The Business shall
accumulate all leave and
other benefits due to
temporary workers by law
when they return to the
same site where they have
previously worked.

10.3.3 Where temporary
work is available, preference
is given to temporary
employees who have
regularly provided temporary
services to the business in
the past from the local region
or area, or where temporary
employees have a
reasonable expectation of
the renewal of their
contracts.

10.3.1.1 A system of recording the dates
of employment and duration of the
employment (clock in and out times) of
all temporary employees is in place and
records shall be maintained for 3 years.

10.3.2.1 Temporary workers that leave
and return t o the same place of work
accumulate all leave and other benefits
due to them. Employment records are
kept as evidence that these
requirements are implemented.

10.3.3.1 To ensure compliance:

a) The first option of re -employment is
given to local temporary w orkers
who have provided the longest
service to the business in the past.

b) The following factors may influence
recruitment in this regard:

i Workers are no longer
available to provide
services.

ii. After the implementation of
a fair procedure, their
contracts are not renewed

All

10.3.1
Immediate
10.3.2
Immediate
10.3.3
Measured
Continuous
Improvemen
t
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enter into does not
create further
insecurity or
social/economic
vulnerability for the
workers employed in
the business.

for a reason relating to
misconduct, incapacity or
operational requirements.
c) The following factors that can be
considered in justifying the
Busi ness A de c-engpioy n
local temporary workers who have
provided services in the past:

i Where the worker has been
dismissed for reasons of
incapacity or misconduct
following a fair procedure
supported by records of
such.

ii. Affirmative Action measures
put in place to encourage
greater diversity may impact
upon regular employment
of temporary workers which
have provided services to
the Business in the past.

iii. Where Affirmative Action is
implemented, this must be
done in line with an
Employment Equity plan
which workers have been
consulted on.

iv. The operational
requirements of the
business require a change in
recruitment practices. This
decision is supported by a
fair process.
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10.4

Businesses who make
use of temporary
employment services
(TES) orother service
providers that deliver
a service connected
to the core activities
of the business, shall
implement an
effective system. This
shall determine the
decent conditions of
employment and the
safety of workers
provided by the
service provider as
well as ensure that
the service provider is
complying with the
standards set out in
this Code. Priority is
thus placed on
providing employees
working on their
premises, with
information about
their rights,
responsibilities and
working conditions.

10.4.1 A system is in place to
check and monitor the
working conditions of all
workers who work on the
premises of the business, but
who are not employed
directly by the business. This
can include, but not be
limited to, the workers of the
TES and other service
providers who provide
services related to the core
activities of the business as
defined in Principle 1.3 of this
Standard.

To ensure compliance, the Management
System, at minimum, considers the
following:

10.4.1.1 Monitoring by WIETA:

a) The Business encourages the
service provider, where they
operate as a viable registered
business to undergo a social audit
and become certified by WIETA
OR

b) The Business ensures that the
service provider is included in the
WIETA audit process either during
the audit tak ing place during
harvest or during a period of high
operational activity when contract
workers are on site.

10.4.1.2. The business only uses

registered and legally compliant

employment services and, at minimum,

has:

a) A signed service level agreement
with the TES.

b) Proof that the TES is registered with
Department of Employment and

Labour for UIF and COIDA purposes.

S2G Toolkit
Guidance on
TES

All (if TES
or labour
for core
services is
used)

Immediate
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10.4.1.3 The signed service level

agreement with the TES includes:

a) Evidence that it is registered.

b) Is aware of, and provides work ers
access to, relevant labour
legislation.

c) Is committed to implementing
responsible labour management
practices.

d) Incorporates responsible practices
in the sourcing and recruiting of
workers.

e) Respects workersA
of association and collective
bargaining.

f) Does not tolerate any form of
discrimination, harassment or
abuse.

g Protects workersA

h) Meets legal requirements in terms
of wages, benefits and terms of
employment.

i) Ensures that working hours meet
legislative requirements.

j) Iswilling to collaborate and address
labour management risks.

10.4.1.4 The following documentation is
to be collected by the Business and
made available during the audit;
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a) The names of the workers who have
provided services to the farm and
their identity nu mbers.

b) A copy of the TESA
with his workers

¢c) A copy of the TESA
relation to the last week that labour
was supplied to the business.

d) Examples of a completed wage slip
provided to workers at the end of
that week.

e) Record kept of hours worked by
workers during that week.

f)  Any workplace policies including, at
least, a recruitment or sourcing
policy.

g) Where migrant workers are used,
copies of legal work permits and the
relevant legal documentation.

10.4.1.5 The Business must have an

agreement with the TES on worker H&S

inclusive of at least the following:

a) The responsibility of the Business to
give an H&S induction to the TES
workers.

b) An agreement on how water and
sanitation will be provided to TES
workers.




11. Housing and tenure security
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WIETA Code Principle | Indicator Guidance Notes Reference Applicabilit | Action
y
111 The Business and 11.1.1 The Business 11.1.1.1 An Occupier in terms of ESTAis | ESTA&PIE | All Immediate

farm owners shall
comply with the
provisions of the
Extension of Security
of Tenure Act (ESTA)
and the Prevention of
Illegal Eviction from
and Unlawful
Occupation of Land
Act (PIE), regarding
those living on their
land.

demonstrates knowledge of
the applicable legislation and
ensures that this is
implemented.

a person residing on land which

belongs to another person who has, on
4 February 1997 or thereafter, had
consent or anoth er right in law to do so.

11.1.1.2 An illegal occupier is a person
who occupies land without express or
tacit consent of the owner or person in
charge, or without any other right in law
to occupy such land (excluding a person
who is an occupier in terms o f the
Extension of Security of Tenure Act,
1997 and excluding a person whose
informal right to land, but for the
provisions of this Act, would be
protected by the provisions of the
Interim Protection of Informal Land
Rights Act, 1996 (Act 31 of 1996))

11.1.1.3 To ensure compliance with

ESTA, an occupier as defined in 11.1.1.1

shall enjoy:

a) Security of tenure.

b) The right to family life in accordance
with his/her culture.
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11.1.1.4 A worker who has resided on
the land, or any land of the business or
farm owner for more than 10 years and
complies with the below, has the right
to live on the land permanently if said
worker:
a) Is above the age of 60 years of
age.
b) Is unable to supply labour as a
result of disability or illness.

11.1.1.5 Workers have the rightt o not
be unlawfully evicted.

11.2 The Business shall 11.2.1 The Business 11.21.1 Better
respect the applicable | demonstrates knowledge of The Business shall demonstrate that a Practice.
legislation in so far as | the legal requirements process for negoti ated settlement was
this regulates the guiding eviction processes considered inclusive of the
lawful eviction of and ensures that adverse consideration of alternative
those living on the human rights impacts are accommodation, payment towards new
farm and take into minimized. accommodation, investigation into
consideration any whether the family has means for
adverse human rights alternative accommodation, before
impacts that evictions formal eviction procedures were
may have. followed. e tc.

11.3 The Business shall 11.3.1 Both the Business and 11.3.1.1 To ensure compliance: ESTA All Immediate
respect t he|occupiersare clearonthe a) The following fundamental rights Sections 5, 6
rights. Occupiers shall are awarded to both parties: &7
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respect the rights of
landowners and
businesses in terms
of the provisions of
ESTA.

rights granted to t hem under
ESTA.

11.3.2 There is evidence of
these rights laid out in
housing agreements and
housing policy documents.

11.3.3 These rights and the
content of the housing
agreements and policy are
communicated to occupiers
in a language which they
understand.

i Dignity.
ii. Freedom and security.
iii. Privacy.
iv. Freedom of religion, belief,
opinion and of expression.
v.  Association and movement.
b) Occupiers are not deprived of:
i Security of tenure.
ii. Right of movement.
iii. Rights to receive visitors.
iv. Rights to receive post.
V. Right to family life.
Vi. Right to water.

11.4

The Business puts
effective risk
management
measures in place to
ensure that on -farm
accommodation and
surrounding

11.4.1 The landowner
ensures that risk
management plans, systems
and risk measures are in
place to detect, deter and
deal with on -site
accommodation risks that

11.4.1.1 To ensure compliance:

a) The business should have a detailed
map of housing, also indicating
numbers and status of occupiers
(with and without consent).

b) There should be a housing risk
management plan focussed on

Immediate
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communal grounds
are in an adequate
condition to ensure
the physical well -
being and human

dignity of occupants.

would adversely impact the
basic conditions for human
dignity and physical
wellbeing on the farm. This
involves making sure t hat the
facilities and surrounding
communal grounds are kept
in an adequate condition
ensuring that sanitation,
sewage, waste, waste water
standards, safety, health and
hygiene measures are in
place, adhered to and are
respected by all parties.

c)

monitoring and maintenance of
housing that includes areas of risk
specifically: electrical, mechanical,
structural, environmental and fire
safety as well as community safety.
There should be record s of the
implementation of the management
system and plan with indication of
whether:

i Responsibilities in terms of
housing compliance policy
have been met by the
occupier and landowner
respectively.

ii. The housing management
system has been adhered to
by the respective parties.

iii. Maintenance agreements
and registers have been
adhered to by all the
parties.

iv. Housing compliance
requirements have been
adhered to by all the
respective parties.

V. Implementation poses a
cost to the business.

d) There should be a person in ¢ harge

of managing housing and
accommodation risks and his/her
duties should include reporting on
any incidents and/or accidents that
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occur in the vicinity of the on -farm
housing & accommodation.

e) Evidence that potential housing risks
have been mitigated.

115

Where worker
accommodation is
provided for workers
as part of their
working conditions
and contract, the
business must meet
adequate standards
for the provision of
social facilities,
housing conditions,
energy, potable
water, sanitation and
sewage and safety
provisions for
communal worker
accommodation and
household worker
accommodation.

11.5.1 Worker housing and
worker accommodation
facilities should have written
management policy and
housing agreements in place.

11.5.1.1 To ensure compliance:
a) A housing policy and housing
agreement is available.
b) At minimum the housing policy
includes reference to the following:
i Reference to other
applicable business policies
or plans.
ii. The identification and
mitigation of general risks.
iii. Measures to ensure health,

hygiene, safety and security.

iv. Measures to ensure good
living conditions and rights
to family life.

V. Mechanisms for worker
representation and
community communication.

Vi. Grievance processes.

¢) At minimum the housing agreement
includes references to the following:
i Identity of the parties
involved.

ii. Date of commencement.

iii. Conditions for termination
of housing subject to the
provisions of ESTA.

WIETA
Housing
Guidelines

All

Immediate
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iv. Rules for parties who have
the right to occupy and
under what conditions.

V. The rights and obligations of
the occupant.

vi.  The rights and obligations of
the landowner.
vil. Measures for monitoring,
maintaining and reporting.
Viii. Other applicable policies

supporting the agreement
including, but not limited to,
H&S and Disciplinary
policies.

d) Policies are discussed with workers
and an attendance register is
available of this discussion.

e) Housing agreements are signed
with the head of the household.

11.5.2 Deductions made for 11.5.2.1 To ensure compliance: SD 13 All Immediat e
housing may not exceed a) All deductions are in accordance Clause 8
those permissible by law. with the SD13.

b) The following requirements must be
met in terms of SD 13 before a
deduction for housing may be
made:

i. The house has a roof that is
durable and waterproof.

ii. The house has glass
windows that can be
opened.
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iii. Electricity is available inside
the house if the
infrastructure exists on the
farm.

iv. Safe water is available inside
the house or in close
proximity (which is not more
than 100m) to the house.

V. A flush toilet or p it latrine is
available in, orin close
proximity to, the house.

Vi. The house is not less than
30 square metres in size.

¢) The deduction may not be more
than 10% of the wage of the
primary occupier or, where there is
communal worker housing, no
more than 25% of the combined
wages of the employees may be
deducted.

d) Where a deduction for housing is
made, a deduction for electricity
may not be made unless the
electricity can be measured per
household by, for example, a
prepaid meter.

11.5.3 Living conditions for 11.5.3.1 Ensuring good standards in WIETA All Immediate
workers should be clean, safe | living facilities is important in order to Housing Critical
and, at a minimum, meet the avoid safety hazards and to protect Guidelines

basic needs of workers. workers from diseases and illness and
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to maintain personal dignity and
morale.

11.5.3.2 A management system must be
in place to ensure that good standards
are upheld in worker and communal
accommodation.

11.5.4 The owner shall 11.5.4.1 To ensure compliance: WIETA All Immediate
ensure that the housing a) There is no visible evidence of Housing

premises is structurally cracked walls, broken rooves or, Guidelines

sound, in a safe condition, in where there are ceilings,

good repair and maintained installations that pose a risk to the

in a waterproof, windproof inhabitants.

and weatherproof condition. b) The doors and windows open and

shut properly and are not broken.

¢) The houseffacility is weatherproof
and there are no visible leaks in the
roof, windows or doors.

d) The floor is damp -proofed with no
visible holes or cracks.

e) Building materials that have been
damaged or show evidence of rot or
other deterioration shall be
repaired or replaced.

f) The business is to ensure that both
natural and artificial lighting are
provided and maintained in housing
& accommodation, including
emergency lighting.

g) A monitoring and maintenance plan
is in place to address all structural
defaults.
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11.5.5 Management is to 11.5.5.1 To ensure compliance: WIETA All Immediate
ensure that living facilities a) There is visible evidence of Housing

are adequately insulated and sufficient insulation and ventilation Guidelines

ventilated. in worker accommodation.

b) There are windows and doors in the
worker accommodation.

¢) Windows and doors are in a good
state of repair and can open to
allow air into the facility and can
close properly to protect residents
from the co Id.

11.5.6 Management shall 11.5.6.1 To ensure compliance: WIETA All Immediate
ensure that worker a) Worker accommodation is cleaned Housing

accommodation is kept in on a regular basis and is free from Guidelines

good repair and free from rubbish and other refuse.

rubbish and other refuse. b) Adequate containers for rubbish

collection are provided in worker
accommodation and these are
emptied on a regular basis.

c) Management is to ensure that
wastewater, sewage, food and any
other waste materials at work er
housing are adequately disposed of.

d) There should be appropriate
protection from all disease -carrying
insects and animals at worker
accommodation.

e) Management shall ensure that
worker accommodation has




11.5.7 The provision of
electricity or other
appropriate energy
resources for heating,
cooking and lighting should
be provided.

11.5.8 There must be
adequate space for workers
living in hostels.
Overcrowded communal
worker accommodation
provided by the business
should be avoided.

adequate drainage to avoid the
accumulation of stagna nt water.

11.5.7.1 To ensure compliance:

a)

b)

The provision of electricity or other
appropriate alternatives, such as
solar power, needs to be provided
by the Business.

Where worker accommodation is
supplied with an electrical service,
outlet switches and fixtures shall be
properly installed, maintained and
kept in a good and safe w orking
condition.

The provision of wood is not an
adequate source of energy.

11.5.8.1 To ensure compliance:

a)

b)

There is adequate space for workers
living in rooms/communal worker
accommodation:
i There is a minimum of 4
square metres per person.
ii. There is a minimum ceiling
height of 2.10 metres.
In rooms wher e workers share
space, a reasonable number of
workers should share the same
room.
The usual standards range from 10
to 12.5 cubic metres (volume) or 4

WIETA
Housing
Guidelines

WIETA
Housing
Guidelines

All

All

Page 115 of 129

Immediate

Immediate
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to 5.5 square meters (surface/floor
space).

d) Housing premises shall be deemed
overcrowded if:

i A bedroom ha s less than 3
square metres of total floor
area for each adult sleeping
in the bedroom.

ii. In the case of a dormitory,
the sleeping area in the
dormitory has less than 4
square metres of floor
space for each adult
sleeping in the sleeping
area.

iii. A habitable room in it that is
not a bedroom but is used
for sleeping.

iv. For the purposes of
calculating overcrowding, a
person who is more than 1
year of age but not more
than 10 years of age shall be
considered as a % (one half)
adult and a person who is
mor e than 10 years of age
shall be considered as 1

adult.
11.5.9 Sanitary and toilet 11.5.9.1 To ensure compliance: WIETA All Immediate
facilities should be designed a) All workers should be encouraged Housing
to provide workers with to maintain a good standard of Guidelines
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adequate privacy, including personal hygiene but also to

floor to ceiling partitions and prevent contamination and the
lockable doors. Sanitary and spread of diseases which results
toilet facilities should not be from inadequate sanitary facilities.
shared between men and b) The number of toilets provided at
women in communal housing and accommodation is in
accommodation, only in accordance with the SANS

family accommodation. requirement z 2 toilets per 8

women and 1 toilet for 8 men.

¢) The toilet facilities must be well
ventilated, cleaned, hygienic and
easily accessible. It must provide
workers with adequate privacy.

d) The number of shower/bathing
facilities is in accordance with the
SANS requirement zthereis 1
bath/shower per 8 people living in
the facility.

e) Distinction must be made between
communal facilities and
households.

f)  The minimum toilet requirements if
a no flush toilet is present:
ventilate d improved pit latrine
system or an approved dry
composting system (environmental
system). One per household must

be allocated.
11.5.10. The facilities should 11.5.10.1 To ensure compliance: WIETA All Immediate
be adequate to the number a) Rooms where workers sleep are in a Housing

good condition:; Guidelines
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of residents to avoid i The rooms are aired and
overcrowding. kept hygienic.

ii. The rooms are built with
easily cleanab le flooring
material.

iii. All doors and windows can
be locked.

iv.  There are separate rooms
for males and females,
except in cases where
provision is made for family
accommodation.

b) There is adequate space for workers
living in rooms/hostels:

i. There is a minimum of 4m?
per person.

ii. There is a minimum ceiling
height of 2.10 m.

iii. In rooms where workers
share a space, a reasonable
number of workers share
the same room (standards
range from 2 to 8).

¢) There is an adequate number of
beds for workers living in rooms/
hostels. There is evidence that:

i.  Thereis a separate bed for
each worker.

ii. Each worker is provided
with a mattress, free of
charge.
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d) There is adequate floor space for
the number of beds required in
rooms/hostels:

i The floor area of the room
of a worker who is provided
with a single bed is not less
than 4.6m2. The floor area of
a room providing bunk beds
to two workers is not less
than 5.2 m2,

ii. There is a minimum space
between beds of 1m.

e) The nature of beds provided is safe
and does not pose a health or
safety risk to wo rkers.

i Triple bunks are not used in
rooms/hostels.

ii. Where double bunks are
used there is enough clear
space (at least 0.7m)
between the lower and
upper bunk of the bed.

f) There are appropriate facilities for
the storage of personal belongings
for workers liv ing in rooms/hostels.
These may be:

i Individual cupboards.

ii. Lockers.

g) In cases where workers cook their
own food, cooking space is provided
separate from the sleeping areas in
the worker accommodation.




h) Cooking facilities provided are
hygienic/clean and in good
condition:

i There is adequate

ventilation.

ii.  Vermin -proof storage space
is provided.

iii. Food is stored at least 40 cm
off of the floor.

iv. The cooking area is cleaned
regularly.

i) There are separate facilities for
workers to wash both work and
non -work -related clothes.

i) There are an adequate number of
fully stocked first aid kits available
at the worker accommodation in
accordance with General Safety
Regulations, 1993.
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12. Social responsibility and community development
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WIETA Code Indicator Guidance Notes Reference | Applicabilit | Action
Principle y

12.1 The Business shall 12.1.1 The Business 12.1.1.1 Recording of any and all Department Farms 12.1.1.1
demonstrate how it demonstrates awareness of community development programmes of Social Measured
contributes positively the challenges experienced or interventions such as creches on or Developmen | Wine Continuous
to the sustainable by communities and work to off -site, school transport & attendance, t ECD rules production Improvemen
development of the develop and implement school fees, cloth ing support, after -care facilitiesand |t
communities in which positive intervention to programmes, ABET programmes, sports trade
it operates. support community and/or recreational programmes that
Businesses are development. the Business is involved in.
encouraged to
demonstrate their 12.1.1.2 Where there is a creche on the
better practices by premises, this is managed and 12.1.1.2
making positive social monitored in a manner that ensures Immediate

and developmental
contributions above
and beyond legal
requirements.

legal compliance. The gui delines from

the Department of Social Development

include:

a) A safe environment for children.

b) Ability to care for sick children.

c) Adequate space and ventilation.

d) Safe drinking water.

e) Hygienic and equipped with toilet
facilities.

f) Safe storage of anything that may
be harmful to children.

g) Access to refuse removal services.
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h) A hygienic area for the preparation
of food for children.

i) Measures for the separation of
children that are in different age
groups.

i) The drawing up of action plans for
emergencies.

k) The drawing up of policies and
procedures regarding health care at
the facility.

12.2 The Business is 12.2.1 The Business 12.2.1.1 Recording of t any and all Farms Measured
encouraged to demonstrates an awareness policies and programmes on site in Continuous
demonstrate a of the working and living support of fair working and living Wine Improvemen
commitment to the conditions present within the conditions within the community in production t
management of community in which they which the business operates in. facilities and
social responsibility operate. It also develops and trade
policies and implements positive
programmes that interventions to support fair
support fair working working and living
and dignified living conditions.
conditions within the
community in which
it operates

12.3 The Business shall 12.3.1 The Business is 12.3.1.1 To ensure compliance: Farms Immediate
adopt measures to required to actively promote a) The Business can demonstrate
ensure the the responsible production, evidence of an understanding of the Wine
responsible distributio n and supply of impact of alcohol on its premises, production
production, alcohol and alcohol -based site/farm and business facilitie s and
distribution and products. environment. trade
consumption of
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alcohol. Measures are
also to be put in place
to curb the effect of
alcohol and other
harmful substances.
The development of
practices on alcohol
harms reduction shall
be implemented so
that the Business and
supply chain can
positively impact the
well-being of its
workers, their
families and the
broader community.

12.3.2 The Business
demonstrates the evidence
of measures in place which
support the responsible
consumption of alcohol,
amongst workers and their
families, within the context of
the broader communi ty and
with their consumers.

b)

Businesses that produce alcohol
have a policy on responsible
production, distribution and supply
of alcohol to workers, their families
and the community.

12.3.2.1 To ensure compliance:

a)

b)

Businesses active in the alcohol
industry have developed and
impleme nted responsible alcohol
use and alcohol harms awareness
programmes within the
communities in which they operate
and with their consumers.
Businesses active in the alcohol
industry have developed and
implemented responsible alcohol
use and alcohol harms a wareness
and training programmes with their
workers.

Where alcohol abuse is detected
amongst their workers, Businesses
implement an active alcohol harms
awareness, support and
rehabilitation programme for their
workers.




13. Environmental Stewardship
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Legislation and
Standards and they
have implemented
measures to ensure
compliance with
such laws.

laws.

13.1.2 The Business is
compliantt o applicable
environmental laws.

13.1.3 The Business
completes the WIETA SAQ
section on Environmental
Stewardship prior to their
Social Audit.

13.1.4 The Business uploads
all environmental audits
prior to the WIETA audit.

13.1.5 The Business
participates in environmental
and social dialogue platforms
available in the industry.

13.1.2.1 In the agricultural

environment, legal compliance to the

following is required (as relevant to

the operations of the Business):

a) NEMA Waste Act 59 of 2008.

b) National Water Act 36 of 1998.

c) Conservation of Agricultural
Resources Act 43 of 1983.

d) National Veld and Forest Fire Act
101 of 1998.

Managemen
t Act (107 of
1998)
(NEMA)

WIETA Code Indicator Guidance notes Reference | Applicability | Action
Principle

13.1 The Business is 13.1.1 Management The National | Farms, Wine WIETA SAQ
aware of national illustrates knowledge of Environment | Production
Environmental applicable environmental al Facilities




Page 125 of 129

13.2 The Business 13.2.1 Management has 13.2.1.1 Environmental risk areas SMETA Pillar | Farms, Wine WIETA SAQ
adopts production documented the can include, but not be limited to: 4 Production
and business environme ntal risks and a) Integrated Pest Management. Facilities
practises that are climate change impacts b) Use and handling of chemicals
supportive of present in the operations of and other hazardous materials. Integrated
sustainable the Business and has related ¢) Soil health, including soil erosion Production
environmental measures to mitigate such and soll fertility. of Wine
protection, care and risks and impacts. d) Sustainable and responsible use Guideline
development which of water. 2.1
minimise risks to e) Waste management.
the environment f) Responsible and sustainable use
and climate change of packaging
impacts. g) Responsible use of energy.

h) Calculating the Busine s s A ¢ a
footprint

13.3 The Business is to 13.3.1 The Business has 13.3.1.1 The Environmental Policy, at | SMETA Pillar | Farms, Wine WIETA SAQ
develop an developed an Environmental a minimum, includes the relevant 4 Production
Environmental Policy, including legal legislation as identified in Principle Facilities
Policy inclusive of compliance and arisk -based | 13.1 and relevant risks as identified Amfori
measures to ensure approach. in Principle 13.2. Performanc
the implementation e Area 12

of applicable
legislation,
identification and
mitigation of
environmental risks
in the business.

13.3.2 Thereis a
management representative
responsible for the
implementation of the
Environmental Policy.

13.3.3 Workers are trained
on relevant parts of the
Environmental Policy as this
pertains to their roles and

13.3.3.1 Workers have been made
aware of the identified

environmental risks and their roles
and responsibilities in impleme nting
the relevant part of the
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responsibilities in the
business.

Environmental Policy. The following
record of the training must be
available:

a) A training register.

b) Brief minutes of the training.

c) Workers demonstrate knowledge
of the Environmental risks and
Policy as is relevant to their
activities.
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14. GLOSSARY

ABETZ Adult Basic Education & Training

Agricultural business z any business who deals with primary or secondary agricultural activities

Agri-worker z a worker (previously indicated as farmworker) involved in agricultural activities within the business

BCEAZ Basic Conditions of Employment Act, 1997

Business z any entity that produces and sells goods and services

Child z a person under the age of 15

Code of Conduct zthe set of standards concerning labour practices adopted within the agricultural sect or and applied to WIETA members and their
suppliers, employment sites and subcontractors

DMR z Driven Machinery regulations within the OHS Act

ECDz Early Childhood Development

EEAZ Employment Equity Act

Employment Contract z the legally binding agree ment between an employer and employee

ERWz Environmental Regulations for the Workplace

ESTAz Extended Security of Tenure Act

FRz Facilities Regulation

GARZz General Administrative Regulations within the OHS Act

GSRz General Safety Regulations with in the OHS Act

Hazardous z includes toxic, dangerous and a risk to health, life or limb

HCSRz Hazardous Chemical Substance Regulations

International Labour Organization (ILO) z the ILO is a United Nations specialized agency which seeks to promote labou  r rights internationally. It
defines international mini mum | abour standards in the form ofvelop€dbbyventi ons/
government, employers and workers organisations

Labour Law Z legal requirements developed by governments that constitute minimum requirements which must be met by employers and workers
within the employment relationship. Labour laws can also be developed through collective or contractual agreements Labour Ser vice Provider 7
organisation/person that supplies labour to a business for a specific purpose. This will include services of a Temporary Employment Service and
Independent Contractor
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Labour Standards z rules and principles defined by international organisations, governments and corporations which determine the conditions
under which people should work Legislation  z for all intents and purposes it refers to South African law, unless otherwise indicated

LGBTQ+- a collective term given to the lesbian, gay, bisexual transgender, questioning an  d plus community

LRAZ Labour Relations Act, 1995 Overtime Zz the time that an employee works during a day or a week in excess of ordinary, contracted hours of work
NIHL z Noise Induced Hearing Loss

OHS z Occupational Health and Safety

PIEz Prevention o f lllegal Evictions Act

S2Gz Stronger Together Project aimed at creating awareness of forced and bonded labour

SANSZz South African National Standard

SD13 7 Sectoral Determination 13 for Farm Workers

SMETAZ Sedex Members Ethical Trade Audit methodology based in London, UK

SSClz Sustainable Supply Chain Initiative under the Consumer Goods Forum in Paris, France gives standards and code reference guides for global
social schemes

TESz Temporary Employ ment Services

UIF z Unemployment Insurance Fund

WIETAZ Wine and Agricultural Ethical Trade Association

Wine production facility z any cellar, estate with a cellar on it, bottling facility, wine storage facility or wholesaler where wine is produced.

Young worker z a person of 15, 16 or 17 years of age
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