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THESIS ABSTRACT 
 

This research addresses the burgeoning practice of Corporate Social 

Responsibility (CSR) programmes and policies which aim to promote gender 

equality in global value chains. In recent years there has been a small but growing 

number of CSR scholars theorising the realm of business as not just an arena for 

promoting gender change, but as active agents to do this. Yet we know very little about how Ǯengenderedǯ CSR is organisedǡ or how it may impact on men and womenǯs livesǡ especially pertinent given contestation over how businesses from 

the global North impact on the places in which they operate, often in the global 

South. 

The research first presents a conceptual framework for studying gender 

change within CSR. Drawing upon a conceptualisation of gender as an institution, 

made up of everyday gendered practices (Lorber, 1994), and the theory of 

institutional work (Lawrence and Suddaby, 2006), it presents an 

interdisciplinary means of understanding how institutional (gender) change may 

happen within CSR, in the context of the cocoa value chain.  

An in-depth embedded case study provides rich empirical data. 

Employing a mix of qualitative research techniques, including in-depth 

interviews, observations, documentary analysis and visual participatory research 

techniques, individuals from three partnered organisations are consulted: a UK 

chocolate company, a Ghanaian cocoa supplier and a UK NGO, as well as forty-

eight Ghanaian cocoa farmers. Drawing on data spanning twenty years, the study interrogates how gender is translated into Ǯengenderedǯ CSR practices, and how 

understandings and experiences of gender may be altered by such practices.  

The research shows how actors across the three organisations engage in 

institutional work in an attempt to disrupt the institution of gender, an enduring structural and discursive element of social lifeǤ Work includes Ǯvalorisingǯ the role 
of women in the value chainǡ and Ǯlegitimisingǯ this value through a business caseǤ 
The use of a business case means those enacting CSR practices approach gender 

in a one-dimensional manner: understanding gender as Ǯsexǯ and Ǯwomenǯs empowermentǯ as limited to economic growth. The data illustrates that whilst 

engendered CSR programmes are successful in securing some women positions 

of power, they do little to challenge pervasive inequality. 

Furthermore, actors engage in resistance to institutional work. Resistance 

work consists of Ǯblockingǯ and Ǯdistancingǯ practicesǡ effectively hindering 

change. Yet resistance work can also be productive, through the provocation of Ǯquestioning workǯ, which leads into another cycle of efforts towards change. 

These findings contribute to our knowledge on how organisational actors may 

disrupt or maintain institutions by describing the processes of institutional work, 
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its unintended consequences and by highlighting the subjective nature of 

institutional success and failure.  

Following from such analysis, it is posited that the institutional work required for such Ǯbig-tentǯ institutional changeǡ such as genderǡ necessitates a closer look at the level of individualsǯ sense of selfǡ power and knowledgeǤ 
Drawing on Feminist Foucauldian notions of productive power, and using 

vignettes drawn from the empirical data, it is argued that the subjective 

experience, and identities of, actors affecting and affected by institutions is 

central to the process of change. Thus, one contribution of the thesis is that we 

are reminded that CSR, and the actors performing it, are bound up in much larger 

systems of power relations that are observable right down to individual thought. 

The research makes three further contributions. First, it contributes to 

the gender and CSR literature, by applying a gendered institutional lens to studies 

of gender in the value chain. Such a focus avoids structurally deterministic 

conceptualisations of gender change in preference for the study of processes, therefore opening up the Ǯblack boxǯ of CSR organising ȋRascheǡ de Bakker and 
Moon, 2013). Second, the research provides an empirically-grounded narrative of 

institutional change and unintended consequences through CSR practices, a 

contribution to the institutional theory and CSR literature. Third, the research 

contributes to institutional work theory by empirically demonstrating how actors 

may engage in resistance against institutional work, highlighting the 

unpredictable, ambiguous and iterative nature of institutional change, and 

positing the need to theorise at the level of the actorǯs sense of self nested within 

systems of power relations. 

The research also has implications for those wishing to provide more 

equitable experiences for female and male farmers in the value chain. It outlines 

the steps taken to affect changes within a value chain, whilst showing how there 

are limits to how far we can call these changes successful, and how change 

around gender is messy, and hard to predict. Specifically, the research 

demonstrates the importance of shared understandings of gender across CSR 

partnerships. Yet paradoxically shared understandings are difficult to achieve 

given the tight-connections between identity, gender and power, made all the 

more complex by the global nature of value chains. 
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CHAPTER ONE: 
INTRODUCTION 

 

Business and feminism, with their ostensibly competing concerns for 

profit and people, have for many years seemed poles apart. For some, 

these spheres remain incompatible (Fraser, 2013). For others, the 

twinning of business with the political aims of equity and equality make 

perfect strategic sense (Coleman, 2002). For myself, there is a pragmatic 

need to explore the dimensions of gender in the value chain, and the role 

of corporate social responsibility (CSR) within this (Margolis and Walsh, 

2003). This is founded upon the knowledge that businesses are beginning 

to look upon women as key stakeholders, and are increasingly designing 

CSR programmes with women at their heart (McCarthy, Kirk and Grosser, ʹͲͳʹȌǤ ǮEngendering CSRǯ ȋKaram and Jamaliǡ ʹͲͳ͵Ȍ means putting gender 
equality on the CSR agenda and developing programmes, policies and 

practices that aim to promote fairer business society relations. How 

business organisations do this, how successful they may be in achieving 

change, and what lessons we may learn from early experimentations in 

this area form the background concerns of my thesis.  

 Despite repeated statements of urgency by international 

institutions and non-governmental organisations (NGOs) alike, gender 

equality is far from being achieved in many countries of the world. Indeed, 

this includes women in so-called developed countries, where global 

economic recession has pitched progress towards equality backwards 

(Seguino, 2009). In all industries, women are found to be extremely 

disadvantaged in terms of opportunities for decent work, remuneration 

and asset ownership (The World Bank, 2011). Many women face the 

threat of, and the reality of, violence and harassment at home, at work and 

in the street (The World Bank, 2011). Women may lack access to 

resources such as services (education, healthcare, banking, credit), goods 
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(cash, land, affordable food, tools, etc.) and political representation (in 

local and national governments, and trade unions). These socio-cultural, 

economic and political imbalances between men and women mean that 

women over-represent the number of poor (The World Bank, 2011), and 

are thus more likely to be impacted upon, both negatively and positively, 

by businesses and their CSR. For this reason, whilst my thesis focuses on 

gender (and thus women and menȌǡ often womenǯs particular experiences 
take centre stage. 

 Whilst the gendered struggles of farmersǯ lives have been 
documented by International Development scholarship for many years 

(e.g. Boserup, 1970), business, including CSR, studies have been slow to 

follow suit. Gendered organisation scholars have tended to focus on 

women in the global North, whilst CSR scholars have by and large ignored 

women as stakeholders in all senses of the word (Larson and Freeman, 

1997; Marshall, 2007; Grosser, 2011; Coleman, 2002). In practice, 

businesses and their CSR activities have until very recently neglected the 

issue of gender (Prieto-Carrón, 2008). Yet the myriad ways that business 

intersects with society are gendered: in the workplace, in the value chain, 

in advertising and consumption, and in communities and homes.  

 In this thesis I concentrate on just one of these dimensions, that of 

the value chain. )n this thesis ) define Ǯthe value chainǯ as Ǯinterorganizational networks clustered around one commodity or 
product, linking households, enterprises, and states to one another within 

the world-economyǯ (Gereffi, Korzeniewicz, and Korzeniewicz, 1994: 2). 

Importantly, these networks are imbued with power relations, social 

processes (Henderson, Dicken, Hess, Coe, and Yeung, 2002) and gendered 

experiences (Barrientos, 2014).  

For this thesis, I take the network around the production of a well-

known consumer good, the chocolate bar, as my value chain under focus. 

Specifically, I look at practices in the UK (in terms of selling the chocolate 

bar) and in Ghana (in the coordination of buying, and the growing of 
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cocoa) and the ways CSR and gender intersects with these activities.1 I describe a qualitativeǡ embedded case study of Braithwaiteǯs Chocolate 
Company (BCC)2, their Ghanaian supplier Adwenkor, and their NGO 

partner TradeFare, who together have been engaged in Ǯengendered CSRǯ 
for over twenty years. 

The case study acts as a revelatory case (Yin, 2009), since whilst 

there is a large and established literature detailing the lives of women and 

men in value chains, there is very little we know about how CSR practices 

impact on them (Barrientos and Smith, 2007). We know even less about 

the design, implementation and realities of attempting to Ǯengenderǯ CSR 
in the value chain. I am particularly interested in how different actors 

across a network of partners (business, NGO and supplier) attempt to 

change deep-seated ideas, understandings and practices of gender through 

CSR. What strategies do they use? Are there well-rehearsed narratives? 

Who is included in conversationsǫ What does Ǯempowermentǯ actually 
translate to in a value chain context? 

Generating data from in-depth interviews, observations, 

documents, focus group discussions and participatory diagramming 

research techniques drawing from the Gender Action Learning System 

(GALS) methodology3, I explore how actors across these partnered 

organisations engaged in CSR attempt to promote gender equality in their 

cocoa value chain. In so doing, I address gaps in our knowledge about how CSR is enacted within the Ǯblack boxǯ of the organisation ȋRascheǡ de 
Bakker and Moon, 2013), and the everyday meaning-making, decisions 

and practices of organisations so often absent from value chain analysis 

(Coe, Dicken and Hess, 2008).  

                                                           
1 I do not undertake research into the processing or manufacture of the chocolate bar, i.e., 
the addition of the milk and sugar, packaging and so forth. Nor do I examine the gender 
dimensions of the purchase and consumption of the product. I explain why this is further 
in Chapter Four.  
2 I use pseudonyms for all organisations and actors throughout the thesis for reasons of 
anonymity and confidentiality. See Chapter Four.  
3 GALS is a development studies participatory methodology combining group discussions, 
observations and drawing diagrams as individuals, but in groups. I use it to get a sense of Ǯgenderǯ in the cocoa value chainǤ See also Chapter FourǤ 
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) contribute to discussions of Ǯtransnational business feminismǯ 
(Roberts, 2012) by critically exploring the emerging phenomenon of Ǯengenderedǯ CSR ȋKaram and Jamaliǡ ʹͲͳ͵ȌǤ This means unpacking what we mean by Ǯgenderǯǡ and how it is understood and translated into practice 
in a real-life, business context. I conceptualise gender as a social construct, 

and as an institution (Martin, 2004; Lorber, 1994).  Gender is not a static category that matches with a personǯs biological statusǡ but a shiftingǡ 
contested and important dimension of social and organisational life. ǮChangingǯ gender in this case does not mean changing sexǡ but rather a 
shifting of the status-quo when it comes to men and womenǯs rolesǡ 
opportunities, possibilities and ascribed expectations. Therefore, Ǯengenderingǯ CSRǡ with the aim of achieving Ǯgender changeǯ entails not 
just rethinking policy and programme design, but a complicated re-

calibration of how actors themselves think, feel and act in regards to both 

gender and equality.  Keeping Ǯgenderǯ central to my thesisǡ and drawing upon 

sociological theories aids our understanding of social change in an 

organisational context. I marry this with the concept of institutional work, 

in order to further elucidate how it is that actors in organisations may 

change, or maintain, gender through CSR. Cognisant with a view of gender 

as an institution, institutional work theory posits that actors purposively 

disrupt, maintain or create institutions through everyday micro-practices 

(Lawrence and Suddaby, 2006). A growing number of studies detail the formsǡ the processesǡ and outcomes of this Ǯworkǯ ȋLawrenceǡ Suddaby and 
Leca, 2009), and help understand how an emerging field of ostensible 

social change, CSR, occurs in reality (Slager, Gond and Moon, 2012). I 

identify different forms of institutional work that actors perform in order 

to attempt to change the gender institution: valorising (including 

moralising and contextualising work) and legitimising. I also identify a strong stream of resistance workǡ broken down into Ǯblockingǯǡ Ǯdistancingǯ and ǮquestioningǯǤ These practices appear to hinder changes around 
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gender equality in the cocoa value chain, although in discussion I show 

how such institutional work is rarely sequential or predictable. 

Applying a gender lens to institutional work, in the cross-cultural 

context of cocoa trade helps to garner new insights on Ǯthornyǯ 
institutional change, particularly in terms of the unintended consequences, 

failures and resistance that goes hand in hand with disruptive institutional 

work. Ultimately this helps us reflect on, and possibly plan for, how actors 

and organisations develop more equitable working practices.  

Having presented a broad introduction to the thesis and topic, in 

the rest of the chapter I expand on my personal motivations for studying 

gender and CSR in value chains, and introduce more specific research 

aims, objectives and questions. I then give a more substantive overview to 

the thesis, laying out the content and flow of the chapters. Finally, towards 

the end of the chapter, I summarise the contributions of the thesis. 

1.1. PERSONAL MOTIVATIONS 
 

This research is inspired by lives past and present. Introduced to feminism 

by an enthusiastic A Level sociology teacher, I carried this new-found way 

of looking at the world with me to university. I read Art History and 

English Literature for my undergraduate degree, and looking back over my essaysǡ with titles as grand as ǮRethinking Postmodern Artǣ Feminism After Kristevaǯǡ it is now clear that throughout my diverse interests one element 

has held true: the role of gender in social life. 

 During my bachelor studies I also worked at an Oxfam bookshop, 

and won the chance to undertake research in Sierra Leone with Oxfam, interviewing staff and Ǯbeneficiariesǯ in post-conflict villages with a 

desperately low-level of infrastructure. One of the many programmes we 

visited was a public-private partnership between private sector business, 

local government, community groups and Oxfam. After graduating I 
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returned to the UK and began to research multi-stakeholder initiatives, 

and CSR.  

 ) was studying for my Masterǯs degree in CSRǡ when a meeting with 
Dr. Kate Grosser (then a PhD student at the ICCSR) brought my interests 

full-circle. She was investigating the role of CSR in gender equality and 

organisational change, and helped put me in touch with friends back at 

Oxfam who were looking for someone to research gender, value chains, 

and CSR. The process of working on the Oxfam paper (McCarthy, Kirk and 

Grosser, 2012) revealed that at the time, few organisations thought about 

the gendered impacts of their business beyond workplace walls. It also 

brought into stark reality the invisibility of the women workers sewing 

clothes, assembling electronics and growing crops.  

My PhD research is thus borne out of a personal motivation to 

attend to the on-going and deep-seated inequalities involved in value 

chains, and business society interactions at large. I am an optimist, and a feministǡ and in some senses a Ǯtempered radicalǯ (Meyerson & Scully, 

1995) trying to walk between the worlds of business, and gender and 

development, and trying to strike a critical, yet progressive stance on the 

interface of business and society relations (Grosser, 2011). My feminism 

thus informs my topic, my research aims and objectives, and to some 

extent my analyses4, but is tempered by a very practical desire to 

understand better what it is that organisations (and the people within 

them) actually do to affect more equitable working experiences for men 

and women in the global South.  

 

 

                                                           
4 In Chapter Four, I discuss further the needs to reflexively position myself as a researcher within the researched worldǡ and particularly any Ǯbiasǯ ) may exercise in data generationǡ analysis and discussionǤ Taking a social constructionist worldviewǡ ) donǯt 
think I can remove myself from any one of these research dynamics, instead aiming to 
reflect on my presence and subjectivity throughout the thesis.  
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1.2. RESEARCH AIMS AND OBJECTIVES 
 

My research aims are therefore driven by a practical wish to understand 

better the emerging phenomenon of Ǯengendered CSRǯǤ The aim of this 
thesis is to detail how actors enacting CSR may or may not affect gender 

change within the global cocoa value chain context. 

As mentioned previously however, instead of focusing primarily on the 

women and men producing cocoa, and the effects of CSR upon them, I am 

just as interested in the understandings, meaning-making and translation 

of ideas into practices. As such, the objectives of the thesis are: 

 To explore understandings of gender in an organisation (and its 

value chain partners) engaged in CSR practices with the aim of promoting gender equality ȋǮengendered CSRǯȌǤ 
 To explore how these actors affect the design and implementation 

of Ǯengenderedǯ CSR practicesǤ 
 To explore the types of Ǯengenderedǯ CSR practicesǤ 
 To explore how Ǯengenderedǯ CSR practices may influence gender 

for farmers in the value chain. 

 

As such, and in line with my personal motivations for PhD study, I retain 

an interest in how well such practices impact on those they are meant to 

help, but couch my levels of enquiry mainly in the organisation, and the 

actors within this.  

1.3. RESEARCH QUESTIONS 
 

From the gaps in our knowledge around the emergent phenomenon of Ǯengendered CSRǯ the following main research questions were developedǡ 
followed by three research sub-questions (RSQ) which unpack some key 

enquires around this: 
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How do business organisations translate gender into CSR practices, 

and how may this influence the understanding and experience of 

gender in the value chain? 

 RSQ1: How do actors translate gender into CSR practices in 

the value chain? 

 RSQ2: How do engendered CSR practices influence 

understandings of gender? 

 RSQ3: How do farmers in the value chain experience gender 

as a result of these practices? The research question focuses on Ǯunderstandingsǯǡ Ǯtranslationsǯǡ Ǯinfluenceǯ and Ǯexperienceǯ of actorsǤ This is because ) conceptualise 
organisations as built up of individual people, with their values, interests, 

and practices representing what an organisation is and does (Deetz, Tracy, 

& Simpson, 1999). To this end, my research design employs a qualitative design that best gets close to actorsǯ understandingsǡ practices and 
experiences. I am interested in capturing both the tangible translations 

(i.e. changes in CSR programmes) but also the intangible, such as changes 

in meaning and influence (i.e. changes in how gender is talked about in 

relation to CSR). Furthermore, I recognise that experience, 

understandings, and practices are fluid, processural and iterative. I capture a Ǯstoryǯ at BCCǡ Adwenkor and TradeFareǡ but point out the 
dynamic nature of what unfolds and will continue to unfold in the case 

context.  

In answering my research questions I first draw upon literature 

reviews of CSR, value chains, and gender in the Ghanaian context. I then 

develop a conceptual framework for understanding gender and change, 

drawing on institutional work theory, which fits with the stress on the 

dynamic nature of change and human practices. I employ a qualitative, 

interpretive methodology sympathetic to my research questions and 

cognisant with my topic. Finally I present research findings and discussion 
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pertaining to each research sub-question. In the section below I present a 

brief overview of the whole thesis.  

1.4. THESIS OVERVIEW 
 

Business responsibilities have long-included reference to 

employment rights and working conditions. The Ǯindustrial paternalismǯ of 
Victorian British industries focused on healthy workers, local communities 

and economic growth (Moon, 2014: 9). Interestingly enough, some of the first to explore the conditions of their productǯs manufacture were confectionary firmsǡ such as Cadburyǯsǡ Rowntree and Fryǯs ȋ(iggsǡ ʹͲͳʹȌǤ 
In Chapter Two I introduce the concepts of CSR, and value chain 

networks.  I demonstrate how CSR is conceptualised as a set of practices 

enacted by individuals in business organisations who wish to limit harm, 

and ostensibly contribute to the good of society (Gond and Moon, 2011). 

Thus, it is not just activities carried out by the ǮCSR departmentǯǡ but a 
range of practices emanating across divisions and responsibilities, such as 

advertising, sourcing, and finance. In contrast to the philanthropic, 

paternalism of Cadbury et al. in the nineteenth centuryǡ todayǯs CSR 

increasingly operates in networks: whereby businesses work with a 

plethora of social actors including governments, NGOs, consumer groups, 

the media and so forth (Rasche et al., 2013).  Accordingly, the case study at 

the centre of this thesis also includes a central partnership between a 

business, an NGO and a long-term supplier. 

 Chapter Two also unpacks the misleading nature of the Ǯvalue chainǯǤ Drawing upon theories of Global Value Chains ȋGVCsȌ (Gereffi, 

1994) and Global Production Networks (GPNs) (Henderson et al. 2002), I 

explain how value chains are best conceptualised as (again) networks of 

many actors, and as sites of power relations. I draw on the work of 

Barrientos (2014) and others to begin to unlock the gendered dimensions 
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of these Ǯchainsǯǡ exploring the issues affecting women and men in value 
chains, in the particular focus of my thesis: Ghanaian cocoa chains.  

 Whilst the International Development literature has been replete 

with documentation of gender inequalities in the global South, management studies have remained Ǯgender-blindǯ (Calás and Smircich, 

2006). Organisational studies have depicted what Joan Acker (1990) calls Ǯidealǯ workersǣ people without genderǡ backgroundǡ and ethnicityǢ indeedǡ 
people abstracted from their own bodies completely. Removing signifiers 

of identity achieves two things. It enables management theory to speak to a homogenous mass of Ǯworkersǯǡ and limits our understanding of whyǡ 
how and in what ways business organisations inflict harm on individuals, 

and how we might overcome this. Bringing identities, such as gender, back 

into theorisations on the role of business in society is thus an important 

task.  

 Gender is more than an identity, however. It is a key organising 

category of social life, in almost all societies, throughout time (Thelen, 

1999; Mead, 1928). In seeking to understand how gender has remained so 

entrenched in our lives, a theory of practice has helped to position gender 

as a process; as part and parcel of its own continuation and evolution. ǮDoing genderǯ ȋWest and Zimmermanǡ ͳͻͺ͹Ȍ is how we performǡ reify and 
pass on what notions of Ǯfemininityǯ and Ǯmasculinityǯ are ȋButlerǡ ͳͻͻͲȌǤ  
 In Chapter Three I unpack an understanding of gender as process, 

practice and ultimately, an institution in its own right, signifying the 

theoretical weight of the concept. The concept of Gender-as-an Institution 

(Lorber, 1994; Martin, 2004) forms the basis of my conceptual framework. 

In this chapter I explain how current approaches to the study of gender 

and CSR fall into three distinct camps: rights-based, strategic and critical 

feminist perspectives. Analysing the literature along the lines of their 

conceptualisation of gender, power and equality, I find that these 

approaches flip-flop between a focus on the individual woman as saviour 

of economies, or of women as victims in over-arching patriarchal society. I 
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posit that an institutional approach to understanding gender and CSR in a 

value chain context is a valuable addition to the field. Applying a gender 

lens to institutional work theory allows for an understanding of gender (as 

an institutionȌ as practiceǡ and thus of actorsǯ agency within thisǤ 
Furthermore, the resultant framework allows for a more nuanced 

approach to relational power, sympathetic to the complexities of gender, 

and change. Finally, it also allows for the uncertainty, unforeseen consequences and Ǯmessinessǯ of institutional change to be acknowledgedǤ  
 Chapter Four sets out my research design, ensuring a fit between 

my conceptual framework, research philosophies and techniques. I 

introduce the details of my embedded case study design, describing BCC, 

Adwenkor and TradeFare, and key actors. The importance of the 

partnership between these organisations, and the uniqueness of their approach to Ǯengenderedǯ CSRǡ is a particular focus hereǤ ) outline the 
research techniques I used with such actors in Ghana and the UK, and why 

they were suitable for my enquiries. I describe how I analysed the ensuing 

mountain of data, employing grounded theory techniques to let the data 

speak for itself, whilst drawing boundaries around the study. 

 Empirical results are presented in two chapters, roughly split between Ǯinstitutional work that disruptsǯ ȋChapter FiveȌ and Ǯresistance to institutional workǯ ȋChapter SixȌǤ The chapters also tell the story of Ǯengenderingǯ CSR in a traditionalǡ chronological narrative, whilst stressing 

the reality of the iterative, recursive nature of institutional work and 

human practices. Chapter Five therefore begins by outlining the seeds of 

gender-awareness, and conversations, within the organisation. It details 

how actors across the three organisations engaged in institutional work in 

an attempt to disrupt the institution of gender, an enduring structural and 

discursive element of social life. This work included valorising the role of 

women in the value chain, and legitimising this value through the 

development of a business case. Gender is translated into CSR practices 

through this business case, leading to a one-dimensional understanding of 
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gender ȋlargely as sexȌǡ and of Ǯwomenǯs empowermentǯ ȋthrough 
economic growth). Fieldwork illustrates that whilst gendered CSR 

programmes are successful in securing some women positions of power, 

they do little to challenge pervasive inequality and cultural norms.  

Chapter Six details how actors also engage in forms of resistance 

against institutional work, such as distancing and blocking. I show how 

resistance obstructed and complicated the translation of gender into CSR 

practices, effectively blocking change. Yet resistance work can also be 

disruptive, through the provocation of questioning, leading to the potential 

for further institutional change. These findings contribute to our 

knowledge on how organisational actors may disrupt or maintain 

institutions, by describing the processes of institutional work, and 

highlighting the subjective nature of institutional success and failure.  

Following from such analysis, in Chapter Seven I argue that the institutional Ǯworkǯ required for Ǯbig-tentǯ institutional changeǡ such as 
gender, necessitates a closer look at the level of actorsǯ sense of selfǡ power 
and knowledge. Drawing on Feminist Foucauldian notions of relational 

power, and using vignettes drawn from the empirical data, I offer the view 

that the subjective experience, and identities of, actors affecting and 

affected by institutions such as gender is central to the process of change. 

Thus, one contribution of the thesis is that we are reminded that CSR, and 

the actors performing it, are bound up in much larger systems of power 

relations that are observable right down to individual thought. 

I conclude the thesis, in Chapter Eight, by stepping back from 

theory to muse on the practical implication of my thesis and contributions, 

briefly summarized in the section below. I also acknowledge the 

limitations in the present study and offer suggestions for future research, 

aiming to spur on further research in a demonstrably important area of 

intellectual and ethical enquiry. 
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1.5. RESEARCH CONTRIBUTIONS 
 

My thesis makes a number of contributions along theoretical, conceptual 

and methodological lines. I explore these contributions in more depth 

within the main body of the thesis, but here I summarise the ways in 

which my research makes a contribution to knowledge. 

 First, my conceptual framework contributes to the gender and CSR 

literature, by applying a gendered institutional lens to studies of gender in 

the value chain. Using the concepts of institutional work, and gender-as-

an-institution, provides a well-founded conceptual framework for 

studying gender, institutions and change. It is open to the uncertainty and 

nuanced power relations within institutional creation, maintenance and 

change.  

 Second, while studies into gender and organisations have existed 

for more than forty years (Townsley, 2003), there remains little insight 

further Ǯdownǯ the value chain ȋAckerǡ ʹͲͲ͸Ǣ (olvinoǡ ʹͲͳͲȌǡ something my 
research aims to address. Expanding the horizons of what corporate 

responsibility might look like with regard to gender, out of the normal 

discussions of boardrooms and flexible working, is a key future issue for 

CSR (Grosser, McCarthy, and Kilgour, forthcoming). This thesis is a 

contribution to that conversation. Furthermore, the thesis  contributes to 

the call to include more ǮSouthern voicesǯ in how we understand 
organisational and management practice (Alcadipani, Khan, Gantman, and 

Nkomo, 2012). Specifically, it attempts to subvert stereotypical assumptions around ǮAfricanǯ management and leadership ȋespecially womenǯs experiencesȌ (Nkomo, 2011) to better capture the realities of a 

globalised value chain. 

 Third, in attempting to bridge organisational studies with the field 

of gender and development, my methodological approach has had to be 

fine-tuned. Whilst GALS is not a new methodology, my use and application 
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of it to the field of CSR scholarship is. In particular, the use of drawing to 

unpack dimensions of the gender institution, in the mostly non-literate 

context of cocoa farming, provides an exciting new technique which 

arguably promotes increased participation, credibility, sensitivity and 

challenges power relations in the research environment. This is a 

particular contribution towards CSR research into more marginal, or Ǯfringeǯ stakeholdersǤ  
 Fourth, the research provides an empirically-grounded narrative 

on the processes and practices behind CSR, making a stronger contribution 

to both our knowledge of CSR and gender in value chains, and to the 

theory of institutional work in relation to CSR. I identify two forms of 

institutional work that are necessary to begin re-orientating CSR towards 

gender equality goals: valorising and legitimising; and explore at the 

micro-level how institutional change may happen through this work. 

Generating data pertaining to the day-to-day Ǯorganising ȏofȐ CSRǯ ȋRasche 
et al., 2013) contributes to a growing scholarship seeking to explore the Ǯhowǯsǯ and Ǯwhyǯsǯ of CSR implementationǤ )n other wordsǡ whilst whether the gender programme at Adwenkor Ǯworkedǯ or not is of interestǡ the 
main enquiry is in how the programme, as an outcome itself of 

institutional work, came to exist and exist in its current form.  

Fifth, the empirical work also contributes to our knowledge on the 

intended and unintended consequences of institutional work. I show how 

CSR practices and goals which are intended to promote gender equality 

may actually provoke unexpected behaviour; unintentionally maintaining 

the status-quo. I further elaborate on this in Chapter Six, where 

unintended consequences are most visible in the form of Resistance Work. 

This is also a contribution to the theory of institutional work, as I identify 

three forms of work which resist institutional work to disrupt gender: 

distancing, blocking and questioning. I explain how each resistance work 

counteracts the arguments and goals laid down in the organisationǯs pastǡ 
and how the enactment of resistance at the micro, and micro-micro levels 
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influences actorsǯ understanding of genderǤ The unpredictability and 

cyclical nature of institutional work is captured here, highlighting how 

work that is purposive in its objectives may play out in diverse and 

unexpected ways. These insights have utility not just for theorists of 

institutional work, and CSR, but for those who wish to promote gender 

equality within any number of cross-cultural contexts. 

This leads to the sixth contribution, again to institutional work theoryǡ where ) theorise how actorsǯ sense of selfǡ their thought and 
identity, are also important considerations for how they may create, 

disrupt or maintain institutions. Drawing on feminist Foucauldian notions 

of productive power relations helps explain how institutions are sites of 

constitutive power relations, closely connected to our sense of self. This 

suggests the need to theorise at the level of individual subjectivity nested 

within systems of power relations. 

 Finally, a gender lens on institutional work and CSR can bring out 

power relations and disempowered voices further (Mackay, Kenny and 

Chappell, 2010). Importantly, using institutional work theory to explore 

the pressing need for gender equalities ensures that the theory gets back 

to addressing important social issues (Lawrence, Leca and Zilber, 2013). 

The research has implications for those wishing to provide more equitable 

experiences for men and women farmers in the value chain. It outlines the 

steps taken to affect changes within a value chain, whilst showing how 

there are limits to how far we can call these changes successful, and how 

strategising change around gender is much messier than both industry, 

and academic theories, allow. Specifically, the research demonstrates the 

importance of shared understandings of gender but shows, paradoxically, 

how shared understandings are difficult to achieve given the tight-

connections between identity, gender and power, made all the more 

complex by the global nature of value chains.  
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CHAPTER TWO: 
CORPORATE SOCIAL RESPONSIBILITY 

AND GENDERED VALUE CHAINS 

 

Business organisations are increasingly involved in community 

development, policy shaping and social and environmental protection 

under the umbrella of CSR. They are ostensibly trying to limit the damages 

that business can (and does) inflict on people and planet in the pursuit of 

profit. While these damages are numerous and diverse, gender inequality 

has been pervasive across all industries and geographic contexts, but has, 

until very recently, received scant attention in business literature or 

practice (Coleman, 2002; Grosser and Moon, 2005a; Hearn and Parkin, 

1983). Value chains are much discussed in CSR, but their gendered aspects 

have remained largely ignored in academia and in practice  (Barrientos, 

Kabeer, and Hossain, 2004). It is only in the last few years that business 

organisations, NGOs and international bodies such as the World Bank have 

begun to include gender equality and/or equity as an agenda for CSR.  

Since my focus is on gender, CSR and value chain contexts, this 

chapter introduces the concepts and theories around value chains and CSR 

in relation to gender. I begin by unpacking the concept of CSR and defining 

its use within the thesis (Section 2.1.). I then move onto definitions of the Ǯvalue chainǯǡ exploring different ways in which value chains have been 
theorised- as ǮGlobal Value Chainsǯ and ǮGlobal Production Networksǯ 
(Section 2.2.). In so doing I underline the importance of networks of actors 

and power relations within the study of global production. I then briefly 

introduce the particular context of the Ghanaian cocoa chain, before 

turning to the second main body of the chapter, where I review the 

gendered nature of global value chains (Section 2.3.). Again, while 

reviewing key gendered issues, I draw upon the context of Ghanaian cocoa 
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production where possible, to begin to draw a picture relevant to my 

particular case study focus.  

2.1. CORPORATE SOCIAL RESPONSIBILITY  
 

CSR is a concept that struggles with boundaries. Debates about the 

business-society relationship have always had a place in social sciences, 

but the last fifty years has seen a boom in the study of CSR specifically; and 

operationalisation in management practice (Carroll, 1999; Margolis and 

Walsh, 2003).  CSR has borrowed theories and concepts from a range of 

disciplines, including politics, economics and business ethics making it Ǯdynamicǡ overlapping and contextualǯ (Gond and Moon, 2011: 3). This 

means that whilst CSR is a rich area of research, it has struggled with a consensual definitionǤ )n factǡ CSR is best known as a Ǯcontestableǯ (Moon, 

Crane, and Matten, 2005)ǡ Ǯchameleonǯ concept ȋGond and Moonǡ ʹͲͳͳȌ with considerable debate about the Ǯgrey areasǯ where business behaviour 
ends and socially responsible actions begin  (Matten, Crane, and Chapple, 

2003). 

CSR in this thesis is defined as a set of practices connected to the 

consideration that businesses have a responsibility to society (it can be 

held to account) and for society ȋbusiness should Ǯdo no harmǯ and 
contribute to a healthy society) (Gond and Moon, 2011). Such a 

conceptualisation acknowledges the fluidity and social-construction of the 

phenomenon (Fourcade and Healy, 2007; Shamir, 2004). In Chapter Three 

I explain theories of practice in more detail, but in brief, practices refer to 

the activities, decision-making, communications, interaction and so on 

carried out by actors within business organisations in their everyday lives 

(de Certeau, 1984)Ǥ Practices are Ǯembodiedǡ materially mediated arrays of 
human activity centrally organised around shared practical understandingǯ (Schatzki, Knorr Cetina, and von Savigny, 2001), in this 

instance, on the relationship between business, environment and societal 
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institutions. At their simplest, these practices entail human interaction 

through talk (meetings, conversations, phone calls, jokes etc.), action 

(sending letters, signing contracts, attending events etc.) and text (emails, 

documents, reports etc.) inside, and sometimes outside, the business 

organisation (Lawrence and Suddaby, 2006). CSR is understood here to be 

more than a collection of words on a page, as per a corporate ethics 

statement, or indeed an academic theory. CSR is arguably constituted by 

those that embody and enact its essence in their day-to-day life, through Ǯmicropracticesǯ of interactionǡ communicationǡ talk and action ȋLawrence 

and Suddaby, 2006Ȍǡ all of which contribute to CSRǯs institutionalisation 
(Bondy, Moon, and Matten, 2012; Slager et al., 2012).  

There is a strong argument for expanding a definition of CSR to 

include not only the reported, discretionary aspects of CSR, but the non-

voluntary aspects of CSR, such as providing quality employment, which are 

embedded into national or cultural institutions and legal frameworks 

(Kang and Moon, 2011; Gond, Kang, and Moon, 2011). This is pertinent 

given that the CSR practices within my case study encompass the non-

voluntary (i.e. certain internal company policies regarding non-

discrimination; compliance with local laws) and voluntary (social 

programmes on gender equality; quotas for female management). CSR thus involves Ǯdifferent functionsǥ in different contexts and at different timesǯ ȋKang and Moonǡ ʹͲͳͳ: 90), including being renamed, reframed and 

possibly rejected by individuals working in the area of gender and CSR. 

CSR scholarship remains rooted in debates around the normative 

and ethical purpose of business in society, involving theories of 

sustainability, normative stakeholder engagement, political CSR and 

human rights (Freeman, 1984; Matten and Crane, 2005; Moon et al., 2005; 

Garriga and Melé, 2004). There is also a rise in the ǮBusiness Caseǯ for CSR, 

meaning that CSR is often justified instrumentally, with a look to long-term 

financial stability (Bondy et al., 2012). The intersection of gender and CSR 

has also been studied from all of these approaches: instrumental 



 
 

 

 

32 

(Maxfield, 2007; Ruiz-Thierry, 2007); political (particularly feminist 

theories)(Grosser, 2011; Pearson, 2007) and ethical (Barrientos, 1997; 

Marshall, 2007; Prieto, 2003). The application of gender to theories of CSR, 

and their particular foci, is discussed in depth in Chapter Three.  

The growing Critical Approach to CSR is also pertinent to my thesis, 

authors of which critique CSR on grounds of imperialism (Adanhounme, 

2011; Khan and Lund-Thomsen, 2011), sexism (Prieto, 2003), and 

inappropriateness in a multiplicity of global South contexts (Jamali and 

Sidani, 2011; Prieto-Carrón, Lund-Thomsen, Chan, Muro, and Bhushan, 

2006). There are also those that critique CSR on its real-world impact (or 

lack thereof), for whom CSR is overly-optimistic at best, or greenwash at 

worst (Banerjee, 2008; Blowfield and Frynas, 2005; Coupland, 2005; 

Newell, 2002). Such literature is relevant here as it encompasses questions 

of power, voice and impact in the context of the global South. Prieto-

Carrón et al. ȋʹͲͲ͸Ȍ call for approaches that question the Ǯwin-win rhetoricǯ popular in CSR ȋBondy et al., ʹͲͳʹȌ and instead look at the Ǯactual 
impacts of CSR initiatives, the roles of power, class and gender in mediating such interventionsǯ in a Ǯcontextualised understanding of what 
CSR can and does mean for poor and marginalized groups in the global Southǯ (Prieto-Carrón et al., 2006: 986). They also call for empirical 

research that goes beyond tick-box exercises to collate real-world 

statements from such groups. My research answers such a call with its 

attempt to understand the processes, practices and intended and unintended consequences of Ǯengenderedǯ CSR in the value chain in the 

global South context. I also adopt participatory research techniques that 

champion giving more voice to stakeholder-producers and subvert assumptions about ǮAfricanǯ leadership (Alcadipani et al., 2012; Nkomo, 

2011) by focusing on multiple sites of management, both in the UK and 

Ghana (see Chapter Four). 

In summary, my research questions and interpretivist research 

design support an understanding of CSR as fluid, socially-constructed and 
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ultimately as a collection of contested practicesǤ  ) am seeking actorsǯ own 
understandings and narratives of engendering CSR in the cocoa value 

chain. To impose a strict limit of what CSR is or should be would 

undermine the research questions. Instead, a broad definition of CSR 

enables me to fully explore the understanding and narratives behind 

practice, specifically when business organisations attempt to apply a 

gender-sensitive approach to their value chain. 

2.1.1. CSR IN GLOBAL VALUE CHAINS  
 

CSR is especially salient when it comes to food value chain governance, 

given the large number of products sourced from overseas. In the last 

twenty years many supermarkets and food brands have moved to 

vertically integrated (hierarchal) value chains; developing closer working 

relationships with a smaller number of preferred suppliers, meaning that 

consumers are guaranteed access to quality foodstuffs all year round 

(Gereffi, Humphrey, and Sturgeon, 2005). This means it has become easier 

to trace the origins of food from farm to plate (Barrientos and Dolan, 

2006) and thus food value chains are particularly sensitive to risks in 

brand and reputation (Croft, 2006). Concurrently CSR in the food industry, 

particularly for big name brands, has grown exponentially as a result of 

these developments (Croft, 2006) (Table 1).  

 Globalisation forms the contextual backbone of much writing on 

CSR, value chains and work in the global South (Gill, 2006). Globalisation is 

described as 'the process of intensification of cross-area and cross-border 

social relations between actors from very distant locations, and of growing 

transnational interdependence of economic and social activities' (Scherer 

and Palazzo, 2008: 415). It can be economic, characterised by an increase 

in trade and knowledge, with the accompanying increase in use of land, 

resources, goods and services (Waters, 2001). It also has political 

implications, including questions of governance, both local and global. 

Governance is about those that steer and how they steer communities 

towards certain goals (Moon, 2002). It is important to this study as I 
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examine actors involved in everyday practices (the who), and how they 

enact these practices (the how).  

Table 1: Common CSR Practices in Food Value Chains  

Statements of ethics  
(e.g. a commitment to ethical practice in an annual report) 
 

Codes of conduct  
(e.g. a list of expected behaviours of employees and/or suppliers) 
 

Membership of multi-stakeholder initiatives  
(e.g. ETI; see Appendix 1) 
 

Auditing  
(e.g. independent factory audits by consultancies) 
 

Monitoring and reporting on workforce and environment  
(in connection with auditing; researching issues and reporting internally 
and externally on these e.g. through the GRI guidelines) 
 

Policies  
(e.g. on fair dismissal; equal opportunity hiring) 
 

Social programmes  
(e.g. Literacy and numeracy training; sexual health awareness; mentoring; 
skills training for specific tasks; sensitisation training for management) 
 

Improvement in workplace facilities  
(e.g. toilets; crèches; canteens) 
 

Philanthropic donations  
(e.g. to local schools; for local charities; towards workersǯ educationȌ 
 
Adapted from Barrientos and Dolan, 2006; Chan, 2010; Jenkins et al., 2002; ETI, 
2014a; SEDEX, 2014a; United Nations Global Compact, 2014a. 

 While the Ǯnewnessǯ of globalisation and its relationship with business is 

contested (Whelan, 2012), globalisation sees businesses working in 

countries covered by little or no national or international regulation 

(Scherer and Palazzo, ʹͲͲͺȌǤ )n this contextǡ Ǯnew governanceǯ sees 
businesses becoming key actors (Moon, 2002), with CSR emerging in part as a response to Ǯgrey areasǯ of business activity not covered by law 
(Scherer and Palazzo, 2008; Moon, 2002; Moon and Vogel, 2008) 
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especially when operating in overseas value chains (Millington, 2008). 

Thus, many of the CSR practices listed in Table 1 signify a filling of a Ǯgovernance gapǯ where host country laws do not go far enough to protect 
social and/or environmental rights (Detomasi, 2008). 

 Paradoxically, globalisation is said to have increased consumer 

demand for cheap and readily-available products, all year round, such as 

high-street fashion and seasonal foodstuffs (Dolan and Humphrey, 2000). This has also meant a proliferation of Ǯcaptiveǯ value chains ȋGereffi et al., 

2005) (see Section 2.2.1), where brands can jump from supplier to 

supplier, or country to country, to seek the lowest costs (Barrientos et al., 

2004; Scherer and Palazzo, 2008). Both hierarchal and captive value chain 

governance give little power to the supplier (Gereffi et al., 2005), meaning 

a conflict of interest can arise between worker wellbeing and 

buyer/consumer demand, sometimes resulting in corporate 

irresponsibility (Millington, 2008).  

In recent years NGOs have attempted to expose the human cost of 

fast-moving consumer goods value chains such as fruit, vegetables and 

flowers (Raworth, 2004; WWW, 2003) by informing consumers through 

campaigns and advocating for policy changes with both business and 

government. Campaigns such as these can be said to be attempts at 

policing the governance gap between business activities and 

implementation of labour laws which often fail workers, many of whom 

are disproportionately women (see Section 2.3). Civil society and business 

interaction is not always confrontational, however (Crane, 2000). CSR continues to shift from a Ǯcorporate-centricǯ to a more Ǯcorporate-orientedǯ 
approach (Rasche et al., 2013), with business now taking on a shared actor 

role within a wider network of organisations and entities (Moon, 2014; 

Ruggie, 2004). Such networks work on the basis of collaboration, as 

opposed to confrontation (Crane, 2000), and have proliferated in areas of 

value chain governance (Lund-Thomsen & Lindgreen, 2013).  
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Global standards to which businesses can sign up to and/or be 

certified against are common forms of CSR within value chains. Over ten 

standards and codes concerning gender are documented in Appendix 1, a 

number that continues to grow year on year. The number is extremely small compared to the proliferation of other CSR Ǯissueǯ standardsǡ 
however, and the numbers of companies involved are also low when compared to Ǯmainstreamǯ CSR standards (Bexell, 2012; Kilgour, 2012).  

For example, the UN Global Compact has attracted over 8000 business 

signatories as of June 2014 (UNGC, 2014)Ǥ )n comparison The Womenǯs 
Empowerment Principles, the gender initiative connected to the Global 

Compact, has only 808 business signatories as of September 2014 (UN 

Women and UNGC, 2013).  ǮCorporate-orientedǯ CSR ȋMoonǡ ʹͲͳͶȌ is also evident in the 
connecting of different social actors (e.g. government, NGOs, international 

organisations, businesses, consumer groups) to achieve CSR goals, often in 

the form of partnerships (Seitanidi, 2010). Partnerships can involve 

sharing of funding, expertise, staff or resources. The largest multi-

stakeholder initiatives can involve all of these dimensions. For example, 

the Ethical Trading Initiative (ETI) is funded, managed and supported by a 

diverse number of actors, including the UK government, NGOs, trade 

unions and corporations (ETI, 2014). In the development of codes and 

standards concerning value chain practices, many disparate groups often 

come together in the writing of the standard, especially with regard to 

gender (e.g. The Gender Equity Seal (GES) was the result of work between 

businesses, UN Women Egypt, consultancy Social Accountability 

International and the Egyptian government). On a smaller scale, most 

examples of gender-sensitive CSR programmes are the result of 

partnership between business and NGO expertise (see Appendix 3), 

including the programme studied within my case study. 

Businesses in the global value chain context today can approach 

CSR reactively (making amends when something goes wrong, as in the 
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case of the Rana Plaza factory fire), or proactively (taking strides to 

improve conditions first and foremost). In either case, the response is 

often to partner, and work in a network to ensure that the social and 

environmental objectives of CSR can be achieved (Butler, 2013). The realities of the value chainǯs structure and governance continue to be a 
source of concern for researchers and practitioners alike, as the 

boundaries of responsibility are nebulous. What does the value chain 

consist of? Who or what gets included? The next section unpacks the concept of Ǯthe value chainǯǡ to show that just as networks are becoming the preferred way of Ǯdoing CSRǯǡ networks are precisely what value chains 
themselves are constituted of.  

2.2. THE VALUE CHAIN 
 The term Ǯvalue chainǯ is preferred to Ǯsupply chainǯ in this thesis for a 
number of reasons, predominantly because (1) a value chain can conceptually capture the Ǯvalue-addedǯ of human contributions to the 
production of a service or good, (2) this human contribution can be 

analysed along social lines e.g. exploring gender, or power, and (3) a value 

chain thus becomes better understood as a network of people whereby 

interchanges of social meaning occur. I unpack these three points further 

below, through an exploration of two key and influential theories: Global 

Value Chain (GVC) theory (Gereffi, 1994) and Global Production Network 

(GPN) theory (Henderson et al., 2002) and the gendering of such an 

approach: the concept of Gendered Production Networks  (Barrientos, 

2014).  

 ) retain the use of the phrase Ǯvalue chainǯ throughout the thesisǡ 
particularly as it suits the particular case study I explore, based on a relatively simple Ǯchainǯ of production ȋsee Chapter FourȌǤ (oweverǡ the 
case also explores groups of actors across three organisations connected 

to production, thus it is also imperative to understand the phenomenon of 
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global value chains and production networks, as discussed below. 

Furthermore, the case study takes place within the wider context of 

gendered experiences of production- a context that is inseparable from the 

meso and micro actions under study.  

2.2.1. GLOBAL VALUE CHAINS  
  

   Value chains are at their simplest a series of Ǯproducts and services 
linked together in a sequence of value-added economic activitiesǯ 
(McCormick and Schmidtz, 2001: 18). Whilst the origin of Ǯvalue chainǯ 
(Porter, 1985) focused on economic benefits for business, others have 

critiqued such a concept for underplaying the social, cultural and geographic contexts which shape what Ǯvalueǯ isǡ and for whom 
(Henderson et al., 2002). For example, the value of quinoa has evolved 

from an everyday subsistence foodstuff in Andean countries, to a highly-

sought consumer trend in Europe, with knock-on effects for the prices of 

quinoa in the very places it is grown (Blythman, 2013). Quinoa is more 

valuable in an economic sense being sold in a supermarket in the UK, but 

is arguably more intrinsically valuable as a staple food in the Peruvian 

highlands. Ramsey (2005) outlines the different meanings of value within 

business relationships, summarised in Table 2. 

  

 Gereffi (1994) and others (Bonacich and Appelbaum, 2004; 

Kaplinsky, 2000) have explored the concept of the value chain 

predominantly through an exploration of commodity chains, and their 

governance. Global value chains (GVCs) are much more complicated than the moniker Ǯchainǯ impliesǡ involving many actors and organisationsǤ They 
are thus described as: 

Sets of interorganizational networks clustered around one 

commodity or product, linking households, enterprises, and states to 

one another within the world- economy.... linked together in 

networks. Each successive node within a commodity chain involves 

the acquisition and/or organization of inputs (e.g. raw materials or 
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semi-finished products), labor, power (and its provisioning), 

transportation, distribution (via markets or transfers) and 

consumption (Gereffi et al., 1994: 2). 

Table 2: Types of Value in the Value Chain  

Value Description Example 

Technical 

(Resource) 

The intrinsic worth of the 

item/service being 

provided. 

A piece of clothing is an 

essential need in that it 

covers up the human body 

and provides warmth. 

Organisational 

(Context) 

Value added in the context 

of manufacture e.g. 

branding, reputation, 

ethical standards, quality 

of product made.  

A fair trade t-shirt made 

with organic cotton has 

value-added in quality, 

ethics and reputation. 

Personal 

(Career and 

Idiosyncratic) 

Value-added experiences 

and associations with the 

product or manufacturing 

processes.  This pertains 

to the value of individuals 

in the value-chain- farmer; 

manager or consumer. 

Farmers producing fair 

trade cotton for the t-shirt 

get a better wage; 

managers working for the 

company feel satisfaction 

at the fair trade label; 

consumers feel altruistic 

at purchasing the product.  

Adapted from Ramsey (2005). 

 

The GVC approach has been useful in that is has surpassed the corporate-

centric, product-centric view of value and interaction. It has been adopted 

by large international organisations looking to improve economic 

development (e.g. the ILO). It has gone some way to highlighting the 

inequalities inherent within the production system, mainly by typifying 

relationships between suppliers and buyers, and showing their power 

asymmetries. For example, buyer-driven commodity value chains (Gereffi, 

1994), characterised by Ǯcaptiveǯ value chain governance ȋGereffi et al., 

2005), are highly competitive and price-sensitive, succeeding through Ǯjust-in-timeǯ production systems where orders may change weeklyǡ or 
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even daily, putting pressures on factory and farm owners to employ or lay-

off employees as quotas dictate (Barrientos, 2001). Many have detailed the 

high human cost of such value chain governance (see Section 2.3).  

  

  There are limitations, however, to the GVC literature. There is little room in Gereffi and othersǯ typologies for what (enderson et al. call Ǯdifferent forms of capitalismǯǡ which are replete with different social 
norms and institutional arrangements (2002: 441). As the case study in 

this thesis features cooperative forms of governance, and a Fairtrade 

agreement, GVC theory does not readily explain such a situation. 

Furthermore, although power is acknowledged, it is often limited in discussion to relationalǡ overt power struggles between Ǯlead firmsǯ or Ǯsuppliersǯ ȋiǤeǤ Sturgeon, 2008). A more critical conceptualisation of the 

value chain as Global Production Networks, or GPNs, has been put forward 

as addressing some of these issues. 

2.2.2. GLOBAL PRODUCTION NETWORKS 
 

GPN theory builds upon GVC literature in three distinct ways that are 

useful to my thesis. First, GPN theory focuses less on commodities and more on the Ǯsocial processesǯ inherent in a value chainǤ (enderson et al. 

state:  

There is a needǥ to re-focus attention on the social circumstances 

under which commodities are produced and thus avoid the ever-

present danger of slipping into a perception of commodities as de-

humanised building blocks involved in the making of other 

commodities (2002: 444).  The Ǯsocial processesǯ involved in value chains are often genderedǡ as 
Section 2.3 expands upon. Valuing the human contribution to production 

of goods and services is also a cornerstone of much CSR theory and 

practice. 
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Second, GPN literature expands on the Ǯchainǯ or Ǯsystemǯ of GVC 
literature to speak explicitly about networks. As well as better capturing 

the cross-space and cross-organisation interactions inherent in productionǡ the concept of a network contains Ǯthe possibility of 
conceiving of individual firms incorporated into a production system [as] 

having room for autonomous action within that systemǯ ȋ(enderson et alǤǡ 
2002: 444ȌǤ Thus Ǯactors struggle over the construction of economic 
relationships, governance structures, institutional rules and norms, and discursive framesǯ (Levy, 2008: 944). Ultimately, GPNs are recognized as 

socially constructed phenomena, a conceptualisation that is in line with 

my research philosophy (see Chapter Four).  

This leads to the third upgrade from GVC literature that the concept 

of a GPN provides this thesis. This is that the idea of networks allows for 

non-traditional relationships and partnerships to form, with varying 

degrees of power involved. These operate outside of geographic spaces as they Ǯcut through state boundaries in highly differentiated waysǡ 
influenced in part by regulatory and non-regulatory barriers and local 

socio-cultural conditionsǯ ȋLevyǡ ʹͲͲͺ: 445). This idea of partnerships and 

relationships forming across diverse organisations is especially pertinent 

to the study of CSR in a value chain context, where actors such as NGOs, 

government, buyers, producers, consumers and corporate boards interact 

with one another, in voluntary and informal ways, such as in the creation 

of social or environmental standards (Coe, Dicken, & Hess, 2008). 

 GPN theory complements the GVC literature with its emphasis on 

networks, social structures and processes around production, and the 

openness to formal and informal partnerships within networks. GPN and 

GVC studies, however, have in practice tended to concentrate on Ǯleadǯ 
firms and their interactions with suppliers, with almost no research 

undertaken into interactions, decision-making and power relations within 

the firm itself. Coe et al. explain that the firm is depicted as a Ǯblack boxǯ 
within the production network ȋʹͲͲͺǣ ʹ͹͹ȌǤ Whatǯs moreǡ although GPN 
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theory encompasses non-firm actors such as NGO workers, they are often 

erased from analysis in reality (Coe et al. 2008).  

 Barrientos (2014) has also pointed out that both the GVC and GPN 

literatures remain largely silent on the role of women or gendered 

dimensions of the global economy. Therefore my thesis addresses these 

gaps in the GPN/GVC literature, given its aim of exploring the process of Ǯgenderingǯ CSR in the Ghanaian cocoa value chain. With this in mind, the 

next section provides a brief introduction to the specific context of 

Ghanaian cocoa production.  

2.2.3. THE COCOA VALUE CHAIN 
 

I begin with a historical note, in the belief that in-depth single case studies 

must go beyond their immediate empirical boundaries Ǯto the wider nationalȀcultural canvases in whichǥ organisations operateǡ including not 
only current arrangements but also the historical circumstances from which these arrangements occurredǯ (Cohen and Ravishankar, 2012: 181). 

The history of cocoa agriculture is bloody and political- mired as it is in 

slavery, and enforced importation of the non-indigenous cocoa tree to Africa by colonial forces that aimed to supply a ǮWesternǯ hankering for 
sweet treats (Beckman, 1976; Higgs, 2012; Robertson, 2009).  As I 

reiterate in Section 2.3.6., women in particular were affected by the 

growth of the cocoa trade in Ghana, with knock-on effects for their role in 

wider society (Robertson, 2009; Allman and Tashjian, 2000). 

Paradoxically, as a result of this brutal history, three big UK confectioners, Fryǯsǡ Rowntreeǯs and Cadburyǯsǡ all of Quaker originǡ were amongst the 
first businesses to begin to explore farmersǯ working conditions overseas 
(Higgs, 2012; Tiffen, MacDonald, Maamah, and Osei-Opare, 2004). 

Cocoa continues to be essential to Ghanaǯs economy (Breisinger, 

Diao, Thurlow, Yu, & Kolavalli, 2008), and Ghana is the second-largest 

cocoa producing country in the world (International Cocoa Organization, 

2014). Ghana is an interesting case as for many years it has resisted IMF 
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impositions of free market economics for cocoa production, instead relying on the governmentǯs cocoa board ȋCOCOBODȌ to set quality rulesǡ 
minimum prices and export regulations (Ghana Cocoa Board, 2013).  Most 

Ghanaians do not eat the chocolate their crops become, even though over 

10% of the population relies on cocoa for their livelihood (Tiffen et al., 

2004). Trade unions, however, have located cocoa farmers as outsiders, given that they do not Ǯwork for anyoneǯ in particularǡ but sell their cocoa 
onwards to various cocoa buyers (Tiffen et al., 2004). Fluctuating global 

prices in cocoa over the last two decades saw a rise in the number of 

cooperatives being founded, and fair trade practices being introduced, as a 

means to protect the farmer.  

 At the micro level, the context of Ghanaian cocoa farming is 

interesting, and complex, as the majority of cocoa is not grown on large 

commercial farms, but by actors on smallholdings, often in families but 

also assisted by migrant labour at busier times (Tiffen et al., 2004). 

Estimates put the number of smallholdings at between 700-800,000, with 

most owning less than 3 hectares of land (Tiffen et al., 2004). Chocolate 

companies have to procure cocoa from many thousands of these 

smallholders, and in the case of fair trade conditions, a premium price. 

Figure 1: Processes in Cocoa Bean Growing and Processing  

 

Adapted from Traoré (2009: 22); Barrientos (2014). 
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There are two main cocoa crops: a lighter crop between May and 

August; and the main crop between October and May. Each smallholding 

will have cleared land, planted seeds, weeded, fertilised, and harvested 

their cocoa pods, before processing them further before selling (Figure 1).  

Figure 2: Typical Cocoa Value chain 

Source: Adapted from Tiffen et al. (2004) 

Of upmost importance to chocolatiers are the fermenting and drying 

stages, which give the best flavours to the cocoa product (Barrientos, 

2014). In Ghana fermenting takes place by making piles of cocoa beans 

and their mucilage wrapped in banana leaves, which are left for 5-6 days 

and turned once in between. The beans are then spread along sheets or 

bamboo drying racks for 7-12 days (for optimum flavour) (Barrientos & 
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businesses then make the chocolate products elsewhere, where other 

ingredients such as milk and sugar are added. Figure 2 details a typical 

cocoa global value chain in more detail. 

Ghana has to work hard to keep its world-renowned quality (and 

therefore sales) of cocoa, with productivity levels lower than other 

producing countries (30-50 per cent lower in some cases) (Capelle, 2009), 

exacerbated by falling amounts of quality cocoa trees available as the trees 

age (Kolavalli and Vigneri, 2011; Vigneri, 2008). Some estimates predict 

that worldwide cocoa demand will overwhelm supply by 2030 (Amajaro, 

2011). This is disastrous for chocolate companies for whom securing a 

quality supply of cocoa for the long-term, whilst appealing to discerning, 

and increasingly moral tastes is of utmost importance (KPMG, 2012). A 

number of chocolate retailers and cocoa buyers, including Mondelez 

(formerly Cadbury Kraft) and Nestlé have recognised that further bringing 

more women into the cocoa value chain, and/or improving their crops and 

productivity yields, is a key aspect of achieving sustainable, ethical 

chocolate (personal correspondence with Nestlé, November 2012; 

Barrientos and Asenso-Owyere, 2008). This is especially pertinent to the 

Ghanaian cocoa case, where the average age of cocoa farmers is over 50 

years old, and there is a decreasing desire for younger generations to take 

on arduous physical cocoa farming (Barrientos and Asenso-Owyere, 

2008). Young men, especially, are more likely to migrate from rural farm 

areas to seek education and employment in the ever-growing urban areas 

of Ghana, leaving women with the farm lands (Chant, 1998; Eyram 

Dugbazah, 2007). Supporting existing female cocoa farmers, and 

encouraging more to farm, is arguably key to the sustainability of cocoa, 

and the chocolate industry (Barrientos, 2014). In the next section, 

however, I outline the ways in which female farmers within food value 

chains continue to experience inequalities and inequities in their work. 

Where possible, I link back to the Ghanaian cocoa experience. 
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2.3. GENDER IN GLOBAL FOOD VALUE CHAINS 
 

Barrientos and others have argued that gender continues to be ignored in 

many GVC/GPN studies (Barrientos, 2013). They explain that: 

In order to incorporate a gender perspective, it is important to extend 

the value chain concept beyond firms (the productive sphere) to the 

broader set of participants and institutions that engage with and 

influence the commercial functioning of the chain (including the 

reproductive sphere). (Barrientos, 2013: 9).  

The GVC/GPN approach provides an analytical focus on social processes, 

and institutions, but is improved by a gender lens that appreciates that 

economics and labour permeate throughout social life, including into the home and the domestic and reproductive part of men and womenǯs livesǤ 
Here I collate evidence for why a gender lens on GVCs/GPNs is necessary 

within a specific focus on the food industry, providing an overview of gendered issues and their impact on men and womenǯs livesǤ  
 Agriculture supports millions of people around the world in terms 

of income, but is under-performing in many places, due in part to the 

continued gender inequalities prevalent in agriculture production (SOFA 

and Doss, 2011). Women as workers are over-represented in global value 

chains, including certain agricultural chains (Barrientos, 2001; Joekes, 

1999)Ǥ The Ǯface of farmingǯ is more than often female (Coles and Mitchell, 

2011; see Table 3).  

 There continues to be considerable debate about the positives and 

negatives of women moving into global value chains. Many women 

working in the global economy, especially those in agriculture, are offered 

little in the way of opportunities. They work with few employment rights, 

in unsafe conditions over long hours, with little wages and job security 

(Barrientos et al., 2004). These inadequacies are discussed further in 

Section 2.3.1 below.  
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Table 3: Why Women Matter to Global Agriculture  

Women comprise 43% of the agricultural labour force, but this masks the 

growing and preparation of food carried out on homesteads (SOFA and 

Doss, 2011; Deere, 2005). 

The number of women farming is increasing (Lastarria-Cornhiel, 2006; 

Deere, 2005; Coles and Mitchell, 2011). 

Agriculture is the most important form of employment for women in South 

Asia, Sub-Saharan Africa, East Asia, South-East Asia and the Middle East 

(SOFA and Doss, 2011) Women produce most of the worldǮs staple food cropsǡ providing up to ͻͲΨ of the rural poorǯs food intake and producing ͸ͲȂ80% of the food in 

most developing countries (Coles and Mitchell, 2011). 

 

 On the other hand, there are positives for women moving into 

global value chains (Maertens and Swinnen, 2010) such as the learning of 

new skills (Kabeer and Mahmud, 2004), increased income (Nadvi, 2004), 

and confidence and autonomy (Dolan and Scott, 2009). The potential for womenǯs poverty alleviation and empowerment through commerce is 
substantial, and to argue that market economies always work against 

women is misleading (Elson, 1992). Nonethelessǡ when compared to menǯs experiencesǡ womenǯs movement into economic activity has been 

disproportionately into informal work (World Bank, 2011; Standing, 

1999). It is argued that simply increasing the amount of women into such 

precarious, informal work does little to improve their social, political or 

economic position (Cornwall, Gideon, and Wilson, 2009), given the 

complexity of gendered power relations in GVCs. In the sections below I 

briefly highlight nine of the most pressing gendered issues in food value 

chains: informality; remuneration; access to resources; access to 

cooperatives; occupational segregation; leadership and decision-making; 

working conditions and care work.  

Within each section I also provide research, where possible, 

pertinent to the Ghanaian agricultural experience, given that this is the 
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specific focus of my thesisǯ caseǤ Ghana itself is an incredibly diverse 

country, with 25 million people hailing from over 90 different ethnic 

groups. It is very difficult to claim a single truth about Ǯgenderǯ in Ghana 
(Baden, Green, Otoo-oyortey, and Peasgood, 1994). Most of the studies 

referenced here refer to the Southern, Western or Central regions of 

Ghana: Greater Accra and Ashanti featuring predominantly. This concurs 

well with the location of my own field work, and begins to build a flavour 

of my research siteǯs contextǤ 
2.3.1. INFORMAL WORKING  
 )nformal working characterises womenǯs work in value chainsǤ )t includes 
part-time, seasonal, temporary and on-call work, and encompasses those 

smallholder farmers who sell excess crops as and when they can. Much 

evidence exists to demonstrate that the agricultural industry thrives on a 

contingent, largely female (Bain, 2010; WWW, 2007; Raworth, 2004; 

Barrientos et al., 2005; Nadvi, 2009) and growing (Hale, 2005)5 workforce 

(see Table 4). Production line jobs, including those in agriculture, with their repetitive and often simple skillsǡ have seen an Ǯinformalisationǯ ȋStandingǡ ͳͻͻͻȌǤ Jobs tend to be temporary and Ǯflexibleǯ and without 
contracts, enabling employers not only to cut costs with regards to wages 

(Boserup, 1970), but with social benefits too.  

The problem intensifies in terms of CSR because the informal, non-

contracted workforce is often not covered by the corporate and industrial 

codes of conduct, such as GlobalGAP (Bain, 2010; Dolan and Sorby, 2003). 

The costs of ensuring farms reach standards laid out in such codes is 

usually met by the supplier (Bain, 2010; Barrientos and Dolan, 2006), 

which often leads to further subcontracting to push the responsibility (and 

costs) onto others. Arguably, the use of flexible, feminised labour is 

prevalent in part because of CSR and codes of conduct that push costs onto 

                                                           
5 For example, in Chilean fruit and vegetables the permanent labour force has fallen from 
208,000 workers in 1964 to 120,000 workers in 1987, while the contingent labour force 
has increased from 147,000 to 300,000, settling at over 400,000 in 2005 (Riquelme, 
2005; Jarvis and Vera-Toscano, 2004 in Bain, 2010: 348) 
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suppliers (Bain, 2010). Coupled with just-in-time supply systems and a 

push for reduced production costs, business holds much responsibility for 

the proliferation of a large, contingent, and mainly female, workforce.  

 

Table 4: Gender Composition of Agricultural Value Chains with Key 

Demographics.  

Country by 

product 

Gender 

Composition 

Age Employment 

Status 

Use of 

Migrant 

Labour 

Cut Flowers     

Kenya 75% female 20-34 Seasonal Yes 

Uganda 85% female - Permanent - 

Zimbabwe 87% female - Seasonal and 
Perm. 

- 

Colombia 64% female 15-28 Perm. and 
contract 

Minority 

Ecuador 70% female 16-29 Perm. and 
contract 

- 

Poultry     

Thailand 80% female 16-23; 
29-55 

Permanent - 

Fruit     

Chile 45% female 30 Temporary Yes 

Brazil 65% female - Permanent - 

South Africa 53% female 31 Seasonal, 
temp. 

Yes 

Vegetables     

Mexico 80-90% 
female 

- Seasonal, 
temp. 

Yes 

Kenya 66% female 18-29 Temporary Yes 

Sources: from Dolan and Sorby (2003: 26) 

 

Ghana has a relatively high number of economically active women in the 

Sub-Saharan context (Awumbila, 2007; Baden et al., 1994). The statistics 

show, however, that 91% of working Ghanaian women  are in low-income, 

informal and often insecure jobs (Ghana Statistical Service, 2009). Nearly 

half of women working are self-employed within agriculture, 

predominantly based in food production (Arbache, Kolev, and Filipiak, 
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2010). There are a large number of women working in cocoa farming, 

although many continue to work in the vein described by Allman and 

Tashjian ȋʹͲͲͲȌǡ as Ǯwives-of-farmersǯǡ whilst some are temporaryǡ 
seasonal workers and some remunerated landowners (UTZ and 

Solidaridad, 2009). 

 ǮCaretakersǯ who rent land from landowners run many cocoa farmsǤ 
Women face discrimination when it comes to caretaking agreements of 

cocoa farms, with men preferred, and also find it hard to rent or purchase 

farmland (Barrientos and Asenso-Okeye, 2008). Migrant workers, 

predominantly men from Mali, Niger, Guinea and Burkina Faso, face 

further discrimination as they work without rights and are unable to join 

cooperatives that may hold better protections and access to Fairtrade conditionsǤ Many of these men bring their wives with them to Ǯassistǯ in the 
cocoa industry, where their work is paid for directly to their husband (UTZ 

and Solidaridad, 2009).  

 As well as cocoa farming, many women engage in alternative, 

informal income-generation. They grow vegetables such as yam, plantain, 

pepper, onion, pineapple, okra, cassava, aubergine and corn, either in their 

own plots, or interspersed with cocoa trees. They may trade eggs, salted 

fish, meat, groundnuts and fruit, and sell cloth, firewood or small imported 

items such as shampoo sachets. Many women make and sell cooked food, 

or make crafts (such as batik), or provide services such as tailoring or 

hairdressing (Allman and Tashjian, 2000; Dejene, 2008). Clark (1994) has 

described the ability of women to work to earn some of their own income 

as a deep-seated value for Asante culture. Yet, as the next section shows, 

women in Ghana, as in the rest of the world, face a gender pay gap in all 

spheres of work. 

2.3.2. REMUNERATION 
 

An extremely large body of research exists on the difference in pay between men and womenǡ or Ǯthe gender wage gapǯǡ as it became known 
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(Perfect, 2011). Globally, even when accounting for differences in 

individual workers and their specific jobs, women still earn less than men 

for equal work (World Bank, 2011; Blau and Kahn, 2007). Not only do 

women earn less, but macro analyses show that female-heavy industries 

such as fast-moving consumer food goods attract lower wages overall for 

these occupations (World Bank, 2011). 

Equal pay for equal work is a human right enshrined in the 

Universal Declaration of Human Rights, and is extensively covered in many 

International Labor Organization (ILO) conventions as well as 

international and industrial codes of conduct (see Appendix 1). Whilst 

many national governments have signed up to equal remuneration laws, 

including Ghana, the global gender pay gap persists. Studies into 

horticulture (Corporación Cactus, 2010; Smith and Dolan, 2006; 

Barrientos et al., 2005; WWW, 2007) and fruit and vegetable sectors 

(Frank, 2005; Bain, 2010; Raworth, 2004) reveal that women receive less 

pay then men for equal work. In Ghana, there remains a gender wage gap 

of 24% between male and female remuneration for like-for-like work 

(Dejene, 2008: 12). In a study for Cadbury, Barrientos and Asenso-Okeye 

(2008) identified an income gap of 15 per cent between male and female 

farmers. 

Many researchers have thus questioned the strength of CSR codes 

to remedy the gender pay gap, since as mentioned previously, informal 

workers, mostly women, are not covered by codes (Smith and Dolan, 

2006;  Barrientos and Smith, 2007; Pearson and Seyfang, 2002). CSR that 

fails to provide equal pay for equal work on the basis of gender fails to 

address inequalities in wider society at a basic level.  

2.3.3. ACCESS TO RESOURCES 
 

Female farmers face a lack of access to resources for their livelihood, both 

tangible services and goods (markets, storage of goods, banking, credit, 

land, fertilisers, tools, etc.) and less tangible (education, training, political 
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representation in local and national groups) (Baden, 1998; Momsen, 

2004). For example, worldwide, women receive only 4 per cent of 

agricultural industry investment (Coles and Mitchell, 2011). This means 

women are less able than male smallholders to adapt to changes in the 

economy, including the scaling up or quality controls needed to enter into 

multinational food value chains (Baden, 1998; Jones, Holmes, & Espey, 

2010). Furthermore, lower productivity and yields for female farmers has 

knock-on effects for family healthcare, as they are more often responsible 

for providing food for their family (UN, 2010). 

Access to land is a huge problem in terms of gender, with only 10-

20 per cent of worldwide landowners being women (World Bank, 2011). 

As well as issues to do with access to land for family sustenance, female 

farmers wishing to grow food for sale into global value chains face barriers 

to participation if they do not outright own the land they farm on. This is 

particularly problematic in light of the increased focus on cooperatives 

(e.g. FAO, 2012) and fair trade value chain designs as a means to lift people 

out of poverty, since they largely operate on the basis of landownership 

(see Section 2.3.4).  

Cocoa can be grown on small, marginal plots of land (more likely to 

be owned by women), and provides relatively good returns (UTZ and 

Solidaridad, 2009). Ghanaian inheritance laws, unlike many Sub-Saharan 

African laws, do allow women to own their own land, which means women 

independently can grow cocoa, and join cooperatives (Quisumbing, 

Payongayong, and Otsuka, 2004). What is legal, however, often comes up 

against strong traditions of patriarchal land ownership, meaning men are 

still predominant land owners (Barrientos and Asenso-Okyere, 2008; Dejeneǡ ʹͲͲͺȌǤ To own land one must Ǯclearǯ it ȋprepare the land for 
farming by removing trees, weeding, etc.) and women are thought to be 

physically unable to do this (Dejene, 2008). Women have to often pay 

others to clear the land they own, which again leads to the customary Ǯownershipǯ of said land by menǤ There appears to be a slow shift towards 
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change whereby women are acquiring land through Ǯgiftingǯ by husbandsǡ 
brothers and sons (Quisumbing et al., ʹͲͲͶȌǤ (oweverǡ such Ǯgiftingǯ 
requires women and children to work hard to establish the land through 

weeding or tending young trees (Quisumbing, Payongayong, Aidoo, and 

Otsuka, 2001). 

When women own land, they often have to buy-in labour as cocoa 

farming is labour intensive, meaning there is less money to invest in inputs 

such as fertiliser or tools (Baden et al., 1994). Moreover, women are still obligated to work on their husbandsǯ plots ȋClarkǡ ͳͻͻͶǢ Dejeneǡ ʹͲͲͺȌ 
which means there is less time to spend on their own farms (Baden et al., ͳͻͻͶȌǤ When this is coupled with womenǯs other income generating 
activities (described previously) and their household responsibilities, 

women are at a disadvantage when it comes to crop productivity. It is one 

reason there is argued to have been a decline over time of women-owned 

cocoa farms (Clark, 1994; Robertson, 2009).  

2.3.4. ACCESS TO COOPERATIVES AND FAIRTRADE  
 

Cooperatives involve groups of smallholder farmers coming together to 

sell their produce under one banner, often investing some of the returns 

from sales into social projects e.g. building grain stores or community 

schools. Cooperatives are held to be especially good for bringing women 

into the value chain, as they offer access to further resources (training; 

tools; fertilisers); markets in which to sell; collective bargaining power 

and increased participation in larger markets (FAO, 2012). In comparison 

to men, however, the numbers of women members of cooperatives is low, 

with many women facing barriers due to cultural, social and economic 

factors: lack of land; lack of confidence and education; social taboos and 

domestic duties (FAO, 2012; ILO and COOP, Africa, 2012; Jones, Smith, and 

Wills, 2012).  

Fair trade often uses the cooperative model to bring smallholders 

together, providing a base price for crops and often providing training that 
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aims to increase the quality and quantity of the farmersǯ yields ȋBarrientos 
and Dolan, 2006). Despite the unprecedented growth in the fair trade 

ethical market, recent evidence suggests that women are not profiting 

from fair trade (Hutchens, 2010; Le Mare, 2008; Prieto-Carrón, Seeley, and 

Murphy, 2004; Wach, 2010). The problem lies in the fact that women are 

frequently not members of the cooperatives that sign up to fair trade 

accreditation, due to a number of factors as mentioned above (Hanson and 

Terstappen, 2009; Jones et al., 2012; Kasente, 2012). This has a large 

impact on how we evaluate the usefulness of CSR in the form of ethical consumerism for women workersǡ especially since womenǯs involvement 
in some industries (such as bananas, for example) is so high.  

Fair trade groups and co-operatives that do include women farmers 

provide more than just a premium price for their crops. They enable 

vulnerable women to group together and have a chance at earning a wage, 

and sometimes offer social protections such as maternity or sickness pay 

(Jones et al., 2012). More power in family decision-making; a push to send 

daughters to school and into later marriage; respectful and equitable 

working conditions; opportunities for business, literacy, numeracy and 

social skills and collective action (Jones et al., 2012; Le Mare, 2012; TWIN, 

2013) are all examples of further benefits fair trade movements can have 

on women farmers. There is also a risk, however, that placing too much 

emphasis on women in the value chain could harm them when the 

opposite is hoped for. In a recent study into fair trade and organic 

certification in Uganda, women who had been brought into the value chain 

faced a doubling of their workload since they were engaging in the fair 

trade process but still had to manage their households (Kasente, 2012). 

Such problems need to be considered and addressed in policies aiming to Ǯempowerǯ women through fair trade or CSR initiativesǤ  
Examples of CSR initiatives trying to rectify this situation operate 

through brand name partnerships with cooperatives to source products 

specifically from women farmers. Equal Exchange, Café Femenino and 
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recently Finlayǯs have all begun selling  Ǯwomen-onlyǯ coffee that offers the 
added-value of empowering women farmers ȋSainsburyǯs PLCǡ ʹͲͳͶȌ. The 

Fairtrade Foundation has also begun to encourage businesses buying 

Fairtrade products to understand further the gendered dimension of their 

value chain: by collecting data, reconsidering and investing in overcoming womenǯs barriers to cooperative membership ȋPersonal email 
correspondence, March 2014; TWIN, 2013). There has also been an 

increased call for helping women farmers develop alternative income 

streams to supplement their farming (TWIN, 2013).  

2.3.5. OCCUPATIONAL SEGREGATION 
 ǮThere are significant and systematic differences between menǯs and womenǯs jobsǡ whether across sectorsǡ industriesǡ occupationsǡ types of jobsǡ or types of firmsǯ ȋWorld Bank, 2011: 206).  Whilst in the global 

North there has been some movement of men and women into traditional Ǯmaleǯ or Ǯfemaleǯ jobs ȋsuch as women working in engineeringǡ or men as 
nurses), women the world over remain over-concentrated in jobs related 

to care-giving and domestic tasks, which also happen to be amongst the 

least well-paid (World Bank, 2011).  

Within many food value chains women make up the majority of 

workers (Barrientos et al., 2005; Raworth, 2004). Women are preferred to 

men for certain jobs, such as harvesting, picking flowers/fruit, and 

packaging products because they are considered diligent, unquestioning 

and delicate-fingered, so as not to damage the produce (Standing, 1999). These jobsǡ considered Ǯunskilledǯ and Ǯlightǯ are deemed tasks suitable for 
women as an extension of their gender roles as carers (Barrientos and 

Perrons, 1999; King Dejardin, 2008). The framing of these jobs as 

unskilled also affects the amount of pay such roles receive (Standing, 

1999). Men are often allocated the jobs involving machinery: crop-

spraying and ploughing, for example, and are rewarded more for such 

work (Barrientos, 2001; Momsen, 2004). 
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Occupational segregation is a clear form of gender inequality. 

Within companies, and through CSR practices, many have attempted to 

bring more women into traditional male sectors with offers of training and 

mentoring (i.e. Coca-Cola, Walmart and Vodafone) (see Appendix 2). 

However, deep-seated gender stereotypes affect the conditions that allow 

either a man or woman to work in certain positions (Acker, 1998; 

Benschop and Doorewaard, 1998). 

This is echoed in the Ghanaian context. Women are often thought of as Ǯinvisibleǯ in the Ǯmale cropǯ cocoa value chainǡ but they have been 

shown to be crucial to the farming process; especially in those activities 

that promote good quality flavour (Barrientos, 2014) (see Section 2.2.3). 

Women have been found to be more involved in post-harvest processes, 

such as removing cocoa beans, fermenting and drying, which contribute to 

good quality cocoa (Barrientos, 2014; UTZ and Solidaridad, 2009). They 

are also more likely to be involved in weeding and caring for young trees, 

also key to the sustainability of the cocoa sector (UTZ and Solidaridad, 

2009; IFPRI, 2002). Other tasks, such as pruning trees, clearing land, harvesting and spraying insecticide are seen as Ǯmale jobsǯǡ with even 
female farmers hiring male help for these tasks. Barrientos (2014) points 

out that whilst physical inferiority of women is often cited as the reason 

for this division of labour, women have done the same tasks as men. The 

cultural status quo appears to have a strong influence on the gendered 

division of labour on the cocoa farm. 

2.3.6. LEADERSHIP AND DECISION-MAKING 
 

Whilst the number of women in leadership and decision-making positions 

has improved, it is still not at parity. In 2007, there was no country in the 

world where women constituted more than 3 per cent of employers (UN, 

2010). Much research has been carried out into why there remains a lack 

of women in top management positions; on corporate boards; as CEOs; 

and as trade union leaders (Broadbridge and Hearn, 2008; Ely and 

Padavic, 2007). In a recent McKinsey report over 90 per cent of companies 
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surveyed were using Ǯdiversityǯ initiatives to increase the number of 
women and ethnic minorities in leadership roles (McKinsey & Company, 

2012).  

Further down the chain women are rarely given jobs as supervisors 

or managers, and are denied the training or opportunity for promotion 

often due to gender discrimination and cultural barriers (Aman, 2011; 

Barrientos and Barrientos, 2002; WWW, 2003). Within cooperatives and 

trade unions women are under-represented as committee members, 

leaders or representatives (Barrientos et al., 2001; Barrientos and Dolan, 

2006; Dovey, 2009; Smith et al., 2004; Pearson and Seyfang, 2002). This is 

problematic, especially for those who carry out CSR, as it is often through workersǯ groups that workers are audited for their views on CSRǤ )f 
women, who are often the most-marginalised, are not heard through representation in leadership or in workersǯ groupsǡ the evidence suggests 
that such policies and codes do not and will not address their needs (Bain, 

2010; Barrientos and Smith, 2007; Barrientos, 2008). CSR that fails to 

reach those most in need is failing to ensure responsible practices towards 

key stakeholders. Ghana is often held up as one of the more Ǯprogressiveǯ countries in 
Sub-Saharan Africa with regard to gender equality (Baden et al., 1994). 

This is because it has an impressive record of legislation and also because 

there has customarily been a system of matrilineal kinship systems within 

some Ghanaian cultures, most notably the Akan group primarily located 

within the Southern and Central areas.  As Gracia Clark notes in her fascinating book looking at the ǮMarket Womenǯ of Kumasiǡ Ghanaǡ ǮAsante ȏAkanȐ cultural norms governing the allocation of property and labor through kinship and marriageǥ have their 
roots in the trading and farming contexts of pre-colonial Asanteǯ 
(1994:95). Evidence suggests that prior to colonisation and the 

introduction of the cocoa industry, women in Southern and Central areas 

of Ghana were afforded a higher status as part of a matrilineal system 
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(Allman and Tashjianǡ ʹͲͲͲȌǤ Women were not Ǯin powerǯǡ but held sway with their male counterpartsǯ opinions (Osborn, 2011). The boom in cocoa 

farming in the 1920s and 19͵Ͳs began to close off Ghanaian womenǯs 
independence as land became taken over for the cash-crop economy of 

cocoa (Clark, 1994). Whereas before women could farm near to villages 

and sell their own produce, land became harder to come by. Clark (1994) 

explains that this is one of the reasons that Ghanaian women have such a 

strong foothold within the trading sectors and markets today, as women 

moved into alternative spheres of commerce following the cocoa boom. Whatǯs moreǡ women were obligated to work on their husbandǯs farmǡ 
despite the fact they would receive no income themselves. Allman and Tashjian argue that Ǯthe growth of the cocoa industry predicted largely upon the exploitation of unpaidǡ often conjugalǡ labourǯ ȋʹͲͲͲǣ 131). Higgs 

(2012) argues that not much has changed since. Todayǡ the Ǯmarket queensǯ of Ghana remain strong (Clark, 2010), 

but overall women remain under-represented within business leadership 

roles, although they are making some headway within political institutions 

(Allah-Mensah, 2005)Ǥ Data on womenǯs leadership within Ghanaian cocoa 
production is scant, but overall men dominate management of 

cooperatives, cocoa buying businesses and decision-making structures 

within business organisations (Capelle, 2009).  

 Part of the problem remains connected to lack of education. Ghana 

has reached gender parity in primary school enrolments, but these 

statistics do not take into account school attendance. Further, the gender 

gap in education widens at secondary and tertiary levels, with 64.5 per 

cent attendance for boys versus 35.5 per cent attendance for girls (Dejene, 

2008). The gap widens further at university level to a 40 per cent 

difference between male and female enrolments.  

Adult literacy also remains a problem, and varies considerably by 

region. Male literacy is 20 per cent higher than femalesǯ ȋDejene, 2008), 

out of the 53.4 per cent of the Ghanaian adult population able to read and 
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write. Female entrepreneurs and farmers are at a disadvantage here, with 

up to 95 per cent of those working in rural areas non-literate (Dejene, 

2008). Lack of education, numeracy and literacy impact on the types of 

leadership roles women can, or may wish to, take on. 

2.3.7. WORKING CONDITIONS 
 

The proliferation of laws, ILO conventions and codes of conduct in the last 

fifty years means that workers are theoretically more protected than ever 

in the workplace (see Appendix 1). Some causes of on-going issues, 

however, such as sexual harassment and the gender pay gap, lie deeply 

engrained into the day-to-day Ǯgender subtextǯ of our lives (Acker, 1990; 

Acker, 1992; Benschop and Doorewaard, 1998). The causes of inequality 

are extremely hard to legislate for, meaning women working at the 

production end of value chains still experience poor working conditions. 

Appendix 3 details this further.  

Two particular problems arise again and again in the literature on 

women working in agricultural value chains: the problem of unfair 

treatment due to reproduction (including forced virginity testing and/or 

pregnancy testing, non-recruitment, or dismissal) and of pesticides causing health problemsǡ especially to unborn foetuses and womenǯs 
reproductive healthǤ Againǡ the informal nature of womenǯs work mean 
they are often not covered by law or codes that require workers to wear 

gloves and protective clothing, or stay out of treated areas for a set 

amount of time (Bain, 2010). Oftentimes subcontracted workers, bought in at peak harvest timesǡ are effectively Ǯsomebody elseǯs problemǯ and fall 
through the gaps in regulation. 

In the Ghanaian cocoa context, many unsafe practices and cases of 

harassment go undocumented, as most cocoa is grown on homesteads. 

This makes codes and certification much harder to audit (UTZ and 

Solidaridad, 2009) and further normalises cases of sexual harassment or inequality as a Ǯnon-work issueǯ or a family issueǤ Nonethelessǡ increased 
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training and vigilance with regards to child labour on Ghanaian cocoa 

farms (notwithstanding slow progress) illustrates that the crossover 

between value chain and home is not insurmountable (Ergon Associates, 

2013). The importance of the home in relation to global value chains, 

including cocoa, is extremely important in terms of gender, as the next 

section explains. 

2.3.8. CARE WORK & GENDERED ROLES IN THE HOME 
 

As many feminist economists have argued (Bergmann, 2002; Waring, 

1988), the care and reproductive roles of women are central to the 

functioning of global market economies. Heavy time constraints take 

women away from the market and restrict their growth. Women around 

the world, in all elements of value chains, face difficulties in employment 

due to their care responsibilities (Carmona, 2013; UN, 2010; World Bank, 

2011). These include childcare and care of elderly or vulnerable family 

members, as well as housework and food preparation. Women spend at 

least twice as much time as men on domestic work (World Bank, 2011).  Demands on womenǯs time are even more acute in the global Southǡ 
where food preparation, washing, and water and fuel collection take up 

more time (Barrientos and Dolan, 2006). Childcare costs are a huge 

problem in all societies. They push women into part-time employment, 

affecting their career progression and wages (World Bank, 2011). In a 

fascinating study by Barrientos and Perrons (1999) the mirroring of care roles affecting womenǯs ability to work in the economy is shown very 

clearly. Women working in supermarkets in the UK, and the women 

producing the fruit for sale in the same supermarkets, both faced 

restrictions on their employment due to care roles that were 

disproportionately heaped onto women (Barrientos and Perrons, 1999). 

The nature of just-in-time food value chains means that women are often 

requested to work overtime with little notice, creating problems over 

home and child care (Frank, 2005; Dolan and Barrientos, 2006).  
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 Codes of conduct and auditing processes have been shown to be 

particularly gender-blind to womenǯs care rolesǡ continuing to conceive of an Ǯabstracted workerǯ ȋAckerǡ ͳͻͻʹȌ without other demands ȋSmith et al., 

2004; Pearson and Seyfang, 2002; Auret and Barrientos, 2004; Pearson & 

Seyfang, 2002; Prieto & Bendell, 2002; Smith et al., 2004). Codes are often 

created without consultation for womenǯs needs ȋPrieto and Bendellǡ 
2002; Hale, 2005; WWW, 2003; Pearson and Seyfang, 2002). When 

consulted, women highlight the need for codes to include terms pertaining 

to their care roles, such as leniency on pregnant or nursing women and 

help with health and child care costs (Pearson and Seyfang, 2002). 

 Some would argue that such problems fall outside of business and CSRǯs remitǡ indeed the development world continues to downplay the 
importance of care work for development (Eyben, 2012), and to date only one case study details CSR activity regarding care workǣ The Body Shopǯs 
experimentation with payment for domestic duties (Hoskyns, Hoskyns, 

and Butler, 2012; Butler, 2014). Yet caring responsibilities limit national 

economic and business growth, especially in agriculture (Ashby et al., 

2008; Boodhna, 2011; Coles and Mitchell, 2011; The World Bank, 2011). They also affect womenǯs capacity for leisureǡ education and a fulfilling life 
(Nussbaum, 1999; Carmona, 2013). Pearson (2004; 2007) argues that CSR 

needs to address this fundamentalism if it aims to help those in greatest 

need- often women.  

With regard to Ghana, anthropological studies into womenǯs livesǡ 
especially the matrilineal Asante group, have explored gender dynamics in 

the home. These dynamics are processual and have changed over time; with womenǯs relative power in the home and community waning with the 
imposition of colonial rule and the growth of international trade, including 

cocoa farming (Clark, 1994; Allman and Tashjian, 2000).  

Today, women and men still engage in duolocal marriages ȋwhereby the woman continues to live with her family and Ǯvisitsǯ her 

husband for cooking, cleaning and so on), but this is slowly becoming 
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replaced with cohabiting living arrangements (Clark, 1994; Guyer, 1991). 

Customary marriages are still common, which can then be later registered 

formerly with the state. Divorce has always been common in Ghana, either informally ȋwomen Ǯretireǯ from married lifeȌ or formally through the state 
(Clark, 1994; UTZ and Solidaridad, 2009). Polygyny, although becoming 

less common, still occurs (Baden et al., 1994). 

Women are obligated to perform household duties for their 

husbands, as well as work on their land (Clark, 1994). Such duties include 

sweeping the house and grounds, feeding homestead animals, child care, 

elder care, fetching and carrying water and firewood, or fuel for cooking, 

washing clothes and pots and preparing and cooking meals for children, 

associated family members (e.g. uncles, brothers etc.) and cooking meals 

(Wodon and Blackden, 2006).  

Independent income streams for men and women are seen as 

valuable in Ghanaian cultures, and pooling of resources is rare (Baden et 

al., 1994; Clark, 1994). Men and women have different responsibilities 

with regard to expenditure, with men contributing to school fees (Baden et 

al., 1994Ȍǡ and Ǯchop moneyǯǣ for foodǤ Clark ȋͳͻͻͶȌ writes how important the ritual of food buying and cooking is to Asante cultureǤ A husbandǯs refusal of his wifeǯs cooking is tabooǡ and equallyǡ not-cooking for a 

husband is considered to be a sign of defiance or adultery, and could signal 

the withdrawal of finances or the end of the marriage. Many women, howeverǡ complain that the Ǯchop moneyǯ they receive from their 
husbands, especially in polygynous situations, does not cover the basic 

needs of the family (Clark, 1994).  

Clark points out that the symbolic importance of cooking the 

evening meal puts more time pressures on women and distracts them 

from their income-generating, as cooking without electricity, easily 

accessible water, and pounding cassava into the popular fufu dish are all 

very time-consuming (1994; Baden et al. 1994; Wodon and Blackden, 

2006). Time-use studies reveal that womenǯs disproportionate time spent 
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on domestic work (7 hours compared to 4 hours for men) has an effect on 

the amount of time available for income generation, leisure and education 

(Wodon and Blackden, 2006; Dejene, 2008; Baden et al., 1994). Inequality 

in domestic life has an undeniable knock-on effect for womenǯs ability to 
work, to invest in their skills or engage in leisure, a fact exacerbated in the 

time and labour-intensive industry of cocoa (Baden et al., 1994).  Ǯ)ndividuationǯ is a key Ǯvalue on personal autonomy and dignity for men and womenǯ amongst many Ghanaian cultures ȋClarkǡ ͳͻͻͶȌǤ As noted 
previously, both men and women are encouraged to bring in their own 

income, and to spend in different arenas. Women are happiest when Ǯwe do not have to depend on anyoneǯ (Kaul-Shah, 1998: 146). It is not surprising thenǡ that explorations into men and womenǯs measures of 
well-being also differ, and are again based on the individual rather than the household unitǤ Womenǯs wellbeing is much more connected with the 
household, listing indicators related to child care and health, their own 

health, having enough food to eat and sell, and the opportunity to live with 

their husband after marriage (Kaul-Shah, 1998). This is because women 

have primary responsibility for everyone except for their husband: 

children, extended family, elderly relatives. Thus, health and food security 

come first and foremost, and a longing for support (financial and 

emotional) from her husband is also often noted. On the male side, 

wellbeing is bundled up with notions of status and wealth, shown in desire 

for assets and further income generating skills (Kaul-Shah, 1998). As a husbandǡ it can be a huge cost to have to pay for many childrenǯs school 
fees and provide household finances to different wives. Men too also suffer 

from social expectations of masculinity within this role (Clark, 1994).  

2.4. CONCLUSION 
 

In this chapter I have introduced the concept of CSR practices, and shown 

the complexities of global value chains (and networks). I have stressed the 

gendered dimensions of global value chains, and covered a huge range of 
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issues for women and men working to produce our food. I have focused 

specifically on the Ghanaian cocoa context, in order to set up the 

background for my particular case study, and to also demonstrate the 

nuance in different contexts and cultures with regard to gender. My 

review of gendered cocoa value chains revealed the interconnectedness of 

the home with the economy- both local and international. Women and menǯs domestic lives have hadǡ and still haveǡ an immense bearing on the 
cocoa value chain. 

In the global North, women have made unprecedented progress 

towards equality over the last thirty years. For those in the global South, 

the progress is much slower. Across Africaǡ and different Ǯcolonialismsǯǡ 
Allman and Tashjian trace a common theme emerging from transnational and globalising processes over timeǣ ǮAfrican womenǯs status declinedǡ 
work burdens increased and safety nets disappeared as women bore increasing responsibilityǡ across the continentǡ for social reproductionǯ 
(2000: 223).  

Gender is thus undoubtedly a CSR issue: inequality defies many human rights and goes against the basic spirit of CSRǡ that is to first Ǯdo no harmǯǡ and secondǡ contribute to the good of society ȋGond and Moonǡ ʹͲͳͳȌǤ Whatǯs moreǡ emergent research stresses the importance of gender 

equity- and womenǯs full involvement in socialǡ political and economic lifeǡ 
for sustainable development and climate change resilience (Mitchell, 

Tanner, and Lussier, 2007). Despite a proliferation of such evidence, 

gender remains low on the CSR agenda.  

The next chapter explores how gender has been approached in 

relation to gender equality, business organisations and CSR scholarship. I unpack the concept of Ǯgenderǯ by drawing on sociological theories, and 

demonstrate that current approaches to gender and CSR apply unclear 

understandings of gender, equality and power. With these basic concepts 

remaining fuzzy, theorising how CSR may provoke changes in gender 

remains difficult. To this end I begin to look toward a conceptual 
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framework that links theories of institutional change (borrowed by 

organisational literature) with theories of gender (from sociology). To beginǡ howeverǡ we start with the basicsǣ what is Ǯgenderǯǫ 
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CHAPTER THREE: 
GENDER, CSR AND CHANGE: 
A CONCEPTUAL FRAMEWORK 

 

Taught from infancy that beauty is womanǯs sceptreǡthe mind shapes itself to the bodyǡ and 
roaming round its gilt cage, only seeks to adorn its prison. 

Mary Wollstonecraft (1792) 

 

Writing well advance of the phenomenologists and social constructionists 

of the twentieth century, Wollstonecraft in 1792 begins to capture one of 

the important aspects of sociological theory. She stresses how embodied 

actors create and re-create their worlds. This idea remains at the heart of 

theories of social change, and feminism. In this chapter I conceptualise 

how gender is a social institution, manifest by actors, and explore the different ways in which provoking Ǯgender changeǯ has been theorisedǤ  
 Chapter Two explored the concept of a Ǯvalue chainǯǡ noting that it is in fact more accurately described as a Ǯnetworkǯ of actors and actions that 
create a product or service whilst adding value at different points. I also 

outlined the field of CSR, stressing that this too often involves networks of 

actors working on distinct social and environmental problems, and can be 

said to be less corporate-focused than in the past (Moon and Matten, 

2013). Some of these social problems with respect to gender in agri-value 

chains were then discussed. CSR in the value chain context is undoubtedly ǮgenderedǯǤ Networks of actors form the contextual background of this 
study, and networks of actors are also influential when it comes to social 

change. In this chapter I pick up on this in putting together a Ǯgendered institutionalǯ conceptual frameworkǤ 
 I begin with a brief introduction to the concept of gender, which 

focuses on its socially constructed nature and defines gender as an 

institution. I then review literature on gender and CSR work to date, 
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describing three overarching perspectives: strategic, rights-based and 

critical feminist approaches. Exploring how each perspective addresses 

gender, power and change, I posit that an institutional approach helps to 

answer one of the central puzzles of how CSR may or may not provoke gender equality in value chainsǤ Namelyǣ how does Ǯgenderǯ as an 
institution come into being, how is it maintained, and how may it be 

changed or reified in the value chain context?  

 Theories of institutional change are numerous in sociology and 

organisational fields. I concentrate on two: institutional work, present in organisational literatureǡ and theories of ǮDoingȀUndoing Genderǯǡ popular 
in gendered organisational studies. I outline how both these theories cover 

shared territory when it comes to their understandings of institutional 

change, power, practices and unintended consequences of human action. I 

conclude the chapter with a summary of my conceptual framework, 

linking my research questions with the concepts of networked value 

chains and CSR, gender as an institution and institutional work. I propose 

this framework as a means for exploring further how gender is understood 

and translated into CSR practices in the value chain, and how this may 

change experiences of gender for farmers. This forms the basis of my 

research methodology design, as outlined in Chapter Four. 

3.1. GENDER: AN EVOLVING CONCEPT 
 

Gender can be loosely defined as a socially constructed category. It is not 

contingent on biological or physical markers of sex, but draws upon 

perceived behaviour, traits, appearance, roles and norms associated with being labelled a Ǯmanǯ or ǮwomanǯǤ This definition takes its influence from 

two seminal feminists, Simone de Beauvoir and Ann Oakley, who were 

among the first to highlight the sex/gender distinction (de Beauvoir, 1949; 

Oakley, 1972). Gender as a concept originates in the fields of sociology and 

psychology (Haig, 2004) but is now widely discussed in all areas of 
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academic interest.  Since the 1970s it has been the focus of a small but 

growing number of scholars in organisational studies.   

Table 5: Feminist Theories of Gender and Equality  

 

Type of Feminism What causes 

inequality? 

What would 

solve 

inequality? 

Criticisms 

Gender Reform 

Feminisms 
e.g. Liberal 

feminism (e.g. 
Oakley, 1972); 
Marxist and 

socialist feminisms 
(e.g. Elson and 
Pearson, 1981); 
Development 

studies feminisms 
(e.g. Boserup, 1977) 

Socialisation. 
Unjust 
institutions and 
systems affect 
opportunities for 
men and women 
e.g. legislation; 
education; work 
policy.  

Equal 
treatment and 
opportunity for 
men and 
women. e.g. 
equal access to 
education.  

Androcentric 
(Connell, 
1985) and 
Eurocentric 
(Mohanty, 
1991) 
Legal and 
institutional 
reform has not 
resulted in 
parity. 

Gender 

Resistance 

Feminisms 
e.g. Standpoint 

feminism (e.g. 
Harding, 1991) 
Radical feminism 
(MacKinnon, 1989) 
 
 

Patriarchal 
social systems, 
where men 
oppress and 
subjugate 
women to 
remain in power.  
Extends to 
knowledge and 
systemic control. 

Valorisation of womenǯs own 
traits and 
experiences.  
Women-only 
spaces.  
Rejection of 
men and male-
dominated 
spheres.  

Essentialist 
(are all women 
alike and share 
experiences 
based solely 
on 
womanhood?) 
(Rowbotham, 
1979) 
Divisive (can 
alienate men). 

Gender Rebellion 

Feminisms 
e.g. Social 

Construction 

feminisms  (e.g.  
Lorber, 1994) Male 

feminisms (Connell, 
1987) Postcolonial 

feminisms 
(Mohanty, 1991); 
Post-structural 

feminisms (J. Butler, 
1990). 

Social orders are 
gendered- but 
are also built on 
power 
asymmetries 
across class, 
ethnicity, 
sexuality and 
nationality.  
Importance of 
studying 
practice and text. 

Analysis of 
power and 
control based 
on 
intersectionality.  
Deconstruct 
and break down 
barriers 
between 
identities and 
stereotyping.  

Hard to 
realise- and 
understand- a 
world without 
gender labels. 
Paradoxical in 
the creation of 
more labels for 
identities.  

Adapted from Lorber (1998)  
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Studies into gender tend to focus on the causes of gender inequality, and 

the means of changing them. Lorber (1998) provides a comprehensive but neat summation of the history of Ǯgenderǯ and Ǯequalityǯ and the 
corresponding feminist theories. Table 5 details this chronologically, with 

gender reform feminisms appearing in the 1950s, and gender rebellion 

theories gaining popularity in the 1990s.  Importantly, however, elements 

of each theory can be found throughout literature and policies today, and 

in practice many scholars borrow from different categories. 

 Gender and equality have meant different things over time, and 

continue to do so. From desiring women to be treated the same as, and be 

judged on the same worth as men (liberal feminisms) to championing womenǯs difference ȋresistant feminismsȌ we have arrived at rebellionǤ 
Informed by post-structural demonstrations of the power of language and 

text in forming gender and identity, rebellion feminisms have interrogated the Ǯbinary oppositionsǯ of manȀwoman; feminine/masculine; 

strong/weak; gay/straight and so on, that are taken for granted in 

everyday lexicon (cf. Irigaray, 1985). Informed by ontologies that question the Ǯtruthǯ of the world as we know itǡ gender rebellion feminisms 
conceptualise gender as something Ǯfluidǡ processuralǡ uncertain and shiftingǯ (Alvesson and Due Billing, 2009: 35)Ǥ Butlerǯs theory of performativity promotes gender as a Ǯstylized repetition of actsǯ ȋButlerǡ 
1990: 140) within which a plurality of differences, in genders and 

sexualities is stressed.   

 Despite a range of approaches to Ǯgenderǯǡ a uniting aspect is that 
gender is a social construct and its enactment contingent on society and 

culture (Mead, 1928; 1935) .Yet this understanding of gender is generally 

overlooked in most of the social sciences. Haig (2004) surveyed social sciences literature to find that Ǯgenderǯ is used three times more than Ǯsexǯ as a conceptǤ Thusǡ Ǯgenderǯ has replaced Ǯsexǯ in common parlanceǡ 
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without any of the conceptual nuance behind such a term6. This is 

demonstrated in a brief review of gender within organisation studies 

literature.  

3.1.1. ǮGENDERǯ IN ORGANISATION STUDIES 
 

A number of scholars have demonstrated that organisations are Ǯgenderedǯ 
(Acker, 1990; 1992) and are excellent examples of places where ideals of Ǯreal womanǯ or Ǯreal manǯ can be found (Cockburn, 1991; Kerfoot and 

Knights, 1998; Martin, 1990). Indeed, the constructions of, and 

experiences of, gender identity and roles in the workplace features in the 

successful journal Gender, Work and Organization. Yet surveys of academic 

work on gender in organisation and management studies show that 

nuanced conceptualisations of gender are still very much in the minority 

(Alvesson and Due Billing, 2009; Broadbridge and Hearn, 2008; Martin 

and Collinson, 2002; Townsley, 2003).  

 Townsley (2003) sets out a simplified account of organisation studiesǯ understanding of genderǤ  She explains that first studies fixated on Ǯgender as body countingǯ ȋʹͲͲ͵: 260), which aimed to highlight the lack of 

women in positions of power in organisations. This is associated with 

gender reform feminisms (Lorber, 1998), in that numbers of men and 

women are counted as an indication of equality (in leadership, in training, 

in particular sectors etc.). Management literature, by and large, has not 

moved on from such a conceptualisation of gender. Ely and Padavic 

surveyed 131 articles over 20 years to find that organisational research 

continued to explore sex differences between men and women, and focused Ǯon discovering whether rather than why such differences existǯ 
(2007: 1121)Ǥ Such an approach may well speak of Ǯgenderǯ but a focus on 
sex (as biological identity) is predominant (Borna and White, 2003). Haig writes that Ǯgender has come to be adopted as a simple synonymǡ perhaps 
                                                           
6 For an interesting experimentǡ look at forms that ask for Ǯsexǯ or Ǯgenderǯ- do they have 
more than two options (m/f)? If not, and asking for gender, they are probably replacing Ǯsexǯ with ǮgenderǯǤ This was mentioned many times in UK interviewsǤ  
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a euphemism, for sex by many writers who are unfamiliar with the termǯs recent historyǯ ȋʹͲͲͶǣ ͻͷȌǤ 
  Turning to organisational literature detailing CSR and/or 

sustainability, I carried out my own brief survey. Searching for articles exploring Ǯgenderǯ in the top-rated business ethics and CSR journals, my 

review concurred with othersǯ findings7. The majority of studies looking at 

gender employed statistical, quantitative methods, and focused on Ǯbody countingǯǡ with the majority of articles exploring ethical decision making 
(did women behave more ethically than men?) or counting and theorising 

on the number of women on corporate boards.  The focus on gender is also 

overwhelmingly in the context of the global North. Only 3 articles out of 

the 189 surveyed explored gender in relation to the value chain. The focus remains resolutely on women at the Ǯtopǯ of the value chainǣ women on 
boards, and as managers but rarely as workers.  

 Recently feminist organisational scholars have called for more research on Ǯintersectionalityǯǣ research exploring the intersections of 
gender, ethnicity, sexuality, (dis)ability and class (Acker, 2012; Calás, 

Smircich, Tienari, and Ellehave, 2010; Holvino, 2010; Mohanty, 1991) and 

how these play out across multinational organisations (Townsley, 2003; 

Broadbridge and Hearn, 2008; Acker, 1998). This is especially pertinent 

given evermore exchanges of people, goods, services and communication 

across national borders.  It is a relevant approach to my study on gender in 

a CSR and value chains context. Instead of looking at Ǯwhetherǯ there are differences between men and womenǯs experiences of workingǡ scholars are increasingly exploring the processes and practicesǣ the Ǯhowsǯ of 
gender, in organisations. In the next section I explore this in more detail.  

                                                           
7) searched all articles published from the journalsǯ launch until November ʹͲͳͳ in the 
Journal of Business Ethics, Corporate Governance: An International Review, Business Ethics 
Quarterly, Business and Society, Business Ethics: A European Review and The Journal of 
Corporate Citizenship. I searched for articles with gender/women in the title. Journalistic 
pieces and book reviews were removed from the survey. A total of 189 articles out of 
8965 were found to study gender or women (2.1%).  

 



 
 

 

 

72 

3.1.2. GENDER AS AN INSTITUTION 
 

How is it that gender sustains itself as an overarching influence in nearly 

every society throughout history? To what extent is inequality due to 

social structures, as opposed to our individual life choices? These central 

puzzles lie at the heart of gender theorising, especially that of Social 

Construction feminist scholars R.W. Connell (1985; 1987), Judith Lorber 

(1994; 1998); Barbara Risman (1998, 2004) and Patricia Yancey Martin 

(2001, 2004). They argue for a conceptualisation of gender as an 

institution, sustained by gendered practices. The concept has grown from 

early understandings of gender as a social construct, and has been 

influenced by ethnomethodological (Goffman, 1979; Kessler and McKenna, 

1978) and later poststructuralist (Bourdieu, 1977; 2001; Foucault, 1977a; 

1978; 1986) trends in our understanding of society and human behaviour.  

 

 Gender can be understood as a social institution as it is an 

entrenched collective, powerful, subversive and omnipresent part of social 

life (Lorber, 1998; 1994; Martin, 2004). As Table 6 explores, institutions 

are said to have a number of elements to their form, constitution, 

continuation and alteration that are reflected in the ways gender has been 

theorised. Martin (2004) draws on the work of Connell (1987) and Lorber 

(1994) to strongly make the case that gender too can be conceptualised as 

a social institution. It is both constituted by, and constituting of individuals 

(Giddens, 1984; Bourdieu, 1977). We make our world and our world 

makes us, through everyday talk, behaviour, actions and language: otherwise known as Ǯpracticesǯ (Schatzki, Knorr Cetina, and von Savigny, 

2001; West and Zimmerman, 1987). These practices, enacted by actors in 

their everyday lives, feed into intermediary societal levels (such as organisationsȌ and contribute to a structural notion of Ǯgenderǯǡ in the form 
of an institution. This feeds back into organisations, actors and so on, in an 

iterative process. Thus, gender is at once structure and agency, in an 

embodied, subjective understanding of what an institution can be 

(Connell, 1987; Martin, 2004). Importantly, such a conceptualisation 
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shares much with other theories on social and institutional change (see 

Section 3.3.1), as it posits that actors are agentic, yet operating in societal 

structures. Change can happen, but it is rarely easy. It is in this framework 

that gender is considered throughout the rest of this thesis.   

 Locating the continuation of gender inequality within micro-

practices and interactions considers equality in a much broader, and in 

some ways controversial sense, given as it is to notions of institutional change and the Ǯundoingǯ of gender (Deutsch, 2007). To be clear, such an 

approach champions the assumption that categories of gender as we know 

them need to be challenged, unpicked and reformulated, perhaps even 

done away with altogether (Risman, 2004). This is very different to the 

mainstream management approach to gender: gender is not a static 

variable, but a fluid, processural concept. In this sense, it should be 

considered as a verb (to gender) as opposed to a noun (Butler, 1990). 

 Such a conceptualisation of gender means I can critically and 

comprehensively explore my research questions: how is gender 

understood, translated into CSR practices, and potentially impactful on 

farmersǯ livesǫ )n the next section ) review the literature on gender in 
relation to CSR, focusing on value chains. I demonstrate that 

conceptualisations of gender have rarely touched on the notion of 

institutions, and that understandings of change, and power, remain 

relatively static. 
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Table 6: The Gender Institution  

 

Elements of 

Institutions 

Evidence from 

Sociological theories 

Evidence from Gender 

theories 

Entail 
cognitive, 
regulative and 
normative 
cultural 
elements 

Institutions exist in thought, 
and in rules both written 
and unwritten (Giddens, 
1984; Scott, 2001). 

Gender exists in thought, 
in our taken-for-granted 
assumptions, as well as 
regulations and laws 
(Martin, 2004). 

A key element 
of social life 

Institutions are profoundly 
social (Berger & Luckmann, 
1966); they are 
characteristic of groups 
(Dorado, 2013). 

Gender is a strong social 
and group characteristic, 
found in almost every 
society around the world 
(Gherardi, 1994). 

Constituted through actorsǯ 
practices; 
which 
constrain and 
facilitate 
behaviour, 
thought and 
action 

Institutions are made up of 
distinct social practices that 
recur (Giddens, 1984) and 
recycle (Connell, 1987) 
behaviour and action in 
societies (Berger and 
Luckmann, 1966).  

ǮPeople ̶do gender̶ in the 
street, on the subway, in 
their homes and workplacesǯ ȋMartinǡ 
2004: 1256; Acker, 1992; 
West and Zimmerman, 
1987) 

Practices are 
performed by 
both 
individuals and 
collectives  

Institutions both constrain 
and facilitate 
behaviour/actions by 
societal/group members 
(DiMaggio & Powell, 1983; 
Bourdieu, 1977).  

Gender teaches us to act, 
look and think in certain 
ways under the scrutiny 
of peers (Butler, 1990).  

Endure over 
time and place 

Institutions endure/persist 
across extensive time and 
geographic space (Giddens, 
1984). 

Elements of gender 
inequality remain over 
1000s of years i.e. the 
gender pay gap.  

Entail history, 
but can change 
over time and 
place 

Institutions change 
historically (Thelen, 1999; 
Berger and Luckmann, 
1966) 

Gender varies over time 
and place and is 
susceptible to human 
agency (Mead, 1928). 

Imbued with 
power 

Institutions are organized 
in accord with and 
permeated by power 
(Lawrence, 2008; Berger 
and Luckmann, 1966) 

Patriarchy describes male 
power over women. 
Gender is infused with 
power relations (Halford 
& Leonard, 2001) 

Adapted from Martin (2004) 
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3.2. GENDER IN CORPORATE SOCIAL RESPONSIBILITY: 

THREE PERSPECTIVES 
 

I now collate literature from a diverse range of sources that explore 

gender and CSR, primarily in the context of the value chain. Table 7 

outlines perspectives on gender and CSR through an analysis of 

conceptions of gender, power and equality. The three perspectives 

identified are Strategic, Rights-Based and Critical Feminist perspectives.  

At the heart of the perspectives are questions on the causes of inequalities and the best way to rectify themǡ mirroring Lorberǯs understanding of 
feminisms (1998). For each piece, I thus asked: 

(1) (ow is Ǯgenderǯ conceptualisedǫ 

(2) (ow is Ǯpowerǯ conceptualisedǫ 

(3) What is the source of gender inequality said to be? 

(4) What does gender equality look like? 

 

Analysing the literature in this way is also concomitant to the study of CSR 

in a number of ways. Exploring gender in CSR first entails understanding what Ǯgenderǯ isǢ before unpacking the root causes of inequalityǡ and how 
power pushes certain groups of people into positions of disadvantage. 

Conceptualisations of equality and power are central to discussions on 

gender and development, but are largely taken for granted in practice 

where often the multidimensional properties of inequality (Phillips, 2000) and Ǯcovertǯ power relations (Lukes, 1974) are left unexplored. 

Categorisation is also important since the literature hails from CSR and 

organizational studies, but also from the fields of sociology, politics and 

international development, adding to the divergence of opinions. 

 It is worth noting that not all authors discussed here are academic, 

nor do they always neatly fit into one category. For example, feminists 

write much of the rights-based literature, but a different focus on equality, 

for example, may separate a piece from more critical feminist work. 
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Equally, some authors, such as Kate Grosser (2009; 2011), are difficult to 

categorise given the distinctive approach they have to gender and CSR. Grosserǯs work is a feminist look at political CSRǡ and not informed by the 
socialism many aspire to in the Critical Feminist perspective. Nonetheless, 

a critical and feminist perspective is the best fit in a somewhat restricted 

categorisation of the literature.  

3.2.1. THE STRATEGIC PERSPECTIVE 
 

This approach to gender and CSR in value chains is commonly understood as Ǯthe business case for equal opportunitiesǯǤ Literature from 
management journals (Maxfield, 2007; Ruiz-Thierry, 2007) and 

consultancy publications (Corporate Citizenship, 2012; McKinsey & Companyǡ ʹͲͳʹǢ Pellegrinoǡ DǯAmatoǡ and Weisbergǡ ʹͲͳͳǢ Wardǡ Leeǡ 
Baptist, and Jackson, 2010) champions a strategic motivation to attend to 

the issue of gender and CSRǤ The common refrain of Ǯit pays to do goodǯ has now been added toǣ Ǯit pays to do good with womenǤǯ Aspects of this include 

evidence that women workers are more productive and offer 

opportunities to do business in new markets (Ward et al., 2010; Chan, 

2010; Nanda et al., 2013).  

 This perspective emphasises the power of economics for the 

achievement of equality, through commerce and employment. There is emphasis on Ǯeconomic empowermentǯ rather than social or political 
empowerment. Phillips (2000) explains that the majority of theorising about inequality now focuses on economicsǡ and economic liberalismǯs 
concerns for the individual. Inequality is viewed as reflecting a breakdown 

in relationships between two actors, either between the state and an 

individual, or in the case of CSR, between business and an individual. Thus, 

gender inequalities can be addressed by targeted training and mentoring, 

which focuses on changing the woman to fit within the current system 

(Dickens, 1999; Meyerson and Kolb, 2000). Equality is often measured 

quantitatively: in economic parity, in equal numbers of men and women in 
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positions. This is mirrored in the CSR passion for auditing, codes and tick-

box reporting tools, but means that the silencing of womenǯs voices that 
the rights-based perspective highlights, such as in the auditing experience 

(Auret and Barrientos, 2004) fail to feature in the strategic perspective. Societal ȋstructuralȌ influences on the individualǯs lack of opportunity are 
largely ignored (Phillips, 2000). This can be contrasted with the social 

liberalism influencing the rights-based approach to gender equality, and 

the socialism of the Critical Feminist perspective, as will be discussed 

later. 

The strategic perspective is not limited to business and 

management literature. As Grosser and Van der Gaag (2013) argue, there 

are a growing number of development organisations, such as the World 

Bank (Roberts and Soederberg, 2012), who are adopting such arguments. They are advocating investing in women as it Ǯmakes economic senseǯ on 
an international scale (Cornwall et al., 2009; Eyben, 2011; Roy, 2007)  and 

urge the private sector, often through CSR, to act accordingly. This call is responded to in CSR programmes such as Nikeǯs ǮThe Girl Effectǯ 
(Hayhurst, 2014). Such programmes are able to receive corporate support 

because they are advanced through a strong business case and ultimately 

serve to provide financial return (CSR practitioner, as told to author, 

March 2012). Much of mainstream CSR appears to operate in this vein 

(Lockett, Moon, and Visser, 2006; Bondy et al., 2012). It is becoming a 

dominant theme in the literature on gender and CSR (Grosser, 2011) and mirrors what Phillips calls Ǯa turn towards the market in liberal egalitarian political thoughtǯ (2008: 440)Ǥ Occasionally a commitment to womenǯs 
rights may also be stated in literature from the strategic perspective, but it 

is often secondary to a clearly articulated economic strategy. It is very rare 

to see statements of feminism in these writings. 
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Table 7: Key Aspects of Three Perspectives on Gender and CSR 

 Key Theoretical Questions 

Perspectives How is Gender 

conceptualised? 

How is Power 

conceptualised? 

What is the source of 

Gender Inequality? 

What does Gender 

Equality look like? 

Strategic 

e.g. Boodhna, 2011; Chan, 2010; Coles & 
Mitchell, 2011; Levine et al., 2009; 
Maxfield, 2007; Nanda et al., 2013; The 
World Bank, 2011; Ruiz-Thierry, 2007; 
Ward et al., 2010. 

Gender as given.  
Sex and gender 
undifferentiated. 

Power is implicitly 
evident in exercise of 
decisions and actions, and in conflictǤ ǮPower overǯ someoneǤ  

Economic liberalism: 
Breakdown in 
relationship between  
individual and 
State/business. 

Economic parity; equal 
numbers in positions 
etc.  

Rights-Based  

e.g. Barrientos, 2001; 2008; 2014; 
Farnworth, 2011; Grosser and Moon, 
2005a, 2005b; King, et al., 2012; Pearson 
and Seyfang, 2002; Prieto, 2003; Prieto-
Carrón, 2004, 2008; Hale & Opondo, 2005. 

Influenced by 
gender reform 
feminisms. Gender 
as a social 
construct.  
 

Rarely defined, but 
often mentioned. 
Encompasses power Ǯwithinǯ and ǮoverǯǤ  

Social liberalism: unequal 
societal structures put 
women at a disadvantage 
within value chains and 
CSR.  

Business and CSR 
policies and practices 
adapted to include womenǯs nuanced 
needs. Human rights 
upheld for all.  

Critical Feminist 

e.g. Bain, 2010; Coleman, 2002; Cornwall, 
Gideon, and Wilson, 2009; Elias, 2013; 
Grosser, 2009; Hayhurst, 2011; Kilgour, 
2012; Marshall, 2007, 2011; Pearson, 
2004; 2007; Roberts, 2012; Thompson, 
2007; Grosser and Van de Gaag; 2013; 
Roberts & Soederberg, 2012. 

Influenced by 
gender revolution 
and rebellion 
feminisms. Gender 
as power 
relations.  

Either Ǯpower overǯ 
one class by 
another/one gender 
over another OR 
Foucauldian power 
relations as ǮeverywhereǯǤ  

Male and class-based 
subjugation of women in 
capitalist system OR 
ongoing embedded 
inequalities in power 
relations. 

Business and CSR 
radically overhauled to 
include and value womenǯs time spent 
outside of the 
workplace on domestic 
work. 
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The unfamiliarity with feminism is echoed in the conceptualisation 

of gender in the strategic perspective. Gender is rarely differentiated from 

sex. By this I mean that when authors talk about gender they usually refer 

to women and men, without elucidating further on what they mean by Ǯwomenǯ and Ǯmenǯǡ and without exploring how gender is socially 

constructed and what this means for their argument. Borna and White 

(2003) have demonstrated that this is a problem for the vast majority of 

management literature, which continues to conflate sex with gender. 

Arguably discussions around gender equality in CSR need to take place 

within a conceptualisation of gender that considers issues of power and 

control, in a societal context. The majority of literature adopting a 

strategic perspective does not consider gender in this way. Instead, sex 

inequalities may be tackled through an affirmative discrimination policy, 

which may result in more equal numbers of women in leadership positionsǡ but the root causesǡ the Ǯgender subtextǯ of why women were 
not reaching leadership positions, goes unresolved. While Ǯgenderǯ and Ǯequalityǯ are terms used frequently in strategicǡ 
management-focused policiesǡ Ǯpowerǯ is absent (Benschop and Verloo, 

2011). This is not surprising given that concepts of equality, and gender, 

are far-removed from sociological understandings of ǮsocietyǯǤ Lukeǯs term Ǯone dimensional view of powerǯ would apply here- as it is assumed power 

is about obvious conflict, and holding power visibly over another 

individual (1974). It is further reflected in the individual liberal view of 

equality seen in strategic perspectives which equates equality with 

freedom of choice (Phillips, 2000). For example, managers often argue that 

women in factories are empowered through work, have chosen work 

there, and can leave if unhappy (Personal correspondence with Sri Lankan 

factory owner, March 2012). This view of power, however, is one-dimensional in that it fails to see that Ǯchoiceǯ itself can be a product of 
society: hidden and taken for granted.  

The strategic perspective positions women as critical resources 
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without due consideration of their roles or responsibilities outside of the 

contractual agreement, if indeed, they are even covered by contracts 

(Dolan and Sorby, 2003). There is a growing body of critical CSR literature 

that seeks to challenge the strategic perspective, arguing that 

multinationals have a responsibility to more than immediate employees; 

and that the business case ignores societal causes of inequality, and is thus 

unable to achieve meaningful change (Prieto-Carrón et al., 2006; Dickens, 

1999). It is outside the scope of this study to explore the normative 

dimensions of whether female emancipation should be secondary to the 

profit-motive, but it is pertinent to note that there is growing resentment 

of the strategic perspective in the development studies sphere. In a 

number of journal articles (Eyben, 2011; Hayhurst, 2011; 2014; Cornwall 

et al., 2009; Chant and Sweetman, 2012; Roberts and Soederberg, 2013), 

and journalistic pieces (Cornwall, 2012; Fraser, 2013) writers have 

criticised what they see as a stripping down of the Ǯrights-basedǯ approach 
to gender equality. Eyben writes: 

The seeming triumph of the 1990s had been that social justice was 

seen as a sufficient reason for efforts to be made to secure gender 

equalityǤ Womenǯs and girlsǯ well-being was an end in itself. Today, it 

is all about calculating the rates of return from investing in a person 

as if she were a piece of machinery (2011). 

In summary, the strategic perspective that dominates the business 

approach to gender, and increasingly CSR, fails to achieve gender equality 

for both genders for three reasons. First, the conceptualisation of gender as biological sex continues stereotyping men and womenǯs roles and 

abilities according to their assumed sex (Benschop and Verloo, 2011). As 

noted in the global North, more women in management positions does not 

necessarily equate to a more inclusive environment (Broadbridge, 2008). 

Second, the root causes of inequality are unaddressed, in part because 

gender and equality are not fully considered as part of wider society. 

Women are not disadvantaged because they own uteruses- but because of 
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societyǯs definition of that ownershipǤ Finallyǡ the strategic approach 
promotes a business case argument that ultimately ignores power 

relations between business and wider society, and assumes free choice for 

all.  

3.2.2. THE RIGHTS-BASED PERSPECTIVE 
 The Ǯrights-basedǯ perspective in literature on gender and CSR originates 
overwhelmingly in the field of development studies. The dominant author 

in the field is Barrientos, amongst others. Within management literature 

Prieto-Carrón has led the way focusing on fruit value chains and the 

gendered dimensions of codes of conduct (2003; 2004). The literature in 

this perspective is influenced by a human rights discourse, which in turn 

originates from liberalism, particularly social liberalism. There are 

similarities between this group of researchersǯ attention to equal rights within CSRǡ and the liberal feminist movementǯs call for equality in the 
1960s. Attention to gender equality in these terms has been in existence 

since the writings of Mary Wollstonecraft (1792) and John Stuart Mill  

(1869) but received a boost in international development theory through 

the work of Boserup (1970), Sen (1992) and Nussbaum ȋʹͲͲͲȌǤ ǮEqualityǯ in this sense is often premised on the Ǯleveling of the playing fieldǯ for men 
and women, and that all human rights should be achievable for all humans.  

Whilst not ignorant of cultural differences, writers in the rights-

based perspective tend to subscribe to Nussbaum (2000) and Moller-

Okin's (1998a) argument that liberalism (in terms of claims to universal 

human rights) is necessary for feminism. This is, however, usually a social 

form of liberalism as opposed to the economic liberalism of the strategic 

perspective (Phillips, 2001). Inequality is understood to be caused by 

uneven opportunities in social structures. Barrientos (2001; 2008); Auret 

and Barrientos (2004), Bain (2010) and Prieto-Carrón (2003) have done 

empirical work to highlight the inconsistences and inequity of current CSR practicesǡ including codes of conduct and auditingǤ Thusǡ the rightsǦbased 
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perspective focuses not just on the individual but on social influences on 

gender inequality and social justifications for private sector action on such 

issues. 

On-the-ground studies of value chain inequalities dominate due in 

part to a conceptualisation of gender that appreciates that sex/gender are 

different, and that measuring gender in the value chain requires a 

nuanced, often qualitative research design ȋPrietoǦCarrónǡ ʹͲͲͶȌǤ Gender 
is a social construct and as such, cannot be measured by counting the 

numbers of men and women. Rather, gender is about experience, identity 

and power, which is again linked to liberal, gender reform theories, social 

liberalism and a consideration of societal influence on inequalities 

(Lorber, 1994). 

Power is an important component of how gender is conceptualised 

within the rights-based perspective, and within a human rights discourse 

more generally (Moller-Okin, 1998a). Power is referred to in the use of Ǯempowermentǯǡ but in a Ǯpower withinǯ sense (Rowlands, 1997). Power is also mentioned as a Ǯpower overǯ concept ȋLukesǡ ͳͻ͹ͶȌǡ for example the discussion of menǯs power oven women with regard to value chain 

governance and the position of women workers within this (e.g. 

Barrientos and Smith, 2007; Dolan and Humphrey, 2000). However, as in 

common with much development-related writing, many fail to adequately address what Ǯpowerǯ (Gaventa, 2003) and Ǯempowermentǯ (Cornwall & 

Brock, 2005) actually areǤ Ǯ(uman rightsǯǡ have been greatly challenged by a number of feminist authors who point out that the notion of Ǯrightsǯǡ 
either natural (cf. Locke) or human (cf. Kant; UNDHR) have evolved with 

men in mind, and have mostly been developed by male thinkers within 

gendered political frameworks (Moller-Okin, 1998b; Mohanty, 2003). This 

has meant certain rights have gained prominence in legal frameworks (e.g. 

private property) whilst others have been extremely slow to gain support 

(e.g. marital rape being recognised as such) (Olsen, 1984). In the CSR 

context, codes have been quick to champion limited working hours, but 
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slow to address womenǯs ȋoften particularȌ need for flexibilityǤ Powerǡ 
evidently, is an issue here, but the term is not defined nor is it applied to Ǯrightsǯ explicitly enoughǤ This is arguably due to the fact that most rights-

based approaches fail to see that the human rights discourse itself is 

socially constructed and imbued with power relations (Stammers, 1999). 

In summary, the rights-based perspective offers more nuanced 

understandings of gender, equality and power, but continues to promote a 

pragmatic approach to CSR that at times assumes a universalist approach 

to gender, rights and CSR that can be critiqued. Do women in the value chain want to be judged on the same criteria as menǫ )s Ǯempowermentǯ for women really Ǯbeing the same as menǯǫ The critical feminist raises 
some of these questions. 

3.2.3. THE CRITICAL FEMINIST PERSPECTIVE 
 The Ǯcritical feministǯ perspective is really a plurality of feminismsǡ as it 
includes a diverse range of poststructuralist, socialist, Marxist and 

postcolonial feminisms. This perspective generally argues that power, 

conflict and subjugation are crucial components of research on gender and 

value chains. Socialism, as opposed to liberalism, is a key component 

theoretically. Coleman explains that this contribution is important, but restricted in numbers in the field of CSRǡ where Ǯthere is little overt discussion of power issuesǡ of conflicting interests or Ǯwin-loseǯ rather than Ǯwin-winǯ strategiesǯ ȋʹͲͲʹǣ ʹʹȌǤ A critical feminist perspective conceives of Ǯgender as power relationsǯ ȋTownsleyǡ ʹͲͲ͵ǣ 624) and is closely related to gender 

revolution and rebellion feminist theories as identified by Lorber (1994). 

However, there are two distinct approaches within this perspective: 

poststructuralist, which sees inequality as embedded into social systems, 

meanings and language in particular (Coleman, 2002). Published 

poststructuralist writing on gender and CSR, however, is extremely rare.  

More dominant, but by no means common, are radical, socialist and 
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Marxists feminisms.  Radical feminist views on inequality locate womenǯs 
continued struggle in terms of a patriarchal labour system. Inequality thrives due to womenǯs purposeful subjugation into a global capitalist 
system that requires women to be second-class citizensǤ Womenǯs position 
in value chains as a contingent workforce allows for their other roles as 

homemakers and mothers: crucial roles for the continuation of capitalist 

society (Engels, 1884). Pearson (2004; 2007) has argued that CSR needs to go Ǯbeyond women workersǯ to look at the market system as a wholeǡ 
which includes womenǯs unpaid work at home just as much as their 
employment in the corporation (see also Marshall, 2007; 2011). In line with socialist and Marxist feminismǡ she locates womenǯs reproductive function as the key source of one genderǯs subjugation under another, 

arguing that capitalism relies on cheap work and unpaid care for its 

continuation (Elson and Pearson, 1981). Thus, CSR which only applies to workers in the ͻǦͷ does little to challenge existing inequalitiesǤ 
Power runs through the critical feminist perspective, but its diverse 

theoretical backgrounds make categorisation difficult. Debates about how 

to study power come up sharply when poststructuralist and 

radical/socialist feminists meet due to their disagreement on the causes of womenǯs inequalityǤ For example, Marxist feminists such as Elson and Pearson ȋͳͻͺͳȌ talk often of Ǯpower overǯǣ power of the ruling classes over 
the proletariat; power of men over women. The understanding of the 

dimensions of this power vary- from a one-dimensional view where power 

only appears in conflict (Lukes, 1974) and involves control over one group 

(Pearson, 2007), to power that is relational, in that is always present in the 

relationships between human subjects, and not necessarily a negative 

force (Foucault, 1982; 1986). 

To summarise, CSR in the critical feminist perspective is often 

indistinguishable from capitalism and its attendant problems for women. )t is seen as ineffective ȋBainǡ ʹͲͳͲȌǢ a tool for Ǯgreenwashǯ or perhaps a 
dangerous form of co-optation ȋPrietoǦCarrón et al., 2006; Hayhurst, 2011; 
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Fraser, 2013). Socialist and Marxist influences mean that neo-liberal, 

economic liberalism favoured by the strategic perspective is heavily 

critiqued. Firstly, private sector activity, including CSR, unfettered by the 

State can only push marginalised actors further into inequality (Chant and 

Sweetman, 2012; Roberts, 2012). Secondly, since gender is a social 

construction, it must be understood in relation to societal causes of 

inequality, which the strategic perspective fails to do. A critical feminist 

perspective goes further than the rights-based perspective, however, often 

leaning towards socialism in its political approach to tackling inequality. 

Crucially, critical perspectives on gender and CSR are key for casting a 

critical and theoretically informed eye on power within CSR practices. 

3.2.4. CONCLUSION: NEW DIRECTIONS FOR GENDER AND CSR 
 

My conceptualisation of gender as an institution (Section 3.1.2) provides a 

new starting point for approaching gender and CSR. As an institution, 

gender is understood to be imbued with power relations, permeating all 

areas of social life, including how men and women experience the value 

chain, and how organisations understand and address inequalities 

through their CSR practices. Crucially, applying an institutional lens to 

gender and CSR begins to move away from descriptions of outcomes (i.e. 

the number of women in industry; the working conditions of Banana 

farmers) to the exploration of processes of gendered work, and of potentially Ǯengenderingǯ CSR practicesǤ Theoreticallyǡ there is a useful 

crossover between the concept of gender as an institution, and 

institutional work theory. In the next section I explain how these two areas of scholarship complement each otherǡ to develop a ǮGendered )nstitutionalǯ perspective and conceptual frameworkǤ 
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3.3. AN INSTITUTIONAL PERSPECTIVE ON GENDER AND 

CSR 
 

Both social-constructionist feminist (Lorber, 1994; Risman, 2004) and 

institutional work theorists (Lawrence et al., 2009; Lawrence and 

Suddaby, 2006) argue that institutions come into being, sustain and evolveǡ through actorsǯ interactions and practices in everyday lifeǤ The 
notion of institutional work and its relation to feminist theories of the 

organisation are expanded on in detail in the next sections. My main argumentǡ howeverǡ is that Ǯinstitutional workǯ done by actors under the umbrella of ǮCSRǯ is involved in the Ǯcreatingǡ maintaining or disruptingǯ of 
institutions (Lawrence and Suddaby, 2006: 215), such as gender (Acker, 

2006; Karam & Jamali, 2013). This is far removed from the dominant 

strategic perspective on gender, which ignores the powerful effects of 

society on individuals and oversells their ability to change such structures. 

On the other hand, rights-based and critical feminist perspectives 

overstress the dominance of structural constraints on individuals, 

underselling actorsǯ agency. Locating the phenomenon of gender 

inequality within micro-practices allows the agency/structure dichotomy 

to be challenged, suggesting the possibility of institutional change and the Ǯundoingǯ of gender (Deutsch, 2007). 

A close reading of the existing literature on gender and CSR also 

demonstrates that whilst an array of approaches to the topic exist, 

institutional advances in mainstream organisational research had largely been ignored in the Ǯgenderǯ literature8. Furthermore, the focus in much 

existing literature is on the outcomes of gendered CSR: the working 

conditions and so on experienced by women and men in value chains. 

There is little on the processes of why these outcomes happen, or how 

they may be avoided. Finally, most existing studies focus on women 

workers (the individual) at the level of analysis, or on policy and legal 

                                                           
8 With the exception of recent work by Charlotte Karam and Dima Jamali (2013). 
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frameworks ȋstructureȌǤ Againǡ the organisations involved Ǯin betweenǯ 
these two levels, those working in the day to day, are left unexplored.  

 

Table 8: Conceptual Differences between the Strategic Perspective to 

Gender and CSR and Gendered Institutional Perspective to Gender 

and CSR 

 
Perspective How is Gender 

conceptualise-
d? 

How is Power 
conceptualised? 

What is the 
source of 
Gender 
Inequality? 

What does 
Gender 
Equality look 
like? 

Strategic 

 

 

Gender as 
given. Sex and 
gender 
undifferentiat
-ed 

Power is 
implicitly 
evident in 
exercise of 
decisions and 
actions, and in conflictǤ ǮPower overǯ someoneǤ 

Economic 
liberalism: 
Breakdown in 
relationship 
between  
individual 
and State/ 
business 

The 
appearance 
of economic 
parity; equal 
numbers in 
positions etc.  

Gendered 

Institutional 

e.g. Grosser 
(2011); 
Karam and 
Jamali  
(2013) 
 

Gender as an 
institution: 
social 
structure and 
practices. 

Relational 
Power. 
Organisations 
imbued with 
gendered 
power 
relations, but it 
is open to 
resistance and 
change.  

Structural 
and 
institutional 
power 
imbalances. 
Subtle and 
interweaved 
in micro-
practices of 
social life.  

Dismantling 
of gender 
stereotypes  

 

In contrast, an institutional approach to gender and CSR champions 

the study of the micro-practices and interactions of actors working within 

and across organisations.  These organisations are located within 

institutions imbued with power relations. Importantly, an institutional 

approach allows for the possibility of institutional change. Table 9 

contrasts these areas of intellectual enquiry with the current dominant 

approach to gender and CSR.  

 )nstitutions are defined here as Ǯcultured-cognitive, normative and regulative elements thatǥprovide stability and meaning to social lifeǯ 
(Scott, 2001: 48) and operate across time and space (Giddens, 1984). They 
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are socially constructed through discursive practices (Phillips, Lawrence, 

and Hardy, 2004) and exist in discourse, artefacts, narratives, routines and 

relational systems (Lawrence and Suddaby, 2006). Institutions can 

restrain or enable social actors to behave in certain ways (Lawrence and 

Suddaby, 2006), but largely remain taken-for-granted and embedded into 

our day-to-day lives (Scott, 2001; Leca and Narrache, 2006). Table 6 

(Section 3.1.2) lists the dimensions of institutions as per sociological studies of the organisationǡ against Martin ȋʹͲͲͶȌ and othersǯ 
conceptualisation of gender as an institution.  

The importance of the institutional perspective adopted here for 

the literature is that institutions can, and have, changed. The concept of ǮGender-as-an-)nstitutionǯ situates actors as both change-agents and 

change-recipients (Lorber, 1994). This shares much with the concept of 

institutional work (Lawrence and Suddaby, 2006), which also grounds its theory in Ǯpracticeǯ as a means to combat both the structural determinism of Ǯold institutionalismǯǡ and the individualistic notion of the Ǯinstitutional entrepreneurǯ (DiMaggio, 1988) that dominates much of the later neo-

institutional theories (Leca, Battilana and Boxenbaum, 2008). Institutional 

work as a concept works well because of its openness to the recursive 

nature of practice, action and institutions. It also privileges exploring actorsǯ Ǯpurposive actionǯ ȋLawrence and Suddabyǡ ʹͲͲ͸Ȍ in affecting 
institutions. That is, whilst human beings are always located within the 

very structures they may alter or maintain, their intent and effort to affect 

influence is of interestǡ whether or not they are Ǯsuccessfulǯ in their aims 
(Lawrence et al., 2009).  

Putting gender theory together with institutional work to form a 

Gendered Institutional framework thus allows for the discussion of (1) 

power, (2) human agency, and (3) the micro-practices of human beings as 

the foundation of, continuation and possible transformation of institutions 

(in this study, gender). In the sections below I draw upon both theories to 

show their complementarity and usefulness in relation to my thesis aims: 
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namely, to explore how CSR, enacted by actors, may change the institution of genderǤ Such an aim entails investigating actorsǯ micro-practices, 

interactions and power relations within the specific context of the 

Ghanaian value chain.  

3.3.1. INSTITUTIONS AND PRACTICES 
 

Studies of institutional work seek to understand how individuals and 

organisations purposively create, maintain or disrupt institutions 

(Lawrence and Suddaby, 2006). This work is made up of practices: 

sometimes big, effortful manifestations (e.g. the launch of a new CSR policyȌ but oftentimes smallerǡ Ǯmundaneǯ interactions and activities ȋeǤgǤ 
updating a colleague on CSR in the lunch queue) (Lawrence et al., 2009). ǮMicro-practicesǯ form the basis of institutional change and maintenance 

(Lawrence et al., 2009: 247). 

 Both the concepts of institutional work and gender-as-an-

institution have their roots in a phenomenological understanding of the 

world. That is, they have at their centre an understanding of knowledge as 

socially constructed (Waller and Jennings, 1999) and have drawn upon 

post-structuralist theories of practice, specifically the work of Bourdieu 

(1974; 1977) and Foucault (1977a; 1978). Thus, institutions, including 

gender, are created, altered and re-created through human interaction, 

practice and language in a recursive manner (Giddens, 1984; Martin, ʹͲͲͶȌǤ (uman beings Ǯdo genderǯ repeatedlyǡ at once reflecting the 
dominant status quo, adding to it (Acker, 1990; 1992; West and 

Zimmerman, 1987; Martin 2004) and potentially changing it (Butler, 

1993).   

 Gender as an institution is understood as something which 

individuals have a certain amount of agency over (see Section 3.1.2). Most 

empirical studies, however, concentrate on what I would describe as the 

maintenance of the institution of gender, or what has also been termed, Ǯthe doing of genderǯ ȋWest and Zimmermanǡ ͳͻͺ͹Ǣ Deutschǡ ʹͲͲ͹Ǣ 
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Nentwich and Kelan, 2014; Benschop and Verloo, 2011). Although the term Ǯdoing genderǯ has been over-used and mis-used in some instances 

(Benschop and Verloo, 2011), it again shares philosophical roots with 

sociologies of practice (Fenstermaker and West, 2002). In Table 9 I list key works that offer insights into gender practicesǡ or Ǯthe doing and undoing of genderǯ at workǤ  
Table 9: Key Works exploring the Doing or Undoing of Gender  

Doing Gender Undoing Gender 

West and Zimmerman (1987) 
Gherardi (1994) Ainsworthǡ Knoxǡ Ƭ OǯFlynn ȋʹͲͳͲȌ 
Bendl (2008) 
Benschop and Doorewaard (1998) 
Benschop, Halsema, and Schreur (2001) 
Calás and Smircich (1991) 
Korvajärvi (2011) 
Martin (1990) 
Nentwich (2006) 
Poggio (2006) 
Rantalaiho, Heiskanen, Korvajarvi, and 
Vehvilainen (1997) 
Martin (2001; 2006) 

Deutsch (2007) 
Risman (1998; 2009) 
Lorber (1998) 
Butler (2004) 
Fenstermaker and West (2002) 
Kelan (2010) 
Jeanes (2007) 
Charles (2014) 
Pullen and Simpson (2009) 
 
 
 
 

 

Many of these studies highlight how gender inequalities in the organisation are justified because of their Ǯnaturalnessǯǡ or Ǯtraditionǯ 
(Ainsworth et al., ʹͲͳͲǣ ͸͸ͻȌ or because of an inherent Ǯnaturalǯ difference 
between men and women (Benschop et al., 20ͲͳǢ Korvajärviǡ ʹͲͳͳȌǤ ǮBy 

doing this, they [employees] repeat assumptions which confirm existing 

arrangements of power between the sexesǥ [However] the respondents 

are not blind dupes, because they think and argue with ideologyǯ 
(Korvajärvi, 2011:ͳͶȌǤ This idea of actors actively engaged in Ǯdoing genderǯ corresponds well with the theory of institutional workǡ given as it too focuses on actorsǯ agencyǤ Taken as a wholeǡ these studies suggest the 
institution of gender as powerfully re-created and disseminated through 

the site of the organisation (e.g. Gherardi, 1994; Martin, 1990). An example of the Ǯdoingǯ of gender in the value chain is seen in 
discriminatory hiring practices, whereby managers prefer men to take on 
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certain jobs (such as lifting and transporting goods) because to hire 

women would cost more due to the necessity of lifting equipment. This 

practice is common, and justified as such often, but it is also arguably a Ǯdoingǯ of gender at workǡ and a maintenance of the institution of gender 

over time. 

3.3.2. INSTITUTIONS, CHANGE AND AGENCY 
 

Deutsch (2007) and Risman (2009) have been at pains to stress that 

research must also capture how the gender institution is changed or 

disrupted, and how actors are involved in Ǯthe undoing of genderǯ. Key 

works are again listed in Table 9, but there have been far fewer studies 

into agentic change overall (Deutsch, 2007), and until recently very little 

empirical work (excepting Kelan, 2010). Perhaps a problem is that there is uncertainty about what the Ǯundoingǯ of gender looks likeǤ Risman muses that Ǯperhaps a criterion for identifying undoing gender might be when the 
essentialism of binary distinctions between people based on sex category is challengedǯ ȋʹͲͲͻǣ ͺ͵ȌǤ The other problem lies in the structural 
determinism of most theories of gender, and their conceptualisation of 

power (see Section 3.3.3). Human beings are often located with little 

agency, forced into towing the line with regard to how they perform their 

gender (Butler, 1990; 1993).   

 As others have pointed out ȋBattilana and DǯAunnoǡ ʹͲͲͻǢ Leca and 

Narrache, 2006; Lawrence et al., 2009), institutional theory has also 

struggled with the structure/agency debate. Structural descriptions of institutionsǡ as portrayed in the Ǯold-institutionalismǯ of Selznick (1949), 

Mead (1934) and Blumer (1969) and also echoed in earlier feminist 

theories on patriarchy, look to an overarching abstract system which 

constrains and directs human agents to behave and think in certain ways.  
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Table 10: The Development of Institutional Theory  

 Institutionalism Neo-

Institutionalism 

Institutional Work 

Aim of 

Theory  

Why and how do 
institutions affect 
individuals and 
organisations to act 
in certain ways? 

Why, when and 

how do individuals 
and organisations 
disrupt institutions? 

How do individuals 
and organisations 
create, maintain or 
disrupt institutions? 

Agency Institutions restrain 
individuals 

Individuals can 
change institutions 

Balance between 
macro and micro 
agency 

Power Top-down, structuralǡ Ǯpower-overǯ Bottom-up, 
individually wroughtǡ Ǯpower-toǯ Both structures and 

individuals sources of powerǤ ǮPower everywhereǯ 
Conseque

nces of 

Change  

Institutional change 
under-theorised 

Success stories of 
change achieved in 
intended manner ȋǮsupermenǯȌ 

Intended and 
unintended 
consequences of 
institutional change 
sought 

Key 

words 

Institutionalisation 
legitimacy 

Isomorphism; 
agency; decoupling; 
deinstitutionalisatio
n; entrepreneurship 

Rhetoric; process; 
language; 
intertextuality; 
unintended 
consequences; power. 

Key Work Blumer (1969); 
Mead (1943); 
Selznick (1949) 
 
See Scott (2001) 

DiMaggio and 
Powell, 1983; 
Jepperson, 1991; 
Meyer and Rowan, 
1977; Oliver, 1992; 
1991)  

Lawrence et al., 2013; 
2009; 2011; Lawrence 
& Suddaby, 2006; 
Zietsma & Lawrence, 
2010; Zilber, 2002; 
2006  

Adapted from Lawrence et al. (2009) 

Early neo-institutionalism in the work of DiMaggio and Powell (1983) and 

Meyer and Rowan (1977) echoed this phenomenological aspect of the 

agency/structure debate by theorising how organisations earn legitimacy 

by acting in similar ways to each other, termed isomorphism (Hwang and 

Colyvas, 2011). Under this early neo-institutional view, organisations (and 

the actors within them) were heavily constrained by a wider system or structure ȋBattilana and DǯAunnoǡ ʹͲͲͻȌǤ 
 Later neo-institutional theorists challenged this Ǯtop-downǯ 
approach, arguing that it was too deterministic and left no room for 

agency or free-will of human beings. Within organisational theory, 
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DiMaggioǯs ͳͻͺͺ paper began the new trend for neo-institutional theory that this time put the power back into the individualǯs hands (Battilana & DǯAunnoǡ ʹͲͲͻǢ Greenwoodǡ Oliverǡ Sahlinǡ Ƭ Suddabyǡ ʹͲͲͺȌ. Instead of 

actors being shaped by seemingly unshakeable institutional structures, 

DiMaggio argued Ǯnew institutions arise when organized actors with 

sufficient resources (institutional entrepreneurs) see in them an 

opportunity to realize interests that they value highlyǯ (DiMaggio, 1988: 

14, italics in original). For the last twenty years, studies on the Ǯinstitutional entrepreneurǯ have proliferated within academic journalsǡ 
leading to a tipping of the balance once more in the agency/structure 

debate (Leca et al., 2008). The issue of Ǯagencyǯ within institutional 
theories is summarised in Table 10, which traces the development of the 

theory to the conception of Institutional Work. 

 Institutional Work attempts to find a midway point between the 

two former theories. As Table 10 demonstrates, institutional work considers actors neither as Ǯcultural dupesǯ nor Ǯhypermuscular supermenǯ 
able to induce paradigm shifts (Suddaby, 2010: 15). Actors can engage in 

action to change institutions, but it is understood that they work within 

the confines of that very same institution (Lawrence et al., 2011: 55). 

Institutional work focuses on purposive action of organisations and individualsǡ revealing Ǯmyriadǡ day-to-day equivocal instances of agencyǯ 
(Lawrence et al., 2011: 52). This is in accord with the conceptualisation of gender as an institutionǡ which sees gender as Ǯpracticeǯ both constituted by and constituting the institution through individualsǯ interactions 
(Martin, 2004; Acker, 1990; 1992). Exploring these interactions around 

gender and CSR activity requires theory that appreciates the importance of the agency of actorsǯ practicesǤ   
A Gendered Institutional framework ensures agency is put back 

into the picture, with the possibility of men and women subverting 

systems, finding alternative ways of working or living, and perhaps 

rocking the metaphorical gender boat. For example, Karam and Jamali 



 
 

94 

 

(2013) utilise institutional work theory to understand how actors (in this 

case, those engaged in CSR practices) engage in purposive practices to 

disrupt, maintain or create institutions (Lawrence and Suddaby, 2006). 

Drawing on the Arab Spring context, they explain how individuals within organisations undertake Ǯworkǯǡ such as Ǯunderminingǯ dominant gender 
norms and beliefs (e.g. by contracting female suppliers in previously male-dominated sectorsȌǡ or Ǯadaptingǯ systems ȋeǤgǤ by engaging in 
conversations with dissident voices). Thus actors involved in CSR can disrupt Ǯthe gender institutionǯ and provoke more equitable conditions for 
women (2013: 3).  

 

Whilst undoubtedly some successes can be scored with regard to 

institutional change and actors pushing for social progress, as others have 

noted (Clegg, 2010; Lawrence et al., 2009), too much of this rhetoric could 

push CSR (and the individuals working in it) onto a pedestal for a cure-all 

antidote for social ills, such as gender inequality. Furthermore, too much 

emphasis on agency, especially in the context of gender within value 

chains, may underplay the importance of enduring, omniscient gendered 

power relations. 

3.3.3. INSTITUTIONS, CHANGE AND POWER RELATIONS 
 As demonstrated in the review of literature on gender and CSRǡ Ǯpowerǯ is an Ǯessentially contested conceptǯ ȋLukesǡ 1974/2005: 137). Much debate has ensued on what power isǡ who has it ȋif Ǯitǯ can be Ǯhadǯ at allȌǡ how it may be manifestǡ and how it could be captured and measuredǤ Lukesǯ 
classical three dimensions of power offer various spheres in which power 

can exert its forceǤ They continue to present a structuralǡ Ǯsystemicǯ view of Ǯpower overǯ ȋGaventaǡ ʹͲͲ͵Ȍ that maintains that power is largely a ǮpropertyǯǤ This is echoed in tales of corporate power in its various overtǡ 
covert and latent dimensions (e.g. Klein, 2000). Yet the application of 

institutional work to the study of CSR practices should in theory subvert 

such structural determinism. Crucially, actors have agency to affect 
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institutions, to resist power and reframe dominant narratives, as posited 

in Karam and Jamali (2013). This is an idea that gender theory scholars 

have been at the vanguard of (Martin, 2004).  

 

 However, an understanding of institutions made real through 

practice demands an understanding of power too as a practice, and 

ongoing process, not as a static entity that can be held by any one party or group ȋFoucaultǡ ͳͻͺ͸ȌǤ Thusǡ whether actors have Ǯpower overǯ or Ǯpower toǯ may become irrelevantǤ )t means letting go of the expectation that the 
outcomes of power relations can be studied as tangible, measurable 

impacts (Clegg, Courpasson and Phillips, 2006). Instead, we should look to 

the techniques of the self (Foucault, 1984 in Fornet-Betancourt et al., 

1984), which demonstrate how we as human beings create and re-create 

the institutions in which we live, and the power relations that shape them, 

including gender (Foucault, 1986; Giddens, 1984). This would mean 

studying the everyday practices of embodied actors enmeshed in a web of 

power relations, to better understand the processes of how institutions 

come to be and will be. For example, studying the everyday use of 

language (Martin, 1990; Lakoff, 2004); text (Calás and Smircich, 1991); 

dress (Gherardi, 1995) and gesture (Rantalaiho and Heiskanen, 1997; 

Goffman, 1979) of women and men at work. The focus on these realms of 

micro-practices has been a rich area for feminist gendered organisation 

theorists.  

 

Lawrence and Suddaby (2006) point out that their theory is 

influenced by, amongst others, Foucault (1977a; 1986) and Bourdieu 

(1977; 2001). Yet their nuanced understandings of power and resistance 

have not as yet been well-translated into studies of institutional work 

(Lawrence, 2008; Lawrence et al., 2013), or in institutional theory more 

generally (Clegg et al., 2006; Hirsch and Lounsbury, 2014; Munir, 2014; 

Willmott, 2014). Lawrence (2008: 170) argues that it is Ǯpowerǡ in the form of repetitively activated controlsǯ that Ǯdifferentiates institutions 
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from other social constructionsǯǤ Thusǡ power is present in institutional 

control, individual agency and resistance: as a concept it is central to 

explorations of societal change, control, and domination, reflected within 

studies of organisational life (Clegg et al., 2006). Many studies on 

institutions and work do document Ǯpowerǯǡ in the form of strugglesǡ 
conflict and strategies for levering influence over others (e.g. Angus, 1993; 

Currie, Lockett, Finn, Martin, & Waring, 2012; Hardy & Phillips, 1998; 

Phillips et al., 2004), yet it remains a Ǯstrange but trueǯ fact that rarely is 
power given a name within organisational and institutional scholarship 

(Martin, 2006 in Clegg et al., 2006).  

 

 Furthermore, as institutional work attempts to sit at the crossroads between the Ǯoldǯ and Ǯnewǯ institutionalism when it comes to the Ǯembedded agencyǯ debateǡ it too can approach the concept of power from 
a more nuanced approach. Power can be exercised by different actors 

(including collectively Dorado 2005; 2013) and can take many different formsǤ ǮPowerǯ is not just about the proliferation of resourcesǡ but can include the notion of Ǯempowermentǯ (Martí and Mair, 2009). Institutions are Ǯactive and engaged wielders of powerǯ (Suddaby et al., 2010) but 

individuals working within and across institutions can manipulate (Rojas, 

2010: Currie et al., 2012), challenge (Hardy and Phillips, 1998) and yield 

to power relations in a conscious-wayǤ )nstitutional Work Ǯsuggests 

neither determinism nor heroism and is potentially sensitive to both the 

oppressiveness of social, cultural, and material structures, and the 

potential for emancipation from some of those structures some of the timeǯ ȋLawrence et al., 2011: 56). The concept of institutional work applied 

to critically examine gender in the context of CSR and value chains 

presents a situation where power relations are at their tautest, and the 

stakes high for many involved in the production of our food.  
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3.3.4. INSTITUTIONS, CHANGE AND UNCERTAINTY 
  

Table 11 collates some of identified forms of institutional work, split by 

their investigation into the creating, maintaining or disrupting of 

institutions (Lawrence and Suddaby, 2006). As Lawrence, Leca and Zilber 

(2013) write in the introduction to the Organization Studies special issue, 

studies are only recently beginning to demonstrate that different 

processes of institutional work can occur at the same time, sometimes 

even carried out by the same actors, meaning that institutions can be 

disrupted or maintained or created all at once (Currie et al., 2012; Zietsma 

and Lawrence, 2010; Helfen and Sydow, 2013; Micelotta and Washington, 

2013).  

Table 11: Review of the Processes of Institutional Work  

Creating 
Institutions 

Changing normative associations; changing normative 
networks; mimicry; educating; theorizing; advocacy; 
defining; vesting; constructing identities; calculative 
framing; valorising; engaging; Justification work; 
negotiating 

Maintaining 
Institutions 

Enabling, policing, deterring, valorising/demonising, 
mythologizing, embedding and routinizing; emotions; 
theorizing, defining, educating, constructing normative 
networks. 

Disrupting 
Institutions 

Disconnecting sanctions; disassociating moral foundations; 
undermining assumptions and beliefs; disrupting; 
defending; rhetoric 

Adapted from Lawrence and Suddaby (2006) and Lawrence et al. (2013) 

 

Exploring practices and processes (such as those detailed in Table 11) of 

how institutions are created, maintained and disrupted should naturally 

lead to an inclusion of the intended and unintended consequences of such 

processes (Slager et al., 2012; Lawrence et al., 2009; Lawrence et al., 

2011).  As noted by others, however, this has not always been the case 

(Slager et al., 2012). )ndeedǡ even the hunt for Ǯoutcomesǯ may be a false 
direction for institutional work studies (Suddaby et al., 2010), seeing as 

their theoretical origins lie in their understanding of institutions, such as 

gender, being put-together by human practiceǤ Studying Ǯpracticeǯ means 
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moving away from a pure focus on outcomes, to the study of the processes of actors Ǯworking to effect those events and achieve ȏanyȐ outcomeǯ 
(Lawrence and Suddaby, 2006: 219). 

 Openness to uncertainty in studies of institutions also offers a 

contribution to the field of CSR, which has also tended to concentrate on Ǯbest practiceǯ and tales of win-win success (Prieto-Carrón et al., 2006). 

Studies into gender change at work have also tended to focus on the intended Ǯplannedǯ changes at the expense of capturing Ǯunplannedǯ 
change, or failure (Benschop and Verloo, 2011: 286). A richer 

understanding of CSR practices around gender would include the unintended consequences of organisations and individualsǯ decisions and 
actions (Slager et al., 2012). In this way, institutional work is extremely 

apt to the study of the emerging and potentially conflicting aspect of Ǯengendered CSRǯǤ  
3.4. A GENDERED INSTITUTIONAL CONCEPTUAL 

FRAMEWORK 
 

I have outlined the main benefits of drawing upon the concepts of gender-

as-an-institution and institutional Work in the proceeding sections, 

emphasising the need for an institutional approach to change that 

appreciates the concepts of practice, agency, power and uncertainty. If we 

return to the questions that formed the basis of the literature review, and 

of the research questions at large, the complementary nature of the two 

bodies of theoretical literature becomes even more apparent. These questions askǣ (ow do organisations understand Ǯgenderǯ and translate it 
into CSR practices, and how does this then inform experiences of gender in 

the value chain? Central to this question is what Ǯgenderǯ isǡ and how it can be Ǯinformedǯ ȋchangedȀmaintainedȌǤ These questions and their answers 
help frame the Gendered Institutional conceptual framework within the 

canon of other institutional research.  
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The framework builds upon the literature review in Chapter Two, and 

the theories of institutional change outlined in this chapter. To re-cap, the 

key concepts used throughout the thesis are: 

(1) Value chains and CSR as Ǯnetworksǯ 
(2) Gender as an Institution 

(3) Institutional Work as a means of gender change or stability. 

 

As outlined in Chapter Two, CSR is increasingly considered and 

operationalised in a network approach, with various actors and 

organisations acting with and upon each other. Value chains, too, are best 

understood as networks of activity and organisations, working to produce an end productǤ The Ǯnetworkǯ concept brings to the fore once again the 
individual actor within social exchanges. It is evident that exchanges of 

language, actions and discourses between these actors happen daily, 

across technologies, borders and cultures. Within this framing, 

institutional work for gender change or stability may occur. 

In understanding gender as an institution in itself, as outlined in 

Section 3.1.2, the actor is once more given agency and power within 

theories of institutional change and maintenance. Actors in social life are 

given a starring role as they interact with one another and within 

institutional spaces, both being acted upon, and acting upon institutions. 

This two-way process is described by Giddens (1984) and Bourdieu 

(1977; 2001Ȍǡ and both have special mention for the Ǯinsidiousǯ and especially powerful institution of genderǤ ǮGenderǯ is everywhereǡ 
influencing how we think, feel and act. Gender undoubtedly will have 

some effect on CSR, and the value chain, and the relationship between 

them. I am interested in how these relationships may be altered or maintained through actorsǯ practicesǤ 
 The final concept of institutional work helps craft a framework that 

may answer these questions in light of my own research context. 

Institutional work occurs as individual actors interact with each other 
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purposively, and in so doing, create, maintain or disrupt institutions. A 

hypothetical example could be that actors from one node of the value 

chain network issue a policy validating whistleblowing on sexual 

harassment. This is picked up by actors in another node, and responded to 

in a variety of ways. Gender, as an institution, is present throughout all of 

this, but could potentially be disrupted from its status quo by the policy. 

Or, gender could be maintained through an outright refusal of the policy by 

other actors. Or, conversely, gender could be maintained as the policy is 

enacted by all parties, but in so doing confirms the status quo of women as 

victim and men as aggressor. Theoretically, a new institution of gender 

could be created in response to such a development (or perhaps, new 

practices may hint at the creation of a new form of the gender institution). 

Thus the key aspects of this framework are that: 

(1) Actors are agentic, engage in power relations and in their daily lives 

shape institutions through practice. This means institutions are not 

static. 

(2) Gender is an institution, can change, and has changed in the past. 

(3) Actors working in networks, especially in a CSR value chain 

context, often strive to affect change which has intended and 

unintended consequences on institutions. 

 

In summary, the theories of institutional work and gender complement 

each other and add new avenues for exploration from their separate but 

similar bodies of literature. They share views on what institutions are, 

originate and change. They emphasise the importance of including human 

agency, power relations and the unintended consequences of institutional 

work within theorisations. Above all, both concepts appreciate that 

institutional change, whilst difficult, can occur, although there is much we still donǯt knowǡ especially in new contexts such as Ǯengenderedǯ CSR in the 
value chain.  
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Figure 3 helps visually demonstrate the relationship between my three 

main concepts. It shows the nested qualities of actors in networks, and the 

mutual feeding upwards and downwards of practices.  

 

Figure 3: Diagram showing levels of the gender institution, and how it may 

be influenced through institutional work.  

 

 

      =  Power relations (inherent in practices) 

Source: Adapted from Lawrence and Suddaby (2006) and Connell (1987) 

3.5. CONCLUSION 
 

This chapter has covered a lot of conceptual ground, encompassing 

conceptualisations of gender, institutions, and power. I began with a brief 

definition of gender as a social construct, and posited a definition of 

gender as an institution as suitable to my thesis. In contrast, however, my 

review of the literature on gender and CSR revealed that 

conceptualisations of gender, (in)equality and power, concepts central to 
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the discussion of gender in society, were wide-ranging. Furthermore, institutional theoryǯs capacity for bridging different levels of analysis had 
been mostly left untouched by scholars, and studies had neglected to 

explore the role of business organisations (and the people within them) in 

a value chain context. I then argued that an institutional approach to 

gender and CSR would help to fill some of these gaps in our knowledge. 

Drawing on institutional work and gender as institution concepts, I argued 

for the importance of studying practice, agency, power and uncertainty 

within explorations of institutional (gender) change.  

 The resultant conceptual framework I employ in my thesis 

contributes to the study of gender, institutions and CSR in a number of waysǤ Firstǡ studies into the Ǯdoingǯ or Ǯundoingǯ of gender have tended to focus on institutional maintenance ȋǮdoingǯ genderȌ over changeǤ Stories of 
successful gender equality programmes rarely leave room for the failures 

or unexpected outcomes in their narratives (Benschop and Verloo, 2011). 

My framework is open to the uncertainty of institutional creation, 

maintenance and change. Given the newness of CSR, and the unknown 

effects of its practices on gender in the value chain, I am focusing on the processes of Ǯgenderingǯ CSRǡ and open to the unintended consequences of actorsǯ actionǤ  
 Second, while studies on the doing/undoing of gender in 

organisations are rich and theoretically compelling, there is little research further Ǯdownǯ the value chain9, something my research aims to address. 

As Holvino (2010) explains, gender and organisations literature must work on Ǯidentifying and connecting internal organizational processes 

with external and seemingly unrelated societal processes to understand organizational dynamics within a broader social contextǯ ȋʹͲͳͲǣ ʹ͸ͷȌǤ My 
research answers this call with empirical research on how gender is 

conceptualised, and impacts upon, the value chain.  

                                                           
9 Joan Acker urges researchers to begin to explore the supply chain through a gender lens 
that appreciates the discursive and interactive process of the meaning-making that 
perpetuates gender inequality (1998; 2012).  
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 Thirdǡ institutional work is complemented by gender theoryǯs 
already developed approaches to power (Martin, 2004). Learning from the 

corpus of gender theorists who have explored gender change, power is a 

predominant concept that is understood as something both explicit (i.e. 

power inequalities between men and women writ large in legislation; 

physical power in violence against women) as well as implicit, made Ǯnormalǯ through learned behaviours, norms and utternances (i.e. men 

expected to earn more than women, women taking on pastoral roles more 

readily than men). My study contributes to the institutional work 

literature by incorporating the concepts of power relations imbued within 

institutions. 

 Fourth, and relatedly, both institutional work and social constructionist gender theory Ǯshare an understanding that seemingly 
neutral institutional processes and practices are in fact embedded in hidden norms and valuesǯ (Kenny, 2007:95). Institutions have a Ǯlegitimating ideologyǯǡ which means they become institutionalised into 
the formal and informal patterns of social organisation (Meyer and Rowan, 

1977; Martin, 2004). A gender lens on institutional work and CSR can 

bring out power relations and disempowered voices further (Mackay, 

Kenny, and Chappell, 2011). 

 Finally, given the often intangible nature of institutions, and the 

largely taken-for-granted nature of their outward manifestations, my 

framework allows for the exploration of human practices and language as 

a means of empirically getting closer to the institution at hand. Therefore, Ǯmeasurementǯ of institutions is best achieved through qualitative 
research techniques that seek to get up close and personal with everyday 

life (Dover and Lawrence, 2010; Lawrence and Suddaby, 2006; Suddaby 

and Greenwood, 2009). In brief the fit between institutional work, gender 

as an institution and qualitative, intepretivist-informed research 

techniques is sound. The case study design for this thesis, and the 
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methodological techniques employed, are explored further in the next 

chapter.  
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CHAPTER FOUR: 
RESEARCH METHODOLOGY 

 

Having laid out the literature and concepts relating to my thesis, I proceed 

in this chapter to describe how I designed, carried out and analysed data 

in relation to my research questions. To re-cap, Chapter two reviewed and 

refined the concepts of the value chain and CSR, highlighting the need to 

capture the socially-constructed and contested nature of their respective 

application to the topic of gender. In Chapter Three I argued that an 

exploration of how gender is understood and translated into practices by 

business organisations in the value chain is a timely and necessary 

addition to management, and CSR research. A gendered institutional 

approach concentrates on actors and their practices and interactions in 

order to better understand how institutions, in this case gender, can be 

created, disrupted or maintained (Lawrence and Suddaby, 2006). As my research objective is to outline Ǯunderstandingsǯ and processes around Ǯengenderingǯ CSR in value chainsǡ such an approach is appropriate to my 
thesis. Focusing on micro-practices (language, action, thought, interaction) 

requires a methodology that shares ontological and epistemological 

assumptions about society and how we study it, and, as will become clear, 

privileges qualitative, as opposed to quantitative, research techniques.  

 In this chapter I explain how a social constructionist and 

interpretivist worldview complements my conceptual framework. 

Research techniques that include in-depth interviews, observation, 

documentary analysis and innovative focus group workshops within an 

embedded case study generate nuanced and detailed data in an under-researched areaǤ The organisations under studyǡ Braithwaiteǯs Chocolate 
Company, Adwenkor and TradeFare10, provide a unique opportunity to 

explore meaning, processes and narratives involved in institutional work 

                                                           
10 I use pseudonyms to preserve anonymity and confidentiality.  
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to disrupt or maintain gender, in the context of CSR in the value chain.  At 

the same time the case provides tales of the successes, and failures, of Ǯengenderingǯ CSRǡ that other organisations can learn fromǤ  
 As noted in Chapter One, the thesis is imbued with a feminist sensibilityǡ and influenced by feminist theoriesǡ but ) adopt Ǯgenderǯ as a more expansive termǡ as it can be used to uncover much more than Ǯonlyǯ 
inequalities between men and women. I am talking here about the need 

for intersectionality in research design, whereby it is appreciated that 

inequalities often lie at a nexus of identities and/or labels including 

ethnicity, gender, class, ability and so on (Walby, Armstrong, and Strid, 

2012Ǣ (olvinoǡ ʹͲͳͲȌǤ ) reject the notion that womenǯs experiences should be studied over and above menǯsǡ for both men and women work in the 
case contexts chosen, and so both men and women are included in focus 

groups in the value chain. That is not to say that I do not appreciate traditional Ǯfeministǯ research techniques in choosing qualitative, 

language-driven research techniques, but I position them as part of a 

wider philosophy of social constructionism and interpretivism. My 

conceptual framework fully recognises the gendered nature of the world, 

and the work we do within it, without the explicit use of feminist 

epistemology.  

 The chapter begins by describing the research philosophy behind 

my methodology (Section 4.1.), and introduces the embedded case study 

approach with details of the organisations involved (Section 4.2.). I outline 

my data generation research techniques and the reasons behind their 

choice, as well as the processes involved in each stage of data generation 

(Section 4.3.). I then introduce the data analysis approach I have adopted 

(Section 4.4.), and reflect on my position as researcher in the research 

design, methodology and analysis (Section 4.5.). I end with a summary of 

how my methodological approach to this study contributes to a credible, 

reliable and transferable piece of social science research (Section 4.6.), and 
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reflect on the research ethics pertinent to a study of gender and value 

chains (Section 4.7.).  

4.1. RESEARCH PHILOSOPHY 
 

My research philosophy creates a structure for this thesis, influencing the 

theories and concepts adopted, the research techniques undertaken and 

even the research questions posed. In the following section I demonstrate 

this by first outlining the social constructionist worldview, and the 

interpretivist epistemological position I take. 

4.1.1. SOCIAL CONSTRUCTIONISM 
 

Social constructionism is an ontological position that claims that social reality is constructedǤ )t is Ǯthe process in societal and historical contexts whereby people give meaning to the world through cultural interactionǯ 
(Watson 2008ǣ ʹ͹ͲȌǤ The Ǯreal worldǯ of tangible objects may well exist 
distinct from human thought, but how we make sense of, label and operate 

in such a world is socially constructed through human interaction. 

Therefore institutions (such as gender), cultures, whole societies, norms 

and behaviours are created and reified over time (Berger & Luckmann, 

1966).  

 The key question, however, is: Ǯwhether or not human beings can 
achieve any form of knowledge that is independent of their own subjective 

construction, since they are the agents through which knowledge is perceived or experiencedǯ (Morgan and Smircich, 1980: 493). This is especially pertinent given the Ǯparadox of embedded agencyǯ ȋBattilana and DǯAunnoǡ ʹͲͲͻȌ that dogs studies of institutionsǤ The boundaries of Ǯwhat isǯ ȋrealityȌ and Ǯwhat we knowǯ ȋknowledgeȌ are blurredǡ and under 
social constructionist theory this has an explicit implication for 

epistemology and how we research the social world. Berger and 

Luckmann (1966) explain that we can only study the subjective, 

interpreted parts of human experience: there is no Ǯrealityǯ to garnerǡ 
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rather peopleǯs lived experiences of what they perceive to be realǤ 
Therefore, my research questions, and methodology, promote a similar viewǡ asking Ǯhowǯ questionsǡ as opposed to Ǯwhyǯ questionsǡ and relying on actorsǯ testimonies and observed action as the closest means possible of 
getting closer to their lived experiences. This is explained further below.  

4.1.2. INTERPRETIVISM 
 

If social reality is constructed, and knowledge is filtered through human 

experience and socialisation, how can social sciences research be 

conducted? I take an interpretivist approach to epistemology, arguing that actorsǯ interpretations of their livesǡ workǡ thoughtsǡ feelingsǡ Ǯfactsǯ and so 
on should be privileged in the research design.  

 Interpretivism, influenced by the philosophies of symbolic 

interactionism (e.g. Mead, 1934; Blumer, 1969), phenomenology (e.g. 

Berger and Luckmann, 1966) and hermeneutics stresses that it is meaning 

that matters in our quest for knowledge. As Crotty points out, there is a 

cross-over between ontology and epistemology here, as meaning in knowledge conflates with Ǯmeaningful realityǯ (1998: 10). Human beings 

know what they know through a constant, on-going exchange with society, although the extent to which we are Ǯobjectsǯ or Ǯsubjectsǯ of society has 
been much debated through different iterations of philosophy (e.g. 

Giddens, 1984; Foucault, 1977a).  The debate around human agency is 

reflected in my decision to follow a conceptual framework that 

understands gender as an institution, and to look at the institutional work 

carried out by actors with regard to that concept (see Section 3.4, Chapter 

Three). Both the concepts of gender as an institution, and of institutional workǡ challenge a Ǯdualistǯ account of human beingsǯ place in societyǣ we 
affect and are affected by our social world (Bourdieu, 1977; Giddens, 

1984). This echoes the tradition of many investigations into institutions 

and change (e.g. Meyer and Rowan, 1977; DiMaggio and Powell, 1983; 

Zilber, 2002) which have prioritised knowledge as peopleǯs Ǯmeaningsǯ and Ǯunderstandingsǯ of the components of institutions and any changes 
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therewithǡ as opposed to measurableǡ Ǯstructuralǯ outcomes ȋSuddaby and 
Greenwood, 2009: 182). This is not to say that more tangible outcomes 

(such as changes in policies) are rejected outright as sources of data, but 

that institutions can be captured in a pluralistic manner (Suddaby and 

Greenwood, 2009) that includes meaning, outcomes, dialectics and 

historical processes (Suddaby and Greenwood, 2009; Barley and Tolbert, 

1997).  

 Interpretivism calls for interpretation of the social world by those 

researched, but it has been critiqued for indulging in pure observation of culture without a critical stance ȋCrottyǡ ͳͻͻͺȌǤ Crotty adds that Ǯwe 
should never lose sight of the fact that the particular set of meanings 

imposes has come into being to serve particular interests and will harbour 

its own forms of oppression, manipulation and other forms of injustice' 

(Crotty, 1998ǣ ͺͳȌǤ  Criticality is very importantǣ is Ǯgenderǯ something to 
be taken at face value, or does its interpretation by interviewees need 

digging into a little deeper? Are the actors potentially altering or reifying 

institutions of a particularly powerful elite (Gephart, 2004)? My 

conceptualisation of gender as an institution and as something that is 

socially constructed fits with an interpretivist stance, but requires a 

critical element to complement this. Thus, the institutional work of 

engendering CSR is researched in a manner that appreciates it as an 

interactive practice, continuously played out by actors, within power 

relations. The techniques I use to do this are elaborated on throughout the 

rest of this chapter. 

4.2. THE CASE STUDY DESIGN 
 

This research is focused on exploring the processes of Ǯengenderingǯ CSR 
within cocoa value chains, with a particular focus on the global South. The 

A case study design was chosen for this objective. To re-cap, the 

organisations under study are a UK chocolate retailerǡ ǮBraithwaiteǯs 
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Chocolate Companyǯ ȋBCCȌǡ their NGO partner ǮTradeFareǯ and long-term 

cocoa cooperative supplier ǮAdwenkorǯǤ  
A view of the social world as complex, evolving and constantly 

constituted by human agents, as per my social constructionist standpoint, 

requires a qualitative research design and research techniques that capture actorsǯ talkǡ practices and interactionsǤ )n order to get close to 
understandings and practices around gender and CSR, I needed to get up-

close to those working in these areas in their everyday lives. Further, just 

observing and interviewing actors without context (i.e. interviewing a 

range of people in different industries or organisations) would not make 

clear the links between micro-practices, institutional work and change 

with regard to CSR practices and farmersǯ experiencesǤ Targeting a single 
organisational context, albeit comprised of three inter-locking sub-

organisations, through a case study approach better answers my research questions and talks to the concept of a Ǯvalue chain networkǯǤ 
A case study also allows for rich empirical data to be generated 

within a bounded context, and employs a number of data techniques (Yin, ʹͲͲͻȌǤ The approach allows for the Ǯbigger pictureǯ of a global value chain 
to be captured, whilst at the same time zooming in on different processes 

and nodes of action. Case studies offer clear boundaries and narratives of concepts under study and create Ǯwholenessǯ unlike other methods of data 
generation (Silverman, 2010:138). This is particularly useful when 

studying complex social phenomena such as gender (Patton and 

Appelbaum, 2003; Reinharz, 1992), which as a concept is difficult to 

describe and harder still to research and analyse (Czarniawska, 2011). This is chiefly because Ǯgenderǯ is diffused through social life, and can, if 

left unbounded, be overwhelming in a research setting. A case study 

approach with a set unit of analysis and units of observation can go some 

way to aiding the researching of gender, crucial given my focus on gender, 

CSR and value chains. 
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4.2.1. RATIONALE FOR A SINGLE CASE STUDY 
 

My interpretivist-influenced research design acknowledges that the 

generalisability in this context is not as important as deep understanding. 

Thus, a single embedded case study that operates at different levels of 

observation (see Table 12) provides me with a depth of insight necessary 

to get closer to meaning and understanding. As Van Maanen (1979:520) writesǡ Ǯ)nterpretive techniquesǥseek to describeǡ decodeǡ translate and 
otherwise come to terms with the meaning, not the frequency of certain more or less naturally occurring phenomena in the social worldǯǤ ) thus 
offer a snapshot of a world in which actors do institutional work around 

gender and CSR in value chains, which in turn arguably have an effect on 

larger social processes such as markets, norms and values.  

 

Table 12: Embedded Case Study Structure 

Organisation Sub-

Group 

Location Individuals Data Method 

Company 

ȋBraithwaiteǯs 
Chocolate Company) 

UK Management; 
mid-level staff; 
board members 

Interviews; 
documents; 
observations 

Supplier 

(Adwenkor) 

Ghana Management; 
mid-level staff; 
board members. 

Interviews; 
documents; 
observations 

NGO Partner 

(TradeFare) 

UK Management; 
mid-level staff; 
board members. 

Interviews; 
documents; 
observations 

Cocoa Farmers Ghana Cocoa farmers 
selling cocoa to 
Adwenkor 

Diagramming; 
observations; 
focus-group 
discussions. 

 

 My single in-depth case study is an example of an embedded case, 

as multiple units of observation are utilised. As noted in Chapter One, the Ǯorganisationǯ is conceptualised not only as BCCǯs headquarters in the UKǡ 
but also entails their long-term cooperative suppliers, Adwenkor, and 

their NGO partner, TradeFare. This approach is complemented by 
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fieldwork that brings in the views of the farmers themselves. At the time of 

writing, attention to Ǯgenderǯ in value chains through CSR remains low and 

thus the case study may appear exclusive. My case is an example of an Ǯexceptionalǯ case of corporate action on gender inequalityǡ  Ǯvaluable for 
feminist action, as a positive model to emulate, or a negative model to avoidǯ ȋReinharzǡ ͳͻͻʹǣ ͳ͸ͺȌǤ Of courseǡ this is not just useful for feminists, 

but any scholars interested in organisational, institutional and/or social 

change. In the next section I expand further on why I chose the specific 

organisation under study. 

4.2.2. CASE STUDY SELECTION 
 

My key contacts at BCC and TradeFare were initially found through a 

series of networking conversations with other researchers, NGOs, and government organisations working in the Ǯsmall-worldǯ of gender and CSRǤ 
My first company withdrew from the study, and a subsequent series of 

introductions did not materialise into meetings. Many companies contacted said they couldnǯt offer the sort of access ) neededǡ or said that my research Ǯdidnǯt fit with the companyǯs current strategyǯ ȋPersonal 
Correspondence, Email, July 2012). Eventually I was put in touch with Braithwaiteǯs by one of their NGO partnersǡ and with another leading UK 
food retailer. Securing access to two companies, who needed to be doing 

work around gender equality in their value chain, was always going to be 

difficult, but it took me more than 12 months in all to secure partnerships. 

Unfortunately a series of problems with timings and access meant that 

eventually I was unable to complete the second planned case study. This, 

however, turned into an opportunity to work for longer and in more detail 

on my single BCC case study: with the result that I was able to research 

more deeply than I would have been able with multiple case studies.  

 Furthermore, BCC, TradeFare and Adwenkor are all are well-

known for their CSR practices and expertise, and prescience regarding 

gender equality. Numerous case studies exist into their Ǯbest practicesǯ 
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around fairtrade working conditions, gender and cooperative working. For 

example, with regard to their ongoing gender programme, I identified 14 

academic peer-reviewed articles, and 13 NGO reports, featuring the 

organisations.  

 BCC and partners were thus chosen specifically as a case study for 

their asserted commitment to gender equality in their value chain and thus features as an Ǯexemplaryǯ case ȋYinǡ ʹͲͲͻȌǤ The actors within the 
organisation include finance managers, sustainability managers, managing 

directors, marketers, supplier managers, social programme managers and 

gender experts (Appendix 5). These were actors who represent credible 

sources (Hamel, 1993) engaged in the everyday world of Ǯengendering CSRǯ (Karam and Jamali, 2013) whose stories, language, and practices 

would best address my research questions. 

 As a result of unexpectedly deep access to the organisation (see 

Section 4.3.1.1.), the case chosen here evolved into a somewhat critical 

case study of an ethically-celebrated company: a case study that Flyvberg 

(2006) calls a Ǯleast-likelyǯ exampleǡ whereby the findings of the study go 
against the majority view. This results in critical, yet theoretically 

expansive and important research. Deep involvement within a project 

team allowed my analysis to not only go beyond the newspaper stories and policy documents surrounding BCCǯs engendered CSRǡ but to 
repeatedly talk to staff, observe interactionǡ and gain an idea of the Ǯdoingǯ 
of engendered CSR as it changed and unfolded over a two and a half year 

period.  

4.2.2.1. INTRODUCTION TO BRAITHWAITEǯS CHOCOLATE COMPANY 
 Braithwaiteǯs Chocolate Company ȋBCCȌ is a fair trade chocolate retailerǡ 
and a private company limited by shares. It sources cocoa from Adwenkor, 

its long-term supplier cooperative in Ghana, and makes and packages 

chocolate products in Europe. The chocolate is currently sold in the UK, 

USA, Sweden, Norway, Canada and The Netherlands, with a permanent 
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supply being purchased by big brand supermarkets and coffee shops. 

Although there have been fluctuations in financial performance, the 

company now turns over a healthy profit (nearly £2million in 2010/11). 

Less than thirty core staff members work at the headquarters in the UK, 

with a sister office in the USA. Partnerships with NGOs and suppliers add 

strength to numbers who work on procurement and CSR practices.  From the outset Braithwaiteǯs has operated as a fair trade social 
enterprise, with two per cent of all profit spent on community 

development projects. Table 13 details the minimum standards BCC have 

committed to. BCC has worked hard to ensure there is a Ǯfitǯ between consumers ȋmainly womenȌ and Ǯcauseǯ ȋgender rightsȌǡ investing time 
and money into women in communities in the UK and in Ghana (BCCAR, 

2010/11). 

Table 13: Conditions of Fair Trade Accreditation  

 
Buy from democratically-organised and registered producer groups 

Pay a premium to farmers (US$1750 per tonne for cocoa) 

25% of premium must be invested into development of producer groups 

Partial advance payments to farmers must be available 

Contracts should be long-term and champion sustainability 

Source: Fairtrade Labelling Organisations International (FLO) (2012) 

  

The chocolate market is dominated by major players: Cadbury KraftȀPhillip Morris ȋrecently renamed MondelezȌǡ (ersheyǯsǡ Mars and 
Nestlé, who corner seventy-five per cent of the market share of a $4billion 

industry in the UK alone (Tiffen et al., 2004). Increasingly, smaller brands are bought by larger competitorsǡ such as Green and Blackǯs ȋbought by 
Cadbury in 2005), and Cadbury itself being incorporated into Kraft/Phillip 

Morris in 2010. Behind the brands are huge agribusinesses such as Cargill, 

Barry Callebaut, and Archer Daniels Midland (ADM), who buy up a total of forty per cent of the worldǯs raw cocoa for processing to sell onto the big 



 
 

115 

 

brands (Tiffen et al., 2004; Cappelle, 2009: 14). In the last decade, 

however, there has also been a rise in specially sourced, luxury chocolates 

and ethical produce which has bolstered sales and reputation of smaller chocolate companiesǡ including Braithwaiteǯs (KPMG, 2012).  

4.2.2.2. INTRODUCTION TO ADWENKOR 
 

BCC procures its Fairtrade cocoa from Adwenkor, a Ghanaian cooperative 

organisation. They have a very large membership of over 65,000 cocoa 

farmers (Adwenkor website, 2014). However, given the nature of cocoa 

farming (see Chapter Two for an overview), not all members will 

exclusively sell to, or have a long-term relationship with Adwenkor.  

 Adwenkor is made up of a number of departments with 

responsibility for different aspects of the social enterprise: monitoring and 

evaluation, research and education, finance and credit services, and 

overall management. As a cooperative, democratic decision-making entails 

electing farmers to a Farmer Board, as well as hiring managers for the day-

to-day running of the business.  

 From inception Adwenkor have had a policy on female 

representation at various levels of decision-making (explored further in 

Chapter Five). The gender programme of activities and training for 

farmers has been in place for around eight years and was originally funded 

by an NGO, with piecemeal internal and external funds keeping the 

programme alive over the years. The social side of Adwenkorǯs fair trade operations are often the topic of Ǯbest practiceǯ case studiesǡ especially 
with regard to gender equality. In 2012, however, BCC and TradeFare 

called for a review on the gender programme and policy in order to 

evaluate the long-term effects of these. The details of this are covered in 

more detail in the next chapter. 
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4.2.2.3. INTRODUCTION TO TRADEFARE 
 

TradeFare is a small UK-based ethical-trade NGO specialising in helping 

connect smallholder farmers in the global South with commercial buyers 

in the global North. It operates in a number of countries including India, 

Uganda, Congo, Nicaragua and Ghana. It has been working with Adwenkor 

and BCC for over twenty years, primarily contributing to the design and 

implementation of social programmes, including the gender programme. 

They do this through the contribution of funds, staff, expertise and 

education within the cooperative itself. 

4.3. DATA GENERATION 
 

Having introduced the case, and the organisation(s) under study, I turn 

now to my research techniques of data generationǤ ) use the term Ǯdata generationǯǡ as opposed to the more common Ǯdata collectionǯ as my epistemological view means ) do not view knowledge as being Ǯout thereǯ to Ǯcollectǯ but rather co-created and constructed alongside my 

interviewees during the research process (Bevan, 2009). First, what is the Ǯdataǯ ) am generating in the pursuit of my research questionǫ The lead 

research question is: 

 

How do business organisations translate gender into CSR practices, 

and how do these influence the understanding and experience of 

gender in the value chain? 

 As noted in Chapter  One, I start from the assumption that business 

organisations are made of people, and their values, interests, and practices 

represent what an organisation is and does (Deetz et al., 1999). It is these 

actors who make decisions, interact, buy, sell and generally enable Ǯunderstandings of genderǯǣ a notoriously hard concept to study in primary 
research (Bendl, 2008; Martin, 2001; 2006). As the leading textbook on feminist research methods explainsǡ Ǯthe investigation of gendered lives, 
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meanings, representations, power or relationships can be conceptualized in terms of a number of interrelated analytical Ǯlevelsǯǯ (Ramazanoglu and 

Holland, 2002:152). A conceptualisation of gender as an institution, 

understands it as something made manifest through actors, and thus, 

operating at interrelated levels simultaneously (Martin, 2004; 2006).  

Table 14: The Relationship Between Research Questions, Units of 

Analysis and Observation, and Research techniques Used 
 

Research 

Question 

Unit of Analysis 

(Organisation) 

Unit of 

Observation 

Method Used 

RSQ1/ How do 
actors translate 
gender into CSR 
practices in the 
value chain? 

Actors in 
a/ BCC 
b/ Adwenkor 
c/ TradeFare 
 
Documents from 
all of the above. 
 

Language; 
Practice 
 
 
 
Language 
within text. 

In-depth interviewing; 
Observation. 
 
 
 
Document analysis. 

RSQ2/ How do 
engendered CSR 
practices 
influence under-
standings of 
gender? 

Actors in 
a/ BCC 
b/ Adwenkor 
c/ TradeFare 
 
Documents from 
all of the above. 

Language; 
Practice 
 
 
 
Language 
within text. 

In-depth interviewing; 
Observation. 
 
 
 
Document Analysis. 

RSQ3/ How do 
farmers in the 
value chain 
experience 
gender as a 
result of these 
practices? 

Actors in 
a/ BCC 
b/ Adwenkor 
c/ TradeFare 
d/ Cocoa Farmers 
 
 
Documents from 
a/, b/, and c/ 

Language; 
Practice. 
 
 
 
 
 
Language 
within text. 

a/ In-depth interviewing 
and Observation for 
actors in a/, b/ and c/ 
 
d/ GALS Focus Group; 
GALS diagramming; 
Observation. 
 
Document Analysis. 

 

Table 14 demonstrates how the focus on Ǯunderstandingsǯǡ Ǯpracticesǯ and Ǯexperienceǯ in my research questions fits with a qualitative case study 
research design that adopts techniques such as in-depth interviews, 

observation, document analysis and focus groups, which can facilitate the 

study of how institutions are present in the everyday world and work of people ȋSuddaby and Greenwoodǡ ʹͲͲͻȌǤ ) also focus on Ǯtranslations of gender into CSR practicesǯ as a means to get closer not just to 
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understanding, and meaning, but to see how these are manifest in practice 

(e.g. Zilber, 2002). Cognisant with an interpretivist approach, I do not 

assume that changes in understanding will translate logically into practice, 

but neither do I ignore the tangible changes in policy, programmes and 

practices.  Thereforeǡ in this studyǡ my unit of analysis is the Ǯorganisationǯǣ accessed through actorsǯ language ȋin talk and textȌ and practices ȋMartinǡ 
2006; Lorber, 1994; Phillips et al., 2004). In order to get a better idea of 

the transnational nature of institutions I interview and observe actors, as 

well as analyse documentary evidence, from three nodes of the value 

chain: the UK company; supplier; and farmers in the value chain (Table 

15).  

Table 15: Participants, Research techniques and Quantities of Data 

Generated 

 
Participants Method Quantities 

UK company 
staff 

Interviews 
Primary external 
documents 
Observations 

9 interviews (c.8 hours) 
33 docs 
 
22 hours 

Ghanaian 
supplier staff 

Interviews 
Internal Documents 
External Documents 
Observations 

9 interviews (c.9 hours) 
17 docs 
1 doc 
70 hours 

NGO 
partners 
 

Interviews 
Observations 
External secondary 
documents 
 

4 interviews (c.6 hours) 
30 hours 
120 docs 
 

Cocoa 
farmers 

GALS methodology= 
focus group 
discussions; diagrams; 
observations. 

4 x 3 hour workshops= 
48 participants in total. 
(52 hours observations; 8 hours 
discussion; 48 diagrams)  

 Totals= 23 interviews (n=21) (c.23 hours) 
171 documents 
122 hours observations 
52 hours observations on farms 
8 hours GALS focus group discussions 
48 GALS diagrams 
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As Table 15 shows, my data generation techniques comprise of document 

analysis, in-depth interviewing, observations and Gender Action Learning 

System (GALS) focus groups and diagramming activities, and the 

quantities of data generated.  I decided to adopt a range of data techniques 

in order to ensure triangulation of understandings, meanings and 

translations across a number of actors across locations and cultures. The 

reasons for adopting each of these research techniques are closely 

connected to both my research questions, and the units of analysis and 

observation directed by my epistemological standpoints. The justification 

for, and challenges of, employing each method are explored in the 

remaining part of this chapter. Further, the types of people I observed, 

talked to and documents worked with using my research techniques are 

identified, and their selection explained in further sections.  

4.3.1. IN-DEPTH INTERVIEWS 
 My research questions seek to uncover actorsǯ practicesǡ understandings 
and experiences of gender. The key manner in which I achieved this was 

through in-depth interviews with individuals. They were a natural choice 

for me as both a gender and institutional researcher, seeking as they do to 

uncover everyday worlds and experience (Ramazanoglu and Holland, 

2002; Suddaby and Greenwood, 2009). In-depth interviews are also  

prime techniques for exploring language and practices in which gender 

can be found (Oakley, 1981). They allow actors to explain, clarify, narrate 

and story-tell their parts in events, past and current. They allow interviewees Ǯto speak of things that cannot be observedǯ (Searle, 1999: 

59), particularly pertinent to studies into gender. 

 ǮPracticesǯ are further revealed by asking questions around who 
interviewees talk to, who is engaged, what committees are involved, who 

holds the power to make decisions, and so on.  My 23 interviews (Table 

15) were in-depth in that they usually covered just five or six key 

questions (Appendix 4)ǡ and they allowed for a natural Ǯconversation with a purposeǯ to play out (Burgess, 1984:102). I tried to keep the interviews 



 
 

120 

 

on track by prompting, clarifying and repeating questions, and I had an 

interview guide (Appendix 4), but also realised early on that by letting 

people talk I was able to discover new elements of data that I would not 

have otherwise. As Martin (2006: 269) notes in her study into the Ǯdoing Ǯ of gender at workǡ Ǯletting people describe their work experiencesǥcan 
provide some access, although a far from perfect one, to gender dynamics that are otherwise hidden from viewǯǤ 
 In line with other research into gender, I eschewed the position of Ǯobjectiveǯ researcher (Oakley, 1981) instead becoming at times a 

confidante, sympathetic listener, and challenger. For example, in working 

with a staff member from Adwenkor over a number of weeks, both in 

person and online, I was able to gain their trust and then secure a second, 

more open, interview. In this instance, had I stuck rigorously to my 

interview schedule, I would have missed a whole new aspect of what Ǯgenderǯ can be understood to be within the companyǤ My interviewsǡ thenǡ 
were sites of co-creation between my interviewees and myself, where 

meanings and understanding could have, and will have been, transformed 

through the interview process (Holstein & Gubrium, 1995). Holstein and Gubrium ȋͳͻͻͷȌ call this an Ǯactive interviewǯ and argue that if respected 

as such from the outset, questions of validity are refuted, given that: 

 The validity of answers derives not from their correspondence to 

meanings held within the respondent but from their ability to convey 

situated experiential realities in terms that are locally 

comprehensible (1995: 9).  

In other words, I did not speak to staff in Ghana with the aim of cross-checking whether their Ǯmeaningsǯ were Ǯrealǯǡ but to understand their meanings in context of othersǯ meaningsǡ whether they be Ǯtrueǯ or 
otherwise. Of courseǡ such Ǯclosenessǯ in data generation demands 
rigourous efforts to ensure validity in the data, which I address further in 

Section 4.6. 
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 Interviews at different stages of the value chain held their own 

challenges. In the UK offices, time was short for many and interviews 

tended to be between 40-120 minutes long. Trust and rapport were 

gained through collaborating on the research project, which enabled me to 

be in local settings and offices, and meant I could observe in an 

unthreatening manner. Interviews were carried out in a separate area 

where interviewees would not be overheard. In supplier interviews, I 

struggled at the beginning of the research to gain trust as I was a young, 

white, European woman who was known to have worked with their client. 

Rapport was built up over the time I was in-situ, and nurtured through 

email contact once I returned to the UK, which led to narratives and opinions that were entrusted to me Ǯas a good personǯ ȋ)nterviewee AͺȌǤ  
 Power struggles came out very strongly as both an ethical and 

methodological problem, as experienced by others who have researched 

value chains from multiple perspectives (McCormick and Schmitdz, 2001). 

Power came into play when interviewing actors in the UK offices who were of a lower Ǯstatusǯ in the organisational hierarchyǡ such as newer 
members of staff, and also with suppliers and farmers in the value chain, 

who understandably did not want critical statements going back to 

cooperative bosses, or BCC headquarters. Within interviews, I took the 

time and care to reassure them that this would not happen, but no doubt 

on occasion my appearance and how I had been introduced affected the 

ease with which respondents talked. I expand on this further in Section 

4.7.  

4.3.1.1. ACCESS TO AND SELECTION OF PARTICIPANTS 
 

My case study allowed for deeper access once I became part of a research team undertaking an evaluation of BCC and Adwenkorǯs Gender 
Programme. This occurred as I built rapport within TradeFare, and 

stepped in when they were short-staffed. This involvement led to working 

alongside TradeFare: attending meetings, having regular phone calls and 
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email updates. As a member of the research team I was working with, but 

also separate from the organisation as it was known that I was conducting 

my own PhD research. The involvement in the evaluation project 

presented a rare opportunity to explore unique phenomena in unusual 

circumstances within a single case study (Eisenhardt and Graebner, 2007). 

 )nterviewees were a mixture of Ǯkey informantsǯǡ colleagues and associates ) reached through Ǯsnowballǯ samplingǡ whereby ) sent via email 
the Initial Participant Information Letter (Appendix 6) I had prepared. I 

was able to set up interviews in the UK offices. I carried out supplier 

interviews during my fieldtrip to Ghana, with initial contact facilitated by 

TradeFare. Appendix 5 details the number and characteristics of the 

twenty-one interviewees at BCC, Adwenkor and TradeFare. Overall 

twenty-three interviews were conducted across the three organisational 

arms, with two interviewees being interviewed twice. Interviewees hailed 

from many different departments, as I wanted to gain an insight into 

understandings of gender and translations across the organisation as a 

whole (Appendix 5). All interviews were face-to-face, apart from one 

Skype interview.  

4.3.2. OBSERVATION 
 Observation allowed Ǯpracticeǯ to be viewed as it happenedǡ which added plausibility to intervieweeǯs stories and own observationsǤ Observation is 

especially useful for uncovering the sensitive and complicated concepts of 

gender (Vinten, 1994).  

Whilst part of the research team evaluating the Gender Programme 

I was given permissions to travel to Adwenkor offices and producer member farmsǡ and spent time within meetingsǡ and within TradeFareǯs 
offices (Table 16 details a breakdown of observation types by location). I 

was given space to work, observe and liaise with Adwenkor managers, and 

NGO partners whilst conducting the evaluation project in Ghana, for a total 

of 10 days.  
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Table 16: Observation Type by Location and Length of Observation 

Observation Type Location  Length of 

Observation  

Research Meetings BCC offices 
TradeFare offices (UK) 
Adwenkor offices 
(Ghana) 

1 x 8 hours (8) 
1 x 2 hours (2) 
3 x 4 hours (12) 
2 x 3 hours (6) 

Field Visits to 
Smallholdings 

- GALS workshops 
- Unstructured 

Conversations 

Central & Western 
Ghana 

 
 
4 x 3 hours (12) 
c.40 hours  

In-situ in Offices Adwenkor offices 
(Ghana) 
NGO office (UK) 

12 hours over 6 days 
(12) 
28 hours over 4 days 
(12) 

Public events UK 2 x 1 day (16) 

  Total: approx. 134 

hours (inc. field 

visits) 

 )n line with Goldǯs ȋͳͻͷͺȌ descriptions of participant observationǡ ) was at times of open access an Ǯobserver as participantǯ with a Ǯperipheral membership roleǯ (Adler and Adler, 1994), taking part in research and 

meetings. I was able to observe the interactions of the teams and attend 

working group meetings. I was invited to attend public events alongside 

key informants, which offered more observation of not just the staff 

members themselves, but how they interacted and spoke with outsiders 

on issues of gender, CSR and business.  

Employing observation research techniques was especially 

interesting in official meeting contexts in Ghana, where it was possible to 

observe and hear the interactions between actors discussing gender and 

CSR in the value chain, and hear off-the-cuff remarks on relationships with 

farmers, NGOs and with the UK company. On farms conducting GALS 

workshops, I entered each new environment with my eyes and ears open. 

In line with advice on value chain research, and relevant to my focus on 

practices and power in gendered value chains, I tried to observe: 
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 What was going on?  

 What was the setting/environment like?  

 Who was participating (age, gender, position/function, status, cliques 

and isolates)?  

 What were the network connections? 

 How does it compare with other places visited?  

(McCormick and Schmidtz, 2001: 87).  

 

 Despite the diverse settings of my data generation, I found that they 

provided similar problems for observation. As I tried to observe, wonder at and describe settings Ǯlike a little childǯ (Angrosino, 2007:38), I found 

many things interesting and noteworthy. In the UK offices, the busy and 

buzzing atmosphere was very different to academic life. In Ghana the 

cultural differences and physical surroundings were immediately 

remarkable (and sometimes physically challenging), and it was at first 

hard to distinguish what was importantǡ and what wasnǯtǡ to the research 
in hand. I had to constantly refer back to my research questions, and the 

concepts of gender as an institution, to keep my focus. Overall, 

observations aided in the triangulation of my main data source: 

interviews; and added colour to the narratives provided by participants 

(Angrosino, 2007).  

4.3.2.1. IN-SITU DATA RECORDING 
 

All interviews were recorded (with verbal permission from the 

interviewee) and professionally transcribed. I took brief handwritten 

notes following each interview, and typed up impressions directly after 

the meeting.  

Observations were recorded in a research diary, which sometimes 

formed a handwritten notebook, and sometimes word documents on my 

laptop. I wrote my observations as contemporaneously as possible, and 
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kept accounts mainly descriptive: of people, events, settings, as well as my 

own opinions and feelings (Angrosino, 2007).  

Focus group discussions as part of the GALS methodology 

(discussed below) were initially tape-recorded (with permission) 

although the sound quality and language barriers were considered to be 

an issue for later transcription and analysis. For back-up, I wrote notes as 

often as I could during the sessions, took photographs of diagrams 

produced by the participants and reproduced symbols adopted by 

participants in order to remember what they represented later. 

Immediately after GALS workshops I wrote up notes and observations, 

often checking with my key informants to see if they perceived the 

situations as I did.  

4.3.3. DOCUMENT AND ARCHIVAL ANALYSIS 
 

Documents form a huge part of organisational life (Atkinson and Coffey, 

2004). They are enduring elements of organisations, able to generate data 

about actors and their organisations in a much wider time frame than is 

always possible through other research techniques, such as observation 

(Lee, 2012). This is especially useful when approaching the topic of 

institutions, and their history (Barley and Tolbert, 1997; Suddaby and 

Greenwood, 2009).  

 Documents hold textual content, which can be used primarily as a Ǯfactualǯ resource eǤgǤ checking the policy points of a CSR memoǤ Yetǡ 
following an interpretivist research philosophy, documents must be 

looked at as more than mere containers of information, but as socially-

constructed (Atkinson and Coffeyǡ ʹͲͲͶȌ Ǯactive agents in episodes of interaction and schemes of social organisationǯ (Prior, 2000:824.) Texts 

can be considered artefacts of institutions and are as such both object and 

actor (Berger and Luckmann, 1966). They are created by actors in societal 

structures, but then take on a life of their own in how they are 

subsequently interpreted, disseminated, utilised and edited (Berger and 
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Luckmann, 1967). During the research process, as I read through and 

analysed interviews and observations, and became more familiar with the 

organisations under study, I was able to revisit my documentary analysis 

and look closer for particular themes and stories that were emerging from 

the data, in an interaction between the data sources (see Section 4.4. for 

more on the data analysis process). 

4.3.3.1 SELECTION AND COLLECTION OF DOCUMENTAL AND 

ARCHIVAL DATA 
 

Document analysis can utilise both primary and secondary sources of text: 

primary texts produced by the organisation, and secondary texts, such as 

newspaper reports, that detail news stories, exposés and articles on the organisation under studyǤ The organisationǯs primary documents can be 
internal (i.e. private organisational reports, policy drafts, memos and 

letters) and external (i.e. annual reports, CSR reports, press releases, 

blogs). Table 17 details the sources and types of documents I analysed 

with relation to my case study. 

Table 17: Sources, Types and Number of Document Data 

Data 

Source 

Data Type Abbreviation 

in Thesis 

Data 

Number of 

documents 

Primary 
Internal 

Internal archival policy 
documents 

ID 14 

Current policy drafts ID 1 

Draft unpublished reports ID 2 

Primary 
External 

Annual reports AR 10 

BCC blog Blog 20 

BCC website content  N/A 3 

Adwenkor website content N/A 1 

Secondary 
External 

English- language newspaper 
articles 

NP 93 

Academic peer-reviewed 
articles 

ACA 14 

NGO/CSO reports and policy 
documents 

NGO 13 

  Total: 171 
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Primary internal documents were acquired through my 

involvement with the programme evaluation, and through access to TradeFareǯs archivesǡ which held a substantive amount of previous gender 
policy documentation that had originally been housed with Adwenkor. I 

sourced primary external documents through email requests (for annual 

reports dating back a number of years) and through online internet searches on the different organisationǯs websitesǤ To gather secondary 

external sources I first carried out a detailed and systematic archival 

search of all English-language newspapers, using online database Lexis Nexusǡ with the specific keywords of ǲwomenǳ andȀor ǲgenderǳ andȀor ǲBCCǳǡ ǲAdwenkorǳǡ ǲTradeFareǳǤ11 Total articles pertaining to BCC 

numbered forty-two, with seven of these relating to the search terms ǲgenderǳ andȀor ǲwomenǳǤ Total number of articles referencing Adwenkor 
was four-hundred and seven, with eighty-six pertaining to ǲgenderǳ andȀor ǲwomenǳǤ  Using the same search terms ) explored the Google 
Scholar function in order to find academic articles that referenced BCC and Adwenkorǯs gender programmeǡ knowing that the organisations had been 
approached previously by researchers for access. Finally, I used the same 

search terms within Google to locate NGO/CSO reports and policy 

documents that also featured or profiled the BCC gender programme, 

cross-referencing with the reference lists of academically-authored 

papers.  

The data collection portion of the document analysis was time-

consuming, but it ensured I was able to collect historical data on the 

gender programme (i.e. policy archives) as well as being able to trace the 

publically available trajectory of the programme. I collected both internal 

and external documents because I was keen to understand better how 

understandings of gender, and its translation into practices, had been 

communicated both within the organisations privately, and outside of it. 

The large number of NGO and academic articles that reference the 

programme served to reinforce the institutional nature of CSR practice, 

                                                           
11 ) used the organisationsǯ real names in the searchesǤ 
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whereby authors would reference each other in order to make claims 

about the programme. These articles were then picked up by and 

expounded upon in NGO policy documents, where often BCC and 

Adwenkor were held up as best practice examples. Utilising both external 

and internal documents in the manner described above enabled me to: 

 ȋͳȌ build a fuller picture of the Ǯengenderingǯ of CSR though actorsǯ 
institutional work, seen clearly in drafts and re-drafts of internal reports 

and policies and;  

(2) to begin to trace how such institutional work could potentially 

occur within wider networks, at the organisational field level, specifically through actorsǯ written accounts in external textual documents such as 
blogs and newspapers. 

4.3.4 GENDER ACTION LEARNING SYSTEM (GALS)  
 

The GALS approach developed from the need to better understand 

gendered experiences of labour and value chains (Mayoux and Mackie, 

2007). The approach includes innovative techniques in diagramming, 

followed by group discussion, in a workshop setting (Mayoux and Mackie, 

2007; Mayoux, 2010).  

Drawing, in particular, developed as a method in development 

studies primarily because the field struggled for many years with how best 

to engage with their key stakeholders, or beneficiaries: the poor (Raynard, 

1998). Chambers (1997) and Moser (1993) have strongly argued that 

research and evaluation based on survey instruments and brief interviews 

frequently miss out the most vulnerable and least powerful. Women 

especially are often forced out of conversations or denied access to the 

events where data is collected by researchers (Gujit and Kaul Shah, 1998). 

As Chapter Two explained, the value chains of businesses are gendered, and this includes businessesǯ CSR programs that address value chain 
conditions. A growing number of authors (e.g. Auret and Barrientos, 2004; WWWǡ ʹͲͲ͵Ȍ have also demonstrated the Ǯgender-blindnessǯ of current 
approaches and methods of investigating the value chain. The GALS 
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methodology addresses this gap, representing a creative approach to the problems of researching Ǯgenderǯ and of reaching marginalised voices in 
the value chain (Mayoux and Mackie, 2007).  

In order to explore understandings of gender, (Research Sub-

Question 2) and experiences of gender in the cocoa value chain (RSQ3), I 

began by interviewing staff at BCC, Adwenkor and TradeFare. It was 

important, however, to unpack this question with regard to the farmers 

themselves. After all, it is the farmers that CSR is meant to help, and their 

participation in any practices is of import (Muthuri, 2007).  

The opportunity to visit farmsteads and speak with cocoa farmers 

arose when I was invited to take part in the research evaluation and join 

the research team for a two week trip to Ghana in 2013. This meant that I had to carry out research that would fit both my ownǡ and TradeFareǯs 
research objectives. Specifically, in seeking to generate data pertaining to 

research sub-questions 2 and 3, I needed to employ a methodology that 

was:   

a/ sympathetic to the political and conceptual nature of gender, i.e. 

could speak to the idea of gender as an institution and,  

b/ employed practical research techniques and tools that were 

applicable to the cultural and geographic contexts of Ghanaian 

cocoa farming.  cȀProvided a means of Ǯtranslatingǯ the fluid concept of gender 
across cultures, experiences and language. 

A review of research techniques in development literature and 

conversations with experts in this field suggested that the GALS approach 

developed by Linda Mayoux and Grania Mackie for the International 

Labour Organisation (ILO) would be the most appropriate for my research 

needs.  
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I carried out four GALS workshops in two regions of Ghana: Ashanti 

and Western, with forty-eight farmers in total (see Table 18). The Ashanti 

region receives much more support from Adwenkor due to its proximity 

to the supplier head office, whereas the Western region is the primary cocoa farming area but a whole dayǯs driving distance awayǤ The Western 
Region is more rural, and has less infrastructure than the Ashanti villages.  

Table 18: Breakdown of GALS Workshops 

Group Location Womenǯs 
Group? 

Participants 

by Gender 

Participants 

by Age 

Focus 

Group 1 

Ashanti 
Region, 
Ghana 

Yes 6 men,  
7 women 

Range 
between mid 
20s- 60s 

FG2 Ashanti 
Region, 
Ghana 

No 4 men, 
6 women 

ǲ   ǲ 

FG3 Western 
Region, 
Ghana 

No 6 men,  
6 women 

ǲ  ǲ 

FG4 Western 
Region, 
Ghana 

Yes 6 men,  
7 women 

ǲ  ǲ 

 

Workshops took around three hours in total. Table 19 presents a timetable for each dayǯs field workǤ Approximately six men and six women 
farmers were invited to take part in the workshops, a size in line with 

focus group recommendations (Stewart, Shamdasani, and Rook, 2007), 

with a warning that the exercise would take up a long time. In the last community the gender officer requested that Ǯthose who can drawǯ take 
part, which I did not find out until our debriefing session afterwards. This 

went against the spirit of the GALS approach, and the officer commented 

later that they realised their mistake in saying this. Otherwise, the 

participants were purposively sampled, given that supplier staff had 

already asked community leaders to recruit a range of farmers who were 

members of Adwenkor. Participants were drawn from two community groups from each of regionǣ one with an active womenǯs groupǡ and one withoutǤ )t was assumed that this would give TradeFare a Ǯcontrolǯ group 
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to compare with the womenǯs groupǡ and thus be able to note the effects of 

the gender programme to date. This, however, was not as successful as 

hoped (see Chapter Five). Participants were of different genders, ages and 

status, recruited primarily by word of mouth.  

In the next sections I explain how the techniques involved in GALS 

were useful with regard to my research questions, and end with a 

reflective piece on how they were used in practice. 

Table 19: Timetable for GALS workshops 

Timing Activity 

10 minutes Introductions, outline of aims, permissions to photograph 
and video, confidentiality issues. 

5 minutes Explanation of tasks 

10 minutes Household drawing 

60 minutes Individual Gender Tree drawings 

15 minutes Break with refreshments 

30 minutes Single-sex group discussion  

45 minutes Whole group discussion 

15 minutes Feedback and sum-up 

5 minutes End of the day, final photographs and thanks 

 

4.3.4.1. PARTICIPANT-LED DIAGRAMMING 
 

In terms of research sub-question three, which asks how experiences of Ǯgenderǯ have changed for women and men involved in Ǯengenderedǯ CSRǡ 
drawing a Ǯgender treeǯ ȋFigure ͷ) presents a means of symbolically 

demonstrating this. Studying gender in an international context requires 

research techniques that can capture the complex nature of Ǯgenderǯ and 
transgress cultural boundaries whilst paying attention to cultural nuance. 

Understanding the roles of men and women at home and on the farm in 

the form of tasks, decision-making, and ownership offers a culturally-

relevant yet transferable set of indicators widely considered to be reliable 

gauges of equality in a value chain context (UNECA, 2011). To this end, I 

focussed on economic gender equality indicators as set out in the African 

Gender and Development Index (UNECA, 2011). Yet looking at economic 
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measures is not the only element of gender that the Ǯgender treeǯ capturesǤ 
The process of drawing, alone and in groups, and the discussions 

afterwards, enables a setting that shines a light on the less tangible 

elements of gender: seen in interaction, speech, body-language and opinions voicedǤ The Ǯgender treeǯ offers data in contentǡ but also provides 
a simple visual metaphor around which men and women could discuss 

their gendered lives.  

 

Participant-led visual research techniques, usually involving 

photography, or video-making, are growing in popularity (Vince & 

Warren, 2012). Organisational scholars have less-often asked participants 

to draw (Vince and Warren, 2012), yet drawings as data in themselves can, 

and have, been used extremely effectively in other fields, including 

psychology and development studies, for almost thirty years. Drawing 

diagrams forms the basis of much participatory action research (PAR) 

(Narayanasamy, 2009), commonly used with smallholder farmers. PAR 

visual research techniques have not only been used to generate verbal 

data (for example, by discussing the map drawn by a group) but also as a 

means to generate visual data that can be analysed as such (for example, 

by asking farmers to draw the quantity of bags of coffee produced in a 

season).  

Whilst there remains considerable debate about the efficacy, 

morality and validity of PAR research techniques (Guijt and Shah, 1998), 

especially when it comes to the selection of participants (Mosse, 1994) the 

benefits associated with approaches that champion participation, 

inclusivity, and qualitative accounts are also strongly argued. These 

benefits include challenging power imbalances between the researcher 

and researched (Gaventa and Cornwall, 2001; Mayoux and Chambers, 

2005; Prieto, 2002), which participant-led diagramming aims to achieve 

through literally giving participants the penǡ Ǯthe voiceǯ in this instanceǡ to Ǯco-createǯ the questions asked and answers given in the research process 
(Farnworth and Akamandisa, 2011; Warren, 2005). Furthermore, 
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participants are central to the research in that they produce and then own 

the data: their drawings stay with them. Participant-led visual research 

techniques are suited to the discussion of emotional or sensitive topics 

(Kearney and Hyle, 2004; Bryans and Mavin, 2006). Finally, they also 

promote inclusivity, being adaptable for many levels of literacy, regardless 

of age, gender, ethnic group or income level (Archer and Cottingham, 

1996; Mayoux and Chambers, 2005).  

Figure Ͷǣ Female Participantǯs (ousehold DiagramǤ  

  

Sourceǣ Authorǯs Own 

 

Participants in my GALS focus groups primarily engaged in drawing 

individual diagrams. There were two exercises, the first involving drawing 

the household and circling the primary decision maker (Figure 4). The secondǡ and mainǡ diagramming exercise was drawing the Ǯgender treeǯ 
(Figure 5). As facilitator, I had already tested the symbols used for work 

tasks with supplier staff that had daily contact with farmers. A scan of our 

symbols and their meaning is included in Appendix 7. Symbols were drawn either on the left hand side of the tree ȋrepresenting womenǯs 
work/ expenditure/ ownership); the middle (shared work/ expenditure/ ownershipȌ or right hand side ȋmenǯs workȀ expenditureȀ ownershipȌ 
(see Appendix 8 for a summaryȌǤ Whilst ) drew my own Ǯgender treeǯ on a 
large flipchart, participants followed along, substituting symbols they 
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didnǯt need for their ownǡ and putting them where relevant on their 
diagram.  The Ǯrootsǯ of the tree covered Ǯwho does whatǫǯ- one root 

representing cocoa work, one alternative income, and one household 

work. Work was drawn as symbols on the relevant parts of each participantǯs treeǤ They were urged to circle the tasks that took the longest timeǤ Then we drew the Ǯbranchesǯ of the tree- Ǯwho gets whatǫǯ This 
answered questions around who received income and made decisions 

based on income. 

Figure 5: Prototype Gender Tree drawn by Author and Supplier Staff  

  

Sourceǣ Authorǯs OwnǤ 

 

Participants circled which items they spent the most on, and if they had 

received a loan through the cooperative, what they had spent the loan on. 

Finally, participants drew symbols for housing, money and land, relevant 
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to their own household situation. For example, a picture of money drawn 

on the right-hand side represented that the male of the household 

controlled the finances.  

4.3.4.2. FOCUS GROUP DISCUSSIONS  
 

Following the diagramming activities, participants were split into male 

and female groups, with the aim that this would enable participants to 

speak more honestly and openly about their answers (Morgan, 1997). 

They were asked to discuss their trees, considering the following 

questions at the same time: 

1/ Are the trees balanced? Are the roots heavier on one side than 

another? Are the branches evenly spread or titled towards one 

partner? 

2/ What can men do to the make the tree balance better? 

3/ What can women do to make the tree balance better? 

4/ What has the supplier done to make the tree balance better? 

What could they do in the future? 

 

These questions were decided on in collaboration with local Adwenkor staff in order to focus participantsǯ discussionǡ but allow enough room for 
unexpected viewpoints to be raised (Morgan, 1997). Each group was given 

a same-sex facilitator who could speak the local language and English. 

These took notes and encouraged discussion, whilst I moved around the 

space taking notes and photographs. Then the groups re-convened to 

discuss their answers with the aid of a translator, for approximately forty 

minutes. Videos were also recorded for this part of the discussion, to aid 

later transcription. 

Group discussions have often been found to be useful for dealing 

with sensitive topics (Wilkinson, 2004), and they proved successful in this 

context too, as responses caused much debate, laughter and consternation 

amongst participants. This open-reflection was one key draw of the group 
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discussion formatǡ as it allowed participants to check each otherǯs 
understanding and clarify responses, and generated debate more than 

other research techniques allow (Wilkinson, 2004; Barnard, 2009). 

Supplier staff present at the workshops commented that the combination 

of visual research techniques and opportunity to talk led to an unprecedented Ǯopening-upǯ of participantsǤ  
 The symbolic and recognisable shape of the Ǯtreeǯ enabled the 

group to talk about potentially sensitive concepts such as the division of 

labour and decision-making, and gendered roles, through unfussy 

metaphors of roots and branches (Mayoux, 2012). In fact, these concepts 

were co-constructed in the local culture (Huss, 2011), as participants 

included or ignored symbols indicative of their own situation. This 

adaptation of symbols underscored the importance of working with local 

staff, as without their help before the workshop, my understanding of a 

symbol of cooking, for example, was very different to the Ghanaian symbol 

used. 

 

Figure 6: GALS Group Discussion, Ashanti Region, Ghana. 

 

Source: Authorǯs Own 

 

That is not to say, however, that conflict did not arise. Male farmers in 

particular were initially confused as to why they needed to be included in 
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the Ǯwomenǯs thingǯǡ but the fun and inclusivity of the task helped draw 

them into the process. The resulting trees were very hard to ignore, even for those that were sceptical of the workshopǣ ǮOne man, he was kind of, ǮYou want us to believe that the women are suffering more than usǫǯ And the others told him thatǡ ǮBut itǯs trueǡ thatǯs a problemǯǯ ȋAͺȌǤ GALS succeeds in opening up a dialogue about Ǯgenderǯ because it concentrates on the individualǯs role in creatingǡ perpetuating and ultimately changing 

gendered inequalities (Mayoux, 2012), but it does so in a way that is non-

accusatory, open and participant-led.  Following ActionAidǯs use of visual methodsǡ ) too found that Ǯthere isǥ a sense of wonder at what can be done with just a pencil and a blank 

page- and there is real joy in many of the imagesǯ ȋArcher and Cottinghamǡ 
1996: 33). Producer participants co-create the data, and their experiences. 

This is a pleasing fit with my conceptual framework, which seeks to 

position human beings as actors: able to affect the world around them 

through agency (see Section 3.4, Chapter Three). 

 

Figure 7: Female GALS participant drawing her household, Ashanti Region, 

Ghana 

 

Source: Authorǯs Own. 
 

Directly after GALS drawing sessions, and the focus-group 

discussions, I interviewed staff members present to unpick further 

elements that were inconsistent, surprising or troubling. In effect, analysis 
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of the gender institution took place through a multiplicity of research 

techniques involved in GALS: observations; follow-up interviews; 

discussion and the images themselves. Farmers were encouraged to keep 

their own trees, and the pens; thus I took photographs of each tree, and 

their corresponding household diagrams, for records.  

4.4. DATA ANALYSIS APPROACH 
 

The adoption of multiple data techniques within a nested embedded case 

study can result in data difficult to analyse, given the multiplicity of sites 

and research techniques under use especially when attempting to 

coordinate and analyse different types of data: text, talk and visual 

diagrams (Buchanan, 2012). In this section I first outline my general 

analytic approach to interview and observation data, before homing in on 

specifically how I analysed documentary and visual data.  

 

I follow an interpretive, inductive research design, seeking to let 

data direct and shape the research design as the process unfolds 

(Goulding, 2009). The data generation process was not a linear one, but 

iterative. This approach echoes Glaserian (1978, 1992) grounded theory 

techniques for data analysis.  To be clear, I do not follow a Ǯpureǯ form of 

grounded theory, but as is more common in management research 

(Goulding, 2009; Suddaby, 2006), I have used literature and theory to 

highlight gaps in theory and knowledge, acting as Ǯanother informantǯ 
(Glaser, 1978) but aimed to let the data direct the research itself 

(Charmaz, 2006). 

Analysis began as soon as data was collected, shaping future 

questions and helping frame the study, meaning analysis occurred in 

feedback loops (Charmaz, 2006; Locke, 2001) and in a manner similar to Ǯtheoretical samplingǯ ȋGlaserǡ ͳͻ͹ͺǣ ͵͸ȌǤ This meant that as meanings and 
stories began to unfold from the first interviews I realised that I needed to 
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speak to a wider range of individuals who had been involved with the 

gender programme, namely key NGO staff and board members.  

 

 

Figure ͺǣ Example of Coding for ̵Blockingǯ Resistance Work 

       1st Order Concepts            2nd Order Themes           Aggregate Dimensions 

 

 

 

 

 

 

 

 

  

Source: Adapted from Corley and Gioia (2004) 

Transcriptions were first coded inductively by hand, twice, and 

then by using NVivo10 computer software. Initial coding focussed on 

emergent issues that had arisen during the data collection, and were captured in intervieweeǯs own in vivo Ǯopen codesǯǡ such as Ǯshouting too loudǯǡ Ǯcontrolǯǡ and Ǯself-preservationǯǤ ) went through observation notes 
and interview transcripts line-by-line, looking at key words and repetitive 

phrases (Goulding, 2009). This gave rise to a large number of codes (over 

150) which, using memos as a means to flesh out ideas (Strauss, 1987) 

were then examined in light of their interrelationships between each 

-ǮMass protestǯ over 
fairtrade bonus. 
-Hoarding resources 
-ǮWe have no resourcesǯ 
-Mismanagement of funds. 
-Little FT premium goes 
into gender programming. 
-ǮThese guys will resist like hellǯ  
-ǮGender is not a priority at the momentǯ 
-Avoiding meetings. 
-ǮThey divided and ruledǯ 
-ǮThey side-linedǯ 
-ǮSilencing strategyǯ 
-Ǯ)nternal coupǯ 
-ǮControl and dominate the really vulnerableǯ 
-ǮNothing gets approvedǯ 
-)tǯs bolt-on, not in the DNAǯ 
-ǮTick-boxesǯ 
-Few female staff at 
Adwenkor 

Blocking 

as 
Resistance 

Work 

 

 

 

Silencing 
Dissenting Voices 

Avoiding Meetings 

Withholding Funds 

 

Marginalising 

Others 

Paying Lip-Service 
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otherǤ These Ǯaxial codesǯ ȋGouldingǡ ʹͲͲͻǣ ͵ͺ͵Ȍ were then grouped into 
larger first-order conceptsǡ such as Ǯcultural differenceǯǡ Ǯorganisational conflictǯǡ Ǯfair tradeαequalityǯǡ ǮGender is sexȀGender is cultureǯ and so on 
(Corley and Gioia, 2004). Checking back and forth between theory and 

data, multiple forms of data (Goulding, 2009) and key narrative events 

(Isabella, 1990) larger second-order themes began to emerge, which were 

tied to notions of institutional work and gender relations, such as Ǯcontextualisingǯ ȋsharing country-specific information on gender to educate UK staffȌ and Ǯdistancingǯ ȋdenying or avoiding responsibilities for 
the gender programmes). Figure 8 gives an example of the way concepts, 

themes and aggregate dimensions formed.    

 

Finally, at the highest level of theoretical abstraction aggregate 

dimensions began to emerge (Gioia, Corley, and  Hamilton, 2012). In order 

to ensure credibility and reliability, codes, concepts and themes were 

shared with key informants for their feedback throughout the analysis 

process. Furthermore, initial organisational comments were fed back to 

BCC, TradeFare and external researchers with knowledge of the gender 

programme for review. 

 

Following feedback, a second round of coding took place, cross-

checking the second-order concepts against existing studies into 

institutional work, CSR and gender and allowing for more abstract 

theoretical concepts to be overlaid over the initial data (Langley, 1999). In 

so doing, a temporal dimension was captured between initial institutional 

disruption, and later institutional resistance work, which continued in 

feedback loops during the research study.  

 

As analysis of the data began, it became clear that a story was 

emerging regarding how actors talked about gender, especially in historical termsǤ These were loosely based on the Ǯpastǯ and Ǯpresentǯ 
iterations of the gender programme, and how gender had been, and was 
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now managed and understood. Narratives were also identified that ran 

intermingled between interviews, newspaper sources and meeting observationsǡ such as the Ǯempowering women empowers childrenǯ lineǤ  
 

Certainly there is a history of researchers scrutinising CSR rhetoric 

and practice through the use of narratives (e.g. Humphreys and Brown, 

2008). Studies into institutional work theory have also noted the 

usefulness of narratives in studying institutions (Lawrence and Suddaby, 

2006; Lawrence et al., 2011), and others have argued for their power to highlight Ǯsensemakingǡ communicationǡ learningȀchangeǡ politics and powerǡ and identity and identificationǯ (Rhodes and Brown, 2005:170), 

most of which feature in this exploration of gender as an institution. Yet 

whilst narratives were identified, they were not the only focus of analysis. 

As Suddaby and Greenwood (2009) argue, in the study of institutions and changeǡ a Ǯpluralisticǯ approach to research design and analysis can be the 
most fruitful. With that in mind, I not only looked for narratives, but 

historical processes, practices, and power relations, within my codes, 

concepts and themes (Barley and Tolbert, 1997).  

4.4.1. ANALYSING DOCUMENTS 
 

In line with my inductive approach to data analysis (Charmaz, 2006), texts 

are considered within this research both in terms of content and context- I 

examine what is said, but also how and where it is said, and for which audiencesǤ The Ǯreadership- actual or impliedǯ ȋAtkinson and Coffeyǡ 
2004:70) was especially important to consider when organisationally 

produced documents were interrogated, as this shapes the motivations 

and indeed, content and tone of the authorǯs writing ȋAtkinson and Coffey, 

2004).  

In line with document analysis recommendations, once I had collected 

relevant documents (see Section 4.3.3.1) I read through them, discarding 
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any that were unrelated to the discussion of the gender programme, or womenǯs roles within the value chain ȋLeeǡ ʹͲͳʹȌǤ  
 Documents were then sorted into computer files that were 

classified as to their source (external/internal) and type (newspaper 

article/blog/annual report etc.). I then uploaded these files into NVivo10, 

and began initial reading, asking the following questions: 

1. How are the texts written? 
2. How are they read? 
3. Who writes them? 
4. Who reads them? 
5. For what purposes? 
6. On what occasions? 
7. With what outcomes? 
8. What is recorded? 
9. What is omitted? 
10. What is taken for granted? 
11. What does the writer seem to take for granted about the reader(s)? 
12. What do readers need to know in order to make sense of them?  

(Hammersley and Atkinson, 1983: 142-3 cited in Silverman, 2010: 169).  

 
These questions picked up on content, authorship, and readership. I then 

began to code the content of the documents using the same process I had 

with interview and observation data (e.g. Corley and Gioia, 2004).  

 

4.4.2. ANALYSING DIAGRAMS 
 

GALS focuses on the individual as an independent actor capable of agency, 

but also of having a part in the gendered system (Mayoux, 2012). The Ǯgender treesǯ and household diagrams created by producer participants in 
Ghana were analysed in a different manner to the talk and text of previous 

forms of data. This is because as a complement to the discussions and interviews also collectedǡ Ǯgender treesǯ helped to quantify men and womenǯs roles and tasks in the cocoa value chainǡ indicative of their 
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respective experiences in locations that had received gender 

programming, and those without (see Section 4.3.4).  

 

Using NVivo10 I was able to physically label photographic images of the Ǯtreesǯ and code them in line with codesǡ concepts and themes found in textual dataǤ This meantǡ for exampleǡ that the code Ǯwomen lack landǯ 
which appeared in a number of interviews could also be cross-coded to 

any diagrams where women and men marked that men owned land, by drawing the symbol for land on the right ȋmenǯsȌ side of their diagramǤ 
Further, a more qualitative analysis of the drawings could be undertaken, 

for example, by observing the quality of men and womenǯs drawings- which corresponded with the code for Ǯwomen lack literacyȀeducationǯǤ  
 ) also applied a content analysis approach to Ǯreadingǯ the Ǯgender treesǯǤ The reason for thisǡ as explained previouslyǡ is that the drawing of symbols represented a Ǯuniversal languageǯ ȋMayouxǡ ʹͲͳʹǣ 334) which 

translated experiences of gender as per work tasks, decision-making and 

ownership into visuals, and back into experiences interpreted by myself. 

Thus the appearance of an epistemological slip is justified due to the 

experiential focus on the drawings: I did not analyse the drawings as such, 

but used them as means of communication across cultures.  

 

Using the symbol key (Appendix 7) as a matrix for distinct 

categories (Bell, 2001) ) coded the Ǯtreesǯ for each participant into a SPSS databaseǤ This meant Ǯattaching a set of descriptive labelsǯ to the image 
(Rose, 2012:90) (see Appendix 9  for a list). As in line with content 

analysis guidelines, these categories were both exhaustive (i.e. everything 

was described and counted) and exclusive (each symbol only related to 

one label) (Rose, 2012). The database was then interrogated to produce frequencies and correlations using the farmersǯ diagramsǤ The resultant 
dataset was constantly compared to findings in the existing literature (e.g. 

Barrientos, 2014) and my own textual data. It was also cross-checked with 
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TradeFare who also examined the data for use in their own reports, 

adding credibility to the analysis (Bell, 2001). Altogether, I was able to 

analyse diagrammatic data on the gender institution in cocoa farming that 

was both quantitative (i.e. numbers of female landowners) as well as 

qualitative (level of penmanship; and decision-making). 

4.5. REFLEXIVITY: MY SITUATED-NESS IN THE 

RESEARCH 
 

A qualitative research design, employing research techniques such as 

interviews, observation and focus group discussions requires a high-degree of reflexivity from the researcherǤ Reflexivity is Ǯwhere researchers 
engage in explicit, self-aware analysis of their own roleǯ (Finlay, 2002: 

531) in the generation of data and outcomes. This is necessary given the 

ontological position I have taken as a social constructionist researcher, 

whereby social reality (and indeed knowledge) is created by actors 

(Berger and Luckmann, 1966). Seeking as I do to understand how people make sense of Ǯgenderǯ and how they interactǡ act and talk about Ǯgenderǯ 
in the CSR context, I recognise the evolving nature of shared meanings. 

This too includes the research: it is co-created by participants, myself as 

researcher, and finally by the readers of the thesis (Finlay, 2002). I do not 

try to erase myself as a researcher from the writing, and throughout the 

thesis I attempt to remain true to the strong tradition of reflexivity in 

gender research (Alvesson and Due Billing, 2009), aided by a personal 

research journal kept over three years. In this section I briefly outline my position in the Ǯresearched worldǯ (Patton and Appelbaum, 2003:68) 

following the three stages of research design: pre-research assumptions 

and preparation; data generation and data analysis, as suggested by Finlay 

(2002) and echoed by (Cohen and Ravishankar, 2012). I also have tried to 

critically reflect on the socially constructed nature of research itself 

throughout the thesis but especially in Chapters Six and Seven. 
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First, with regard to the pre-research stage (Finlay 2002: 536) I consider my Ǯpre-understandingǯ of the topic (Patton and Appelbaum, ʹͲͲ͵ǣ ͸ͺȌǢ Ǯtaken-for-granted assumptions and [my] institutional biographyǯ ȋSuddabyǡ ʹͲͳͲȌ which will all have an effect on how ) 
conceptualise, design and carry out my research. As stated in Chapter One, 

the PhD topic was chosen because of a personal interest in gender, 

feminism and CSR, born from an interest in social justice more generally, 

and also from experiences abroad working with Oxfam GB in Sierra Leone. 

This brief autobiography is salient considering the politically driven 

reasons for 1/studying and researching CSR and 2/identifying as a 

feminist. Throughout the formation of the research design and questions I 

have continuously questioned whether I am making assumptions based on 

my beliefs. What had I included, what had I excluded? (Calás & Smircich, 

1991:664). For example, my initial research questions focused too much 

on the assumed positives of CSR on gender equality, and evolved following 

discussions with supervisors and friends. The drivers of my PhD have at 

times, however, helped to keep the research focused, such as my 

continued insistence on speaking to, and including, farmers in the research 

design. 

Second, at the data generation stage I was keenly aware of my 

presence as a researcher co-constituting what was said and done. 

Interviewing, for exampleǡ is a route into peopleǯs everyday lives ȋOakleyǡ 
1981), and as such is a dialogue between interviewer and interviewee, 

which can be studied in an attempt to better understand social 

organisation, and institutions.  I adapted my interviewing style at times to 

encourage openness of interviewees- sometimes playing devilǯs advocateǡ 
sometimes sharing personal experiences of work places, and often using humour as Ǯa defence in light of anxiety or discomfort around my ǲdifferenceǳǯ as an outsider ȋGoughǡ ͳͻͻ9 quoted in Finlay, 2002: 539), but 

also in light of my own anxiety in being thrust into organisational cultures 

very different to my own. Humour and a light-hearted attitude was often 

needed in order to put interviewees at ease, who made their own 
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assumptions about me (Song and Parker, 1995), sometimes seeming 

worried I might attack them on feminist grounds. As I became more 

involved in the programme evaluation with TradeFare, I had to constantly walk the line between being Ǯone of the teamǯ and an outsiderǤ ) found it 
hard at times to keep my own research objectives distinct from that of the organisationǯsǡ and sometimes experienced frustration from interviewees who didnǯt see how certain lines of questioning were Ǯrelevantǯ to the 
research I was contributing to.  

In conducting research overseas, I was troubled by the questions 

England (1994: 242) summarises here:  

In our rush to be more inclusive and conceptualize difference and 

diversityǡ might we be guilty of appropriating the voices of ǲothersǳǫ 

How do we deal with this when planning and conducting our 

researchǫ And can we incorporate the voices of ǲothersǳ without 

colonizing them in a manner that reinforces patterns of domination?  

The decision to use the GALS approach was in part informed by such 

concerns: participatory approaches go some way in allowing participants 

to take back control of their own stories (Section 4.3.4). My presence as a 

young, white, English woman connected to the supplier and UK business 

meant power was always an issue (England, 1994; Cohen and 

Ravishankar, 2012). With supplier interviewees, the female respondents 

were generally more open than their male counterparts, who at times 

clearly demonstrated their lack of interest in me and the topic by reducing 

interview time, moving dates and times, and in one instance, cancelling the 

interview altogether. Here gender was, I felt, the biggest issue, or rather 

the topic of genderǡ and ) feel male management tried to stick to Ǯtextbookǯ 
answers in their interviews, usually quoting HR policy (Czarniawska, 

2006:238).  

In workshops, my skin-colour and my gender stood out, and 

undoubtedly influenced the responses given in group discussions. For 
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example, male participants spoke more freely to the male translator about Ǯillicitǯ spendingǡ such as on mistresses or gambling, due to the fact I am a 

woman. The demands for aid from farmers were due to the fact I was a 

white foreigner, probably (in their eyes) from an NGO or the company who 

could possibly bring more resources into the area (see Section 4.7. on the 

ethics of this). In contrast, in UK interviews my age and status as Ǯresearcherǯ were the biggest influences on how interviewees interacted 
with me: younger respondents quickly asked about the university and 

built rapport that way (Undurraga, 2012). Gender too, was present always, 

in that men often felt the need to qualify their statements as if what they 

were saying might offend, and women looked for affirmation for certain 

statements based on my identity as a woman. There is no doubt that I too 

played to these assumptions and allegiances to build rapport in some 

instances (e.g. admitting too that I felt pressure to build a career before 

parenthood) or challenge in others (e.g. asking why the male interviewee 

felt the need to ask for permission to voice his opinion on sexism) 

(Gurney, 1991).  

As I was accompanied by an Adwenkor staff member and a 

translator, who at times helped translate and organise the GALS 

participant groups, there were pros and cons to this assistance. On one 

hand the presence of the supplier staff will have undoubtedly encouraged 

certain answers to come up in the group discussions (Stewart et al., 2007) 

and we saw evidence for this in that often discussion was used as a 

platform for asking for more services. On the other hand, supplier 

presence also encouraged respondents to think deeply about how Adwenkorǡ and BCCǡ could help Ǯbalance the treeǯǡ given that they had 
representatives on hand to listen to them. The presence of the supplier 

staff also, ultimately, carried the workshops thanks to their translation 

and general enthusiasm with the research undertaken. On reflection, whilst Adwenkor staff presence will have shaped participantsǯ reflections 
to some extent, it also acted as a useful catalyst for my own interviews 
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with Adwenkor staff over the coming days, perhaps balancing out my 

initial anxiety about having them present.  

With regards to the third area of research reflexivity, during data 

analysis I remained mindful of the various ways my presence as a 

researcher, and own perceptions and biases (especially along feminist 

lines) (Opie, 1992), have influenced how I read the data. Nothing could be 

taken for granted, and as the research continued I had to reassess again 

my own assumptions- by reflecting, writing and re-reading my journal, 

and discussing with others what I had found, or thought I had found. 

Similarly, during data analysis I was mindful of reflecting critically on 

what had been recorded, particularly in the Ghanaian setting, where 

power, language and the research collaboration all played an important part in how gender and CSR were discussedǡ Ǯplayed out in hierarchies of statusǡ privilegeǡ domination and subordinationǯ ȋCohen and Ravishankar, 

2012: 173).  

In Ghana, triangulating participatory visual research techniques 

with group discussion not only allowed for key themes to emerge and be 

debated, but allowed us to cross-check the diagrams with the accounts 

spoken in the group. Triangulation also occurred during data analysis 

through sharing initial thoughts with others (such as supplier staff present 

in Ghana, or colleagues in the UK). Particularly useful in this sense was 

debriefing often with other researchers from a range of backgrounds on 

the evaluation team, during and after our visit to Ghana. I also presented 

initial findings back to BCC and TradeFare, with a mixed reception. Triangulation helped me Ǯstep backǯ somewhat from the research processǤ 
At times, there was pressure from certain individuals regarding what I might Ǯfindǯ or write during the researchǡ evident in low-level prompting going on with regard to the internal reportǯs contentsǣ an example of the 
challenging contexts that research collaborations can throw up (Cohen 

and Ravishankar, 2012). The thesis remained autonomous, but I also 
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experienced anxiety around how findings and subsequent publications 

may be received.  

Reflexivity throughout the research has, it is hoped, enriched the 

picture of research design, data generation and analysisǤ )t is Ǯone way to begin to unravel the richnessǡ contradictions and complexitiesǯ ȋFinlayǡ ʹͲͲʹǣ ͷͶʹȌ of Ǯdoing research into genderǯ in a cross-cultural business 

environment. 

4.6. CREDIBILITY, PLAUSIBILITY AND 

TRANSFERABILITY OF THE RESEARCH 
 

In this section I outline steps taken to ensure a credible, plausible and 

transferable piece of research, summarised in Table 20.  As a qualitative piece of researchǡ the aim is to produce a Ǯcredibleǯ 
account answering the research questions under study, rather than a 

statement of Ǯtruthǯ ȋSilvermanǡ ʹͲͳͲ). This is because when following a social constructionist worldviewǡ Ǯtruthǯ cannot be Ǯfoundǡǯ given the 
continuous co-creation of reality itself.  

Table 20: Criteria for, and Measures taken, for Successful Qualitative 

Research  

 
Criteria  Steps Undertaken to ensure criteria met 

Credibility -Multiple sources of data 
-In-depth interviews 
- Participant-led visual diagrams 
-Sharing of initial findings with NGO contacts and key 
informants 

Plausibility -Sound and video recordings; transcriptions; translations 
and photographs used. 
-Systematic steps taken in carrying out data generation 
techniques, and recorded as such. 
-Multiple data techniques 
-Reflexivity 
-Conference with other researchers, supervisors etc. 

Transferability -Thick descriptions in data 
-Exemplary case 



 
 

150 

 

Source: Adapted from Muthuri (2008) 

 In this research then, credibility is found in whether the 

interpretations of data are as close as possible to the meanings and 

understandings of gender of the participants themselves (Silverman, 

2006ȌǤ )n other wordsǡ do my theoretical conclusions Ǯfitǯ with the 
observations and interview texts generated (Peräkylä, 2004)? I employed 

the following techniques to ensure credibility by:  

 1/Employing multiple sources of data, in interviewing different 

interviewees from a range of job families, across different stages of the 

value chain, including those based in the UK offices, suppliers in Ghana 

and famers producing products under study. I included document sources 

that were both internally and externally authored. This scope aids cross-

comparison between narratives, and ensures no one narrative dominates 

the study. 

 

 2/ Utilising in-depth interviews to allow interviewees to account 

for themselves, to bring in their own thoughts and experiences, and to get 

close to their own worlds. 

 

 3/ Utilising participatory visual research techniques that Ǯenhance 
our understanding of sensory embodiment and communication, and hence reflect more the diversity of human experiencesǯ ȋProsser and Loxleyǡ ʹͲͲͺǣ ͳȌǤ GALSǯ use of drawing crosses linguistic barriers to participationǤ 
Through reducing power differentials between researcher and researched, 

including a wider range of views and getting closer access to poorly 

represented groups, and in adopting a method that can approach topics sensitively and without imposing ǮWesternǯ cultural values ȋLiebenberg, 

2009), GALS produces data on gender that is arguably more credible than 

competing research research techniques (Mayoux and Chambers, 2005). 
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 4/Sharing GALS findings with NGO partners and informal 

conversations with NGO employees, which helped cross-check my analysis 

with others. Informal discussion with some interviewees about first-order constructs in initial findings also helped corroborate that they Ǯmade senseǯǤ  
 Plausibility pertains to the researcher being able to Ǯconvince the reader of 
the soundness and sense of their researchǯ ȋMacPhersonǡ ʹͲͲͺǣ ͳͺ͹ȌǤ (ere 
a concern is how much of the data has been influenced through the researcherǯs own characteristicsǡ and how subjective the resultant findings 
may be. Transparency (Gephart, 2004), strong descriptive elements 

(Silverman, 2010) and multiple techniques of data generation in 

qualitative research can answer these concerns (Yin, 2009). I achieved this 

by: 

 1/ Ensuring data transparency through tape recordings, video 

recordings and professional transcriptions of all interviews carried out, therefore keeping a close connection with the participantsǯ own language 
and experience (Peräkylä, 2004). Translators were used when necessary, 

and care was taken to translate English terms into locally recognisable 

phrases. Photographs in fieldwork, and photographs of GALS diagrams 

added a visual record to the research.  

 

 2/ Following systemic steps throughout the research to add to its 

replicability (Easterby-Smith, Golden-Biddle, and Locke, 2008:422), 

especially when conducting GALS workshops (see Section 4.3.4). I used an 

interview guide (Appendix 4) to ensure that the same themes were 

covered in all interviews, even though I allowed interviewees to direct the 

conversation along their own experience. I kept detailed descriptions of 

research techniques throughout using a personal research journal, as well 

as detailed fieldnotes covering each interview, meeting and observational 

opportunity (Section 4.3.2.1). 
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 3/ Employing a multiplicity of research techniques, also known as 

triangulation, in my use of in-depth interviews, observations, 

documentary analysis, diagramming in GALS workshops and focus group discussionsǤ This was to ensure a Ǯconvergence of evidenceǯ within the case 
study (Yin, 2009: 116).  

 

 4/ Practicing reflexivity throughout the research process: reflecting 

on my assumptions and prior-knowledge during the planning of the 

project; my presence as a researcher in the data generation; and my own 

perceptions and influences on the research and analysis (Section 4.5).  

 Finallyǡ transferability corresponds to Ǯgeneralisabilityǯǡ but it is 
impossible for single case studies to be generalisable in a scientific sense ȋPeräkyläǡ ʹͲͲͶȌǤ )nsteadǡ as Peräkylä addsǡ Ǯthe possibility of various 

practices can be considered generalisable even if the practices are not actualized in similar ways across different settingsǯ ȋʹͲͲͶǣ ʹͻ͹ǡ my 
emphasis). Thus the practices and interaction that make up the institution 

of gender are likely to be transferable to other contextsǡ and Ǯcasesǯ offer an entry point into researching themǤ ǮThick descriptionǯ (Geertz, 1973:6) of social life builds a picture that may well reflect other organisationsǯǡ institutionsǯ or actorsǯ situationsǤ As an Ǯexemplaryǯ embedded case studyǡ 
this thesis offers transferable stories of best practice, challenges and 

organisational learning that other business organisations may face: now or 

in the future.  

4.7. RESEARCH ETHICS 
 Research into Ǯgenderǯ and value chains within the private sector is 
undoubtedly sensitive: commercially, personally and emotionally. The 

research design was first submitted to, and approved by the Nottingham 

University Business School Ethics Committee. In this section I cover the 

ethics of conducting such research, covering company consent and 
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anonymity, participant consent, privacy, anonymity and confidentiality 

and my own personal ethical problems encountered. ) ensured company and suppliersǯ Ǯinformed consentǯ by including a 
full research proposal in each email sent to participants (Appendix 6). This 

covers information pertaining to keeping data securely locked away and 

protected, as well as explaining that all interviewees and organisations 

would be anonymous. All personal characteristics that could possibly 

inadvertently identify respondents were removed and constantly checked. 

To this end the job families detailed in appendices are deliberately vague, 

and where possible I have removed detail that could identify the 

organisations or individuals under study.  Transcripts and recordings 

were unavailable to anyone apart from myself and a professional 

transcribe.  

In terms of GALS workshops, I worked with supplier staff and 

translators to ensure all participants were aware of their rights as the 

majority of farmers were non-literate. We verbally communicated the use 

of the study, their right to withdraw from the study (or to not take part) 

and asked for permission to photograph and video-record participants in 

order to ensure informed consent. Informed consent in this context was verbal Ǯprovision of information to participants, about purpose of 

research, its procedures, potential risks, benefits and alternatives, so that 

the individual understands this information and can make a voluntary 

decision whether to enrol and continue to participate' (Emanuel, Wendler 

and Grady, 2000: 2703 in Liamputtong, 2007:33). This was in place of 

official forms which would not be suitable, and would have in fact led to suspicionsǡ as in many cultures Ǯtrustworthiness is built between peopleǡ 
in interactionǡ rather than through formsǯ (Kingsley, Phillips, Townsend, 

and Henderson-Wilson, 2010: 5). It was important to emphasise my 

independence from Adwenkor and BCC, and I stated this fact (through the 

translator) many times over. Anonymity in practice is not often possible in value chain fieldwork researchǡ given the suppliersǯ presence in the field 
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(McCormick and Schmidtz, 2001), but what was promised was 

confidentiality: all responses are not identifiable to actors in print.  

As value-chain farmers, power and status are important variables 

to consider in achieving informed consent (McCormick and Schmidtz, 

2001), and their vulnerability considered for in the research design. The 

use of GALS as a method went some way to helping give farmers voice, and 

ownership in the research process (Mayoux, 2012). I was prepared 

through previous research overseas to be asked to provide for services 

and to personally help situations, which at times I was, and sought advice 

on how to deal with this. I was advised to spend time explaining that 

although I personally could not help, or promise changes, I hoped that 

research undertaken could feedback to suppliers and managers who 

would listen (Narayan, Chambers, Shah, and Petesch, 2000; personal 

correspondence with Oxfam GB staff).  

4.8. CONCLUSION 
 

Research into how business organisations understand gender and how 

this is translated into CSR practicesǡ and how these influence farmersǯ 
experience of the value chain, demands a complex methodological 

approach. This chapter has outlined my worldview as a social 

constructionist, and my epistemological position as interpretivist. This 

means that concepts such as Ǯgenderǯ and ǮCSRǯ are socially constructed 
through interaction, talk and practice and as such cannot be captured 

solely through quantitative approaches and structural outcomes. Instead, 

a qualitative case study research design is argued to offer windows onto 

the worlds of business organisations engaged in institutional work on 

gender and CSR. 

 I introduced my embedded case study; and my cast of characters: Braithwaiteǯsǡ Adwenkorǡ TradeFare and cocoa farmersǤ  ) went through in 
detail why and how I carried out each of the multiple data generation 
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techniques I employed (in-depth interviews, observations, documentary 

and archival analysis, GALS diagramming and GALS focus group 

discussions). Such triangulation of techniques, with a multiplicity of voices 

sought in stages of the value chain, and range of systematic analytical 

techniques, ensures that the research here is credible, reliable and 

transferable. My use of an inductive approach to data analysis fits with my 

social constructionist stance, and with the concepts of institutional work 

and gender as an institution.  

I have also introduced the innovative contribution of applying GALS to CSR and Ǯfringe-stakeholderǯ researchǤ ) have argued that it goes some 

way to breaking down power relationships in a CSR value chain research 

setting, and enables a common language to be developed between 

participants across cultures. It is also a form of sensitisation for those 

supplier staff using it. Adwenkor staff were at first cautious, even 

dismissive, about the use of GALS in research. They cited the high number 

of non-literate farmers as being the main reason for their concern, and it 

took some days to convince them to pilot the approach. Once this had 

taken place, however, they were won over, enthusing about the interest 

and energy of participants compared to past research experience (A4; A8). 

They saw how the method is adaptable for many levels of literacy. They 

were made more aware of gender divisions of labour, both in cocoa and at 

home through the visually arresting tool. GALS offers some exciting 

directions for CSR and stakeholder researchers. 

 

The chapter has also teased out some reflexive considerations on 

how my role as researcher, my background and my approach to research 

has influenced the study, and considered the many ethical nuances of 

conducting research into gender in the value chain. The research is, 

however, not perfect, and in Chapter Eight I reflect on limitations of my 

study, and what I would perhaps do differently in future research. For 

now, however, I turn to the first of my findings chapters, which explores 

how actors in my case study attempted to disrupt gender in the cocoa 
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value chain. Their institutional work to do this is the focus of the chapter, which ends with an evaluation of their Ǯengendered CSRǯǡ informed in part 
by the GALS research techniques introduced here. I then delve deeper into actorsǯ institutional work to explore their resistance to such practiceǡ in 

Chapter Six.   
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CHAPTER FIVE: 
DISRUPTING GENDER IN THE VALUE 

CHAIN THROUGH CSR 

 

We are not slaves bound to suffer incessantly unrecorded petty blows on our bent backs.  

We are not sheep either, following a master. We are creators. 

Virginia Woolf, The Waves. 

 

The potential of CSR to change gendered dynamics, especially deep-rooted 

institutional aspects of these, is hotly contested (Thekkudan and Tandon, 

2009). Studies to date have highlighted the difficulty in changing the 

status-quo and the sometimes disappointing reality of small gains and 

large setbacks. Despite these challenges, more and more businesses are 

seeking to address, and ultimately change, gender inequalities in their 

value chain through CSR practices (see Appendix 2). How do they this? Are 

there particular behaviours actors within businesses must adopt? Are 

there arguments behind their decisions? Do they work alone, or together? 

Understanding what happens behind closed doors, across continents, opens up further the Ǯblack boxǯ of day-to-day organising of CSR (Rasche et 

al., 2013), and how this is related to practices, narratives, and potentially 

social change. 

 

 These fundamental lines of inquiry run through my interest in the 

role of business and CSR in societies, and are reflected in this thesis. As 

such, in this chapter I explore my empirical data in relation to my research questionsǣ Ǯ(ow do business organisations translate gender into CSR 
practices, and how do these influence the understanding and experience of gender in the value chainǫǯ These are broken down into the research sub-

questions, which centre on how actors within my single case study 

translate gender into CSR practices, and how these relate to first 
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understandings of gender, and second, the lived experience of gender for 

value chain farmers. Table 23 at the end of this section provides a 

summary map of findings. 

 

Figure 9: Actors and their geographic location in the Cocoa Case Study 

 

Sourceǣ Authorǯs OwnǤ 

 

In Chapter Four I introduced the Adwenkor/BCC/TradeFare case study, 

and the actors involved. Figure 9 illustrates their relationships. The 

partner organisations are marked by darker, smaller circles, on which 

small diamonds represent individual actors and their micro-level 

performance of institutional work within these organisations. The dashed 

lines connecting partner organisations represent meso-level institutional 

work. This circular design is more suitable than a hierarchal organogram 

as different partner organisations engage in iterative institutional work, at 

the same time. 

  Following a form of corporate-orientated, rather than corporate-

centric, CSR (Rasche et al., 2013), these three organisations work together 

to produce Fairtrade chocolate. In this chapter I demonstrate that they 
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have shared responsibility for this in different, often contested ways, and have been carrying out Ǯengenderedǯ CSR practices for twenty years. These 

were ostensibly instigated to ameliorate womenǯs experiences of 
inequalities in cocoa farming, as detailed in Section 2.3, Chapter Two.  

 

 Thus of interest in this chapter is how the actors under study tried 

to change gender by instigating this Ǯengenderedǯ CSRǤ What were their 
activities, strategies and tactics for translating gender into CSR practices? 

Drawing upon my conceptual framework, I detail how actors attempted to 

change the incumbent gender institution in the cocoa value chain by 

engaging in disruptive institutional work. Institutional work that disrupts 

institutions is defined as the performance of micro-practices (talk, action, 

writing etc.) that aim to affect institutional change (Lawrence and 

Suddaby, 2006; Lawrence et al., 2009). Such change does not have to be Ǯsuccessfulǯǡ or even Ǯcompleteǯǡ but has to be purposive (Lawrence and 

Suddaby, 2006) (see Chapter Three). 

 

 The types of disruptive institutional work I identify are Ǯvalorisingǯ ȋconsisting of Ǯcontextualisingǯ and Ǯmoralisingǯ workȌǡ and Ǯlegitimisingǯ 
work (see Table 21 and Figure 10). In other words, these are the processes 

by which actors attempt to translate gender into a CSR agenda, with the 

intention to disrupt the gender institution. The performance of 

institutional work can be observed at the micro level, by actors interacting 

with colleagues within the four sub-organisations ȋeǤgǤ at Adwenkorǯs 
headquarters), and at the meso level, across like-minded networks, such 

as those in the Fairtrade network.  

 )n Chapter Two ) explained how the Ǯgender institutionǯ in Ghana 
remains pervasive, taken-for-granted and tied into the economic, social and political aspects of men and womenǯs livesǤ As well as exploring the 
processes of institutional work intended to change this, towards the end of 

this chapter I apply the GALS methodology to a sample of Ghanaian 

farmers to explore how experiences of gender may have altered following 
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engendered CSR practices. Drawing on the diagramming activities, group 

discussions and expert testimony, I conclude that CSR at Adwenkor has in some ways Ǯdisruptedǯ the gender institutionǡ primarily though increasing womenǯs political participation in the cooperative structureǤ )n other 
aspects, CSR has failed to change the social and economic gender status-quoǡ arguably maintaining womenǯs position- located within the domain of 

the household- by promoting work away from cocoa farming.  

Table 21: Forms, Definition and Evidence of Institutional Work to 

Disrupt Gender 

Disruptive 

Institutional 

Work 

Definition Example from 

Data 

Example 

from 

Theory 

Valorising Ǯ)nfusion of normative valueǯǤ 
Promoting 
positive 
associations with 
fairtrade to gain 
support to change 
the gender 
institution. 

See below. Slager et al., 
2012;  
Zilber, 2002; 
Selznick, 
1949 

  a/ 
Contextualising  

An aspect of the 
above. Infusing 
value through Ǯeducatingǯ others 
on the institution 
and associated 
roles. 

Stressing the 
gendered nature of 
value chain and 
importance of 
household. 
Positioning gender 
as a cultural 
construct. 

Lawrence 
and  
Suddaby, 
2006; 
Lounsbury & 
Glynn, 2001 

  b/ Moralising An aspect of 
valorising. ǮChanging 
normative associationsǯǤ  

Promoting the 
moral imperative 
for gender equality 
within and outside 
of the organisation 
in the Fairtrade 
business model.  

Lawrence 
and 
Suddaby, 
2006; 
Lawrence et 
al., 2002 

Legitimising Ensuring the 
values of 
disruption fit 
within existing 
parameters of 
other institutions 
e.g. the Fairtrade 
business model. 

Building a fair trade 
business case. 
Focusing on 
economic 
empowerment of 
women. 

Hardy and 
Phillips, 
1998; Scott, 
2001 
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 This unintended consequence of institutional work is both a 

prompt for, and evidence of, further forms of institutional resistance work, 

which becomes the topic of Chapter Six. The criticism of the 

ineffectiveness of CSR practices, explored in the GALS findings at the end 

of this chapter, prompts more visible performance of resistance work by 

key actors within the value chain.  

Table 22: Gendered CSR Practices relating to the 

Gender Programme 

 

 

 

Time Frame 

Gender equality in representation written into supplier cooperativeǯs constitution 
Mid-90s- 
today 

Quotas for female representation in cooperatives at 
village, district and committee levels 

Late-90s- 
today 

Skills training for women in leadership and business skills Late-90s-  
Mid 2000s 

Special conditions for individual womenǯs enrolment into 
microfinance provision 

Late-90s- 
today Launch of womenǯs groups for microcredit schemes Early 2000s- 
today 

Skills training for women in alternative income generation 
e.g. crafts 

Early 2000s- 
today 

 

 The splitting of findings between Chapters Five and Six also 

roughly matches the historical trajectory of the gender programme (Table 

22), and of the forms of institutional work performed by actors within 

BCC, Adwenkor and TradeFare over the fifteen-year period (see Figure 

10). I explored this time period through access to internal and external 

documentation (policy briefings, memos, newspaper reports, press 

releases) (Section 4.3.3, Chapter Four), and by drawing on intervieweeǯs 
retrospective stories of the organisation, their work, and CSR practices. 

These sources of data demonstrate changes in how actors translated 

gender into CSR practices over time (Table 22). Interviews also collate 

information on how understanding of gender changed throughout the 

research time frame.  
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Figure 10: Forms of Institutional Work intended to disrupt gender by time-

frame 

  

Sourceǣ Authorǯs OwnǤ 

  

 A caveat: whilst I utilise a historical, traditional narrative to 

describe institutional work (Suddaby, 2006) it is crucial to note that 

different forms of work are performed throughout the case study 

timeframe, often at the same time. The dashed lines of the arrows in 

Figure 10 represent the iterative nature of institutional work (Suddaby et 

al., 2010; Suddaby and Greenwood, 2009) and the interplay between 

different forms (Zietsma and Lawrence, 2010; Zilber, 2006). Actors can 

move between creation, maintenance and disruption of institutions 

(Micelotta & Washington, 2013; Raviola & Norback, 2013). In my case, the 

same actors recount how they engage in disruptive work, but also perform 
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Providing efficiency 
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resistance work when certain understandings of gender and/or CSR 

practices are enacted. 

On the other hand, in times of stress or change, particular types of 

institutional work may dominate. The solid coloured arrows in Figure 10 

represent time periods when a particular form of institutional work is 

more visible. For example, legitimising work is fortified once external 

funding is granted for economic empowerment programmes in the early 

2000s, and resistance work is seen in force post-research evaluation in the 

early 2010s. Yet the nature of institutional work is often circular, meaning 

feedback loops occur. For example, in Chapter Six I explain how Ǯquestioningǯ as a form of resistance triggers older forms of institutional 
work to begin over again.  

 

 The chapter thus makes two contributions to theory. First, it 

explores empirically the processes and practices behind CSR, making a 

stronger contribution to both our knowledge of CSR and gender in value 

chains, and to the theory of institutional work in relation to CSR. I identify 

two forms of institutional work that are necessary to begin re-orientating 

CSR towards gender equality goals, and explore at the micro-level how institutional change may happenǤ Opening up the black box of Ǯorganizing CSRǯ (Rasche et al., 2013) contributes to a growing scholarship seeking to explore the Ǯhowǯsǯ and Ǯwhyǯsǯ of CSR implementation. In other words, whilst whether the gender programme at BCC and Adwenkor Ǯworkedǯ or 
not is of interest, the main enquiry is the processes behind such a 

phenomenon.  
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Table 23: Chapter Five Findings in Relation to Research Sub-Questions 

Research 

Sub-

Questions 

Findings Implications drawing on 

conceptual framework 

Chapter 

Section  

SQ1: How 

do actors 

translate 

gender 

into CSR 

practices? 

- Actors perform ǮValorisingǯ 
institutional work 
(contextualising 
and moralising) 

 
 
 
 
 
 
 
 
 
 
- Actors perform ǮLegitimisingǯ 
institutional work 
 

-Valorising work ensures support is 
given to gender as a CSR issue. 
- Contextualising work ensures org. 
members understand the context of 
gender in the cocoa value chain. 
- Moralising work stresses the 
normative fit between Ǯfairnessǯ Ƭ 
gender equality. 
- Thus organisational focus is on 
social & political empowerment of 
women. 
-CSR practices entail leadership 
training, quotas for women, farming 
training & womenǯs groupsǤ 
 
- Legitimising work ensures fit 
between gender and fair trade 
model by promoting a number of 
business arguments. 
-The organisational focus moves to 
economic empowerment. 
- CSR practices entail microcredit, 
alternative income training & 
development. 

5.1. 
 
5.1.1. 
 
 
5.1.2. 
 
 
 
 
 
5.1.3. 
 
 
 
 
5.2. 
 
 
 
 
 
5.2.1. 

SQ2:  How 

do 

engendered 

CSR 

practices 

influence 

under-

standings of 

gender? 

-Gender is  
understood as a 
cultural 
construction 
 
 -Gender is seen as 
the same as sex 
(i.e. biological). 

-Actors position gender as a cultural, 
social construct by engaging in 
contextualisation IW. 
 
 
-This is only partially successful as 
gender=sex later validated through 
legitimising IW. 

5.1.4. 
 
 
 
 
5.2.2. 

SQ3: How 

do these 

practices 

influence 

the 
experience 

of gender 

in the 

value chain 

for 

targeted 

farmers? 

 

- Gender is altered 
in terms of 
political 
empowerment 
(representation of 
women); & 
increased levels of 
confidence (social 
empowerment). 
- Women are still 
unequal compared 
to men (in terms 
of ownership, 
decision-making & 
time) 

-Early IW of moralising and 
contextualising disrupts the gender 
institution to ensure women can take on previously Ǯmaleǯ farming 
roles. 
 
 
- A focus on economic 
empowerment over other forms 
through legitimising work maintains 
the gender institution as women are still positioned Ǯnon-farmersǯǤ  

5.3.1 
5.3.2. 
 
 
 
 
5.3.3. 
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Second, the chapter contributes to our knowledge on the intended 

and unintended consequences of institutional work. Using the GALS 

approach, as well as documentary archive data, and interviews, I show 

how CSR practices and goals which are intended to promote gender 

equality may actually provoke unexpected behaviour, and unintentionally 

maintain the status-quo. This is further elaborated on in Chapter Six, 

where unintended consequences are most visible in the form of resistance 

work. These insights have utility not just for theorists of institutional 

work, and CSR, but for those who wish to promote gender equality within 

any number of cross-cultural contexts.  

The chapter is structured as follows: First, I explore the 

institutional work of Ǯvalorisingǯ ȋSection ͷǤͳǤȌǤ I then show how valorising 

work results in CSR practices that specifically promote the social and 

political empowerment of women in farming, such as leadership training 

to encourage women into decision-making roles. Second, I describe Ǯlegitimisingǯ workǡ and show how it promotes CSR practices that focus on womenǯs economic empowermentǡ such as alternative income-generating 

schemes (Section 5.2.). In Section 5.3. ) explore how each type of Ǯworkǯ 
both relies uponǡ and may changeǡ organisational actorsǯ understanding of 
gender. I conclude the chapter by painting a scene of partial success, 

drawing on the GALS workshop data to explore to what extent farmersǯ 
experiences of gender have changed due to CSR practices.  

5.1. PERFORMING VALORISING WORK TO DISRUPT 

GENDER  
 As outlined in Chapter Twoǡ the Ǯgender institutionǯ in Ghanaǡ particularly 
for cocoa farmers, continues to position men and women in different roles, 

with unequal rewards and opportunities connected to them. Turning back to the beginning of my case studyǯs history, in the mid-ͳͻͻͲs womenǯs 
position in the cocoa-growing societies of Ghana was still very limited. 
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Women in decision-making roles were virtually unheard of within the 

industry, and in Ghanaian culture moreover12. It is thus all the more 

surprising that a cocoa cooperative, Adwenkor, decided to enshrine 

gender equality into its organisational values, and later, promote CSR practices for the same aimǤ Of interest here are the howǯs and whyǯs of that 
decision, and the everyday work actors perform to translate gender into 

CSR practices, or in other words, to get gender on the agenda. Valorising 

work, as a form of institutional work, appears as a crucial first stage in this 

process. 

 The beginnings of a gender programme were sown during Adwenkorǯs early years. At the Ghanaian headquarters, one European 

woman seconded from an NGO, and one Ghanaian woman, an Adwenkor Ǯsocial affairsǯ managerǡ were employed as Ǯgender managersǯǤ That roles were created for this express intention and Ǯthat they put her right in the heart of the organisation to sort this thing outǯ ȋCͶȌ13, was testament to the 

collaboration of Adwenkor with NGO partners from around the world. 

Whilst these original employees are no longer within the business, their 

colleagues and protégés formed some of the participants of the study. 

They told me how the two had worked to make gender equality an 

organisational goal in a (at the time even more) patriarchal cocoa 

industry. However, as C4, who had been involved at the time explained, 

there was an opening for the managers as Ǯwomen were very woven into ȏGhanaianȐ cultureǯǣ 
If you design something that plays to peopleǯs cultural strengths 

then itǯs going to take itself forwardǥ In Ghanaǡ youǯve got severalǡ if 

not all the tribes and cultures, that have women as responsible for 

businessǡ rightǫ Where youǯve got women as traders and theyǯre 

bloody good at itǥ So there wasnǯt an inherent barrier to women 

                                                           
12

 There are some areas of work that have always been dominated by women, and where 

women have had power, for example in the large markets of Accra and Kumasi (see Clark, 
1994). Within cocoa, however, the opposite is true. 
13

 Please see Appendix 5 for a directory of interviewees.  
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being active in the organisation. On the contrary there was a 

cultural plus14. (C4) Actors were thus in a good position to Ǯenshrine those norms ȏaround gender equalityȐ in the organisation from day oneǯ ȋCͶȌǤ Contrary to many 
other Sub-Saharan African nations, Ghanaian women are afforded a degree 

of economic freedom.  

 Nonetheless, the historical position of women in cocoa ȋas Ǯnon-farmersǯȌ meant that Ǯvalorisingǯ womenǯs position in the organisation 
required work. Drawing on the conceptual framework of Chapter Three, I argue that actors work on Ǯcontextualisingǯ gender in Ghanaian cocoa farmingǡ Ǯmoralisingǯ about gender inequality in the value chainǡ in order 
to legitimise the importance of subverting the status quo. These practices are forms of Ǯvalorisingǯ institutional workǡ whereby normative value is 
infused through an institution through collective action (Selznick, 1949; 

Slager et al., 2012). 

Figure 11 visually summarises the analytical process I undertook to 

pare down a large number of initial codes into themes suitable to the 

definition of valorising work (see also Section 4.4, Chapter Four). 

Appendix 10 summarises these themes (the doings and saying of actors), 

and collects supportive examples of quotations and observations (the 

analysis of those doings and sayings). 

 

 

 

 

  

                                                           
14

 My emphasis. Throughout the thesis I bold key parts of quotations to stress their 

meaning in relation to the concept being discussed.  
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Figure 11: Data structure matrix for Valorising work  

 

      1st order Concepts               2nd Order Themes             Aggregate Dimension 

 

 

 

 

 

 

 

 

 

 

 

 

 

Adapted from Corley and Gioia (2004) 

  

 As opposed to Lawrence and Suddabyǯs ȋʹͲͲ͸Ȍ original definitionǡ howeverǡ valorising here does not Ǯmaintainǯ the gender institution but 
instead paves the way to disrupt accepted gender norms, as actors 
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collectively engage in valorising work to change normative associations 

(Lawrence & Suddaby, 2006: 221; Zilber, 2002) about what men and 

women could do within the cocoa value chain. Specifically, they had to 

ensure: 

 1/ that gender was understood as a cultural construct, open to 

change; and;  

2/ that value was put on womenǯs roles as farmers and caregiversǡ 
and; 

 ͵Ȁthat value was placed on womenǯs social and political empowermentǡ to promote their Ǯvoiceǯǡ confidenceǡ and a Ǯplace at the tableǯ ȋBͷȌ as the morally right Ǯthing to doǯ ȋBͷȌǤ  
Thus, value was given to changing the gender institution through CSR 

practices. This institutional work is performed within the organisations 

under study, and outside of them, in networks, thus contributing to the 

theory that institutional work that disrupts the status-quo occurs across 

normative networks (Dorado, 2005; Lawrence et al., 2002). In the 

following sections I thus explore the two forms of valorising work 

(contextualising and moralising) at the micro and meso levels of practice. 

The effect of valorising work on the organisational goal of gender equality and the related nature of Ǯengenderedǯ CSR practices concludes the 
section. 

 

5.1.1. CONTEXTUALISING WORK 
 

Valorising gender equality as a CSR issue first necessitates heavy Ǯcontextualisingǯ of the gender institution by highlighting the gendered 

nature of cocoa farming, and its relation to the household, through 

research, research dissemination, and platforming for attention to gender 

issues. Contextualising gender means that actors position gender as a 

cultural, social construct, open to change. This is important for 
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encouraging the questioning of the status-quo, and inspiring others to 

instigate engendered CSR practices. Without the possibility of invoking 

change, support will be low. 

 

Figure 12:  Themes relating to contextualising work 

 

Sourceǣ Authorǯs OwnǤ 

 

 Contextualising occurs at the micro-level through actors at 

Adwenkor and TradeFare carrying out research into the gendered 

dimensions of labour. The first gender assessment was undertaken in ͳͻͻ͸ ȋC͵Ǣ CʹǢ CͶȌǤ As CͶ explainedǣ ǮYou canǯt have that discussion ȏabout genderȐ until you know more about who the women areǯǤ  Research 
involves not just counting the number of women who are enrolled in the 

cooperative, or are in positions of power, but aims to understand the 

traditional roles and values held by men and women cocoa farmers. This 

level of education also operates within the organisation:  

 

TradeFare is about... building relationships. Working closely with 

people and helping them toǥ recognise their own women in the 

work they do (C2).  
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With data and anecdotes in hand, actors at the supplier, company and NGO 

then explain the relevance of this to others in the organisation by holding 

meetings, informally talking about the findings, and publishing internal 

reports (e.g. ID27, 2014; ID28, 2012; ID31, 2013). C2 explained how they 

used reports to give credibility to their suggestions: 

Every time I go [to Ghana] I try and share a bit more and Iǯve done 

lots of presentations, and every conversation I bring in ǲand do you 

remember the report that said thisǫǳ And so Iǯm not suggesting 

that we do a literacy project just because itǯs funǡ Iǯm doing it because 

the research showed that 77 per cent of the people, the women, 

surveyedǡ couldnǯt read or write and they said it was a major barrier 

to them getting involved (C2) 

 

During interviews, most interviewees were able to recount a 

number of Ǯchallengesǯ ȋCͳȌ and Ǯdiscriminationsǯ ȋBͶǢ A͸Ǣ AͳǢ BͳǢ NPRͳͶǢ 
2013; ID1; 2013) experienced by women cocoa farmers, drawing on their 

knowledge of research carried out by TradeFare and Adwenkor. Table 24 

collates frequently highlighted gender issues, cited as in need of 

addressing through CSR practices.   

 Furthermore, the original gender managers, and their protégées, Ǯpushedǯ at this by insisting on meetings with senior management ȋAͶǢ 

Table 24: Aspects of Gender Discrimination in the Cocoa Value Chain 

as recalled by Interviewees 

Women lack land 

Women lack knowledge of rights and/or laws 

Women receive little education 

Girls less likely to be sent to school 

Women lack confidence/self-esteem 

Women have reduced access to capital, loans, cash and banking facilities 

Women lack skills for income generation projects e.g. management of 
time; money; basic marketing 

In public life men dominate discussions; women sit back 

Women lack time (for education; skills training; leisure; income 
generation) 

Women expected to carry out all household chores 
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B͸Ȍǡ Ǯworryingǯ and Ǯfightingǯ colleagues over resources and funds ȋAͷȌǡ 
and generally being unrelenting in their discussion of the topic:  

 

She is a mobiliser, she isnǯt just all nicely-educated middle-class 

about it, she bullies themǥ and gets things done (B1).  

 

C4 also talks lyrically about the need for an outsider (often an NGO) to: Ǯplay that roleǡ of a germ in the petri dishǤ To help fermentǡ or reintroduceǡ 
or re-inject the argy-bargyǯǤ Contextualising work thus requires actors to 
vocalise, and call out inequities to others within the organisation. 

 

 Contextualising work can also be seen Ǯoutsideǯǡ at the inter-organisational levelǡ where the same educational messages about womenǯs 
experiences are shared with potential investors, consumers and partners 

(e.g. through media press releases). External NGO researchers are invited 

to explore gender in the cocoa value chain (not including this study) (NGO 

4; 2010; NGO7; 2013; NG012; 2004; NGO5; 2004; NGO14; 2002). Research 

is then: 

 

- Published in external reports (NGO15; 2013),  

- Highlighted in Annual Reports (TradeFareAR, 2013),  

- Disseminated through networks such as the Fairtrade Foundation,  

- Written about in BCC blogs (14; 11; 16; 17; 19) and,  

- Highlighted in press releases, to be picked up by external media.  

 

BCC also bring female farmers to the UK each year to take part in talks and 

marketing tours, who often talk about and add a personal edge to the 

contextualisation of gendered farming life (B1; B2; Blog2; 6; 5; 4; 13; 11; 

9). For example: 

 She ȏa visiting farmerȐ explained that through Adwenkorǯs commitment to 

democracy and fairness, women cocoa farmers have been afforded the 

same opportunities as men (Blog6, 2009).  
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TradeFare actors in particular work hard to promote the idea that 

fighting gender inequality entails addressing the Ǯcross-cutting issuesǯ 
(ID6, 2013) of decision-making, confidence, economic freedom and choice, 

and that thus working on household (as well as organisational) gendered 

dynamics is necessary: 

 

Changing gender dynamics at household level, TradeFare is 

piloting the Gender Action Learning System (GALS) methodology, 

which is designed to support households in overcoming gender 

challenges (TradeFareAR, 2013) 

Part of contextualising work was thus to explain to non-cocoa experts the 

importance of the household to gender. This is not unique to Ghana, or 

cocoa, but is of special import to the context since Ghanaian cocoa is 

grown primarily on family smallholdings (see Chapter Two). Actors thus stress how Ǯworkǯ and Ǯhomeǯ are interrelatedǡ for exampleǣ  
 

Reproductive labour: work done in and for the household limits the 

time women can devote to farm labour, leadership, and leisure 

(ID6, 2013).  

 

As women, we are challenged. We are taking care of the home and 

everything so we really need guidance and hope to be able to, come 

up [to take more positions of power] (A6).  

 Womenǯs time is at a premiumǡ and their lack of time or freedom to take 
up new roles or activities needs consideration within CSR programming 

decisions (A8; C3; C4; B1). Contextualising work, such as external NGO 

audits (NGO7, 2013) impress onto those in charge of strategy and funding decisions that domestic lifeǡ and womenǯs associated time-use, are of 

import to CSR and business. This is reflected in the decision to employ 

research techniques (such as GALS) which focuses on the division of 
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labour at household levelǡ and echoed in TradeFareǯs objectivesǣ 
 

ȏTradeFareǯs vision is that] women and men farmers are empowered 

to realise their full potential as economic and social actors through a 

just division of labour and distribution of returns within 

households and through equal participation and decision making in 

collective producer organisations (TradeFareAR, 2012)  

 

 As I will discuss later in Section 5.1.4, contextualising work orients organisational membersǯ understanding of gender towards that of a social 

construct, as opposed to a biologically static category. Researching, 

educating and platforming help position gender as a cultural artefact, 

specific to the value chain context of Ghana. This is important as it means 

that actors can begin to see the possibility of provoking change through 

CSR practices. Contextualising work contributes to the Ǯvalorisingǯ work 
which positions women as a group worthy of attention on the CSR agenda.  

 

5.1.2. MORALISING WORK 
 With the context of womenǯs experiences of cocoa farming shared amongst and across organisationsǡ actors also engage in Ǯmoralisingǯ workǡ as 
further bolster to the valorisation process. Actors at Adwenkor, BCC and 

TradeFare collectively engage in this form of institutional work, which 

aims to disrupt the gender institution by:  

 

1/ (ighlighting the contradictions of inequity in a Ǯfairǯ trade model 
(Karam and Jamali, 2013; Seo and Creed, 2002);  

2/ Positioning the social and political empowerment of women 

farmers as an organisational goal; and  ͵Ȁ )nstigating CSR practices for womenǯs increased confidenceǡ 
voice and assertion (see Figure 13 and Appendix 10).  
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Again this work is carried out both at the micro-level (i.e. within local 

sites), and at the meso-level, as gender managers from Adwenkor, and 

senior management from BCC, engage in moralising work across 

networks. 

 

Figure 13: Themes relating to Moralising Work 

Sourceǣ Authorǯs OwnǤ 

 

 External communication is therefore a key component of 

moralising work, which actors perform whilst attending NGO events on 

gender equality (B1; B2) and talking to other industry leaders about 

gender inequality in the cocoa value chain (OBS11, 2013; B1; C1). BCC 

actors also use external documentation such as annual reports, blogs 

(Blog17, 2012; Blog15, 2009; Blog6, 2009; BCCWC, 2013) and social 

media, and press releases (later newspaper reports), where the 

participation of women in decision-making roles is portrayed as an achievement of Ǯwomenǯs rightsǯ ȋNPR͵Ͳǡ ʹͲͳͲǢ NGOͳʹǡ undatedȌǡ Ǯequalityǯ ȋNPRͳͲǡ ʹͲͳ͵Ǣ NPRͳ͹ǡ ʹͲͳ͵Ǣ NGOͳʹǡ undatedȌ and Ǯfairnessǯ 
(NP10, 2013):  

 

Moralising 

Work 

Equating 
Fairtrade to 

equality 

Positioning 
women's social 

& political 
empowerment 

as an 
organisational 

goal 

Instigating CSR 
practices to 

promote 
women's 

representation 



 
 

176 

 

Another big benefit that happens in Fairtrade communities is the 

empowerment of women - as part of the Fairtrade system, women 

have to be involved in any decision making (NP9, 2010) 

 

The co-op stresses the principles of quality, accountability, fairness 

and gender balance (NP10; 2013). 

 Moralising work sees actors draw heavily on Adwenkor and BCCǯs 
association with Fairtrade to position gender as a CSR issue. Notions of Ǯtransparencyǯǡ Ǯdemocracyǯ and Ǯfairǯ are commonly repeated in interviewsǡ as well as the argument that the Ǯfairǯ in fair trade should 

include women, a priori:  

 

I mean how could it be fair if thereǯs inequality within the 

fairnessǫǥǤ Thatǯs not fairǨ (B4).  

 

Itǯs just wrongǤ Itǯs not rightǤ Itǯs not FairtradeǤ (C4). 

 

When I first joinedǡ and sort of found out about thisǥ I was a bit 

surprised Ǯwhy do we need thatǫǯ [The gender programme] ǥ Youǯd 

expect a fair trade brand to be looking for equal rights. For allǥ I 

think if you asked the man in the street or the woman in the street, 

theyǯd sayǡ ǮWell look ǥǯ I think they would assume that there were 

equal rights! (B4) 

 

Focusing on the normative dimensions of fair trade, and thus womenǯs rights in a holistic senseǡ  moralising work also stresses the social and political Ǯempowermentǯ of women as an important organisational 
goal.  The reason for this is most likely due to the collaborative nature of 

the gender programme, and the important influence of international 

human rights NGOs with its foundation (C4) (See beginning of Section 

5.1.). Thus moralising work positions social and political empowerment as 
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an organisational goal, specifically encompassing the strengthening of womenǯs Ǯvoiceǯǡ Ǯconfidenceǯǡ and increased capacities in terms of 
leadership, decision-making and opportunities: 

 

[We had] the idea of empowering the woman, letting them drive 

their own destiny. Letting them understand that, all the man can do, 

they can also do. Sending them very good messages - information 

that will let them have confidence in themselves. (A3) 

 

The main goal was to give women a voice on the board, to be a part 

in the decision-making. (A4) 

 

In the next section I explain how moralising and contextualising, as facets 

of valorising work, paved the way for the instigation of engendered CSR 

practices, practices that aimed to disrupt the gender institution in the 

cocoa value chain.  

 

5.1.3. VALORISING WORK AND ITS TRANSLATION INTO CSR 

PRACTICES 
 

Actors across the partner organisations collectively ensured that value 

was infused to gender as a CSR issue through valorising work. As detailed 

previously, contextualising and moralising resulted in: 

 

1/ An understanding of gender inequalities in context; 

2/ The belief that gender inequalities are immoral in a fair trade 

context and should be tackled, and  

3/ that the organisation, and its CSR practices, should work 

towards the holistic empowerment of women (Figure 13).  

 Thus by the end of the ͳͻͻͲs Ǯgender equalityǯ as an organisational goal 
appeared to be accepted prima facie by Adwenkor organisational 
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members, particularly through the commitment written into the cooperativeǯs constitution ȋBͳǢ B͸Ǣ CͶǢ AͳȌǤ To operationalise this into Ǯengenderedǯ CSR practicesǡ in the form of a gender programmeǡ actors 
from Adwenkor and TradeFare worked with another international NGO to focus on womenǯs participation and leadership ȋCʹǢ CͶȌǤ As mentioned 
previously, this NGO installed a gender manager to work with Adwenkor 

on gender in the early days. Thus, the translation of gender into CSR 

practice arguably has its roots in a development rights-based discourse 

since the majority of actors involved at the time hailed from such a 

background (C4).  

 )n the first few years of Adwenkorǯs gender programmeǡ 
engendered CSR practices focussed on political, social and economic 

empowerment of women (ID4, undated, c.2002). This was to be achieved 

through: 

 ͳȀ )mproving womenǯs standing in the co-op through a quota for 

their representation at various levels of decision-making;  

2/ Leadership training to ensure women could carry out such work 

and; 

3/ Targeted farming training to improve crop productivity and thus 

help women earn more income as cocoa farmers in their own right.  

 

Table 25 maps these CSR practices against the gender inequalities they 

aimed to address. The practices in bold were those launched towards the 

beginning of the case history, in relation to valorising work. 
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Table 25: Engendered CSR practices to address gender inequalities in 

the cocoa value chain   

 

Gender Inequalities in the Ghanaian 

Cocoa Value Chain  

(Data generated from interviews and lit. 
review (Chp.2) 

Engendered CSR Practices at 

Adwenkor  

(Data generated from interviews 
and document archives) 

-Men historically given greater 
opportunities than women in 
economic, social and political life 

Gender equality in 

representation written into 

supplier cooperativeǯs 
constitution 

-Women historically under-
represented at all levels of cocoa 
industry. 
-Women face structural barriers to 
leadership roles e.g. lack of education; 
lack of land; lack of confidence 

Quotas for female 

representation in 

cooperatives at village, 

district and committee levels 

-Women have less formal education 
and literacy skills.  
-Women have less confidence and experience in ǮleadingǯǤ 
-Women have little, or less-fertile land.  
-Women traditionally given 
responsibility for the home, which 
impacts on time to invest in other 
activities. 

Skills training for women in 

leadership, farming and 

business skills 

-Women typically have little access to, 
or control of, money from cocoa 
farming.  

Launch of womenǯs groups for 
microcredit schemes 

-See above. Special conditions for individual womenǯs enrolment into 
microfinance provision 

-Lack of control of cocoa income but 
full responsibility for the household 
means women may face greater 
poverty, impacting on the family. 

Skills training for women in 
alternative income generation 
e.g. crafts 

 

 

 Valorising work lays the foundations for such practices to be enactedǡ by contextualising men and womenǯs gendered experiences of the 
value chain, and promoting a holistic, rights-based approach to addressing 

inequalities, which are demonstrably more complex than writing a policy 

for gender, or enforcing a quota. A TradeFare employee explained that: 
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Itǯs not enough to just go and spend half a day with a group of people 

and lecture them about why itǯs important to take up leadership 

positions... You knowǡ thereǯs a whole set of circumstances that 

affect whether a woman is able, or wants even, to put herself 

forwards for that leadership positionǥ We need to understand 

and then show others what those circumstances might be. (C1) 

Implicit in this statement is the Ǯholisticǯ approach to gender 
empowerment, through attempting to disrupt the tangible (numbers of 

women given leadership training) and intangible (gender norms at home) 

dimensions of the gender institution. As A5, who has worked with women 

farmers for a number of years explained, ǮGenerallyǡ empowerment is your mindǤǯ Actors thus also engage in valorising work within engendered CSR 

practices, such as when they work with men and women farmers to 

sensitise them to new ways of farming, living, and working togetherǣ Ǯwe orient their mindsǯ ȋAͷ).  

 

 CSR practices that address womenǯs empowerment from a holistic 
approach reflect a nuanced understanding of what empowerment is. On one handǡ women need to Ǯbe empoweredǯǡ so that they will have Ǯpower overǯ decision-making processes ȋeǤgǤ by enforcing womenǯs 
representation in top positions through quotas) (B3). There is also the recognitionǡ howeverǡ that women already have Ǯpower toǯ take control of 
their own lives, but that cultural stereotypes and contextual circumstances mean it isnǯt always possible for women to recognise their own powerǣ  
 

Sometimes they are not even aware thereǯs something they can do 

with their present skills. Sometimes they have the raw skills and 

they need to be polished, they need to be encouraged (A1).  

 

Valorising work champions social and political empowerment, and Ǯvalorisesǯ engendered CSR practices that promote womenǯs 
representation in all areas of organisational life. These practices ostensibly 
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enrich individualsǯ Ǯpower withinǯ (Rowlands, 1997) to disrupt the gender 

status-quo. In the next section I outline how valorising work, and its associated CSR practicesǡ helped shape Adwenkor and BCC staff membersǯǡ and cocoa farmersǯ understanding of gender in order to Ǯre-orientǯ the 
possibility of institutional gender change.  

 

5.1.4. MAKING SENSE OF GENDER THROUGH VALORISING WORK 
 

In the next section I unpack some of the answers to research sub-question 

two: How do engendered CSR practices influence understandings of 

gender? As per Chapter Two, and as we shall see in the GALS workshops in 

Section 5.3, many farmers still consider different roles and opportunities between men and women to be due to Ǯnaturalǯ ȋbiological or physiologicalȌ differences between sexesǤ This understanding of Ǯgender as biological sexǯ is echoed in a number of interviews with Adwenkor and 
BCC staff members, who also believe that Ǯthere are some things that women cannot doǤ Spraying for exampleǯ ȋAʹȌǤ  
 

 Nonetheless, despite some resistance to the positioning of gender as a cultural artefactǡ rather than innate Ǯfactǯǡ actors in interviews were 
largely aware of the cultural character of the gender institution. For 

example, I asked an Adwenkor employee why they thought women still 

experienced higher levels of poverty than men. They answered: 

 

Whatever they have saved, [women will] give it to the husband. They 

say thatǡ ǮYeahǡ you will go and spend itǤ But since I am married to 

youǡ whether I like it or notǡǯ because culturally, when they go and 

complain, your uncle or your father or your friends will get [say], ǮGo 

back and marryǤǯ Because itǯs like weǯve accepted that norm hereǤ 

(A8) 
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A8 also added, however, that working solely with women would not be 

enough to change the status-quo:  

[We] will have to meet the men alone somewhereǥ Let the men 

know that by helping their womenȂ they are helping their own 

future. (A8)  

 

Implied within this conversation is the understanding that cocoa farming 

is gendered (women give their income to men), that gender is a social, 

cultural construct (the references to culture and norms), and that both 

men and women need to change in order for the status-quo to be shifted 

(futures can be secured by encouraging male farmers to support their 

wives).  

 

 Valorising work therefore helps to produce an understanding of 

gender as a cultural by-product, context-specific and changeable. Men and womenǯs roles are not staticǡ or Ǯnaturalǯ but can be changed in line with 
societal or business reform. Gender is thus understood as a social 

construct in that it is recognised that both men and women are socialised 

into the gender institutionǯs dominant normsǡ and thusǡ both men and 
women own some agency over their perceptions and potential change:   

 

Itǯs the roles Ȃ the assumed roles that are taken on within Ȃ within 

societyǥ But I think those roles are blurring (B4). 

 

Gradually we will have a change. But it is not easy. Some women, 

very qualified, will want to ask permission from their husbandsǥ. So 

their coming up depends on their frames of their mind. (A3) 

 

Ongoing contextualising work, which strengthens the hope of gender changeǡ consistently reiterates womenǯs role as cocoa farmers in a 
previously unrecognised industry (Barrientos, 2014). This also challenges 

the assumption that Ghanaian female cocoa farmers are mothers, kitchen-
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gardenersǡ and farm Ǯhelpersǯ rather than farmers in their own right. CSR 

practices that address women as cocoa farmers, and train them to be more productiveǡ help Ǯvaloriseǯ this identityǤ  
 Figure 14 helps illustrate the processes actors undertake to disrupt 

the gender institution through Valorising work. In summary, actors engaged in Ǯvalorisingǯ the need for gender equality through a rights-based 

narrative that championed the holistic empowerment of women in terms 

of voice, confidence and a full-role in society as an organisational goal. 

This institutional work helped to launch, and sustain engendered CSR 

practices that aimed to promote disruption of the gender institution in the 

cocoa value chain through farmer skills training, leadership training and 

quotas.  

 

Figure ͳͶǣ Valorising workǯs translation of gender into CSR practices to 

disrupt the gender institution 

Sourceǣ Authorǯs OwnǤ  
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above that understandings of gender create a feedback loop with 

organisational goalsǣ without questioning how women and menǯs roles 
came to be any kind of organisational action is difficult. As it is, CSR practices described here challenge the Ǯnaturalǯ status of women as 
homemakers by promoting the idea of women in leadership, an endeavour 

that has been partially successful in terms of getting more women in 

decision-making roles, and increasing women farmer members (see 

Section 5.3).  Thus, valorising work arguably begins to disrupt the gender 

institution in Ghanaian cocoa farming. 

 

 Valorising work is also supplemented by another form of 

institutional work: Legitimising work. In the next section I explore this 

form of institutional workǯs effects on the organisational goal of 
empowerment, the types of CSR practices undertaken, and ultimately the 

understanding, or acceptance, of what gender is.  As I will explain in the 

remainder of the chapter, the unintended consequence of legitimising 

work is to re-position women into traditional sex roles, with impacts on 

the experience of gender for cocoa farmers. 

 

 Before embarking on this, I want to again stress that these forms of institutional work do not Ǯdie outǯǡ but rather co-exist. Their frequency and 

power can be observed more acutely at times of change, such as with the 

injection of funding, or the release of a research report. In the day-to-day, 

however, actors may engage in both forms of institutional work at the 

same time. For example, consider the quotation below from a BCC staff 

member: 

 

Braithwaiteǯs exists to improve the livelihood of the farmersǥ 

And so at the end of the day, yes, if this [gender equality] is 

considered an area that is needed to improve the livelihoods of the 

farmers that are womenǥ But from what Iǯve seen and what 
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youǯve alluded toǡ thereǯs probably some output benefits from 

pursuing this programmeǤ So itǯs win-win. (B6) 

 

The first half of the quotation speaks to the socially responsible nature of 

BCC, through their Fairtrade business model, and how that relates to 

women cocoa farmers. This is evidence of moralising work. Yet B6 then signals a further legitimising factorǡ in that Ǯengenderingǯ CSR through a gender programme is argued to produce Ǯoutput benefitsǯ relating to profitǤ This Ǯwin-winǯǡ business case narrative is a key theme running 
alongside valorising work, and is suggestive of legitimising work.  

5.2. PERFORMING LEGITIMISING WORK TO DISRUPT 

THE GENDER INSTITUTION 
 

Working to ensure organisational members saw the value in gender as a 

CSR agenda (valorising) is not enough to ensure long-term organisational 

support and related action, especially related to funding. Actors also 

engage in Ǯlegitimisingǯ the moral case for gender equality by providing a 
business justification. In other words, engendering CSR requires a 

business case rhetoric behind it. Legitimising enables the valorising work to Ǯfitǯ with the existing institutions within the organisation (Hardy and 

Phillips, 1998): namely the fair trade (and thus commercial) remit of BCC 

and Adwenkor. It marries the moral case for promoting gender equality in 

the cocoa value chain with business related arguments:  

[Adwenkor] see the value. But that value has to be financial, 

cultural, and very explicit for them to really get behind itǥ What 

are the benefits to men and women and to the organisation as a 

wholeǫ So itǯs not just about womenǡ womenǡ womenǡ itǯs the whole. 

(B2) 
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We need to build a strong business case for Adwenkor and other 

supply chain partners (BCC staff; OBS5; 2013).   

 

These views reflect the narrative of business organisations creating Ǯshared valueǯ (Porter and Kramer, 2011) for both their economic needs and stakeholdersǯ social needsǤ 
Figure 15: Legitimising workǯs translation of gender into CSR practices to 

disrupt the gender institution 

 

1st order Concepts             2nd Order Themes             Aggregate Dimensions 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Adapted from Corley and Gioia (2004). 
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Figure 15 illustrates the iterative inductive techniques of coding of 

interviews, documents and observation notes (Corley and Gioia, 2004) 

(see Section 4.4, Chapter Four), to show that Legitimising work to disrupt 

gender consists of:  

 

1/ Promoting efficiency and productivity arguments for Ǯengenderedǯ CSR practicesǢ  ʹȀ Championing womenǯs economic empowerment as an 
organisational goal;  

3/ Focusing on numbers of men and women in leadership roles; 

4/ Focusing on monitoring and evaluation and; ͷȀ Championing womenǯs alternative income training programmes 
as new engendered CSR practices (discussed in Section 5.2.1). 

 

Figure 16: Themes relating to Legitimising work 

Sourceǣ Authorǯs OwnǤ 
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norms, such as monitoring and evaluation, efficiency, brand reputation and a focus on ǮtradeǯǤ ) outline these aspects of the work in sequence 
below. 

 Legitimising work draws on the idea that Ǯgender economics is smart economicsǯ ȋWorld Bankǡ ʹͲͲ͸Ȍǡ a trend in international 
development thinking quickly taken up and replicated throughout 

organisations in a good example of mimetic isomorphism (DiMaggio and 

Powell, 1983) (see Section 3.2.1 in Chapter Three for more). It 

strategically positions the promotion of gender equality as an efficiency 

argument for business. Such a position entails a number of assumptions. 

First, that women farmers are mothers, carers, guardians and 

communitarians. )ndeedǡ Adwenkorǯs external news coverage ȋoften instigated by BCCǯs media departmentȌ contained an almost universal 
description of the woman farmerǯs status as a motherǣ  
 

[The programme] helps me pay my childrenǯs school fees (NPR17, 

2007) 

 A widow and a mother of fiveǥǤ (NPR28, 2007). 

A widow and a mother of sevenǥ (NGO12, 2004). 

She is the proud mother of three (Blog13, 2011) 

She is the proud mother of a little boy, and provides extensive support 

to her father and brothers. (Blog13, 2011).  

Second, there is an assumption that women, as mothers, will take care of 

family-related issues, such as child labour, the family, and the long-term 

continuation of the cocoa community: 

 

I think women will be probably more supportive of our need and 

desire to ensure that child labour is not exploited. I think women 

will have a significant role in that, probably more so than the men. 

(B6) 
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Where women are strong, there's a good chance that their children, 

especially their daughters, will do well (NPR27, 2002). 

 

When we go to societies and talk to them, we explain things to the 

menȄwe say, womenǯs empowerment is for the family. Men 

understand and support them. (A4) 

 

LM: When I say Ǯgender programmeǯǡ what do you think the gender 

part actually means? 

B1: I meanǥ soǥ women and familiesǡ women become a shorthand 

for families. In some respectsǡ donǯt theyǫ 

 

Third, actors promoting the efficiency argument argue that women 

farmers recruit more cooperative members, remain more loyal and 

embody the cooperative spirit: 

 

Generally, you know as women, we talk, we socialise, we make the 

world go you knowǡ less seriousǥ So when you have women at a 

place, and there is tension, it is the women who bring the tension 

down... Women they hold the community, they hold the society, 

togetherǥ And as you work with the womenǡ everything starts 

flaming up. Just like that. Because they are the fuel, they are the 

ones that flame the co-operative up. (A5) 

 Fourthǡ actors argued that the gender programmeǯs onus on economic 
equality can lead to more cocoa production:  

 
Donǯt forget that if the person working is happy, it will definitely 

result to output on the farmǥ the womanǯs happiness will depend if 

they see their husband after [he gets] the [cocoa] moneyǥ it will 

affect this thing [productivity]. So you cannot divorce one from the 

other. (A8) 
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Notice also in the quotation above the repeated connection between womenǯs happiness and income. This reflects a recurring theme in that actors argue that farmersǯ greater income will lead to well-being benefits for individuals and their familiesǡ whilst providing Ǯoutput benefitsǯ ȋB͸Ȍ 
for the business.  

 The focus on income as a proxy for wellbeing enables actors to concentrate specifically on womenǯs economic empowerment as an organisational goalǡ which fits particularly well with Adwenkor and BCCǯs identities as businessesǤ )ncreasing women farmersǯ cocoa yields has an 

easily understandable benefit for both farmers and businesses. Indeed, the 

founding idea of fair trade is to develop human capabilities through alternative tradeǡ Ǯworking within the marketǡ against the marketǯ ȋCͶȌǤ  
 

 Further, legitimising workǯs promotion of economic goals presents 

a relatively easy model to monitor and evaluate, another key fit with existing institutional frames of referenceǤ For exampleǡ in Adwenkorǯs 
2007 monitoring and evaluation guide the two measurable items in 

relation to the gender programme are: 1/ Female participation in meetings andǡ ʹȀ Number of womenǯs economic projects ȋ)D͵ʹǡ ʹͲͲ͹ȌǤ 
Collection of quantitative data like this is crucial for securing future 

funding from external sources (ID35, 2001) and for securing legitimacy 

from BCC head office:  

 

If [Adwenkor] were good at holding data, and you could then very 

simply communicate top-line figures on gender- then it becomes 

much easier to have a conversation (B1). 

 

 Legitimising Work thus also champions a focus on numbers of men 

and women: in decision-making roles, such as on cooperative village 

committees; in economic roles, such as cocoa buyers; enrolled in 

alternative income projects, and as cooperative members in their own 

right. External documentation echoes this focus on numbers: for example, 
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figures on womenǯs representation on committees quoted in BCCǯs annual 
reports (2006; 2010; 2011); and blogs (2010; 2011). Ten NGO reports 

focusing on BCC as a best practice example make explicit and repeated 

reference to womenǯs representation in terms of numbersǡ and almost half 
of newspaper articles covering the gender programme follow suit. 

 In summary, the institutional work of legitimising hones in on 

gender equality as a mutual benefit for business, and for farmers. This reflects both the current trend for a Ǯbusiness case for genderǯǡ and an easy fit with the organisationsǯ identity as businessesǤ  As the focus falls further on Ǯtradeǯ as a development strategyǡ womenǯs economic empowerment 
becomes the predominant organisational goal with regard to engendered 

CSR. Associated with this is a renewed focus on collecting numerical data, and on measuring success through womenǯs representation on projects 
and in roles, again aspects commensurate with business operations. In the 

next section, I show how legitimising work promotes specific CSR practices which promote womenǯs economic empowermentǤ This focus on economic development also has an effect on actorsǯ understanding of 
gender, and eventually, the success of institutional change on gender.  

 

5.2.1. LEGITIMISING WORK AND ITS TRANSLATION INTO CSR 

PRACTICES 
 

Following on from the legitimising work described previously, the early 

2000s saw the adoption of new Ǯengenderedǯ CSR practices at Adwenkor, 

which are intended to alleviate womenǯs poverty ȋand thus disrupt the 
gender institution) through alternative income generation, such as soap-

making (ID11, 2001). 

 

 Actors engaged in further legitimising work by seeking, and 

winning, an external funding stream to expand training and capacity 

through microcredit facilities offered to womenǯs groups ȋ)Dͳͳǡ ʹͲͲͳ; 
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ID10, 2001; ID12, 2001; ID15, 2002). Later, in the mid-2000s further help from an international womenǯs NGO allowed Adwenkor to develop more 
alternative income generating training programmes, including handicrafts 

such as tie-dye and batik printing (Figure 17), soap-making from cocoa by-

products, palm oil processing, and gari processing (a sort of flour made 

from cassava roots) (OBS5, 2013; C3). 

 

Figure 17: Tie-dye cloth manufactured by female cocoa farmers enrolled on 

Adwenkorǯs gender programme  

 

 

 

 

 

 

    

   Sourceǣ Authorǯs OwnǤ 

 

Why is it that the gender programme has since then focused almost 

exclusively on alternative income generation for women cocoa farmers? 

Valorising work impresses onto organisational members the moral imperative for improving womenǯs livesǡ but for Adwenkor to instigateǡ 
and then sustain engendered CSR practices they need to secure outside funding sourcesǡ sources keen to be part of Ǯwomenǯs economic empowerment programmesǯ (Cornwall, 2014). Furthermore, Adwenkor 

staff explained that women farmers themselves were involved in a shift in 

translation to CSR practices in their requests for access to credit: 
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When it [the programme] started, it was more of capacity building. 

Skill training. No microcredit. But the women asked for it, they 

actually requested for microcreditǡ becauseǥ Capacity building 

good. Skill training good. But if you teach me to drive and I do not 

have a car, what do I do?... And they started with the group work. 

(A5) 

 Women farmersǯ demand for microcreditǡ the winning of outside fundingǡ 
and the narrative of the business case concreted the shift in organisational goalsǣ from a more Ǯholisticǯ output ȋwith its emphasis on womenǯs Ǯvoiceǯ 
and representation in the organisation as cocoa farmers) to an almost exclusively economic empowerment focusǤ ǮNewǯ CSR practices which 
focused on income were also easily legitimised at the local farm level, in 

the sense that farming men and women appreciated the utility of more 

cash in hand. This is reflected in GALS group discussions where both men 

and women participants requested further alternative income training and 

microcredit offers (see Section 5.3.3.2).  

 

 Implicit in this shift in goals is a different understanding of how the 

gender institution can be disrupted: from the idea that CSR practices 

should politically and socially empower women as individuals into positions of power and ǮvoiceǯǢ to a focus on ensuring development and 
gender equality through engendered CSR practices that aim to increase 

income. Yet the focus on access to credit, and income-generation projects 

arguably eclipses the other aspects of CSR practices that valorising sought to promoteǡ such as leadership training to promote womenǯs voiceǡ 
confidence and so on: 

 

There was a very pragmatic streak in the way that it was born, but 

there was a very idealistic undercurrent to everythingǥ You knowǡ 

itǯs one of the things I look at TradeFare and thinkǥ over the 

yearsǥthings get lost. (C4) 
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For some time nowǥ they [CSR practices] became credit-based, so 

most women came to the gender programme with the intention of 

getting microfinance, and not learning the leadership skills, the 

integral skillsǥ it was just credit, credit, credit. That was not 

good. (A1) 

A shift in CSR practices is unsurprising given the funding and resource 

limitations facing gender programme staff, coupled with the pressures to 

conform to alternative income generating projects (C2; A4; see also 

Section 6.1 in Chapter Six). 

 In summary, legitimising work translates gender into CSR practices 

through promoting an organisational goal of womenǯs economic 

empowerment, primarily through the sharing and repetition of the 

argument that economic empowerment leads to increased productivity, efficiencyǡ incomeǡ and assumed gender equalityǤ )mproving womenǯs 
access to cash has taken precedence in the CSR programming, with a focus 

on alternative income projects. In the following section I explore further how these particular practices make sense of Ǯgenderǯǡ and how they have influenced actorsǯ understanding of genderǤ ) argue that the focus on 
alternative income generation, away from cocoa farming, has 

unintentionally reinforced the notion of Ǯgender as biological sexǯǤ  
5.2.2. MAKING SENSE OF GENDER THROUGH LEGITIMISING 

WORK 
 

Legitimising work stresses that economically empowering women is 

beneficial to families, communities and the cocoa business itself. Yet 

concentrating on alternative income as opposed to promoting womenǯs 
productivity and efficiency in farming is contradictory. It arguably leads to 

the unintended maintenance of the gender institution, since women are 

re-positioned back to their Ǯinvisible roleǯ ȋCʹȌ in the cocoa value chainǡ as Ǯnon-farmersǯǤ  
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 A8 explains thatǣ ǮWe felt thatǥ we should find something for the 

woman to also doǤǯ Implicit in this statement in the assumption that women arenǯt involved in cocoa farmingǡ which the literature ȋChapter 
Two) and GALS evidence (Section 5.3.3) contradicts. Male farmers echo 

this position when arguing that women should be trained to trade in small items to take them away from cocoa farmingǡ Ǯwork which is not so tediousǡ or so hardǤ They would feel comfortable doing those worksǯ 
(FGD2). Thus women are erased from cocoa farming once more, and sent back to the domain of the household and Ǯappropriateǯ trades such as 
soap-making and tie-dye crafts. 

 

 It could be argued that legitimising work, and its appropriation of 

the economic empowerment efficiency arguments, re-frames organisational membersǯ understanding of gender to one synonymous 
with biological sex. Positioning women as first and foremost mothers 

(through the efficiency arguments), and as non-cocoa farmers (through 

alternative income practices) places women in static roles with prescribed 

acceptable behaviour. Understanding gender as sexǡ as Ǯnatural differenceǯ 
between men and women has an arguably reductive impact on gender 

policies, programmes and objectives, and is argued to re-create patriarchal 

norms (Moller-Okin, 1998a; Nussbaum, 1999), thus stalling any disruption 

to the gender status-quo.  

 

 As I will detail further in Chapter Six, contestation over the form of Ǯengenderedǯ CSR practices between Adwenkorǡ TradeFare and BCC breaks outǤ BCC worry that Adwenkorǯs approach to gendered CSR 

actually reduces the number of women farmers producing cocoa for their chocolate productǣ ǮWhat worries me is that by looking at income-generationǡ you allow it to be put on the sideǯ ȋBͳȌǤ They addǣ 
I think the best thing Adwenkor can do is to actually get women Ȃ you 

know, women and men farmers to be as efficient and effective as 

they can be, being cocoa farmersǤ Thatǯs their commonalityǨ So if 
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you could get them to increase their yield, and earn more income, 

thatǯs the thing you can most Ȃ presumably Ȃ you could most easily 

effect.  

 

 

Figure 18: Legitimising work and its translation into CSR practices, and 

influence on understandings of gender, and the gender institution. 

 

 

 

 

Sourceǣ Authorǯs OwnǤ 

 

Figure 18 therefore illustrates how actorsǯ purposive work to disrupt the 
gender institution is thwarted. The focus on economic empowerment and 

the prominence of alternative income schemes promotes the traditional 

view of women as homekeepers, and not as productive cocoa farmers. 

There has been a mis-translation of the business case, since current CSR practices will not Ǯincrease yieldsǯ ȋBͳȌ for women farmersǤ Alternative 
income schemes do little to challenge the gender institution in Ghanaian 

cocoa farming in terms of social and political equality in the cocoa value 
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chain (ACA8, 2009; NGO7, 2013). Furthermore, as I will next explore 

through the GALS findings, the economic empowerment of women 

through these practices has been weak. Thus, the gender institution is 

unintentionally maintained through engendered CSR practices at 

Adwenkor. 

5.3. GENDER IN THE COCOA VALUE CHAIN: DISRUPTED 

AND MAINTAINED 
 

In the next sections I explore the political, social and economic dimensions of how Adwenkorǯs CSR practices have influenced the gender institution in 

Ghana, focussing particularly on the experience of cocoa farmers. I do this 

by drawing on three sources of data: interviews with staff, existing 

research reports and my own GALS workshop data, which includes 

diagrams, observations and focus group discussion (see Section 4.3.4 in 

Chapter Four).  

 The caveats for this sectionǯs claims are threefoldǤ Firstǡ Ghana itself 

is an incredibly diverse country, with 25 million people hailing from over 

90 different ethnic groups. It is very difficult to claim a single truth about Ǯgenderǯ in Ghana (Baden et al., 1994) so these findings are only applicable 

to Ashanti and Western Regions, where the research was carried out. 

 Second, generalisations are not sought here, as the sample size for GALS workshops is very small in comparison to Adwenkorǯs large membership baseǤ Ratherǡ the workshops offer a snapshot of Ǯthe gender institutionǯ for those women and men ) spoke to in ʹͲͳ3. To offer wider 

findings on the gender programme I also draw on existing research on 

Adwenkor and the findings from household surveys administered in 2013 

by the larger research evaluation team. Table 26 collates summary 

findings of how experiences of gender have been changed, or not, by 

engendered CSR practices. These sources of data offer a triangulation of 

findings which support the conclusions I reach in this chapter: namely that 
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Ǯengenderedǯ CSR practices in the Adwenkor case have only been partially 

successful at disrupting the gender status-quo.  

Table 26: Gender Inequalities,  CSR Practices and Key Findings from Overall 

Programme Evaluation (2012-13) 

Gender Inequalities in 

the Ghanaian Cocoa 

Value Chain 

(Data generated from 
Lit.Review and Interviews) 

Engendered CSR 

Practices at 

Adwenkor 

(Data generated from 
Interviews and 
Document Analysis) 

Key findings from 

Evaluations  

(Data generated from 
extant research; interviews 
and GALS workshops) 

-Men historically given 
greater opportunities than 
women in economic, social 
and political life 

Gender equality in 
representation 
written into supplier cooperativeǯs 
constitution 

Successful in terms of womenǯs political influence 
in decision-making roles, 
and in buy-in from 
organisational members. 

-Women historically 
under-represented at all 
levels of cocoa industry. 
-Women face structural 
barriers to leadership roles 
e.g. lack of education; lack 
of land; lack of confidence 

Quotas for female 
representation in 
cooperatives at 
village, district and 
committee levels 

Successful, with some 
exceptions at village level. Womenǯs representation 
also means increased 
visibility and voice of 
women in decision-making 
e.g. on the board. 

-Women have less formal 
education, literacy skills, 
confidence and experience in ǮleadingǯǤ 
-Women have little, or less-
fertile land.  
-Women lack time. 

Skills training for 
women in leadership, 
farming and business 
skills 

Partially successful. This 
type of training not 
available to majority of 
women. 

-Women typically have 
little access to, or control 
of, money from cocoa 
farming.  

Launch of womenǯs 
groups for 
microcredit schemes 
 

Partially successful. Some 
women unhappy having to 
work in groups. Groups 
continue to be peripheral 
to cooperative governance. 

-See above. Special conditions for individual womenǯs 
enrolment into 
microfinance 
provision 

Partially successful. 
Mismanagement and 
funding problems meant 
services failed to keep up 
with demand  

-Lack of control of cocoa 
income but full 
responsibility for the 
household means women 
may face greater poverty, 
impacting on the family. 

Skills training for 
women in alternative 
income generation 
e.g. crafts 

Partially successful. No 
evidence of economic gain 
for women, but some 
evidence of and social 
empowerment e.g. 
increased confidence. 

 

Third, the GALS analysis primarily focuses on the data produced through the Ǯgender treeǯ diagrams ȋsee Section 4.3.4.1, Chapter Four). These 
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capture the distribution of labour, ownership of assets, and decision-

making and control of expenditure between men and women, as generic 

indicators of predominantly economic dimensions of gender equality 

(UNECA, 2011).  

 Group discussions and observations aimed to generate data on 

holistic, less tangible indicators of gender equality, which encompass the 

social and political dimensions of gender, such as capability to contribute 

to the discussion, permission to speak, or enter the group, and so forth. These indicators of the Ǯgender institutionǯ are in no way comprehensiveǡ 
but they offer an acceptable baseline for observations on gender in the 

Ghanaian cocoa value chain (UNECA, 2011). Further, while there is 

immense overlap between the economic, social and political dimensions of 

gender, for the sake of clarity I attempt to separate them in the analysis 

below. 

5.3.1. CHANGING POLITICAL DIMENSIONS OF THE GENDER 

INSTITUTION IN COCOA FARMING 
 As Chapter Two explainedǡ in most areas of Ghanaian public life womenǯs 
representation remains low. Few women lead businesses, or sit on boards 

(Ghana Statistical Service, 2009). In cocoa farming, the number of women 

involved in the marketing, buying or selling of cocoa is small (INTRACEN, 

2010). There are few women members in cocoa cooperatives (UTZ and 

Solidaridad, 2009), and their roles as presidents or secretaries remain at 

3-4% (UTZ and Solidaridad, 2009). It was for this reason that Adwenkor instigated a quota for womenǯs representation at various decision-making 

levels of the organisation.  

 The success of this policy is demonstrated in the rise in women 

members of the cooperative (now at around 32%) (Adwenkor database, 

2013), and in numbers of women in authoritative positions on Adwenkor 

boards, on general committees, and as cocoa purchasing clerks. When put 

in context with the relative lack of women in business and politics within 



 
 

200 

 

Ghana, and within the cocoa value chain, it suggests that the political 

dimension of the gender institution has been somewhat disrupted by womenǯs leadership training and gender quotasǡ as part of Adwenkorǯs Ǯengenderedǯ CSR practicesǤ 
 

 However, the low numbers of female cocoa purchasing clerks 

remains a specific area of concern for BCC and Adwenkor, as the role holds 

not just political clout and power, but rewards individuals with a larger 

income (B1). Despite the majority of external documents (blogs and 

newspaper reports) highlighting the women who had made it into the role, 

in reality only 3% of cocoa purchasers for Adwenkor were women 

(Adwenkor database, 2013).  Furthermore, as a symbol of economic, 

social, and political equality, the lack of women purchasing clerks suggests 

that traditional norms on gender roles, and thus the gender institution, remain strong in Adwenkorǯs cocoa value chainǤ The discrepancy over 
numbers of female cocoa buyers was a point of contention between 

partner organisations, conflict discussed in the next chapter.  

 GALS workshops were limited to the measurement of political 

empowerment through membership of the cooperative, or committee 

roles. In all focus groups, the majority of Adwenkor cooperative members 

were men, and the majority of those with cooperative roles (e.g. treasurer) 

were men. In no field visits did I encounter female presidents, treasurers 

or cocoa buyers in the village cooperative committee. However, a 

significant number of households contained both male and female 

members, suggesting that men had gifted a portion of farming land to their 

female relatives in order for them to be members in their own right.  This 

is because women must be land-owners to become a cooperative member, 

and thus have a say in the running of the organisation. Solely women-

headed farms are still relatively rare, applying mainly to widows or 

divorcees (see Table 28). My observations from workshops recorded that 

in villages with a longer history of gender programming women appeared 

to be more vocal, confident and physically interspersed with men during 
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the communal meetings (OBSGALS1; 4). This is also another indicator of 

social empowerment, detailed below.  

5.3.2. CHANGING SOCIAL DIMENSIONS OF THE GENDER 

INSTITUTION IN GHANAIAN COCOA FARMING 
 

Social empowerment entails fostering self-confidence and freedoms for 

individual capabilities and human flourishing (Sen, 1997; Cornwall, 2014). Thusǡ womenǯs independent decision-making and freedoms were 

important to capture in the GALS workshops. In the initial diagramming 

activity, which we used to assess overall decision-making in the 

household, 77% of participants circled the male figure as the Ǯone in chargeǯǤ Yet women also appeared independent in other waysǣ they had 
separate lives from men in terms of roles, activities and expenditure (see 

Sections 5.3.3.1-2). This is explained as Ǯindividuationǯǣ a key Ǯvalue on 
personal autonomy and dignity for men and womenǯ which exists amongst 
many Ghanaian cultures (Clark, 1994: 107) (see Chapter Two).  

 Yet the GALS workshop data suggests that the Ǯengendered CSRǯ 
model has made little headway in challenging domestic gender norms, and 

therefore in freeing up women to engage further in social and political life. 

Across all workshop groups, women do almost all of the household work ȋsee ǮDomestic Workǯ in Table 27, Section 5.3.3.1). In smaller, rural communitiesǡ where clean water was some distance awayǡ womenǯs time 
was spent largely on household work, especially carrying water, and 

cooking, which also depends on the proximity of water sources. Reflecting 

other time-use surveys (e.g. Wodon & Blackden, 2006)ǡ womenǯs time was 
thus taken up with domestic work, leaving little time to invest in 

alternative income generating, cocoa farming or leisure: 

The women are also burdened with household choresǥthe women 

do double-work. Mean that, after assisting them with the farm work, 

when they come home they also do household chores, so it is hard for 

the woman. So that is why, we see that when it comes to the roots of 



 
 

202 

 

the tree, it is, somewhat destroying the woman. ȋMenǯs sessionǡ 
FGD4). 

 The dominance of womenǯs time by domestic work was also a topic 
of great discussion during workshops. Drawing on their gender-tree diagramsǡ women talked of the Ǯroots almost covering the womenǯ ȋFGDͶȌǡ 
and voiced that it was unfair that they did all of the household chores. 

Surprisingly, often men agreed, and some male groups committed to helping with household workǡ Ǯand not leave it all on one sideǯ ȋFGDͳȌǤ One young man suggested the men could Ǯhold the babies whilst the women 
cook the evening mealǯ ȋFGD͵ȌǤ )t appears that those of a younger 
generation see the benefit in sharing workload, at least in principle.  

 In groups where husbands and wives were present, however, a comparison could be made between diagramsǡ and often menǯs 
consideration of womenǯs time and work was grossly underrepresented 
(Figures 19 and 20). This suggests that womenǯs status is still considered second to menǯsǡ in terms of the importance of their various rolesǤ Women 
are not given the opportunity to increase their roles outside of the 

homestead because it is taken for granted that they will carry out the 

tiresome and time-consuming burden of domestic work. 

 Women were frustrated because despite carrying out a large 

proportion and range of work, they had little say on how the rewards from 

their labours would be spent, as reiterated in the control of expenditure 

diagram results (Section 5.3.3.2). Women argued that ǮMen should allow women to take part in decision makingǯ ȋFGDʹȌǤ Echoing Clarkǯs ͳͻͻͶ 
study, women talked of gender wellbeing in terms of husbands Ǯshowing us loveǯ ȋFGDͶȌ and spending time with their wivesǤ They wished for more 
control of money and/or opportunities to make their own money, to 

ensure the healthy running of the household (FGD2; FGD4).  

 Womenǯs discussion groups often expressed their disaffection with shoutsǡ grumbles and heated exchanges between them and the menǯs 
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groupsǤ )t was observed that in those villages with womenǯs groups the 
women themselves appeared more confident and vocal, and happier to 

participate in the diagram drawing (OBSGALS1; OBSGALS2). They were also more likely to challenge the menǯs answers in the group discussion 
sessions, suggesting a higher level of social empowerment overall through 

being organised.  

 Thus, the disruption of the social dimensions of the gender institutionǡ through Adwenkor and BCCǯs gender programmeǡ has been partially successful hereǤ Although womenǯs freedom to engage in wider 
society is arguably limited because of their expected household roles, 

there is some evidence to suggest that CSR practices which support 

women to form groups promotes a form of social empowerment. The 

connection of these groups to economic income, however, is tenuous, as 

will be discussed in the next section. Furthermore, social empowerment 

could be hindered by encouraging women into more alternative income 

streams when their free time is already fraught.  
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Figure ͳͻǣ Male farmerǯs Gender Treeǡ Western Region.15  

 

This farmer owns the land, housing and money. He only lists cooking, carrying waterǡ growing aubergine and carrying firewood as womenǯs work ȋbottom leftȌǤ 
Shared tasks are planting, drying and fertilising cocoa (middle under trunk). His 
work (right side) comprises of clearing and weeding land; carrying, harvesting, 
bagging, weighing and selling cocoa. He lists the only female expenditure 
decisions to be regarding haircuts. In terms of time use, he circles (in blue) 
planting, harvesting and weeding as the most time-consuming tasks for the 
household. 

Sourceǣ Authorǯs OwnǤ 
                                                           
15 For help in Ǯdecodingǯ the gender tree diagrams, Appendix 7 contains a symbol key. 
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Figure ʹͲǣ Female Farmerǯs Gender Treeǡ Western RegionǤ  

 )n contrast to her husbandǯs treeǡ the woman lists much more work on her ȋleft-
hand) side, including the growing and selling of bananas, aubergine, cassava and 
onions. She also processes gari for extra income, as well as contributing to the 
drying and planting of cocoa. She lists cooking, laundry, sweeping, carrying water and childcareǤ The husbandǯs work ȋright sideȌ is cocoa-farming heavy, but she also notes Ǯworkǯ he has missed offǣ such as caring for fowl. Again, her only 
expenditure control is on hairdressing, and her clothing. She agrees that 
harvesting and planting take up time, but adds that in her experience cooking 
takes up the most time (circled in green, left). 

Sourceǣ Authorsǯ OwnǤ 
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5.3.3. CHANGING ECONOMIC DIMENSIONS OF THE GENDER 

INSTITUTION IN GHANAIAN COCOA FARMING 
 

5.3.3.1. GENDERED WORK ROLES 
 Focus on alternative income generation reflects the organisationsǯ focus 
on economic empowerment and development. GALS workshop data 

generated a snapshot of what work women and men were carrying out, 

and what rewards they got from this work. In a more economically 

equitable system, women will have freedom to work in more lucrative 

roles, and to spend their rewards as they wish. Yet as I have already outlinedǡ womenǯs time is being taken up predominantly with household 
chores, leaving less time for cocoa or alternative income work. In the next 

sections, I also outline how women are working on the cocoa farm but 

receiving little in terms of income, and have little say on how income is 

spent. Furthermore, those enrolled on alternative income schemes report 

little income benefit due to a lack of market.  

In terms of the division of labour on cocoa farms, overall women 

and men within the GALS workshops tend to engage in certain separate 

tasks (Table 27), in accordance with extant studies (e.g. UTZ and 

Solidaridad, 2009)Ǥ  Men are more likely to do Ǯheavierǯ workǡ such as 
bagging, weighing and clearing land. In discussions, physical strength was 

the reason given why men had these roles (thus equating gender roles 

with physical characteristics), although this could also be related to 

Adwenkor cooperative membership and access to inputs such as 

equipment, like trolleys (a gendered cultural by-product). Women often talked of Ǯhelpingǯ men with weedingǡ planting and fetching water for the 
farm, and readily included these on their gender tree diagrams, indicating 

their everyday involvement in cocoa farming. Male participants were less 

likely to acknowledge this Ǯhelpǯǡ loading most cocoa activities onto their 
side of the diagram (see examples in Figures 19 and 20). This suggests that 
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men consider cocoa farming to be their responsibility and domain of influence whilst they regarded women as being Ǯelsewhereǯ.  
 Further, the numbers of registered female cooperative members 

compared to the number of reported female cocoa farmers indicates that Ǯwives ofǯ cooperative farmers contribute to the fair trade cocoa cropǤ This 
is controversial, and contradictory, given that the basis of Fairtrade is to 

reward its cooperative members with remuneration and communal 

benefits from their produce. Non-members such as these women, despite 

their labour, are not entitled to these (see Figure 21).  

 

Within the GALS workshops, we were unable to access the most 

vulnerable cocoa farmers (Figure 21). This is because Adwenkor members 

are the land-owners, not the land-workers. Thus, the individuals actually 

working the land are sometimes unable to benefit from CSR, or Fairtrade, 

programmes: an issue raised by many interviewees (C4; C3; C1; B1; B2; 

A8). This meant that those farmers we had access to for workshops were 

Table 27ǣ Womenǯsǡ Menǯs and Shared Work  
(ordered by most prevalent tasks. Tasks taking up the most time per day in 

boldǤ Data from GALSǯ diagramsȌ 

 

 Women Men Shared 

Cocoa 

Work 

Fetching water, 
weeding, planting, 
breaking pods, 
fermenting, drying. 

Spraying 
pesticides/fertilisers, 
clearing land, selling 
cocoa, fermenting, 
breaking pods, drying. 

Planting, 
Weeding, 
Breaking pods, 
drying, 
harvesting. 

Other 

Work 

Garden vegetable 
growing and selling 
(e.g. cassava, plantain 
and peppers); Petty 

trading; Livestock 
and fowl rearing; 
palm oil extraction; 
batik-making. 

Rearing livestock; taxi-
services; petty trading.  

N/A. 

Domestic 

Work 

Cooking food, 
fetching water, 
childcare, fetching 
firewood, laundry, 
sweeping,  

N/A Childcare, 
fetching water. 
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members and wives-of-members, although there may be other individuals 

working plots of land on behalf of those members present, especially in 

the more lucrative cocoa-growing Western RegionǤ Thus the Ǯinvisibility of female cocoa farmersǯ ȋCʹǢ C͵Ȍ is reflected in Adwenkorǯs cooperative policy and in male farmersǯ gender tree diagramsǡ which both continue to ignore work outside these rulesǤ Thusǡ in this regardǡ Ǯengenderedǯ CSR 
practices do little to change women and menǯs roles in cocoa farming. 

 

Figure 21: Segmentation of the Cocoa Economy by sex and average 

earnings. Dashed line represents limit of CSR and Fairtrade practices 

 

 Source: Adapted from Chen et al. (2005) 

 

This is a limitation of the case study, but also a stark finding when it comes 

to the utility of CSR practices to reach the most vulnerable in the value 

chain. As others have argued, CSR in the form of codes of conduct, and 

programmes, often only reach those with employment contracts: the 

visible workers of the value chain (Barrientos et al., 2001; Prieto-Carrón, 

Low 
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2004). This cocoa case study corroborates this research, demonstrating 

too that the Fairtrade cooperative model also ignores those at the Ǯbase of the pyramidǯǡ not afforded Ǯmemberǯ status ȋsee Figure 21). This inequity, as the figure showsǡ is also genderedǡ with more women Ǯhelpingǯ 
caretakers, or members, than heading up the supplier or owning land 

outright. 

In terms of work outside cocoa farming, women are likely to be 

engaged in income generation in addition to cocoa farming, with or without support from Adwenkor and BCC ȋsee ǮOther Workǯ in Table 27). 

These include farm-related activities and service-based trades. Men tend 

to concentrate on cocoa farming, although in locations nearer towns or 

cities they take up petty trading or taxi driving as opportunities present themselvesǤ )n terms of the explicit trades promoted by Adwenkorǯs 
gender programme, a small number of women engage in batik and tie-dye 

making, and palm-oil extraction but very few engage in grass-cutter 

rearing, gari-processing, or soap making, all of which have been an explicit 

focus of the engendered CSR practices put in place. This is an important 

consideration when assessing the utility of the gender programme to 

economically empower women: for if few women are taking up the training and applying skillsǡ the programmeǯs aims can be said to have 
faltered. 

5.3.3.2. GENDERED ECONOMIC REWARDS 
 

Adwenkorǯs farming women are still unlikely to own their own landǡ 
housing or money unless they are widowed (Table 28). Where households 

involve a couple, the landowner is in most cases male.  However, the focus groups suggested that the number of Ǯsharedǯ landholdings is increasing, 

seemingly more so in the Western Region where cocoa farms are larger. In 

line with previous research (Quisumbing et al., 2004) anecdotal evidence suggests that it is becoming more commonplace for men to Ǯgiftǯ portions 
of land to their wives or female family members, enabling them to become 
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cooperative members in their own right. One male participant explained 

that receiving farming inputs (e.g. more tools) for each member of the 

cooperative has been an incentive. This is a promising potential means for 

CSR practices to drive changes in gender equality through incentives, since 

without land ownership women cannot receive the full benefits of fair 

trade membership.     

 

Table 28: Ownership of Assets by Sex (percentage of GALS workshops 

participants) 

 Male-owned Female-Owned Shared between 
both partners 

Land 49% 16%* 35% 

Housing 57% 7% 36% 

Money 69% 12% 19% 
*8% widows Where women are engaged in Adwenkorǯs alternative income-

generating projects, such as batik or soap-making, the proceeds tended to 

be limited and used for the purchase of cheaper items such as school 

materials for children. This limited evidence suggests that women may use 

their further income to support their families, but there is little systematic 

evidence to support this. In discussion, women and men said that any 

income from the projects was extremely small. Indeed, in one workshop some women declined to include the work as Ǯincome-generatingǯ at all 
(FGD1). Yet men generally agreed that they should support women 

financially to launch non-cocoa based income activities, with trading being 

favoured, supporting the idea of women as non-farmersǡ Ǯhelpersǯ ȋFGDͳȌ or Ǯassistantsǯ (UTZ and Solidaridad, 2009).  

 GALS data shows that men dominate expenditure decision marking 

(Table 28), and since womenǯs ownership ofǡ access to and control over 
finance is limited, it seems that men give women a fixed household budget to purchase larger items listed on the womenǯs side of the gender treeǡ 
such as clothing and so on. Whilst food is often categorised as a male or 

shared expenditure, women are tasked with the actual purchase of food. 
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Yet, women complained that money given to them for household expenses 

was not adequate for their needs:  

The men contribute money so small or nothing at all when it 

comes to spending money on food, clothing and education for 

the children. What the men does, is, that if he gives you chop money, 

money for spending in the houseǡ he doesnǯt care whether the money 

will be enough or not. If she spends one million, one thousand, he 

doesnǯt careǡ he will just put so he is finished with itǤ So we are 

appealing to the men to give us money enoughǤ ȋWomenǯs sessionǡ 
FGD2). 

 In summary, although overall there appears to be some changes 

with regards to sharing of assets between men and women, women are 

still unequal in terms of economic collateral with regards to their male 

counterparts. Women carry out more labour overall, especially at home 

(Table 27). They contribute to cocoa farming, and alternative income 

generation but are rarely rewarded for their efforts through decision-making or control of expenditureǤ Men continue to disregard womenǯs 
efforts at home, and on the farm.  

 Further, the alternative income projects which Adwenkor 

champions, such as soap-making and batik, appear to have minimal effects 

on the economic dimensions of gender. Interviews with Adwenkor staff 

managing the project explained that one problem is that there is no 

market for the goods women produce: batik is expensive and thus not 

purchased within communitiesǡ and the soap is Ǯrawǯ ȋAͶȌ ȋor less politely putǡ Ǯnastyǯ ȋCͶȌȌ and thus unappealing for local women who prefer to buy 
imported soap from markets.  

 Yet Adwenkor continue to push for alternative income projects 

(OBS5, 2013), arguing that a shop, or trading business, should be opened 

as an avenue for the crafts women are making (A4; A8; A1). This is at odds 

with the GALS discussion groups which suggest that women and men are 
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more supportive of training for petty-trading opportunities that would be 

marketable in their local vicinity, such as small-baked snacks or cooked 

food (C4). This is especially important in more rural farming 

environments, where opportunities outside of the rural environment are 

fewer. Furthermore, current numbers of women enrolled on alternative 

income training remains low. Without either the will of women to take up 

alternative income training, or the markets to sell the fruits of their efforts, 

the aim to economically empower women remains unfulfilled. The gender 

institution, in terms of economy, is inadvertently maintained through CSR 

practices that have little promise for the economic empowerment of 

women cocoa farmers.   

5.3.4. SUMMARY: THE PARADOXICAL CASE OF GENDER IN 

ADWENKORǯS VALUE CHAIN 
 

The analysis of the GALS workshops data offers a snapshot on how the 

gender institution plays out for men and women producing cocoa for 

Adwenkor. Returning to my two research sub-questions, in terms of how CSR practice influence actorsǯ understanding of gender ȋRSQʹȌǡ gender 
appears considered along the lines of biological sex, in that there are Ǯmenǯsǯ and Ǯwomenǯsǯ rolesǡ which are often put down to their Ǯnaturalǯǡ 
innate or physiological differences. While in some instances, (e.g. the 

rising number of women farmers owning land; more women running for 

cooperative positions) gender roles appear to have shifted, there is still an understated expectation that womenǯs role is mainly in the homeǤ Certainlyǡ farmersǯ requested for Adwenkor to further provide women 
with microcredit and localised trading options. There was little mention of 

help for women to become better cocoa farmers, despite their demonstrable participationǤ This is perhaps because men still Ǯownǯ the 
income from cocoa farming. 

 In terms of the third research sub-questionǡ Ǯ(ow do engendered 

CSR practices influence gender in the value chain for targeted farmersǫǯǡ ) 
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want to first reiterate the tentative nature of the  conclusions reached here 

from the analysis of GALS data, which does offer just a glimpse into a small 

percentage of Adwenkor farmers. That said, the evidence suggests that the amelioration of gender inequalities through womenǯs economic 
empowerment has not been realised. It cannot be said with great confidence that womenǯs economic empowerment has occurred through 
the foundation of womenǯs groups and alternative incomeȂgenerating 

projects. Microcredit facilities have all but disappeared under the vast 

demand for their services (A1; A4; A8; C1; C3).  

 Furtherǡ whilst divisions between men and womenǯs roles and 
identities stand firmǡ women are not Ǯfreeǯ to take part in other activitiesǤ Womenǯs time is taken up with domestic choresǡ childcareǡ eldercareǡ 
community work and so on, whilst contributing to cocoa farming and 

other income streams. Yet their contribution to cocoa farming is still 

largely unrecognised by their male peers, and in policy terms, by Adwenkorǯs membership rulesǤ )n shortǡ from an economic perspective the 
gender institution in the cocoa value chain appears incumbent. 

 On the other hand, the gender institution can be said to be Ǯdisruptedǯ due to the undeniable advances made in womenǯs political representation within Adwenkorǯs cooperative structureǤ Whilst the 
numbers of female cocoa purchasers remain low, the fact that there are 

any female buyers within Ghanaian cocoa culture is notable. Furthermore, 

within the partner organisations there is generally acceptance that women 

should be, and can be, active in all areas of business life, contrary to the 

figure of just 3-4% of female cooperative members cited in the UTZ (2009) 

study. Finally, observations between villages with and without gender 

programming suggested that confidence and wellbeing were increased by being involved in a womenǯs groupǤ Thusǡ the holistic ȋsocial and political 
equality) empowerment of women is underway.  

 



 
 

214 

 

5.5 CONCLUSIONS 
 

In drawing this first empirical chapter to a close I refer back to the original 

research question and sub-research questionsǤ Namelyǡ Ǯ(ow do business 
organisations translate gender into CSR practices, and how may this influence the understanding and experience of gender in the value chainǫǯ 
The answers to these separate sub-research questions, on translation of 

gender into CSR practices (RSQ1), influences of these on understandings 

of gender (RSQ2), and outcomes for farmers (RSQ3) are heavily 

interrelated.  

In order to translate gender into CSR practices actors engaged in 

two forms of institutional work to disrupt gender: valorising and 

legitimising work, encompassing building a moral, and then business case, for Ǯengenderingǯ CSR practicesǤ Both these forms of work championed different organisational goals with regard to womenǯs empowermentǡ and 
resulted in different approaches to engendered CSR practices: from 

values-led leadership training and quotas for womenǯs representation, to a move to womenǯs economic empowerment programmesǡ somewhat to the 
expense of other practices.  

In terms of RSQ2, I showed how each form of institutional work had a different influence on actorsǯ understanding of genderǡ both purposeful 
(as with the valorising work) and unintended (as with legitimising work). Actors within the organisations demonstrated a Ǯflip-flopǯ between 
understandings of gender as a cultural construct, and as an innate 

biological phenomenon. In answer to RSQ3, I outlined the results of the 

GALS workshops to demonstrate that the influence of engendered CSR 

practices has been paradoxical: in some ways disrupting the gender 

institution in Ghanaian cocoa, but in other ways unintentionally 

maintaining the status-quo, primarily through the dogged focus on 

alternative income schemes as engendered CSR practices.  
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 This chapter therefore makes a contribution to the field of CSR. I 

have demonstrated that actors performing CSR engage in institutional 

work to disrupt the gender institution, and that this can be successful in 

some aspects (such as the political empowerment of women within 

organisations) but unsuccessful in others (such as the economic 

empowerment of women). Importantly, institutional work has unintended 

consequences which effectively achieve the opposite of what actors set out 

to do. Namely, actors engaged in CSR practices purposively act to disrupt 

gender, but inadvertently maintained gender through the translation 

process.  

 In the next chapter I make a contribution to institutional work 

theory. I show how actors also engage in resistance work against the 

institutional work described above. Specifically, actors engage in micro-

resistances to attempt to disrupt attempted change. This provides insights 

into how we may theorise CSR affecting social change, leading to the importance of individualsǯ sense of selfǡ a key consideration in Chapter 
Seven.  
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CHAPTER SIX: 
RESISTING DISRUPTION 

 

Having explored the ways in which actors attempt to disrupt the gender 

status-quo in the Ghanaian cocoa value chain, and having offered some tentative evaluationsǡ ) turn now to Ǯthe other side of the storyǯǤ Changeǡ 
even when it is unsuccessful, does not often go unchallenged. Individuals 

can kick back at disruption, and to the threat of further change, by performing Ǯresistance workǯǤ )n this chapter ) outline how the purposive 
institutional work undertaken by actors to disrupt the gender institution 

(as described in Chapter Five) provokes counter resistance work. This has 

deep-implications for how CSR is Ǯengenderedǯǡ and ultimately on how 
gender is understood and potentially experienced in the value chain. 

Furthermore, it contributes to our knowledge on how institutional work 

happens in practice, and within constant cycles of negotiation and 

resistance. As  Scott (1985: ͵͸Ȍ lamentsǡ Ǯeveryday resistance makes no headlinesǯǤ This chapter aims to rectify thatǡ at least in it terms of 
demonstrating how resistance is tangled up with institutional work. Table 

29 summarises the chapterǯs findings in relation to my research questions. 

 

 The process of disrupting gender, an embedded, taken-for-granted 

aspect of social life, would be expected to produce some resistance from 

the power-holders who presumably wish to maintain the status-quo.  

Gendered organisation scholars have demonstrated that even attempted disruption to Ǯcultural normsǡ beliefsǡ routines and valuesǯǡ elements 
inherent to the gender institution, are often the target of resistance by 

individuals (Benschop, Mills, Helm-Mills, and Tienari, 2012; Dick and 

Hyde, 2006; Dick, 2008; Gherardi, 1994). Actors may engage in acts of 

resistance against change, particularly with regard to CSR (French and 

Wokutch, 2005). 
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Table 29: Findings within Chapter Six in relation to research sub-

questions 

Questions Findings Implications drawing on 

conceptual framework 

Chapter 

Section  

RSQ1: How do 

actors translate 

gender into 

CSR practices? 

Actors engage in 
blocking initial 
valorising work 
and legitimising 
work. 
 
 
 
Actors engage in 
distancing 
against initial 
valorising work 
and legitimising 
work. 

Gendered CSR practices are 
underfunded and unable to 
develop a range of practices 
that contribute to holistic 
empowerment of women and 
men. 
 
Gendered CSR practices are 
manipulated into leverage for 
powerful elites. 
 
Gendered CSR practices 
become disowned and a Ǯpolitical footballǯǤ 
 
CSR practices are called into 
question and become 
stagnant. 

6.1.1 
6.1.2 
 
 
 
 
 
 
6.2.1 
6.2.2 

RSQ2: How are 

understandings 

of gender 

influenced by 

CSR practices? 

 

-Gender is re-
positioned as 
biological sex 
through 
resistance to 
valorising work. 
 

New powerful female leaders 
re-create inequalities as they 
subsume masculine traits in 
their new roles.  
 
Questioning work provokes 
critical reflections on why this 
might be. 

6.3 
7.1.1 
 
 
 
6.4 

RSQ3: How do 

CSR practices 

influence the 

experience of 

gender in the 

value chain for 

targeted 

farmers? 

 

Questioning work 
provokes more 
research and 
reflections. 

 Planned changes in policy and 
gendered CSR practices hint at 
changes in how farmers may 
experience gender in the value 
chain.  

6.4 
6.5 

 

 What Ǯcountsǯ as resistanceǡ howeverǡ is a contested subject within 
organisational studies (Thomas and Davies, 2005b; Thomas, Mills, and 

Helms Mills, 2004). Resistance is commonly considered first within work 

environments (such as factories), and as either overt displays of 

disobedience (strikes, protests, vandalism) or covert actions against 

management (sabotage, notes, mischief) (Thomas, Mills, and Helms Mills, 

2004). Thus resistance is usually conceptualised as acts and behaviours, 
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performed in situ against management. Within this chapter, and the case 

study described here, resistance as purposive actions are observed in the 

forms of blocking, distancing and questioning, but across cultures and 

across geographic locations. Importantly, resistance is not always 

performed against someone or their actions, but is the preservation of 

something valued by actors, either in a group or individually. Ultimately 

resistance work is an expression of agency. 

 

 In recent years there has been a surge of understanding resistance 

as a manifestation of identity, and how through resistance people make 

sense of themselves, their place at work, and their place in the world 

(Dick, 2008; Sugiman, 1992; Thomas and Davies, 2005a). Resistance is 

thus observed in discourse  (Dick and Cassell, 2002; Ezzamel, Willmott, 

and Worthington, 2004); dress (Gherardi, 1994); humour (Collinson, 

1988); cynicism (Fleming and Spicer, 2003), refusal and voice (Fleming 

and Spicer, 2007) and in articulations of self-worth and significance within 

the workplace (Knights and McCabe, 2000; Prasad and Prasad, 2000).  

 

 Within this case too, resistance can be conceptualised at the level of subjectivityǡ given that actorsǯ resistance work is often bound up in their 
personal reflections, especially in relation to gender (Cutcher, 2009; 

Kondo, 1990; Yodanis, 2000). Thus, resistance work in the forms of 

distancing, blocking and questioning relate to the very notion of what Ǯwomenǯ and Ǯmenǯ areǡ and have the potential to beǡ within the Ghanaian 
cocoa value chain. Furthermore, this unpacks the notion of institutional 

work very much at the micro, practice-based level, and demonstrates empirically how individual actorsǯ practices and meaning-making shape 

organisational life.   

 

 The resistance work identified in this chapter is identified as Ǯblockingǯǡ Ǯdistancingǯ and Ǯquestioningǯ workǤ Table ͵Ͳ details each form, 

its key components, and supporting literature. In this chapter I explain 
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how actors at Adwenkor, TradeFare and BCC engaged in this resistance 

work against valorising and legitimising work. At times, and perhaps 

unsurprisingly, these actors seek to maintain the status quo through this 

resistance. I also, however, explore the unexpected finding of resistance 

work being performed even when actors are in favour of institutional 

change (Ford, Ford, and DǯAmelioǡ ʹͲͲͺȌ. 

 

 

 

In other words, actors who engage in valorising and legitimising 

work to disrupt gender in the cocoa value chain are also, at times, 

performing resistance work against these very same practices.  This 

paradox confounds the usual institutional work argument that actors will 

Table 30ǣ Formsǡ definitions and examples of ǮResistance Workǯ from 
data and theory 

 
Blocking Practically 

stalling change 
through 
action/inaction
. 

Withholding of funds; 
avoiding meetings; 
silencing dissenting 
voices; marginalising 
others; paying lip-service; 
shuffling departments 
and resources 

Fleming and 
Spicer, 2007; 
Scott, 1985; 
Knights and 
McCabe, 2000; 
Ravishankar et al., 
2010. 

Distancing ǮDisassociating 
the practice or ruleǥ from its 
moral 
foundation as 
appropriate 
within a 
specific 
cultural contextǯ  

)nsisting on a Ǯcultural distanceǯ perspective 
between Ghana and the 
UK; Resisting 
responsibility for gender 
inequities; Limiting the 
boundaries of engendered 
CSR; Retreating to profit-
based motivations; 
Imitating masculinities. 

Lawrence and 
Suddaby, 2006; 
Ahmadjian & 
Robinson, 2001; 
Collinson, 1994; 
Yodanis, 2000; 
Ferguson, 2006; 
Hearn, 2004.; 
Cohen and El-
Sawad, 2007 
 

Questioning  Micro-political 
resistance 
through Ǯcritical reflectionǯ 
 

Demanding more 
research/evidence; 
Reflecting on past 
decisions; Planning for 
future developments. 

Thomas and 
Davies, 2005a; 
Thomas et al., 
2004; Fleming 
and Spicer, 2007; 
Collinson, 1994; 
Meyerson & 
Scully, 1995; 
Weedon, 1993. 
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resist institutional logics different to their own (Thornton, Ocasio, and 

Lounsbury, 2012), instead stressing that Ǯresistance frequently contains elements of consent and consent often incorporates aspects of resistanceǯ 
(Collinson, 1994: 29). In this case, actors (sometimes the same actors) 

engage in resistance work despite sharing the same logics (that of 

promoting gender equality through CSR practices). On closer inspection, 

however, actors are not consciously resisting such rhetoric, or logics, but 

rather resist against the mechanisms of achieving institutional change 

(forms of engendered CSR), when or if they challenge deeply held views on 

the role and value of women within cocoa farming.  

 

Figure 22: Forms of Institutional Work intended to disrupt gender by time-

frame. 

 

Sourceǣ Authorǯs OwnǤ 
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 It is important to note that resistance work is omniscient and iterativeǣ Ǯits strengthǡ influence and intensity are likely to be variable and to shift over timeǯ (Collinson, 1994: 49). Thus resistance work takes place 

at certain times and in reaction to certain events, but is recounted by 

actors at BCC, Adwenkor and TradeFare as occurring over many years. 

This is illustrated in Figure 22, where dotted lines represent latent 

existence of resistance work, but the purple arrow represents increased 

incidence of resistance when faced with the period of stress in the 2010s. 

Thus, whilst these forms of resistance work have arguably been present throughout Adwenkorǯs existenceǡ the research evaluation context 
provides a unique and illuminating lens on the resistance to institutional 

work, as actors voice their dissent and resist in times of attempted change. 

 

 In this chapter I therefore make a contribution to the theory of 

institutional work. I identify three forms of work that resist institutional 

work to disrupt gender, as identified in Chapter Five. I explain how Ǯblockingǯ and Ǯdistancingǯ counteracts the arguments and goals laid down in the organisationǯs pastǡ and how this enactment of resistance at mesoǡ 
and micro levels influences actorsǯ understanding of genderǤ Towards the 
end of the chapter I focus particularly on questioning work as an indicator of future directions for Adwenkorǡ as form of Ǯresistance as creationǯ 
(Fleming and Spicer, 2007). This is then taken up in Chapter Seven, where 

I reflect on the importance of resistance at the level of the self, and how 

this is related to institutional work to enact social change. To begin, 

however, we first return to Ghana to explore blocking work.  

6.1. BLOCKING WORK 
 Blocking is an Ǯeverydayǯ resistance workǡ of the sort vividly described by 
Scott (1985). His central thesis is that resistance is not always overt, 

grandiose or revolutionary, or even influential, but that it exists in a 

myriad of small ways in the purposive Ǯfoot-dragging, dissimulation, false 
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compliance, pilfering, [and] feigned ignoranceǯ of everyday Ǯpeasantǯ 
resistance (Scott, 1985: 29).  At Adwenkor, participants spoke in their 

interviews both of their own everyday blocking practices, and of those of 

others. I also observed blocking work at meetings in the UK, and in the 

Ghanaian offices.  

Figure ʹ͵ǣ Data structure matrix for ǮBlocking Workǯ 

Source: Adapted from Corley and Gioia (2004). 

 

Drawing primarily on interviews and observation data, though 

occasionally corroborated by document archives, I followed the Corley and 

Gioia (2004) approach to coding (see Section 4.4.) in order to draw out the 

first order concepts, which were repeated issues/events/practices coded 
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largely in vivo. These were grouped into second-order themes, which are theorised as Ǯblockingǯ resistance work (Figure 23). The second-order 

themes form the basis for the structure of the next two sections, which 

explain how these practices of blocking work were both resisting 

valorising work, and legitimising work. Appendix 12 collates data against 

themes of Blocking Work. 

6.1.1. BLOCKING VALORISING WORK 
 

 

Valorising work aimed to infuse value into the idea of womenǯs role and 
importance within the cocoa value chain by collecting research on the harsh realities of womenǯs livesǡ disseminating this informationǡ and 
making a moral case for corporate action. Ultimately valorising work positioned womenǯs social and political empowermentǡ alongside 
economic empowerment, as key organisational goals. This meant that CSR practicesǡ such as quotas for womenǯs representationǡ as well as womenǯs 
leadership and farming training were enabled (see Section 5.1.3 in 

Chapter Five). Blocking work can be seen in a resistance to the 

valorisation of women in the cocoa chain, and to the launch of Ǯengenderedǯ CSR practicesǤ 
  

 At the organisational level, the amount of money put-aside by 

Adwenkor management for gender programmes has always been 

relatively small in comparison to other social and environmental 

programmes. In 2012 the Adwenkor premium from fair trade profits spent ͵ͷǡͲͲͲ cedis ȋcǤ ͉͹ʹͺͲȌ on womenǯs group programmes (NGO7, 2013)16. 

In comparison, 1380,000 cedis (c. £288,000) was spent on programmes 

counteracting child labour on farms (NGO7, 2013). In total, only 1.5% of 

the Fairtrade premium is spent on gender programmes (IDS7, 2013), 

which means it becomes very difficult for actors seeking to improve CSR 

practices to operationalise their plans: 

                                                           
16 Currency conversions correct as of June 2014.  
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I could not do the work all by myselfȄspreading the work down to 

the communitiesǡ itǯs hard. It was challengingȄwe will say things to 

cheer the members, but when it comes to delivering, we have no 

resources. (A4) 

When it comes to the village, you need to ask why the [Monitoring 

and Evaluation OfficerȐ is thereǫ Likeǡ why he comesǫ Heǯs coming to 

a specific meeting, whatever Ȃ has no time for other things. And he 

has all the logistics, he has the motorbike, he has his rent, he has 

risk allowance, he has Ȃ the [Gender] officer did not have any of 

those! (A5) 

In the quotation above A5 illustrates a number of issues relating to 

Blocking Work. Since management were reticent to spend money on the Gender Programmeǡ Aͷ felt there were no Ǯlogisticsǯ available in terms of 
motorbikes, cars, rent for overnight stays and so on, necessary for getting 

out to rural areas. In comparison, the M&E officers, who largely had to 

train farmers in input use, and in child labour rules, were well-supplied. Yetǡ at the same timeǡ Aͷ points out that they have Ǯno time for other thingsǯǡ by which they meanǡ leading gender training. Since the focus of the 

officers who most get to work with farmers out in the rural areas is on Ǯtick-boxesǯ ȋCͶȌ around eradicating child labourǡ they do not have the 
expertise nor the time to expand their training to gender programming of 

any kind (see also Section 5.2.1, Chapter Five). Thus, a squeeze on the finite resources at Adwenkor meant that management were Ǯblockingǯ 
gendered CSR practices.  

 

 Furthermore, staff complained that whilst nearly all mid-level staff 

throughout the three partner organisations appeared to support the 

gender programme, the lack of resources, staff and funding was suggestive of management paying Ǯlip-serviceǯ ȋCͶȌ to the value of womenǯs 
empowerment, and the programme: 
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Unless you position a gender policy appropriately there will always 

be people saying ǲweǯve got much more complicated fish to fryǳǤǤǤ I 

think you could say that part of the Adwenkor DNA is gender 

sensitive, it is. Some of those original rules still apply, for better or for 

worse. But I think that, and this I suspect you would find in common 

with most corporations and their gender policy, itǯs all bolt-on. (C4) 

When they are having their meetings, I will go there so that they give 

me some two minutes or five minutesǡ to talk to themǥwe sit they all 

talk nicely about itǤ But their actionsǡ doesnǯt really Ȃ they are doing 

something different.  So one of my friends was saying, ǮYour actions 

are speaking so loudly that I canǯt hear what you are sayingǤǯ 

(A4) 

 ǮLip-serviceǯ ȋCͶȌ is indicative of management resisting the valorising work through Ǯrefusalǯ ȋFleming and Spicerǡ ʹͲͲ͹Ǣ Ravishankar, Cohen, & 

El-Sawad, 2010)Ǥ They Ǯblockǯ gender change through Ǯperformingǯ ȋCͶȌ 
support of gendered CSR practices without Ǯmaking provisions for their promisesǯ ȋAͶȌǤ  
 

 Also at the organisational group level, those working on the gender 

programme complained that it was also extremely difficult for cooperative management to maintain the value of Ǯfairtrade is about equalityǯ with the 
farmer members themselves:  

 

In the AGM last yearǥ the farmers have generally come to expect that 

this amount [the Fairtrade bonus] will increase every year... And so 

there was a really, really almost mass protest, a really hot 

debate, at the AGM about increasing the bonus from what it was... 

And the cooperative leaders were very much ǲThis is about the 

Fairtrade premium. The Fairtrade premium isnǯt about individual 

benefitǡ itǯs about supporting stronger farming communities and 

the idea is that you have more sustainable long-term benefits from 
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the problems that you invest inǤǳ And soǥ itǯs about doing 

something that isnǯt just cash hand-outs. So, you know, in a huge 

group of 300 people, what they want is their money, And so if 

everybodyǯs standing there and they all have a vote because theyǯre 

all members and theyǯve all paid upǡ and this is their organisation 

and theyǯre shaking their fistsǡ itǯs difficult (C1) 

This extended quotation again highlights the resource scarcity when it 

comes to funding of social and environmental projects from fair trade 

premiums, especially when only 1.5% of that amount is going to gendered 

CSR practices. Moreover, this quotation indicates the blocking of notions of Ǯfairnessǯǡ Ǯequalityǯ and Ǯcooperationǯǣ notions which valorising work 
drew heavily on. It demonstrates the conflict between individual need (for 

cash in hand) and community investment (in the premium which is 

ploughed back into farming communities, and is spent on projects such as the womenǯs groupsȌǤ The vocal Ǯalmost mass-riotǯ ȋCͳȌ detailed above is an example of Ǯresistance by voiceǯ ȋFleming and Spicerǡ ʹͲͲ͹Ǣ Scottǡ ͳͻͺͷȌ 
as farmers push back, and block, the rhetoric of community, fairness, and 

by association, the value of investing in womenǯs programmesǤ Aͷ 
expanded on this fundamental problem: 

 

You know how you do when things are owned communallyǥ People 

are not educated enough. And some people work harder than others, 

andǥ you know when it comes to Fairtradeǡ you are thinking yourself 

your family first, I mean being rational, you are thinking of course 

your family first before you also think about communityǥ So the 

women started, for me, how do I help myself, my family, first? (A5) Aͷ is reflecting on the resistance experienced within the womenǯs groups 
projects in the early 2000s, which again relied on a sense of community, 

democracy and fairness in their design. Internal documentation reveals 

problems with groups defaulting on loans due to arguments and fractions within groups ȋ)Dͻǡ ʹͲͲ͸Ǣ )Dͺǡ ʹͲͲͷǢ CͶǢ AͷȌ as women were Ǯthinking of 
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courseǥ family firstǯ ȋAͷȌǤ Eventually Adwenkor asked the NGO funding the loans if Ǯthe group work be made optionalǤ Women who want to team 
up with others should be assisted to do soǯ ȋ)Dͻǡ ʹͲͲ͸ȌǤ Women farmers hadǡ through their resistance to Ǯgroupǯ workǡ pushed back on the valorising workǯs rhetoric of Ǯfairnessǯ and ǮcommunityǯǤ This had 
continued to the present day, with Adwenkor management struggling to maintain a sense of Ǯholisticǯ empowerment through the gendered CSR 
practices: 

 

A lot of women came and requested loans, but the district leaders 

didnǯt explain all aspects of the gender programme. The 

programme is not about loansǡ but thatǯs what the women thinkǤ 

They came in with the idea that once they organized, they will all get 

loans. Itǯs getting out of handǤ We cannot be everywhere at the 

momentǡ and if they donǯt get loans they feel they will not do well. 

Where are we now? We need to get whatever we are doing to the 

membersǤ Weǯve suspended all the programs we are doing. (A4) 

 

A4 once more makes connections between the lack of funds and resources, 

and the increased onus on economic development as an organisational goal ȋiǤeǤ the district leadersǯ misinformationȌǡ and personal goals ȋiǤeǤ womenǯs wishesȌǤ This is also an example of Ǯcultural distanceǯ (Gardberg 

and Fombrun, 2006) which will be picked up later under the ǮDistancingǯ 
section.  

 

 Blocking valorising work was thus experienced at the 

organisational level in the withholding of funds by management, by farmers themselvesǡ and within womenǯs groupsǤ Adwenkor managementǡ farmers and womenǯs groups members all resisted the valorising workǯs 
rhetoric of community first, and the importance of social and political 

empowerment. Instead, farmers privileged individual and family needs, 

and economic empowerment supported by management. These elements 
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of blocking work thus strengthened legitimising workǯs push for economic development and empowerment as the goal for Ǯengenderedǯ CSR 
practices (See Section 5.2, Chapter Five). Yet, as the next section will 

explain, blocking work also at times kicked back against the narratives 

present within legitimising work, especially once such narratives start to 

be called into question. 

 

 6.1.2. BLOCKING LEGITIMISING WORK 
 

Legitimising work entails the promotion of a business case for gender 

equality in the cocoa value chain. It draws upon a narrative of increased 

efficiency and productivity for women farmers, their families, and the 

cocoa community at large. It also, of course, promotes growth for the core 

business of Adwenkor and BCC: cocoa. This rhetoric, and the injections of 

funds received from external NGOs, directs engendered CSR practices to focus on womenǯs economic empowermentǡ largely through alternative 
income generation training (see Section 5.2.1. in Chapter Five). Yet some 

actors from the partner organisations enact blocking work against the 

business case rationale. This resistance entails avoiding meetings, 

restricting funds (as covered in the previous section), silencing dissenting 

voices, and marginalising others.  

 As BCC called for a gender programme evaluation in the late 2010s, 

blocking work ratcheted up. Resistance at the individual level is identifiable hereǡ as many individuals told me that Ǯtheir jobs are on the lineǯ ȋOBS͹Ȍǡ and that thus there was an amount of Ǯjob protectionismǯ 
going on (B1; C1). The key objective for BCC was to ascertain whether the 

alternative income projects, the result of legitimising work, were making 

money for the women involved (OBS7; B1; IDS3, 2012). The research 

evaluation, therefore, was seen as a threat to the projects, and to the 

rhetoric of economic development surrounding them. Actors at Adwenkor 

avoided meetings regarding the evaluation, stating that: ǮGender is not a priority at the momentǯ ȋOBSGhanaͷȌǤ The MD didnǯt attend the gender 
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meetingǡ or interviewǡ as Ǯhe has too much on his plate at the momentǯ 
(OBSGhana2). Interestingly, a key gender manager didnǯt show up to 
attend meetings/interviews three times during the research evaluation 

(OBSGhana4; 5). Avoiding meetings enabled actors to block the challenge to legitimising workǯs rhetoricǣ it stalled the evaluation that would 
eventually call into question the perceived wisdom surrounding the 

projects (see Section 5.3, Chapter Five).  

 At the organisational level, blocking legitimising work was also 

performed through the silencing of dissenting voices. These voices hailed 

from TradeFare, the research evaluation team, farmers, and looking back further in the organisationǯs historyǡ cooperative leaders who challenged the mainstreamǤ The Ǯsilencingǯ ȋC͵Ȍ and Ǯmarginalisingǯ ȋCͶȌ was carried 
out, again, by a range of actors at Adwenkor and BCC, who wanted to 

maintain the rhetoric of legitimising work for multiple reasons. Firstly, 

during the programme evaluation Adwenkor gender managers tried to 

direct the farmers so as to produce positive results, in what was seen as Ǯself-preservationǯ by BCC ȋBͳȌǤ They engaged in joyful singing and 
dancing on the subject of Adwenkor and community, and sometimes 

attempted to prompt answers, when we visited farms (OBSGhana2-5) (see 

Section 4.3.4 in Chapter Four for more research methodology issues).  As 

far as possible we tried to encourage criticism amongst farmers, but the 

scene had often been set. Again, this meant that actors were blocking any 

challenges to the status-quo, despite the mutual desire to empower 

women in the cocoa value chain. 

 Secondly, once evaluations were shared and published, actors at 

Adwenkor and BCC pushed back at the results by refusing to accept them, 

refuting proposals, and demanding re-writes. An NGO partner 

commented:  

I definitely heard that they [BCC] were not at all convinced by 

anything we had done. [laughter] The only things that they really 

took on-board was the stuff that was consistent with what they 
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already believed. So there was nothing new to them. And the stuff 

that wasǥdidnǯt fit with their ideaǡ they just dismissed. (C3) Adwenkor too were Ǯsuspiciousǯ of the gender evaluationǡ which Cͳ put 
down to historical experience: 

With Adwenkorǡ theyǯve had so much external interference, often in 

a really unwelcome way, and people saying things and doing things 

for them that isnǯt in their interestǤ Soǡ when people come along with 

an idea, theyǯre very suspiciousǤ (C1) 

 Thirdly, Adwenkor management had left the running of the gender 

programme to one officer for many years, with initially good results but 

unease over the control involved:  

People felt it was like Ȃ ǮI started itǤ So I should also be in the position to 

determine how it goesǤǯ There are some who likeǡ they own it. And to 

my surprise, itǯs likeǡ management allow ȏitȐ (A8).  

 

Powerful actors at Adwenkor thus blocked evaluations through the 

withholding of resources (e.g. locking research materials away ȋOBSGhanaʹȌȌǡ and strict control over every aspect of the programmeǣ ǮȏThe 
feedback of initial results] was a bit of shambles, mainly because ____ was trying to control everything and failing to delegate to anyoneǯ ȋOBSʹȌǤ  Certain actors tried to Ǯsilenceǯ voices through blocking tacticsǤ  
 

Finally, C4 believed that the silencing of dissenting voices had taken 

place over a long time period, and had occurred through changing policies 

and rules to manoeuvre powerful people into decision-making roles. 

Changes to the constitution stated that after a number of years the same 

people could not run for positions within the cooperative. Whilst the 

intention of this re-write was to improve the democratic standing of the 

cooperative, it had the unintended consequence of: 
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Ruling out a lot of people who had earned their credentials lower 

down in the structuresǯ who then couldnǯt stand for election, 

especially Ǯthe strong womenǯ from lower classesǡ and 

backgrounds, who one-by-one got picked off and side-lined. (C4).  This blocking work is both resistance against the valorising Ǯfairytaleǯ of 
cooperative democracy, and of the rhetoric which claimed that women in 

power would naturally help more women into the organisation, an aspect 

of legitimising work. In fact, it was often the new female leaders who Ǯresistedǡ divided and ruledǯ ȋCͶȌ to marginalise others and resist change 
(C3): 

The larger [female] farmers are the ones who control and 

dominate the really vulnerable and poorer souls. They call it in Latin 

America the Ǯgente humildeǯǤ And thatǯs exactly what happenedǤ These 

people donǯt have progressive values at all. (C4) 

 

 In summary, blocking legitimising work largely consists of blocking 

challenges to the narratives of economic development, and to existing 

positions of power. Critique of the focus on wealth accumulation is avoided. 

Actors do this through avoiding meetings, controlling resources and 

silencing or marginalising dissenting voices. Blocking work thus signifies movement against assumptions of community and Ǯwin-winǯ held by 
TradeFare, BCC and external NGO funders, by re-centring the power of the 

individual against the story of communityǤ Againǡ this speaks to the Ǯcultural distanceǯ between Ghana and ǮWesternǯ approachesǡ a distance potentially taken for grantedǤ Before moving onto Ǯdistancingǯ workǡ howeverǡ ) step 
back and reflect on how blocking work translates gender into CSR practices.  

6.1.3. HOW BLOCKING WORK TRANSLATES GENDER INTO CSR 

PRACTICES 
 

Blocking work reduces the ability of actors to disrupt the gender 

institution, by limiting, withdrawing or silencing those who engage in 
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legitimising and valorising work. Blocking valorising work resists social 

empowerment goals and practices (e.g. group work; shared profits) in 

preference for the accepted economic empowerment goals and practices 

(e.g. increased wealth; individualisation). Conversely, blocking legitimising 

work resists these goals through refusing to consider changes to the ways 

engendered CSR practices are designed and enacted. Instead actors work 

to preserve their positions of power, limiting both the valorising and legitimising workǯs narrativesǡ and thus, translation into practice. With that saidǡ the overt nature of blocking workǡ or Ǯthe naming of resistanceǯ (Prasad and Prasad, 2000), can provoke actors to begin 

questioning work, and a push to revive the gender programme. This is 

representative of institutional workǯs circular and unpredictable natureǤ ) 
pick this up again towards the end of the chapter. First, however, I explore 

another form of resistance to institutional work: distancing. 

6.2. DISTANCING WORK 
 ǮDistancingǯǡ as resistance work, involves Ǯdisassociating the practice or ruleǥ from the moral foundation as appropriate within a specific cultural contextǯ ȋLawrence and Suddabyǡ ʹͲͲ͸ǣ ʹ͵ͷȌǤ Lawrence and Suddaby 

(2006: 235) call this practice Ǯdisassociating moral foundationsǯǡ and 
identify it as a form of disruptive institutional work. Collinson (1994: 25) calls this Ǯresistance through distanceǯǡ whereby actors try to distance 
themselves from the organisation. In this case, actors engage in Ǯdisassociating the practice or ruleǯ ȋengendered CSRȌ from the Ǯmoral foundationǯ ȋlaid down by valorising work).  Figure 24 details the first-

order constructs, collapsed into second-order themes around Distancing. 

Appendix 13 collates examples of data against themes of Distancing Work. 
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Figure 24: Data Structure Matrix for ǮDistancing Workǯ 

 

1st order Concepts                2nd Order Themes           Aggregate Dimensions 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 Source: Adapted from Corley and Gioia (2004) 

 

As I outline in the next sections, actors distance themselves from 

valorising and legitimising work in a number of ways. They defer 

responsibility for gender equality into others, passing the responsibility like a Ǯfootballǯ ȋOBSͷȌǤ Actors at BCC draw on Ǯcultural distanceǯ between 
the UK and Ghana to further justify resisting responsibilities, or change. 

-ǮNow itǯs like nobodyǯs businessǯ 
-ǮPolitical footballǯ 
-Weǯre not 
prescribing how they get thereǯ 
-)tǯs too easy to cut a cheque to Adwenkorǯ 
-Adwenkor need to Ǯown thisǯ 
-This is about 
business, not 
households. 
-Anti-imperialism 
- ǮCompletely like 
fairy-landǯ 
-ǮYouǯll upset the balanceǯ 
-ǮNorthern impositionǯ 
-Gender removed 
from FLO objectives. 
-ǮWeǯre a chocolate 
company, not an NGOǯ 
-)ǯm interested in the 
core business 
-Ǯ)tǯs a very Ǯbig manǯ 
cultureǤǯ 
-ǮTheyǯre looking after noǤͳǯ 
-Women trained to be Ǯlike menǯǤ 
- Leaders are Ǯdistantǯ 
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Actors within the trading arms of the organisations attempt to re-draw 

boundaries for engendered CSR, ultimately re-focusing on profit 

motivations. Finally, female actors within Adwenkor distance themselves 

from the narratives of both valorising, and legitimising work, by imitating 

masculinities. Distancing as resistance thus entails Ǯresistance as voiceǯ ȋFleming and 
Spicer, 2007) in the calling-out of narratives of a gender business case, or 

of a moral imperative to act on gender inequalities in the value chain. As I 

explain in the final sections of this chapter, this ultimately has an effect on 

how gender is translated into CSR practices, how it is understood, and potentially explains further why Ǯengenderedǯ CSR has failed to reach 
those at the margins.  

6.2.1. DISTANCING VALORISING WORK 
 

Valorising work promoted the ideals of fairness, cooperation and equality. 

It entailed moralising and contextualising work which aimed to highlight the importance of womenǯs roles within the cocoa value chainǡ and the 
moral imperative for acting on existing inequities (Sections 5.1.1 and 

5.1.2; Chapter Five). Actors across BCC, Adwenkor and TradeFare pushed 

back against this rhetoric, both in the past and particularly as criticisms 

came to bear against the gender programme (Section 5.2; Chapter Five).  As explained in Chapter Fiveǡ the foundations of Ǯengenderedǯ CSR 
practices, and of a gender policy at Adwenkor is best described as a 

collaborative affair, with Ghanaian Adwenkor staff, external European 

NGO staff, and later BCC employees based in the UK working together on 

this common cause. Interestingly, however, throughout interviews as I asked who was responsible for Ǯengenderingǯ CSRǡ and who was 
responsible for the programmes now, I received a mixed response, with many actors positing responsibility for gender at a different organisationǯs 
door. In particular, BCC staff were keen to distance themselves from the 

practices, despite a history of financial backing, and heavy use of the 
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gender projects in their marketing communications, such as newspaper 

coverage, blog entries and website content (NPR30, 2010; NGO12, 

undated; NPR10, 2013; NPR17, 2013; Blog17, 2012; Blog15, 2009; Blog6, 

2009; BCCWC, 2013). Contrary to the usual displays of ownership when 

institutional change is a (pertained) success (Slager et al., 2012; Lawrence 

et al., 2013), BCC preferred to keep the limelight, and thus responsibility 

for any failures, firmly on Adwenkor: 

I think itǯs down to them [Adwenkor], more so to think about where 

they want the priorities to lay. (B3) 

Adwenkor need to Ǯown thisǯǤ Gender Ǯneeds to be about 

communication between the farmersǡ the staff and the managementǤǯ 

(BCC Management, OBS5) 

Weǯve said itǯs ȏgender equalityȐ importantǡ but weǯre not 

knocking on doors and checking that people are ǥ being treated 

differentlyǤ Weǯre spreading the messageǡ and weǯre engaging with 

the hierarchy, and trying to get that engagement to carry the 

message backǤ So I think thatǯs differentǤ So yes we want to see some 

gender equality improvementǡ yesǥ But no weǯre not sayingǡ weǯre 

not prescribing how they Ȃ how they get there (B6) 

B6 thus stresses that in principle BCC support the value of gender equality, but wonǯt Ǯprescribeǯ or Ǯsayǯ how to achieve thisǤ )n the quotation below 
they qualify this by seemingly rating gender inequality as less of a threat, 

or risk, than child labour: 

I could give two examples. Say we will not engage with them 

ȏAdwenkorȐ unless they donǯt permit children to be on the farm when 

theyǯre spraying chemicalsǤ Thatǯs quite a strong statementǤ But itǯs 

quite clear that this is about human safety. Child safety. To say 

that unless you equally share the rewards from the sale of the cocoa 

with the women, theyǯre very differentǤ (B6) 
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 B6, B1, B3 and others engaged in distancing as resistance work 

against the moral imperatives laid down in valorising work. Or rather, 

whilst they supported the letter, they would not claim responsibility for drawing up the lawǤ On one handǡ this Ǯempowersǯ Adwenkor as the 
supplier to lead themselves, to carve out the direction of engendered CSR practices without ǮNorthern impositionǯ ȋB͵ȌǤ Yetǡ the gender programme became Ǯa bit of a political footballǯ ȋOBSͷȌ between the organisations 
under study. TradeFare staff explained that: 

Itǯs to do with how do you negotiateǡ how do you bring people with 

you, how do you not just respond to the baying masses but you try 

and do things in a way that they change things incrementally. And 

Adwenkor doesnǯt have strong enough management thatǯs for 

sure. (C1) 

A4, working on the gender programme, lamented that: 

Because the thing is now is like itǯs nobodyǯs business. Because 

theyǯre all working for themselves Ȃ and everybody has its own 

department too. So itǯs like you have to look after your own, and Ȃ 

so itǯs- who makes the decisions? (A4) 

They also looked to BCC and external actors for funding, and to push 

Adwenkor to act on the programme: 

If this thing ȏgender evaluation commandȐ has not comeǥ since I 

cameǡ Iǯve been writing my projectionsǡ action planǡ what I have to doǡ 

giving it to the boss, giving things to all the many people, and 

nothing seems to be happening until [external NGO] came in and 

BCC also came into help. Other than that itǯs likeǡ I donǯt know what 

to do. Nothing gets approved. Nothing gets done, you see. (A4) 

The responsibility for engendered CSR practices was foisted from organisation to organisationǡ through Ǯdistancingǯ (Suddaby and 

Greenwood, 2005; Smets, Morris, and Greenwood, 2012). Thus the 
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principle of valuing womenǯs roles in the value chain was accepted up until 
a point, until actors resisted responsibility for this, by passing the metaphorical gender Ǯfootballǯ from player to playerǤ 
 

Distancing was also seen in the movement of the gender 

department from the central organisation body to the peripheral credit 

facilities at Adwenkor. C4 explained that the reasons for the move had 

been well-intentionedǡ as Ǯit was the only place it could go and not be crushedǡ or abusedǯ ȋCͶȌǡ but the movement of the gender programme to 
the failing credit department served to undermine further its access to 

resources and funds (C4; A5; A4; C3). It also removed the importance of Ǯgenderǯ from Adwenkorǯs core:  

Originally we said they [the gender officers] had to be at the table 

tooǥ to keep it on every agendaǤ And this was the first to go [as it 

moved]. (C4).  

Certainly, my observation notes record that on visiting, the credit departmentǯs building had its electricity cut off, and was serviced by a 

solitary snoozing security attendant. There were few computers, only two 

staff members, and no visitors save myself. The secretary in the office 

seemed shocked to see anyone. In contrast, the trading department was 

full of activity, with young men running around (the M&E officers referred 

to previously), using up-to-date technology, and welcoming a phalanx of 

visitors (OBSGhana2; 3). Evidently the positioning of the gender team 

within the credit department had the unintended consequence of distancing its value from the organisationǯs objectivesǡ and thus access to 
resources. 

 In the sections on Blocking work I touched upon the notion of Ǯcultural distanceǯ (Gardberg and Fombrun, 2006) between the Ghana and 

the UK as something that had been taken for granted in the design of 

gendered CSR practices. Here, however, actors utilise cultural distance as a 

purposive form of resistance (Cohen & El-Sawad, 2007)ǡ using Ǯcultureǯ as 
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a means to question their responsibility for gender inequalities in the 

value chain. Moreover, BCC staff felt a certain amount of anxiety over being seen to be Ǯimperialistǯ ȋC͵Ȍ or in ordering a ǮNorthern impositionǯ 
(B3) on Ghana: 

 

If weǯve got the resources to make a differenceǡ then people tend to 

think that you should Ȃumǡ female genital mutilationǥyou know itǯs 

been going on for like centuries, and obviously it sounds horrible, and 

obviously itǯs not very nice at allǡ but there does seem that there is 

pressure that is down to the West to sort it out sort of thing. I 

donǯt know whether it is for the West to sort it outǤ I donǯt really 

know Ǯcause youǯre like trying to impo- youǯre sort of saying to a 

countryǡ ǮYou must create a ruleǡ a lawǡ that stops itǤ I donǯt really 

know how the UK would feel if someone came along and said, 

ǮOh we donǯt like the fact that you do thisǡ you should change 

your lawsǤǯ And weǯll be likeǡ ǮWell hang on a minuteǤ Weǯve been 

doing this for ages and we think itǯs okǯǥ I donǯt know how you fit it 

into the whole thing about trying to make things rightǥWhen 

youǯre dealing with other countries. (B3) 

I do think that this history between Adwenkor and BCC has been very 

conscious, anti-imperialist strategyǡ where Ǯweǯre not going to 

imposeǡ weǯre going toǯǥ And thatǯs a real problemǤ (C3) 

Others reflected on the role of BCC as a Fairtrade business working with a fairtrade supplierǡ and the need to hit a Ǯbalanceǯ between Ǯhow interventionistǯ ȋBʹȌ the British company could be within the long-term 

relationship:  

You knowǥ youǯll upset the balance. You upset things. I mean 

ideally obviously you want to take your lead from themǤ You donǯt 

want to come in sayǡ ǮWell WE thinkǡ it should be this and this and 

this and thisǯǡ you want to hear them say what they would likeǥǤ 

Theyǯre not stupid people Ȃ theyǯve seen women do well (B2) 



 
 

239 

 

That Bʹ references Ghanaians not being Ǯstupid peopleǯ is well-
intentioned, but it also hints at the more implicit, deep-seated feeling of 

cultural difference between Ghana and British employees. This was seen in 

references to Ǯusǯ in contrast to ǮthemǯǢ or Ǯhereǯ versus Ǯthereǯǣ Ǯ) donǯt know quite know how that works out thereǯ ȋB͸ȌǤ More overtlyǡ some BCC staff pointed out what they saw as Ǯridiculousǯ ȋBͳȌ cultural differencesǡ  
upheld by Adwenkor managers, which impacted on womenǯs roles in the 
value chain: 

They always end up using things to do with transport as the excuse. 

And so they say that pregnant women canǯt go on mopedsǡ or 

pregnant women canǯt go in the cars because the roads are too 

bumpyǥ And you sort of goǡ ǮWellǡ yeahǨ Youǯre not pregnant for the 

whole of your lifeǡ even in GhanaǯǥǤI mean even in Ghana, this is 

ridiculous! And so in some respects management are moreǥ 

reactionary and archaic than the farmers. (B1) 

More generally, Adwenkor were positioned at a distance in turns of 

leadership styles, and ability: 

I think what youǯre needing to work out is for an organisation like 

Adwenkor, whatǯs useful to tell themǥ And whatǯs actually too 

much to tell them? And sort of theyǯre not sophisticated enough 

to see the cause Ȃ to link the cause and effect. (B1) 

The Ghanaian education system is obviously very different from 

oursǡ and we are always very analytical and very theoreticalǥ and 

that doesnǯt work in GhanaǤ You canǯt talk in abstractǥ itǯs very 

difficult to ask people to think analytically about something, 

everythingǯs very practical and straightforwardǥ and I think maybe 

thatǯs part of the reason why there has been such a focus on figuresǡ 

because thatǯs something people can understand. Whereas really 

this concept of ǲempowermentǳ is quite difficult (C1) 
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C1, a TradeFare employee, refers here to the lack of a shared, basic understanding of Ǯgenderǯ and Ǯempowermentǯ which they later posit is a Ǯfundamental problemǯǤ ) turn to this later in the chapterǡ but the 
importance of shared understandings is made very clear when issues of 

gender, equality and rights are called into question across cultures. The 

distancing of Ghanaian and British staff from each other, especially when it comes to what gender Ǯisǯǡ lies in contrast to Valorising workǯs focus on cooperationǡ democracyǡ community and fairnessǡ Ǯthe key to the whole fair trade thingǯ ȋBʹȌǤ Distancing as resistance is visible when the 
contested concept of gender becomes translated into CSR practices.  

 Actors also resist valorising work when they draw on profit-based 

motivations, or ideals, when discussing the role of women in the value chainǡ and engendering CSR practicesǤ )n effectǡ they resist the Ǯfairǯ label in preference for the Ǯtradeǯ angleǣ Ǯ)ǯm interested in recognising this is a businessǤǯ ȋBͳȌ Turning back to business as the modus operandi was also strongly linked to the themes of Ǯcultural distanceǯǡ and the distancing of 
responsibility for gender: 

Ultimatelyǡ weǯre selling chocolate that make money for farmersǤ And 

at the same time, trying to do lots of things to make their lives better. 

But the core thing is to make money. (B3) 

Weǯre a commercial entity and weǯve got commercial goals, and 

weǯre still a business. (B6) 

 At Adwenkorǡ some staff stated that Ǯall these social things are weighing us down a littleǯ ȋAͷȌǡ meaning that the social dimensions of the 
Fairtrade business model were sometimes cumbersome. The desire for 

commercial success was felt even more keenly by a run of years with 

lower than expected profits (BCCAR7; 9; 10; NP11; 2013). This explains 

the economic context in which challenges to the gender programme were 

being pitched. As C4, a long-time supporter of Adwenkor explainedǡ Ǯthings get lostǯǣ  
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A lot of the more, what I would call the Ǯmeaningfulǯ parts of the 

package which is Fairtrade, other than just the price and the 

Fairtrade formula, have never been featured much in the marketing, 

and have actually gradually dropped off the agendaǥ Including more 

recently, where the gender [objectives within the Fairtrade 

Labelling Organisation] dropped off entirely.  In the last 3 or 4 

years it dropped off. (C4) 

Furthermore, the increased focus on commerciality meant that valorising workǯs stress on the importance of the household to gender relationsǡ and 
to business more generally, was easily distanced by the trading arms: Ǯ)ǯm 
not necessarily sure there is any responsibility for us to influence it ȏgender roles in the homeȐǯ ȋBͷȌǣ 

 I think fair trade doesnǯt deal with it ȏgenderȐ in so much as itǯs 

about the tradeǡ itǯs not about the home relationship. So within 

Adwenkorǡ you could say itǯs permeated down and itǯs throughout the 

organisationǡ and we can say thereǯs equality for women withinǥ 

and thatǯs goodǡ but it doesnǯt mean thereǯs equality within the homeǤ 

(B4) 

Thus distancing work re-positioned gender as an issue Ǯwithin the workplaceǯǡ but neglected the contextual significance of Ghanaian cocoa 
farming which takes place on homesteads. As I discuss in Section 6.2.3, 

such resistance work makes it much harder for actors to promote a more holistic sense of womenǯs empowermentǡ and to win funding for non-Ǯworkǯ-based engendered CSR practices.  )n summaryǡ Distancing from Valorising Workǯs narratives entails 
actors at BCC and Adwenkor pushing back at values of community, shared responsibility and Ǯsofterǯ goals for developmentǤ )nstead they champion a 
return to economic development, based on commerciality and profit, and 

pass the physical home of the Gender Programme from department to 

department. As a result, the responsibility for the Gender Programme falls 
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between two continents. In the next section I explore further how Distancing work also resisted Legitimising workǯs narratives of the 
business case. 

6.2.2. DISTANCING LEGITIMISING WORK 
 

Legitimising work aimed to ensure the new value placed on women in the 

cocoa value chain would fit within the existing Fairtrade business logic. 

This was achieved by promoting economic goals and practices familiar to 

the business: that of income and profit. Yet in operationalising this and 

promoting the engendered CSR practices that relied on alternative income 

generating in groups, a key contradiction becomes stark. A focus on shared 

cooperation, democracy and the collective, cornerstones of Fairtrade, lies 

in conflict with the pressing needs of the individual. Distancing against this 

hypothesis can be seen at the individual and organisational levels. I 

explain further in the paragraphs below. 

 Legitimising work promoted the idea that Ǯgender equality is smart economicsǯ ȋWorld Bankǡ ʹͲͲ͸ȌǤ Gender equality in the cocoa value chain 
is purported to increase cooperative numbers, increase loyalty in farmers 

to the business, promote reputational benefits in the international media, 

and lead to increased economic success: for both individual farmers, their 

communities, and the cocoa businesses (see Chapter Five, Section 5.2). 

Actors across the three partner organisations echoed these beliefs in 

interviews, in documents, and in external meetings. Yet there was also evidence of resistance to this Ǯgender business caseǯ rhetoricǡ first from a business point of view which perceived Ǯgenderǯ as Ǯworthyǯ ȋB͹ȌǢ Ǯdatedǯ ȋBͶȌ or Ǯtoo politicalǡ too activistǯ ȋB͹Ȍ: 

Iǯll be honest with you Ȃ a lot of our buyers donǯt give a ǥ tootǡ 

about gender, or even fair trade, a lot of them. They just wanna 

know how much itǯs gonna sellǡ what the margin isǡ and how much 

profit theyǯre gonna makeǤ (B5) 
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I donǯt Ȃ I donǯt see thereǯs a need to specifically use gender 

programme improvements as part of our messageǤ It canǯt harmǤ But 

Iǯm not sure that itǯs necessarily something thatǯs of significant 

benefit to use as a USP. (B6) 

How do you make it still something that is interesting to talk about, 

but also, doesnǯt sound too worthy or too Ȃ Ǯcause we are a 

chocolate company Ȃ and you know thatǯsǡ that gives us a certain Ȃ 

weǯre not Ȃ an NGOǥdo you know what I meanǫ (B7) 

Second, managers at BCC were reluctant to support the gender 

programme if the results were not as previously imagined: 

What worries me is that by calling it a gender project, and by looking 

at income-generation, you allow it to be put on the sideǥǤ And if 

itǯs not income-generating, then itǯs quite interesting why itǯs 

legitimate? (B1) 

This interview took place after initial gender evaluation results had been 

disseminated, so represents a particular time of conflict and resistance in 

the organisation. They particularly distanced themselves from the 

continued focus on alternative income generation: Ǯ)ǯm interested in the core business instead of what ) would regard as peripheriesǯǣ 
I think the best thing Adwenkor can do is to actually get Adwenkor 

women Ȃ you know, women and men farmers from Adwenkor to 

be as efficient and effective as they can be, being cocoa farmersǥ 

So if you could get them to increase their yield, and earn more 

income, thatǯs the thing you can most Ȃ presumably Ȃ you could most 

easily effect. So effect it. (B1) Bͳ here resists Legitimising workǯs focus on Ǯalternative incomeǯ trainingǡ 
away from cocoa, as well as Valorising workǯs focus on soft empowerment 
skills. They distance BCC from both of these stances by drawing on the 
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profit-motives for the organisationǯs existenceǡ and arguing that fair trade 

must first and foremost improve income: 

So from a development perspective, it [gendered CSR] might be 

leading to more gender equityǡ but if it isnǯt leading to 

livelihoodsǡ then thereǯs a problemǫ Adwenkor is a trading 

company. The bit that Adwenkor can influence is Ȃ is economic. 

(B1) 

Indeed at meeting to discuss the results of the gender evaluation, a BCC 

senior manager interjected in a discussion about the merits of a business 

case to say: 

I donǯt want just a business caseǡ but a business ethics caseǥ Iǯm 

sick of seeing these social responsibility cases which contribute to a 

mythologising of the women in business caseǥ which portray all 

women as these happy, joyous, dancing super-women who can do 

everything. (OBS5, 2013).  The manager was particularly scathing of Ǯthese CSR types who can tell you how theyǯve started these alternative income generation projectsǡ like women can do all of that on top of everything elseǤǯ They explained that 
BCC needed to be different, as currently ǮThere is not enough on helping women just to be farmersǤǯ There was a desire to distance themselves from 
the business case rhetoric so strongly practiced and repeated in previous yearsǡ to contribute Ǯnot just to economic empowerment but to general 
wellbeingǡ like food securityǤǯ The death toll rang for the alternative income projects with the final pointǣ Ǯ) donǯt want to contribute anymore to these squally womenǯs programmesǤǯ  
 Interestingly, both B1 and the senior manager in the quotations 

above were happier to resist, and speak out against the business case, 

behind closed doors. In other public events I attended they were again 

engaging in the rhetoric of a gender business case, and the organisation 

continued to use the alternative income projects as marketing material. 
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What this suggests is that resistance work may happen at the individual 

actor level, but may not have an immediate effect on the organisation, 

even when those resisting are senior decision-makers. It also hints at the 

problem of actors questioning the accepted narrative of Ǯgender equality as smart economicsǯ within a CSR world just coming to terms with such a 
statement. I discuss the importance of internal reflection, and struggle, for 

institutional change further in Section 6.3, and in Chapter Seven. 

 Also at the individual level, actors in Adwenkor resist another key 

element of Legitimising work in their everyday practice. The shared assumption that women empower womenǣ Ǯonce a woman is a cocoa 
buyer she can show other women in her village it can be done, and they follow herǯ ȋNGOͳͳǡ ʹͲͲͶȌ is not always evident in practiceǤ Women 
within the cocoa value chain who had climbed the ranks do not necessarily Ǯbehaveǯ in the ways the Legitimising rhetoric had promisedǡ instead re-

enacting masculinities and individualisation that was at odds with the assumption of womenǯs support and collaborationǣ 
Youǯd have thought that the whole point of more and more women 

being on the board, which weǯre constantly crowing aboutǥ 

should give more backing to more happening that will empower 

women the way they are nowǤ To going in their footstepsǥ If theyǯre 

looking after number oneǥThat isnǯt a community feelǤ Itǯs an 

ǮIǯve got here now Iǯve got to protect my positionǯ feelingǤ Itǯs not 

an ǮI want to share this with the rest of the women in this 

organisationǯǤ But you know certainly when you talk to people you 

feel thatǯs what they would likeǡ but I donǯt know if thatǯs the 

reality. (B2) 

This quotation by B2 reflects first on the Legitimising workǯs rhetoric of empowerment as a domino effect for changeǡ before reflecting on womenǯs 
self-preservation once in post. This is an outcome that others also struggled to reconcile with the ǮFairtradeǯ values of collaborationǡ the Ǯcommunity feelǯ Bʹ mentionsǣ 
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It would be easier to sayǡ but it wouldnǯt be trueǡ in the end the men 

outdid the womenǤ They marginalised the womenǯs activities over 

there and took their jobsǤ But actually it wasnǯt like thatǤ So some 

women were part of a coup who took control and marginalised 

many women in the main part of the structure. (C4) 

Women here are not victims of traditional patriarchy, but are subsumed into the Ǯǲbig manǳ cultureǯ ȋCͳȌ that is particularly masculineǤ Cͳ 
explained her experience of seeing newly elected women leaders being 

trained in leadership styles: 

I kind of find it slightly infuriatingǥǤit was all about how leaders 

behave and, you know, it was kind of not looking at people directly 

and being very distant, the complete opposite of how we would see 

charismatic, effective leaders as behaving. But thatǯs what 

Ghanaian culture, or at least Ashanti culture, demands. That youǯre 

a ǲbig manǳ and you look very stern and you donǯt connect with 

people and you actually rarely speak directly, you speak through your 

representative (C1) 

Thus women leaders were initiated into the masculine styles of leadership, 

at odds with the proposed narratives of both valorising work (community; 

cooperation) and legitimising work (increased loyalty and participation of 

women). They engaged in a form of resistance, distancing themselves from 

these narratives through their lived experiences of performing gender in 

the cocoa value chain. Those actors who saw this, and spoke up about it, as 

detailed here, also engaged in distancing through highlighting what C4 called Ǯthe gender failuresǯǣ  
I suppose we were expecting that women who had already been 

empowered would fight for the sustained empowerment of women. 

And thatǯs not what happenedǤ So I think we have to deal with that 

problem in dealing with the gender failures tooǤ Itǯs not just that 
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you put a gender program in the credit departmentǤ Thatǯs just 

projectsǥThe far more important part is the norms. (C4) The Ǯnormsǯ CͶ refers to are seen as untouched by engendered CSR practicesǡ or ǮprojectsǯǤ ) theorise further in Chapter Seven on the 
importance of thinking about norms, gender, and institutional change at the individualǯs level of identityǡ drawing further on Ǯenacting masculinitiesǯ as a case in pointǤ )n the next sectionǡ howeverǡ ) detail how 
such Distancing work has a bearing on practice.  

6.2.3. HOW DISTANCING WORK TRANSLATES GENDER INTO CSR 

PRACTICES 
 

Distancing work actively reduces the ability of actors to disrupt the gender 

institution, by insisting that others in the partnership are responsible for 

gender, with no one organisation taking leadership on the programme. As 

A4 explained at the beginning of the research evaluation periodǣ  ǮWeǯve suspended all the programmes we are doingǤǯ Distancing thus means that 
translating gender into CSR practices becomes extremely difficult, with 

those managing the gender programme facing a lack of voice, resources, funding and Ǯvalueǯ within Adwenkor. In a tight financial climate this 

isolation was made more acute as Adwenkor and BCC staff turned to 

profit-seeking justifications for reducing spending or time on the gender 

programme. 

 Conversely, there were individuals, such as senior managers at 

BCC, who behind closed doors resisted the focus on profit, and economic empowerment CSR practices in preference for womenǯs social and 
political empowerment within the cocoa value chain. This signals a desire 

to disrupt the gender institution in cocoa farming by re-casting women as 

active cocoa farmers (a role they demonstrably already carry out, but 

continue to be unrecognised for). This would translate gender not just into 

engendered CSR practices in terms of projects, but would mainstream 

considerations of gender into the everyday activities of the cocoa supplier. 
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However, the criticism of alternative income training, and championing of 

large-scale change, was not voiced publically by BCC management or 

TradeFare. Thus, alternative income generation as engendered CSR 

practices continues to be the mainstay of the gender programme, despite a 

questionable achievement of its goals, namely, to garner women more 

wealth. This may well be to do with a confusion over what gender is, and 

what gender equality would look like, across actors and organisations.  

 

 Thus, the importance of changing norms so as to disrupt the gender 

institution is argued to be of central importance to the success of 

institutional change. Distancing work, as resistance to disruption of the 

gender institution, demonstrates how individual level resistance can also 

link to organisational level resistance. For example, women leaders learned to distance themselves from the Ǯcaringǡ sharingǯ rhetoric of the 
gender programme, and thus contributed to a larger organisational distancing at Adwenkorǡ who experienced conflict between the Ǯsocial stuffǯ ȋAͷȌ and the need for Ǯcommercialityǯ ȋBͳȌǤ Thusǡ resistance is a 
refusal of the ways and means of achieving gender equality, further 

wrapped up in questions on, and the demands of, Fairtrade, business, and 

economic and social development. This is explored further in Chapter 

Seven. 

6.3. QUESTIONING AS RESISTANCE WORK: RESISTANCE 

AS CREATION 
 

Having laid out the forms of Blocking and Distancing Work which resist 

institutional work to disrupt the gender institution, here I explore the 

potential of resistance work to create change (Fleming and Spicer, 2007), 

to re-ignite institutional disruptive work, and to potentially begin the 

process of the institutional work of creation (Lawrence and Suddaby, 

2006; Greenwood, Suddaby and Hinings (2002). One manner in which this is argued to occur is through actorsǯ Ǯquestioningǯ as a form of resistanceǤ 
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Questioning as a form of resistance work is the practice of calling 

into question (Fleming and Spicer, 2007, drawing on Jaspers, 1932). In this 

sense, Questioning, like Distancing and Blocking work, represents 

struggles between narratives, actors or organisations. Its mutual calling 

back and forth, occasional cynicism (Fleming and Spicer, 2003) and 

reflection, is indicative of the repair of relationships, productive change 

(Fleming and Spicer, 2007; Thomas and Hardy, 2011) and the on-going 

negotiation over meanings within the organisation (Gabriel, 2000). 

Greenwood et al. ȋʹͲͲʹȌ show that actors Ǯtheoriseǯ how organisational 
change has or has not worked, thus instigating the push for further 

change. Further, Ford et al. (2008: 373) explain, resistance is not always comprised of grandiose actionsǡ but can entail a Ǯconversationǯ between actors Ǯreceptive and willingǯ to changeǡ but wishing to negotiateǡ or 
challenge, the ways of achieving this. Thus, Questioning work often starts 

as a form of quiet rebellion, leading to more conducive institutional 

change, often in the form of creation (Lawrence and Suddaby, 2006; 

Greenwood et al., 2002).  

In this case, Questioning is seen in personal reflections and 

critique; demanding more information, and research; and the vocal Ǯcalling-outǯ of persistent inconsistencies within the organisationǯs 
approach to engendering CSR, such as cooperative membership rules. 

Appendix 14 collates data against these themes. Again, the timing of the 

research contributed to this reflective period amongst actors, and captures the hint of Ǯnew beginningsǯǤ  As such, it forms the prominent feedback 

loop in Figure 20.  

Questioning as resistance work first often occurs at the individual, 

subjective level (Thomas and Davies, 2005a). It is the most subtle and subjective form of resistance and is closely tied to Ǯthe micro-politics of critical reflectionǯ ȋThomas et al., 2004: 6). For example, actors involved in 

the gender programme evaluation mused that the process gave them reasons to reconsider and reflect on the purpose of Ǯengenderingǯ CSR 
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practices in the first place. To this end they begin to reflect on the more 

taken-for-granted aspects of organisational practice: 

What is it that we want to achieve? What does empowerment look 

likeǫ Iǯm asking myselfǡ for whatǫ For what ends? (C1). 

So the question I would go back toǥis how do you know who this is 

forǫ So thereǯs some root cause analysis we need to do first, why are 

we in this situation, why, why, why, why, why?ǤǤǤ  So I thinkǥ it 

needs a much better and bigger rethinkǥ what does gender 

mean in to these women now? What would that look like, and what 

would really be worth arguing for anyway? Do we actually know? 

(C4) 

Implicit within these quotations, from staff at TradeFare and BCC, is the expression of emotionsǣ Ǯ) feelǯǢ Ǯ)ǯm asking myselfǯǡ cognisant with the 
growing recognition of the role of emotions in disruptive institutional 

work (Voronov and Vince, 2012)Ǥ What isnǯt captured in the text is the 
passionate and often forceful way these interviewees spoke to me when 

reflecting on, and questioning the way engendered CSR had been 

managed, and planned for. The paradoxical consequence of their 

institutional work, whereby they unintentionally maintained the gender 

institution, meant that for the most part these actors first experienced 

Questioning at the individualǡ personal levelǡ before considering Ǯgoing publicǯ with their reflectionsǤ  
The process of engaging in a large-scale programme evaluation, 

and more mundanely, taking part in a reflective interview with myself, 

seems to promote Questioning, as resistance, though voice (Fleming and 

Spicer, 2007). Actors tentatively began to challenge taken-for-granted 

decision-making practices (Collinson, 1994: 25): ǮYou knowǡ share-

cropping, and tenant farming, is one of the most contentious parts of the agricultural supply chainǤ Fairtrade doesnǯt touch thatǯ ȋCͶȌǤ Managers at 

BCC and TradeFare increasingly pushed at Adwenkor to reconsider the 
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cooperative rules for membership, given that evidence suggests that women who arenǯt members are working on cocoa farms and receiving no 

reward (Chapter Five, Section 5.3.3): 

What worried me about the womenǯs groupsǥ is are people members 

of AdwenkorǫǤǤǤ And if you are not a memberǡ you shouldnǯt be in a 

womenǯs groupǥ So we can negotiate that Adwenkor changes its 

rules and lets people in who are farm workers. Which I would 

like to see. But until that happensǡ people who donǯt have landǡ canǯt 

be members of Adwenkor. (B1) 

Actors continue to call out inconsistencies within existing 

institutional logics (Seo and Creed, 2002) when questioning the logic of Ǯwomen empowering womenǯǡ and of the assumed shared norms of Ǯcommunityǯ and ǮfairnessǯǤ Cͳ and CͶ reflect on how classǡ an unspoken 
element of Fairtrade, matters: 

Life demands that I take the immediate returns, and so that stops 

you thinking more in the long termǤ And maybe thatǯs reflected a bit 

institutionallyǥ Because they [farmer board members] tend to 

be the wealthier, larger land-owning, probably not-that-poor, 

peopleǥ (C1) 

 

So women may be greatǡ but sometimes theyǯre fucking awful 

employersǥ sheǯll have people working on her farmǥ And Adwenkor 

has never made her feel like she has a responsibility to those 

people because theyǯve over-glorified the rights of farmers [as 

landowners] to the detriment to everybody else! (C4) 

Thus both C1 and C4 engage in Questioning by highlighting the inequity of 

the Fairtrade structure, by speaking up across the organisations in the 

partnership.  
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Similar to Collinsonǯs identification of Ǯresistance through persistenceǯ ȋͳͻͻͶǣ ʹͷȌǡ part of Questioning also included the demanding 

for more information, statistics, evidence and research: 

I was quite ǥ disappointed in the presentation I had when I was in 

Adwenkor in ǥ Where clearly they were defending the thing they 

knew how to do, and Iǯm very un-keen to continue doing the things 

theyǯve been doingǡ unless I can see evidence that they have, the 

impact theyǯre saying theyǯre having. (B1) 

This drive for information was also very likely to slip into criticism of 

Adwenkor, and thus overlaps with the Distancing work of refusing 

responsibility for gendered CSR (Section 6.2.1). Yet it also portrays how 

Questioning, as resistance, can provoke changes in practiceǡ as Bͳǯs Ǯresistance through persistenceǯ ȋCollinsonǡ ͳͻͻͶǣ ʹͷ) for gender statistics 

provoked the original gender programme evaluation. This will, in time, 

lead to changes with how Adwenkor, BCC and TradeFare translate gender 

into their CSR practices (see Chapter Eight).  

Finally, Questioning took place at a meso-industry level, when actors engaged in reflectionǡ and challenged assumptions of womenǯs 
empowerment, in public spaces. C4 explained how they continued to 

question what a gender policy would achieve for Fairtrade businesses overallǡ engaging in meetings and networks to recapture the Ǯradicalǯ 
nature of Fairtrade (C4): 

So whatǯs the objectiveǫ Is the objective a certain overall level of 

household income and achievement and well-beingǡ or whatǫ Itǯs a bit 

like the gender policy for FLO [fairtrade labelling organisation], 

getting it back on the table. (C4) 

A senior BCC manager, attending a public Fairtrade event on gender, 

vocally questioned the utility, and accessibility, of the business case 

rhetoric on display: 
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You [other attendees] come from a development background and 

take for granted that we business people know why it is that 

women should be empowered. You take it for granted that we 

know that women contribute to food security or whatever. Why is it 

good? I think youǯve overshot yourself and need to go back and 

make some clear cases. (OBS11, 2013).  

These more experienced actors moved through individual levels of 

reflection, to questioning within their organisations, through to more 

public levels of challenge, enquiry and the calling out of inconsistencies.  

It is important to reiterate here the role of the gender evaluation, 

and my own questioning as a catalyst for Questioning work. The two are 

not easily untangled from eachother. Furthermore, as I discussed in 

Chapter Four, the GALS methodology (Section 4.3.4) and the experience of 

using innovative drawing techniques with Adwenkor staff also provoked 

reflection:  

We need to further talk to the women. Find a way to Ȃ if we can get 

something similar than the GALS, that will let them understand, or to 

find out whether they really understand what they are talking about. 

(A4) 

It taught meǥthat the farmers ǥ like us to hear them more. To 

find out whatǯs their problemsǤ And if they can they apportion themǤ 

And we are looking for ways to, solicit where their problems are. 

(A8) Researchingǡ ǮhearingǢǡ Ǯsharingǯǡ Ǯusing examplesǯ are all practices 
employed within Valorising work (Chapter Five, Section 5.1). This 

suggests that resistance through Questioning provokes a feedback loop 

into renewed Valorising work. Whilst for some reflecting on past decisions 

and critiquing management remained a personal affair, others engaged in Ǯinterventive questioningǯ (Lüscher and Lewis, 2008) with the aim to 

provoke others, inside and outside the organisation, into changing 
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gendered practicesǡ policies and programmesǤ )n particularǡ Ǯresistance through persistenceǯ with its push for Ǯfurther information and knowledgeǯ 
(Collinson, 1994: 50), is often an effective means of challenging 

organisational practices. In this sense, resistance can be a form of creation 

(Fleming and Spicer, 2007) of something new, or in this case, renewed.  

Resistance work, especially Blocking and Distancing Work, 

destabilised the partnership between organisations, and brought 

questions over understandings of, and translations of gender into CSR, to 

the fore. Yet this resistance provokes reflection, reigniting Valorising work 

and opening up the possibility of reinvention:  

ǮWe said ǲwhat is the alternative to thisǫǳǤ I saidǡ ǲOKǡ if I were 

ripping this up, in some imaginary world, I would reinvent itǤǳ (C4)  

Questioning as resistance can thus be considered not simply as a negative 

practice, but as a productive, messy and on-going negotiation over 

meaning and power (Foucault, 1982). It is very much rooted first and 

foremost in the level of the individual, and their self. The implications for 

this on institutional work, and change, is discussed further in Chapter 

Seven.   

6.4. CONCLUSIONS 
 

This chapter has outlined how actors employed by Adwenkor, BCC, 

TradeFare and farmers within the cocoa production chain, performed 

resistance against institutional work that intended to disrupt gender. I 

outlined how they engaged in Blocking and Distancing work against both 

Valorising and Legtimising workǯs narratives and argumentsǤ 
Paradoxically, actors who first engage in disruptive institutional work may 

then go on to perform resistance work. Yet the resistance is rarely a 

simple rejection of gender equality, rather a resistance, or questioning, of 

the ways and means of achieving equality. This suggests institutional 
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workǡ and resistance workǡ centres around negotiation over what Ǯgenderǯ 
actually is, an argument I pick up on in Chapter Seven. 

Resistance Work complicates the engendering of CSR practices. In 

many ways, actors have held back the full potential of the gender 

programme at Adwenkor, through withholding funds, blocking meetings, 

and distancing themselves from responsibility. On the other hand, I have 

shown that resistance, especially in the form of Questioning, allows for 

new ideas, reflections and renewed institutional work. This offers a 

contribution to institutional work theory, in that it empirically 

demonstrates the circular, dynamic and unpredictable nature of how 

actors may disrupt, maintain or create institutions (Lawrence and 

Suddaby, 2006; Lawrence et al., 2013).  

The productive nature of resistance (Foucault, 1982), especially 

with regard to gender (McNay, 1992) is the focus of my next chapter. I 

begin by bringing together my arguments on how institutional work to 

disrupt gender has shaped understandings of gender, and how this 

impacts on engendered CSR practices. I show how institutional work at 

the individual and organisational level has led to unintended 

consequences when it comes to gender (institutional) change. I posit that 

some of this may be because change strategies need to pay heed to the level of the individualǯs subjective selfǡ especially when it comes to genderǤ  
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CHAPTER SEVEN: 
RE-THINKING GENDER AND 

POWER RELATIONS IN THE VALUE 

CHAIN 

 

ǮIdentity is not fixedǡ but itǯs not nothing neitherǯ  

Stuart Hall 

 

Feminists have long- argued for the dismantling of the assumed connections between genderǡ sex and men and womenǯs identitiesǤ De 

Beauvoir's (1949) famous quotation stretches back over sixty yearsǣ ǮOne is not born a womanǯǤ Our identities as menǡ or womenǡ or somewhere in-

between, are not fixed, as Hall (1997) states, yet they are also important 

considerations for how actors navigate the social world. In this chapter I 

part ways to some extent from my initial analysis to reconsider the role of 

the self, and identity, in how institutional gender change may happen 

through CSR practices. I ask, how might we further theorise how changes in the gender institutionǡ and therefore men and womenǯs experiences of 
work in the value chain, may happen? The conceptual framework I set out in Chapter Three drew on a set of theories that focused on actorsǯ 
practices, and interactions: their talk, and actions, the text they produced, 

and so forth. In further reflecting on my data, especially that concerning actorsǯ resistance workǡ ) argue here that my initial framework needs 
expanding.  

 First, however, I discuss what we can learn from my empirical 

findings. Namely, how the processes of translating gender into CSR 

practices have a bearing on understandings and experiences of, gender in 

the value chain. I reflect on the dynamic, multi-level phenomena of 

institutional work, and re-apply the lens of power relations to explain why 
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it is that actorsǯ efforts to instil social change are often manifest in 
uncertain, unexpected ways. 

 In so doing, I am forced to reconsider my initial theoretical assumptionsǡ positing that the actorǯs sense of self is a somewhat 

overlooked, but crucial, consideration. Meaning that whilst gender is Ǯdoneǯ at macroǡ meso and micro levels of practiceǡ in order to understand how gender change may occur in the Ǯresponsibleǯ value chain we need to 
incorporate the level of the intrapersonalǣ actorǯs sense of selfǡ and 
identity, into our research. Contra other studies into institutional change and Ǯidentity workǯ ȋeǤgǤ Gawer and Phillips, 2013)ǡ ) pursue Ǯidentityǯ at 
the actor, rather than organisational, level. In terms of CSR, this means that 

influencing moves towards gender equality would require an up-front discussion about what equalityǡ gender and Ǯbeing a man or womanǯ 
means to people in their everyday lives. Research into gender and CSR 

would have to grapple with this notoriously difficult level of enquiry: 

asking how individuals feel, think and make sense of their own gender 

identity, whilst exploring practice and process.  

 Drawing on two vignettes from the data, in this chapter I theorise 

again why it is that gender change has been relatively difficult to achieve 

at Adwenkor and BCC. The analysis of my data points to another level, that of an actorǯs sense of selfǡ and identityǡ as being important in explaining 

not just how actors can behave, or work to affect institutional change 

(Creed, DeJordy, and Lok, 2010), but in their very readiness to think about 

change, especially in the context of gender. Explaining why this may be, I 

draw on feminist Foucauldian notions of gendered power relations, and 

how discourses on gender are very much part of ourselves. In particular, 

such theories blur the boundaries between structure and agency, as well 

as between discursive practices and the individual, in a way that may be 

useful for those exploring how business organisations can begin to 

formulate gender change strategies. I conclude the chapter by positing 

that CSR strategies for social change are possible, through the nature of human beingsǯ capacity for re-action, hinting at institutional work to 
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create (Lawrence and Suddaby, 2006) new forms of the gender institution. 

Yet we are also reminded that CSR, and the actors performing it, are bound 

up in much larger systems of power relations that are discernible right 

down to individual thought.  

 The chapter therefore makes two contributions. First, it contributes 

to the CSR literature on institutions and change, by re-incorporating 

explicit questions about power relations, providing another consideration 

into why there is a Ǯblack boxǯ around CSR organising ȋRasche et al., 2013) 

and why it is so difficult to effect social change. Second, I provide a 

contribution to institutional work theory by suggesting the need to incorporate levels of actorsǯ self and identity in studies of social 
institutional change, as well as the practices of those individuals, nested 

within systems of power relations. In so doing, I also restate the point that 

CSR, and organisational theories more generally, continue to be enriched 

by incorporation of feminist and gender theories.   

7.1. CHANGING UNDERSTANDINGS AND EXPERIENCES 

OF GENDER IN THE VALUE CHAIN 
 

The institution of gender is conceptualised here as imbued with power 

relations (see Chapter Three). One contribution of this thesis to institutional work theory is to study Ǯbig tentǯ social institutionsǡ and the 
ways and means in which actors may affect them. In this case, I have 

concentrated on actors performing CSR practices, across multi-cultural 

business organisations, with the intention to in some way improve the 

lives of women cocoa farmers. My thesis is that changing the gender institution relies heavily on changing actorsǯǡ and organisationsǯǡ 
understanding of what gender actually is. In this section I thus provide 

summary answers to my research sub-questions 2 and 3: how are 

understandings of gender influenced by CSR practices, and how do these 

influence farmersǯ experience of gender in the value chain?  
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To summarise, in Chapter Five I explained how institutional work 

translates gender into a CSR issue, and then into practices. Figures 14 and  

18 provide visualisations. Valorising work ensures value is given to 

working on gender as a CSR issue, promotes the social and political 

empowerment of women as an organisational goal and imbues value into womenǯs roles and place within the cooperativeǡ and in wider societyǤ )t 
translates an idea of gender as a social, and cultural construct into CSR 

practices which aim to mainstream womenǯs voice and decisions 
throughout all areas of the cooperative business. These practices included 

quotas, policies and leadership training for women, which effectively 

disrupt the gender institution in cocoa farming by changing normative 

associations (Lawrence and Suddaby, 2006) between women and their 

roles in business. This has meant that many women have been able to 

move into positions of decision-making authority, such as Farmer Board 

leadership, or become cocoa purchasing clerks. For some women in Adwenkor Womenǯs Groupsǡ the collective nature of the membership has 
given them more confidence, thus in some ways leading to a more 

equitable experience of gender in the Ghanaian cocoa value chain (see 

Section 5.3.2, Chapter Five). 

 Actors also engage in Legitimising work to ensure a fit between Ǯengenderedǯ CSR and the Ǯtradeǯ aspect of the Fairtrade business modelǤ They stress the Ǯwin-winǯ outcomes of empowering women in the cocoa 
value chain for families, communities and the business itself. These 

arguments are based on the assumption that economic empowerment has 

the greatest impact on disrupting the gender institution, and also results 

in mutual gains. These ideas translate gender into CSR practices that focus 

on economically empowering women through alternative income training schemesǡ and microcredit facilities for womenǯs groupsǤ )n effectǡ these practices push womenǯs recognition as cocoa farmers further from the 
organisation and thus contradicts the idea that empowering women will 

lead to a more productive cocoa workforce. This promotes an 

understanding of gender as an innate, static sex category, since women are 
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reduced to their assumed identities as housekeepers and mothers earning Ǯpin-moneyǯǤ Thereforeǡ Legitimising work does little to challenge 

experiences of gender in the cocoa value chain, rather, it unintentionally 

maintains the incumbent nature of the gender institution. 

Chapter Six introduced the simultaneous Resistance work that 

occurred across the three partner organisations. Resistance was not 

simply a rejection of gender equality for women in the cocoa value chain, 

but often particular resistance to the ways and means of translating 

gender into CSR practices. This conflict is rooted in normative and cultural considerations of what gender Ǯisǯ and what women and men Ǯshouldǯ be 
able to be and do. 

Figure 25: Institutional Work to Disrupt the Gender Institution 

Source: Authorǯs OwnǤ 
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Zooming out and looking at the empirical data as a whole, Figure 25 

details how institutional work changed the gender institution. The gender 

institution surrounds all activity, and is affecting, and affected by, the 

disruptive institutional work in the inner circle. The dashed circles 

represent the cyclical, dynamic nature of institutions, and their practices. 

The disruptive institutional work is comprised of valorising, legitimising and resistance workǡ contained in actorsǯ everyday practicesǤ These forms 
of institutional work, as covered in Chapters Five and Six, relate to, and 

feed off each other, represented in the figure by grey Ǯpracticesǯ arrowsǤ  
In some ways, actorsǯ disruptive institutional work led to its 

desired effect, i.e. greater gender equality. This was seen particularly with valorising workǯs ability to disrupt the gender institution through political 
representation of women in the cocoa value chain. In other ways, 

institutional work led to a mis-translation of engendered CSR practices, 

leading to the unintended consequence of maintaining inequalities in the 

value chain. Legitimising workǯs focus on economic projects led to the 

maintenance of the gender institution. Finally, Resistance work led to 

multiple outcomes, with Questioning work hinting at a renewed stage of 

institutional work (Section 6.3, Chapter 6), and potentially the creation of 

an alternative institutional outcome in the future (see Section 8.1, Chapter 

Eight).  

What this suggests is that when actors work to effect institutional 

(social) change, outcomes are unpredictable and fluid. The red arrows in 

Figure 25 represent unintended consequences of purposeful disruptive 

institutional work. Importantly, whilst in my case valorising work led to 

disruption (the white arrow), in another context this may not be the case. Similarlyǡ Resistance was particularly strong in the case of Ǯengenderingǯ 
CSR, even when change was, to all accounts and purposes, supported at 

the micro and meso levels of the organisation. The unintended 

consequences of purposeful institutional work thus make it extremely 

hard to predict how actors can provoke changes to social institutions.  
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Institutional work theorists have been open to the idea of 

unintended consequences and non-linear paths of institutional change for 

a number of years (Lawrence and Suddaby, 2006; Lawrence et al., 2009; 

2013; Slager et al., 2012). I posit, however, that in a sticky situation such as resistance to Ǯengenderedǯ CSRǡ there is a need to further theorise why 
unintended consequences occur, specifically by revisiting the role of 

power relations in institutional work.  

 For example, Valorising, as an example of disruptive institutional 

work, was successful in disrupting gender because it changed normative assumptions about womenǯs rolesǤ Actors essentially challenged 
understandings of gender, and in so doing, challenged dominant gendered 

power relations in the context of Ghanaian cocoa farming. On the one handǡ this is an example of institutional entrepreneursǯ Ǯpower toǯ effect change ȋDiMaggioǡ ͳͻͺͺȌǤ On the otherǡ the failure of Legitimising workǯs translation in practiceǡ and the unintended consequences of Ǯwell-
meaningǯ workǡ portrays how at multiple sites and levelsǣ 

[Power relations] do not reproduceǥ in any simpleǡ mechanical and 

predetermined way but will have a variety of important 

organizational effects, many of which cannot be specified outside of 

particular workplace or industries. (Collinson, 1994: 51). 

This is brought into stark relief when exploring Resistance work, which 

suggests that actors are engaged in an on-going struggle to change 

institutions in often ambiguous and paradoxical ways. Since these 

institutions are full of multi-level, fluid and changing power relations: actors often thought of as Ǯpowerlessǯǡ such as the Fairtrade farmersǡ 
actually affected their influence in unexpected, but effectual ways (see 

Section 6.1.1, Chapter Six). In line with institutional work theory this corroborates the importance of paying heed to actorsǯ agency in their 
everyday practice. 

 Yet there remains a level of agency absent from most theorising on 

institutional work. The particular focus of my thesis, that of gender 



 
 

263 

 

change, opens up (and complicates) the study of how social change may 

occur. Namely, in the next sections I argue that on re-reading the data, the level of actorǯs selfǡ and identityǡ is an important but over-looked aspect of 

institutional work to disrupt gender. I stress the importance of a 

Foucauldian concept of relational, productive power (1977; 1982) that 

supports the idea of actorsǯ subjectivity to challenge gendered power 
relations, but muddies the ways in which they may perform this. To 

explain further, I return to two stories of resistance drawn from my case 

study.   

7.2. RE-THINKING CHANGE: WHY RESIST? 
 

Chapter Six detailed the resistance work actors performed in response to 

institutional work that aimed to disrupt the gender institution within the 

Ghanaian cocoa value chain. Of particular interest, and somewhat 

perplexing, is the resistance work performed by actors who were very much in favour of gender changeǣ promoting Ǯequalityǯ and Ǯempowermentǯ of women farmersǤ Since institutional work theory argues 
that actors engage in purposive work to create, maintain or disrupt 

institutions (Lawrence et al., 2009), how can we theorise what has 

happened at Adwenkor, when actors seemingly without thinking, start to 

resist the very narratives they were instrumental in cultivating? I briefly 

highlight two vignettes drawn from empirical data, which delve deeper 

into changing gendered power relations through institutional work. 

7.2.1. ǮBIG MENǯ AND ǮLEADING LADIESǯ 
 )n Chapter Six a particularly striking form of Ǯdistancingǯ resistance work 

was seen in the way some women leaders promoted to positions of 

responsibility begun to imitate Ǯmasculineǯ leadership behavioursǡ for example by looking Ǯvery stern and you donǯt connect with people and you actually rarely speak directlyǡ you speak through your representativeǯ 
(C1). Furthermore, such leaders were accused of marginalising the more 
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Ǯprogressiveǯ cooperative members ȋboth men and womenȌ ȋCͶȌ and Ǯlooking after number oneǯ ȋBʹȌǤ These behaviours ran opposed to the 
benign mentor/role model expected by the rhetoric of female empowermentǣ there was a purposeful Ǯdistancingǯ from this narrative on 

the part of its leaders. 

 There are a few ways this situation could be examined. One is 

through a comparison of Ghanaian and British culture, and the expectations of what a leader should ǮbeǯǤ Certainlyǡ the enacted behaviour 
of a leader as described by C1 above, including speaking through a representativeǡ appears extreme to British sensibilitiesǤ Yet the Ǯbig manǯ 
culture of Western Africa is not so far removed from expectations of 

leadership in the UK, or other countries from the global North. Indeed, Joan Smithǯs chapter on Margaret Thatcher in Misogynies (1989) and the 

ways in which she aped male tone and delivery, yet maintained gendered 

roles at home, mirrors the situation at Adwenkor. Furthermore, numerous 

empirical studies have demonstrated how women leaders react to Ǯsuccessǯ at the top by emulating Ǯhegemonic masculinitiesǯ ȋConnellǡ ͳͻͺ͹Ȍ 
in British and American contexts (Fagenson and Jackson, 1993; Kanter, 

1977; Wajcman, 1998). Marshall (1993) lists such masculine leadership 

traits as self-assertion, competition, separation, independence, control, rationalityǡ and so onǤ Whilst Ǯmasculinitiesǯ and Ǯfemininitiesǯ are fluid and 
changeable, there are still stereotypes around these, especially in the 

world of business (Kerfoot and Knights, 1998; Knights and Tullberg, 

2011). However, in this case the intersecting oppressions (Hill Collins, 

1990) of ethnicity, nationhood and gender merge into dominant expectations of what a leader should ǮbeǯǤ )t is not just a case of patriarchal Ǯpower overǯ womenǯs behaviour in the workplaceǡ but a combination of 

oppressions (Hill Collins, 1990). Yet, the women leaders were not 

unthinking automatons, but use their behaviour, identity and resistance to 

climb the career ladder. 
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 I want to argue here that changes around gender roles are deeply connected to identityǤ Soǡ in the example of women leaders becoming Ǯbig menǯǡ theoretically what may be happening is a resistance to the narrative 

of women as carers and sharers, in preference for an embracing of a hybrid gender identityǣ a leading ladyǤ The Ǯleading ladyǯ does not deny her 
status as a woman, but she also emulates some traits associated with 

stereotypical male leadership, such as unapproachability and 

individualisation. To some extent this behaviour is conscious: C1 told of 

how new women leaders were trained by professionals in how to act once 

in power; but on another level, the implications of such an identity remain 

unconscious, especially when it comes to the contradictions between what the gender programme and policy aim to achieve ȋǮequalityǯȌ and the reality ȋcontinued difference between men and womenȌǤ Such Ǯidentity workǯ was also noted in an Australian context, where women agricultural leaders talked of creating a Ǯthird sexǯ for themselves in which to succeed 
(Pini, 2005: 73).  

 It is the association between certain traits and behaviours as male 

and female which remain problematic when it comes to promoting gender 

change. It means that whilst women can be encouraged into positions of 

power, once they get there they may recreate inequalities inherent within 

the system. For example, the continued ignorance of the situation of tenant 

farmers untouched by Fair Trade has not been improved by a more 

diverse management team (C4).  Further, the capacity for women leaders 

to lead as women, away from the schema of masculine leadership, is 

curtailed by dominant understandings of gender identity. Thus, I am a 

woman, with the expected roles and norms that associate that label, but I 

am also a leader. These labels are constantly negotiated at the level of the 

individual in their everyday life (Denissen, 2010). There is agency within 

these negotiations, but they are also limited by the contextual, cultural 

institutions in which we live (McNay, 2000). 

 The Ǯleading ladiesǯ of the Adwenkor case embody the complexity of 
securing gender change within organisations, through CSR. On the one 
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handǡ they resist narratives of expected ǮfemalenessǯǢ on the otherǡ they 
embrace masculinities to get ahead in their new roles. Re-orienting 

women (and men) to be comfortable to lead in a way different to the 

dominant mode of gender stereotypes involves considering what is 

happening at the level of identity, and self. It also means recognising that 

individuals resist, act and re-act in unexpected ways.  

7.2.2. Ǯ)RRATIONALǯ RESISTANCE 
 

I am particularly interested in those actors who had promoted narratives of gender equalityǡ fairnessǡ and womenǯs empowerment ȋforms of Valorising work ȋChapter FiveȌȌǡ who had turned to Ǯblockingǯ the gender 
project evaluation (see Section 6.1.1, Chapter Six). ǮAmaǯ and ǮShirleyǯ17 

had worked for over ten and three years respectively on the cocoa gender 

CSR programme. My observation notes detail how they worked hard, were 

impassioned when working with local communities, and squared up to 

reticent staff in a male-dominated environment. These were women who exercised agency to become Ǯempoweredǯ within the Ghanaian 
cooperative, who rejected the gender status-quo. When the evaluation of 

the Gender Programme was called, in order to assess the impact of the 

programme, both Ama and Shirley resisted in unexpected ways.  

 

 Unlike B1, B2, A5 and C1, also powerful women in their 

organisations, who pushed for the research evaluation to gain more 

legitimacy for engendered CSR (Section 5.2, Chapter Five), Ama and 

Shirley began to withhold research funds, avoid meetings and employed 

delaying tactics. Ama locked away materials needed for fieldwork, under-

funded research assistants and avoided interviews (Section 6.1.1.). Shirley, 

when faced with the results of evaluation, which showed problems with 

the economic empowerment projects, continued to push craft-based 

training, despite this being under-subscribed, lacking a market and failing 

to make women money (see Section 5.3.3.2, Chapter Five). Even as 

                                                           
17 Pseudonyms. 
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management began to reconsider the gendered CSR programme, calling 

for a focus on social empowerment in the form of literacy and numeracy training ȋsee next Chapter EightȌǡ they resisted stillǤ )t wasnǯt that Ama and Shirley didnǯt want to promote womenǯs empowerment in the cocoa value 

chain, it was just that the threat of changes, especially a reconsideration of 

craft projects, provoked resistance.  

 Why is it that, faced with an ailing programme design, but committed to Ǯwomenǯs empowermentǯǡ actors such as Ama and Shirley 

engaged in this resistance? Or, put another way, why did they resist, and 

unintentionally stultify gender change? Without in-depth interviews with 

these women, I can only conjecture here, but it may be that the proposal to 

reformulate the gender programme to question the traditional roles of 

men and women went against Ama and Shirleyǯs respective 
understandings of gender. Consider the quotation here: 

Even the women leaders and the people who are responsible for 

the gender programme will be sayingǡ ǲWomen should be this, and 

women should be thatǳǤ You know theyǯre the same people who say to 

meǡ when I say ǲbut there are no female auditing officersǳǡ that ǲwell 

women canǯt ride motorcycles and they get pregnantǨǳ So thereǯs a 

gap between where we and BCC are, and where Adwenkor is, in 

terms of what their vision for gender equality is I suppose. And 

maybe that is a problem, and maybe that bridge is really difficult to 

cross. (C1) 

Programmes that continue to separate women from the mainstay of cocoa 

farming, and keep them safely in the sphere of the domestic (e.g batik 

crafts) are supported, whilst suggestions of deep-seated changes (e.g. the 

training of women auditing officers) are strongly resisted.  

 One could argue that they are unintentionally re-creating the 

powerful patriarchal structures of Ghanaian cocoa farming through their influenceǤ Women farmers were Ǯallowedǯ to be empowered in economic 
terms since this fits well with the historic Ghanaian culture of working 
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women. Other necessary political and social aspects of empowerment 

were rejected since to implement a translation of gender in those ways 

would deeply challenge personal, cultural understandings of gender. 

  

 Ama and Shirley strongly fought for womenǯs Ǯpower toǯ challenge gender normsǡ they were aware of menǯs dominance and spoke out about 
it in their Moralising and Contextualising work. Still, there was something 

about the threat of changing the gendered CSR programmes that provoked 

resistance. Furthermore, they resisted in unclear and seemingly 

paradoxical ways. In this sense, Ama and Shirley appeared to be enacting 

agency, informed by their identities, and their own, personal ideas of 

gender in the Ghanaian cocoa context. They were not simply conduits for Ǯpatriarchyǯǡ but Ǯmultiple selves whose lives are shot through with contradictions and creative tensionsǯ (Kondo, 1990: 224). The paradoxical 

and ambiguous nature of social change within systems of power relations 

is not a new development, yet one worth exploring in relation to 

institutional work. Of particular use here is the work of Judith Butler and 

Lois McNay, who draw on Michel Foucault to discuss how individual 

thought is connected to practice and the possibility of changing wider 

gendered power relations. In the next section I explain further how this 

may enrich my initial conceptual framework.  

7.3. RE-THINKING POWER: FEMINIST FOUCAULDIAN 

INSIGHTS 
 

Power as a concept runs through theories of gender-as-practice, and less 

explicitly, institutional work theory (Lawrence, 2008). The conceptual 

framework in Chapter Four privileged the role of power relations within 

institutional work, stating that gendered power relations in particular 

cannot be ignored in seeking to understand how actors may disrupt, 

maintain or create institutions. In particular I argued for a Foucauldian conceptualisation of power relations as pervasive and relationalǣ not Ǯheldǯ 
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by anyone or enacted Ǯagainstǯ anythingǡ but existing in relationships 
between human subjects (Foucault, 1977b; Gordon, 2000). The 

subsequent data analysis supports such a conceptualisation, given the 

paradoxical nature of power relations described. For example, contra 

many feminist understandings of power, it was not the case that men were 

simply domineering women, but that women were often complicit in the 

continuation of inequalities. Thus, a more nuanced understanding on the 

role of the subject and their subjectivity in relation to gender and power 

relations is needed. To do this, I draw on feminist Foucauldian theories, 

namely the work of Judith Butler (1990, 1993, 2004) and Lois McNay 

(1992; 2000). Whilst both these theorists have developed their own 

philosophies since Foucault, their appraisal of the use of Foucauldian 

thought to feminism has been undoubtedly influential.  

 Feminist Foucauldians have tended to draw upon late-Foucauldian 

notions of power (Foucault, 1980, 1982, 1986), arguing that not only is it 

pervasive and relational, but that power relations are productive, rather 

than repressive (Sawicki, 1991:21; Fraser, 1989). Foucault stresses the Ǯconditions of freedomǯ (Crane, Knights, and Starkey, 2008: 302) that mean human beings as subjects Ǯstruggleǯǡ Ǯresistǯ and recreate power relations 
(Foucault, 1986), such as those around the gender institution (Connell, 

2009; Diamond and Quinby, 1988). As Foucault argued, to conceive of 

power only as a negative force undermines its strength: 

What makes power hold good, what makes it accepted, is simply 

the fact that it doesnǯt only weigh on us a force that says noǢ it 

also transverses and produces things, it induces pleasure, forms 

knowledge, produces discourse. (Foucault, 1977/2000: 120).  Power Ǯconstrains and enablesǯ actors who have freedom to push atǡ and 
transform the boundaries of possibility (Hayward, 2000: 12; Foucault, 

1977a, 1982). Thus, when actors create, maintain or disrupt patterns in the Ǯgender institutionǯǡ they are also at the level of consciousness involved in negotiating meanings and Ǯtruthǯǣ the mainstay of institutions and the 
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Ǯstuffǯ of power relations (Clegg, Courpasson, and Phillips, 2006; Foucault, 

1980). There is a struggle at the heart of this thought and practice, which 

means that resistance, as well as control, should be considered in light of 

any forms of institutional change (Knights and Vurdubakis, 1994; Scott, 

1985, 1992)ǡ including and specifically ǮworkǯǤ  
 What feminist scholars drawing on Foucault have developed 

further is the role of the self and agency within the power/resistance 

nexus. This is important, as it means that women are moved out of the category of Ǯvictimǯ and afforded agencyǡ meaning that Ǯdespite large scale 

gender inequalities, women are not just passive dupes of patriarchal 

structures of domination' (McNay, 1992: 82). Individuals engage in Ǯtechniques and practices of the selfǯ ȋFoucault, 1984 in Fornet-Betancourt 

et al., 1984) that Ǯactively fashion their own identitiesǯ ȋMcNayǡ ʹͲͲͲǣ ͻȌǡ 
including gender identities:  

I am interestedǥ in the way in which the subject constitutes himself 

in an active fashion, by the practices of the self, these practices are 

nevertheless not something that the individual invents by himself. 

They are patterns that he finds in his culture and which are proposed, 

suggested and imposed upon him by his culture, his society and his 

social group. (Foucault, 1984 in Fornet-Betancourt et al., 1984: 

122) 

Butler (1990), drawing on Foucault, argues that the subject is created 

through repetitive acts, which she calls performativity. Butler (2004) 

posits that agency lies in how performance is carried out, whether it probes at gaps in the discourseǡ or reveals Ǯthe difference between the act and the idealǯ (Kelan, 2010: 180). What this means is that we create and recreate Ǯgenderǯǡ but in sometimes failing to Ǯdoǯ gender Ǯrightǯǡ we may Ǯundo genderǯ ȋKelan, 2010: 180). These gaps in performance are 

indicative of the on-going constitutive nature of power relations: ǮDiscourse transmits and produces powerǢ it reinforces itǡ but also 



 
 

271 

 

undermines and exposes it, renders it fragile and makes it possible to thwartǯ (Foucault, 1978/1998: 100-1). 

 A feminist Foucauldian approach to power relations (and social 

change) brackets the structure and agency debate, by arguing that all 

actions and structures are influenced by socialised norms, identities and 

knowledges (Hayward, 2000), and that they are therefore one and the 

same. Therefore, actors such as Ama and Shirley are neither subsumed into a patriarchal system rendering them unable to Ǯthrow offǯ powerǡ nor 
are they able to operate as discursive mavericks. Their seemingly Ǯirrationalǯ behaviour ȋsupporting empowerment and CSRǡ and then 
blocking it) can be explained through a Foucauldian lens: power relations, 

and the knowledges they produce, are part of us, and of our identities 

(Foucault, 1977). Thus, Ama and Shirley can enact gender change in a contradictory mannerǤ They can simultaneously Ǯperformǯ disruptive institutional workǡ to improve womenǯs equalityǡ and recreate the status-

quo (e.g. by blocking non-traditional means of womenǯs empowermentȌ as 
their particular discourse or knowledge around gender is challenged. As 

McNay eloquently argues, in reimagining the role of the self in creating 

power relations, it is necessary to consider that 'individuals may respond 

in unanticipated and innovative ways which may hinder, reinforce or 

catalyse social change' (McNay, 2000: 6). What such a theorisation posits is that an actorǯs sense of selfǡ especially how they understand gender 
identity, is deeply bound-up with that actorǯs purposive efforts to change 
institutions. 

Gender change can therefore be said to be occurring at both levels 

of structure and agency, but in dynamic, unpredictable, often paradoxical 

ways (Butler, 1993; McNay, 2000; Cooper, 1994). I want to argue here that 

gender change is particularly difficult due to the bound-togetherness of 

our notions of self, and discourses on gender and power. Whilst individuals within my case study may well be practising changeǡ Ǯundoing genderǯ in their everyday lives through institutional workǡ there continues 
to be, for some, resistance at the level of individual thought and identity. 
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 This resistance can manifest itself in practices (such as the blocking 

of research, or emulation of masculine leadership styles), but it is also part of a deeper process of constant negotiation over what Ǯgenderǯ isǡ and what a Ǯgendered selfǯ isǤ As ) have previously statedǡ further research which 

asks pointed questions about resistance, gender identity and motives 

would be needed to give these theorisations further empirical standing. 

Nevertheless, I argue that my existing conceptual framework, which draws 

on institutional work and theories of Gender-as-Practice, only goes so far 

in explaining how gender change may happen. Future research could 

begin to expand on our understanding of institutional work, and practices, 

through the inclusion of the level of self, or identity, in theory-building. 

Figure 26 visualises the gendered institutional conceptual framework with 

the addition of this. 

 

Figure 26:  Diagram showing levels of the gender institution, and how it 

may be influenced through institutional work, updated. 
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Source:  Adapted from Lawrence and Suddaby (2006); Connell (1985) and McNay 
(1992; 2000).  

Reconsidering how actors practicing CSR may begin to promote gender 

equity and equality in their value chains, by incorporating the importance of actorsǯ sense of selfǡ offers theoretical contributions to the theory of 

institutional work. Yet such a claim is understandably challenging to those 

working in the area of CSR. How does this translate into practice? What 

does this mean for CSR in value chains? In the next and final chapter I offer 

some suggestions in this vein.  

7.4. CONCLUSION 
 

How CSR in global value chains contributes to greater gender equality is 

unpredictable, disordered and often paradoxical. This thesis has explored 

the ways in which actors attempt to disrupt centuries of gender 

discrimination against women in Ghanaian cocoa farming, and has 

detailed the day-to-day practices undertaken by those committed to such a 

cause. I have also shown how resistance to such practices can occur in 

unpredictable ways, especially when those seemingly pro-equality begin 

to resist, and when women themselves are involved in the continuation of 

inequalities.  

In this chapter I have contributed to the field of CSR and gender by 

delving further into why this resistance may happen, highlighting the need 

to explore the self, and gender identities, if we want to better understand 

how change happens. This also makes a contribution to institutional work theoryǡ by suggesting that to some extent actorsǯ subjectivities are also 
important for how they may create, disrupt or maintain institutions, given 

that institutions are sites of constitutive power relations, closely 

connected to our sense of self.  

I have continued to impress the utility of drawing upon existing 

feminist theories to better understand both institutional, and social, 
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change. Feminist Foucauldian theorists carefully walk the line between the 

need the understand gender inequalities as a subjective experience 

(pertaining to identity), and material experiences (pertaining to economic, 

social and political needs). Echoing McNay (2000) I wish to stress that 

both aspects of gender are important to the study of social change: we 

cannot completely turn to gender as an identity, which runs the danger of 

underplaying the very-real material deprivation experienced by millions 

(Fraser, 1997), nor can we answer why gender inequalities continue as 

they do without turning to an exploration of our subjective selves, and 

how we are all complicit in continued global inequalities.  
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CHAPTER EIGHT: 
CONCLUSION 

 

ǲNobody knows how many rebellions besides political rebellions ferment in 
the masses of life which people earth. Women are supposed to be very calm 

generally: but women feel just as men feel; they need exercise for their 

faculties, and a field for their efforts, as much as their brothers do; they 

suffer from too rigid a restraint, too absolute a stagnation, precisely as 

men would suffer; and it is narrow-minded in their more privileged fellow-

creatures to say that they ought to confine themselves to making puddings 

and knitting stockings, to playing on the piano and embroidering bags. It 

is thoughtless to condemn them, or laugh at them, if they seek to do more 

or learn more than custom has pronounced necessary for their sexǤǳ  

Charlotte Brontë, Jane Eyre (1847) 

 Charlotte Bronteǯs indignation against womenǯs perceived Ǯtranquillityǯ in 
her 1847 novel bears a striking resemblance to the conclusions of this thesisǤ Women need Ǯa field for their effortsǡ as much as their brothers doǯǤ 
Engendered CSR practices, launched and sustained though institutional 

work, can provide that field. Yet the ways and means of promoting more 

equitable opportunities (such as craft-based income) are still very often 

based on the assumptions Jane Eyre sought to challenge in the 1840s.  

 In this final chapter I begin with a thesis summary before updating BCCǡ Adwenkor and TradeFareǯs story to show how resistance work has 
seemingly launched a new era of Valorising work (Section 8.1.). I then 

reflect on what the findings, and theoretical observations, mean for 

practice (Section 8.2.). I summarise my thesis contributions (Section 8.3.), 

and reflect on the limitations of the study described here. Finally I provide 

suggestions for avenues for future research (Section 8.4.), and end with 

some concluding remarks. 

 

http://www.goodreads.com/author/show/1036615.Charlotte_Bront_
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8.1. THESIS SUMMARY 

The Foucauldian elucidation of power relations, and resistance, is 

especially pertinent to those who study gender and CSR. In Chapter Two I 

laid out some of the various practices of CSR, and some of the ways they 

are imbued with gendered power relations. These included community 

investment, stakeholder engagement, monitoring, evaluation and 

reporting, and philanthropic financial endeavours. Scholars had already 

begun to explore how actors engaged in such work can disrupt the gender 

institution, and exercise power to change or resist inequalities (although 

they may not have put it in such terms). For example, Grosser (2009) and 

Prieto and Bendell (2002) draw on a rich history of gender and development scholars to theorise how enabling womenǯs Ǯvoiceǯ though 
stakeholder engagement could provide a platform for change. CSR 

practices can thus be theorised as processes which enable various actors 

or groups of actors to engage in disruption to the gender institution, 

through voice, participation and resistance (Benschop and Van den Brink, 

2011; Wicks, Gilbert Jr, and Freeman, 1994). Important here is the 

recognition that CSR practices are sites of power and resistance, enabling 

consent and dissent (Whelan, 2013; Bondy et al., 2012).  

 Less well-studied is how individuals enact, and react to, CSR 

policies and programmes. This thesis has contributed to this gap in our 

understanding by showing not just the day-to-day Ǯworkǯ actors perform 
to attempt to change the status-quo, but how this work may be resisted. 

Valorising and Legitimising Work (Chapter Five) both made inroads into 

challenging the gender institution in a Ghanaian cocoa farming context. I 

detailed the types of everyday practices, narratives and goals actors 

employed to attempt to disrupt the gender institution. In some ways, they 

were successful, and in others unsuccessful, as unintended consequences 

led to a mis-translation of Ǯgenderǯ into CSR practicesǡ and re-positioned women as Ǯnon-farmersǯǤ Resistance work ȋChapter SixȌ was theorised as 
resisting against the disruptive institutional work identified previously, 
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entailing actors blocking, distancing and questioning the ways and means 

of translating gender into engendered CSR practices. Resistance work can 

emanate from unexpected sources, and can block, re-route or undermine 

CSR practices. Yet this is not necessarily a negative phenomenon, as 

Questioning work, with its reflective, persistent calling into question of the 

taken-for-granted aspects of engendered CSR, hints at a renewed stage of 

institutional work to disrupt the gender institution, as explored in Section 

8.1.1, below. 

Institutional work to disrupt gender, and resistance to these types 

of work, are practices of contested meaning-making around what gender 

is, and what gender equality should look like. Since this institutional work 

occurs across geographic space, and temporal time, meanings are a site of 

constant negotiation (Kemp, Keenan, and Gronow, 2010). How gender is 

translated into CSR practices has an influence on understandings of 

gender, but such understandings are also bolstered by existing contextual 

cultural norms and expectations.  

Finally, in Chapter Seven I drew on this further and argued for the importance of addressing individualsǯ sense of identityǡ especially with 
regards to gender. In many ways, such a finding seems common-sense. 

During an extended interview a former Adwenkor Gender Officer mused 

upon the different strategies used by the organisation vis à vis gendered CSRǤ They reflected on the importance of Ǯgoing from village to villageǯǡ Ǯtalking to the peopleǯ in order to Ǯorient their mindsǯ ȋAͷȌǤ Whilst the 
latter phrase sounds relatively dictatorial, it again picks up on the need to 

conceptualise social change as not just occurring at the level of 

organisational strategy, or of practices, but also at the level of individual 

thought, belief and understanding.  

8.1.1. CASE DEVELOPMENTS  
 

As detailed in Chapter Six, Questioning work at TradeFare, Adwenkor and 

BCC had involved reflection at the intrapersonal level, demanding for 
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more research, and deeper organisational thinking on the goals of ǮempowermentǯǤ Actors at BCC and TradeFare began to see the 

contradictions at play within the translation of the issue of gender to CSR, 

and using both the research evaluation and a renewed interest in making the programme workǡ began to reinvigorate Ǯengenderedǯ CSRǤ 
At the time of writing, TradeFare staff had completed a new draft 

for a Gender Policy for the partnership and their cocoa value chain18. 

Within it were qualifications on the business case, arguing that whilst 

there may well be efficiency and productivity gains for economically 

empowering women, there are also normative reasons for supporting 

them. In this sense, the draft policy signified a return to the arguments of Valorising workǣ that of a holisticǡ Ǯtriple-legged stoolǯ concept of 
empowerment. Furthermore, the revised policy states that women should 

be empowered not just financially, but socially and politically. This is a 

huge development, as it indicates a shifting understanding of gender and 

empowerment. It hints at the possibility19 of creation, through the 

resistance that preceded the latest iterations of organisational goals. 

New developments afoot also see a re-appraisal of alternative 

income training, with a more nuanced understanding of the needs of 

women and men farmers in particular areas. For example, those further 

from cities would be helped to gain skills more suitable for a rural 

community. Literacy classes are to be started, for men and women, with 

the rationale that without basic numeracy and literacy few of the poorest 

farmers could move into the cocoa purchasing clerk role (TradeFareAR, 

2014).  

The new policy and practices are too new to be evaluated here, and 

to predict their effects on the experiences of gender for men and women in 

the value chain would be foolish. What the proposed developments show, 

                                                           
18 At their request I have not reproduced any of the text here. The policy was very much 
draft, and had not yet been agreed to by all parties.  
19 See footnote above: the draft nature of the policy suggests there may yet be another 
round of legitimising, or resistance work, before practices change once more. 
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however, is that institutional change, through organisations and their CSR, 

is rarely linear, simple or predictable. In the last three chapters we have 

seen that institutional work to disrupt the gender institution is fraught 

with contradictions and feedback loops. What lies in store for Adwenkor et 

al. remains to be seen, but recent developments confirm the dynamic 

capacities of institutional work, and the possibility for resistance to be a 

productive experience. 

8.2. IMPLICATIONS FOR PRACTICE As Gita Sen explainsǡ ǮEmpowerment isǡ first and foremostǡ about powerǢ 
changing power relations in favour of those who previously exercised little power over their own livesǯ ȋͳͻͻ͹ǣ ʹȌǤ Such a simple-sounding directive 

may understandably strike fear into the heart of any CSR practitioner. 

Here I attempt to explain what the conclusions of my thesis findings mean 

in practice.  

In the Adwenkor/BCC/TradeFare case, the translation of Ǯgenderǯ 
into CSR practices, such as leadership training, was muddled and 

conflicting. Fundamental questions need to be asked about what such 

practices aim to achieve. What is gender equality for a female Ghanaian 

cocoa farmer? Furthermore, is there a difference in the experience of 

gender for women who are higher up in the class system,  and those who 

are migrant workers? My thesis case demonstrates how understandings of 

gender across cultures are bound up in intersecting inequalities, such as 

ethnicity, nationality, able-bodiedness and class (Mohanty, 1991). Whilst 

not easy to operationalise, a good first step would be to ponder such cross-

overs of experience in the stakeholder group. 

With regard to CSR practices themselves, what this translates into 

is that practices need to address both the economic needs of women and 

men in the value chain, and the political and social aspects of inequality. 

These aspects are often bound up in identity and self-belief (Cornwall, 

2014): 
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One unique feature of this [our] approach is the stress placed on 

changing womenǯs self- image: unless women are liberated from their 

existing perception of themselves as weak, inferior and limited beings, 

no amount of external interventions ǥ will enable them to challenge 

existing power equations in society, the community or the family. 

(Batliwala, 1993: 31, stress my own). 

 

Thus, CSR programmes and policies can only go so far if they speak to just economic Ǯempowermentǯǡ without recourse to the overlappingǡ dynamic 
nature of why inequalities between men and women exist in the first 

place. Simply putting more money into certain demographicsǯ hands will 
not necessarily lead to instant equality or equity. The Adwenkor case 

demonstrates this well. Rather, long-term gender sensitisation needs to 

take place at multiple levels: within policy, practices, interaction, and at 

the level of individual identity. 

 Such an approach profoundly challenges the tick-box metrics 

favoured within CSR programmes, and within business more widely: 

social, political and economic empowerment are not easily measured. It 

necessitates more than one-off workshops on leadership skills, but in-depth discussions on women and menǯs rolesǤ Gender sensitisation 
programmes have run with varying levels of success through NGOs across 

the world (Bott, Morrison, and Ellsberg, 2005), but it remains to be seen 

whether they would be appropriate, or realistic, through CSR policies and 

programmes. Promoting reconsideration of gender identity through CSR is 

a contentious area, although one that I argue must be considered if 

business intends to take gender change seriously. Part of this means being open to making mistakesǡ for allowing Ǯsafe spaces in which to explore and 
practice new ways of thinking, being and actingǯ (Parpart, 2013: 392). Adwenkorǯs playful experimentation with a gender programme over 
twenty years speaks to the importance of this process, but also, again, 

shows how despite all the best intentions, outcomes manifest themselves 

in unknowable ways. 
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 Speaking more widely to the CSR community, a practical 

implication of this thesis is the acceptance of resistance as part and parcel of actorsǯ endeavours to change dominant ways of thinking or doing 
within an organisation. This could speak to a wide range of CSR contexts 

and issues: from those trying to launch diversity initiatives in Chicago, to 

those fighting for recycling services in Bogota, or community investment 

schemes in Kenya. In Chapter Six I touched upon the potential that 

resistance work had for reinvigorating a time of reflection and reappraisal 

of company policies and direction. I have since detailed how ǮQuestioningǯ 
as a form of resistance showed signs of producing a new era of Valorising 

work, and had prompted (alongside the evaluation) the writing of a new 

policy on gender for Adwenkor. This indicates that resistance to CSR 

practices and policies need not always be a bad thing, but that they may be 

catalysts for further, deeper, organisational and/or institutional change, 

especially around reflecting on the meanings and understandings of tough concepts such as Ǯequalityǯ or ǮempowermentǯǤ  
 Finally, the thesis also has implications for how we view the 

achievement of social change through CSR networks. The case detailed here was intended to be an Ǯexemplarǯǡ in its use of long-term, Fairtrade 

partnering between organisations. To some extent great steps have been 

taken towards engendered CSR and an opening up of cocoa farming for 

women. Institutional Work of Valorising and Legitimising relied heavily 

not just on actors working within their own organisations, but between 

organisations and out to industry. Partnerships, network-effects and working on Ǯstickyǯ issues togetherǡ is a key approach for Ǯcorporate-orientedǯ CSR ȋMoon and Matten, 2013). Yet this thesis also joins the 

chorus of voices urging organisations to realise that partnerships are not 

easy, nor are they a panacea for social problems.  

 In particular, network approaches to CSR may overlook the need 

for joined-up-ness within the organisation itself. By this I mean that 

gender, and social issues more generally, are easily pushed towards certain departments or individualsǤ )n my caseǡ gender became a Ǯpolitical 
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footballǯ passed from place to placeǤ The thesis shows how this is both a 
form of resistance (from those less keen on social and environmental 

responsibilities of business) and can lead to resistance (vice versa). 

Embedding gender into the core of the business, as opposed to its ghettoization Ǯelsewhereǯǡ stresses again that network approaches to CSR 
do not mean just across organisations, but within organisations 

themselves.  

8.3. THESIS CONTRIBUTIONS 
 

This thesis has advanced a pragmatic step towards understanding more about the evolving phenomenon of Ǯengenderedǯ CSRǤ To this endǡ ) have 
contributed to the literature on this area by delving in to the everyday 

goings-on of organisations attempting to improve gender equality within 

their value chain. This expands the literature by looking at the 

organisational processes involved in gender and CSR, whilst keeping in 

mind the transnational power relations that flow through value chains 

(Acker, 2006), and the people themselves whose lives are bound up in 

international trade. 

 Further, I make a contribution to the gender and CSR literature through the development of a Ǯgendered institutionalǯ conceptual 
framework. This framework employs the concepts of institutional work 

(Lawrence and Suddaby, 2006) with gender-as-an-institution (Lorber, 

1994; Martin, 2004) to theorise how CSR practices, enacted in networks, 

may change or hinder gendered power relations in the value chain. My 

conceptual approach contributes an ambitious means of studying 

institutions, gender and change, covering multiple levels of action and 

understanding.  

 The thesis also makes a methodological contribution to the field of 

CSR. I employ a participatory methodology (GALS) that is particularly 

innovative in its use of visual research techniques: farmers are asked to 
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draw symbols in order to get closer to gender experiences in their 

everyday life. Whilst in the sections below I reflect on some limitations of 

such an approach, the methodology provides a new route into translating 

complex social concepts, feelings and experiences across cultures and 

countries. Despite the limitations such an approach may encounter, the 

methodology provides a nuanced technique for researching gender, 

institutional change and value chains in the CSR context.  

 Unpacking the Ǯblack boxǯ of CSR organising was the focus of a 

recent special issue on CSR (Rasche et al., 2013). My thesis makes a contribution to how we understand CSRǯs operation behind closed doorsǡ 
privileging the study of processes, practice and interactions, and 

bracketing (to some extent) the success factor of any initiatives. To do this 

I utilise the theory of institutional work, and in so doing make a theoretical 

contribution to the study of institutional work and CSR, by identifying two 

forms of institutional work that are necessary for re-orienting CSR 

towards gender equality goals. Valorising and Legitimising work are both 

performed with the intention of disrupting the gender institution, yet 

unintended consequences, including resistance work, challenge and 

complicate the taken-for-granted linearity of social change.   

 I make a further contribution to institutional work theory by 

theorising why actors resisted against institutional work. I identify three 

forms of Resistance work: Blocking, Distancing and Questioning. I show 

how despite intentions to disrupt the gender institution, unexpected and 

ambiguous outcomes arise, thus contributing to and enriching the study of 

unintended consequences of institutional work. I then go further to argue 

that a source of this ambiguity lies in the closeness between actorsǯ sense 
of self, and identity, and the social change they are being asked to enact.  

 I contribute to the study of institutional work, change and CSR by 

theorising that the level of the intrapersonal is also important to consider 

when we theorise how actors may create, maintain or disrupt institutions. 

I draw upon feminist Foucauldian thought to better understand how it is 
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that self and power relations are bound together, and how this has an 

impact on whether and how social change is possible through CSR 

practices. This is also a contribution to the field of CSR, by demonstrating 

how the ostensible social and environmental goals of business are tied to 

multiple levels of action: at intrapersonal, interpersonal, organisational, 

field, and institutional levels.  

 Finally, my thesis contributes to the growing call for academic work 

to speak both to theory and to practice (Birkinshaw, Healey, Suddaby and 

Weber, 2014) and to bridge the entrenched Ǯcampsǯ between academic 
theories (Suddaby, 2014). I draw on critical theories and institutional 

theories and apply them to the current big challenges facing not just 

management practice, but society at large. The thesis has real-world 

implications for how those wishing to provide more equitable experiences 

for men and women farmers in the value chain may choose to operate 

(Section 8.2). I show the steps taken to affect changes within a value chain, 

whilst showing how there are limits to how far we can call these changes 

successful, and how strategising change is never an exact science. 

Specifically, I show the importance of shared understandings of gender, 

but paradoxically, how shared understandings are difficult to achieve 

given the tight-connections between identity, gender and power, made all 

the more complex by the global nature of value chains.  

8.4. THESIS LIMITATIONS AND SUGGESTIONS FOR 

FUTURE RESEARCH 
 

The empirical study of institutional work can be difficult to achieve given 

the need to capture practice, talk and interaction (Lawrence et al. 2009). 

Further, elaborating on work to make observations on gendered power 

relations, at the level of thought and identity, is notoriously difficult to achieveǣ Ǯmany gendering practices are done reflexively; they happen fast, are ǲin actionǡǳ and occur on many levelsǯ (Martin, 2001: 343). Institutional 
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work and power relations are on-going, multiple processes which mean 

that at best this study can only offer snapshots or examples of practices of 

power and institutional change in one period of time, and in one context. 

This may well be one reason why the explicit study of the interplay 

between power relations and institutions is empirically weak in extant 

research. 

Therefore future research on gender and CSR may benefit from pursuing the study of power in its different formsǡ documenting Ǯpower overǯǡ Ǯpower toǯ and Ǯpower withinǯǤ This last form is under-researched in 

organisational studies and would require in-depth research techniques 

that allow individuals to talk freely and openly about their personal 

experience of empowerment. Future research on institutional work could 

elaborate on gender theories by further capturing the control and 

resistance mechanisms at play over transnational contexts. What is the 

role of ethnicity, nationality and class in this? The connection between womenǯs leadership behaviour in the Ghanaian context hinted at such 

links, but this thesis did not set out to empirically demonstrate the 

intersections of class, gender, ethnicity, able-bodiedness and so forth. 

Studies into gender remain accused of ignoring other dimensions of social 

identity and experience, and future research increasingly needs to find 

ways of incorporating this into our methodological and theoretical toolkit 

(Hoogte & Kingma, 2004). Picking up the connections between 

intersectionality and institutional work would be the next step in such a 

study. 

 

 Further limitations are connected to my methodological design. Participatory qualitative research is a way of getting closer to peopleǯs 
understandings, experiences and identities, yet within my study there 

were problems when trying to do this. First, key limitations of 

participatory research centre around the necessarily small sampling 

groups, which limit who gets to participate (Mosse, 1994), and thus whether the resultant data bears any resemblance to the Ǯrealityǯ on the 
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ground. In Chapter Four I touched briefly on some of struggles of my 

participatory research: translators sub-sampling from the farmers in the 

mistaken belief they needed to be able to write; and farmer owners being 

sampled as opposed to the tenant farmers who were more likely to be 

working the land. When these problems were made known to me, I did my 

best to ensure they were addressed in situ. However the very draw of 

participatory fieldwork, in its richness and proximity with those we wish 

to study, means the experience is often disorganised and chaotic. 

Participatory research techniques can break down power imbalances 

between the researcher and researched, but they are also incendiary sites 

of power relations which have to be tread carefully (Cooke and Kothari, 

2001). Future research using participatory research techniques within 

CSR, and business and management research, needs to walk the line 

between Ǯtyrannyǯ and participation ȋCooke and Kothari, 2001).  

Second, I utilised GALS as a participatory methodology, particularly the use of drawing symbolsǡ to capture what Ǯgenderǯ could be in everyday 
life, across language and context. The GALS approach is an imperfect 

approach, but it hints at a means of developing how we might study 

complex social phenomena across cultures. Symbols, and counting their 

use by participants, provides a crude translation service for analysing 

what is intended to be a mutual form of communication on gender. Such 

an approach could no doubt be further developed, especially given more 

time in the field with participants.  Future research could develop the 

ways and means of capturing concepts such as gender, power and 

empowerment using research techniques that are appropriate, sensitive 

and methodologically rigorous. Importantly, GALS is a first-step towards incorporating more Ǯfringe stakeholdersǯ into CSR researchǤ 
 This would also address another limitation of my case study: that of 

a weak amount of verbal data from the farmers themselves. Considering 

the theoretical developments of the thesis, in that I argue for the 

importance of considering identity and individual thought in social change 

processes, I did not give enough space for this in my own research design. 
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Being able to show more examples of farmersǯ institutional workǡ their 
resistance and their knowledge would enrich future research. This 

requires more one-to-one, in-depth interviews with farmers, perhaps 

using visual research techniques such as photo diaries.  

  In sum, the ambitious span of my research topic, coupled with slippery concepts such as Ǯpowerǯ and Ǯgenderǯǡ and multiple research 

techniques, have meant that there have been challenges with the research. 

Yet the limitations here hint at new directions for research into CSR, 

institutions and change, drawing upon more innovative qualitative 

research techniques and closer attention to the role of multiple-levels of 

institutional change, and power relations.  

8.5. REFLECTIONS AND CONCLUDING REMARKS 
 

On presenting portions of this work, I have been asked on more than one 

occasion if I am an apologist for corporationsǯ bad behaviour. How can I be 

a feminist, and work in a business school? Less accusatory, but no less 

important, are the questions I have received on whether I think CSR is 

actually a useful conduit for gender equality. Have I assumed too much of 

what is often a dynamic process led by under-resourced individuals within 

busy businesses?  

 On the first point, talking to my colleague Kate Grosser has helped immensely with this Ǯmiddleǯ positionǤ She pointed out Meyerson and Scullyǯs ȋͳͻͻͷȌ piece on tempered radicalism, and it struck a note with me 

as much as it had with her (Grosser, 2011). This thesis, I believe, echoes the Ǯtempered radicalismǯ of so many people who try to change the ways 
things are by engaging with them. My international development 

background, and my own personal drive to study gender, means it is 

important to me that any academic work speaks to on-the-ground practiceǤ Business organisations are engaging in Ǯengenderedǯ CSRǤ We 
need to know what it is that they think they are doing, how they are doing 
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it, and whether it is in anyway commensurate with gender equality goals. 

Thus, in response to the second point, I argue that it is better to subscribe 

to the pragmatism outlined by Margolis and Walsh (2003) with regards to 

CSR: not ignoring the normative arguments swirling around the contested 

phenomenon, but bracketing them in order to keep up with the relevant 

developments of the day. 

 This approach also informed my use of critical (gender) theories 

alongside institutional work. It is important to me to try to bring issues of 

power, gender and the messiness of everyday life to bear on institutional 

theory. I believe this thesis has taken steps in this direction, and continues 

the cross-fertilisation between critical theory and institutional theory 

(Suddaby, 2014).  

 In the end, the role of business in society has, and probably always 

will be, contested, especially when it comes to gender. The way businesses 

position themselves with regard to responsibility in a global economy are 

changing (Scherer and Palazzo, 2008)Ǥ ǮEngenderingǯ CSR entails bringing 
the issue of gender inequality to the table, and enacting policies and 

programmes that hope to address this. The ambiguity, dynamism and 

unpredictability- the sheer difficultness- of such practices has been 

pointed out here. Yet this does not mean that the study of, or translation of 

gender into CSR practices is a fruitless endeavour. On the contrary, it 

demonstrates the continuing need to research, monitor and understand 

the role of businesses in the gendered global value chain context. 
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APPENDIX 1:  STANDARDS, CODES AND REPORTING 

TOOLS RELEVANT TO GENDER IN AGRICULTURAL VALUE 

CHAINS 

Code or 

Reporting Tool 

Required Elements of Standard 

and Reporting 

Notes 

ETI Base Code Based on ILO Conventions. 
Contracts for all workers; non-
discrimination in hiring or 
promotion; maternity rights; 
reduced overtime; no harsh 
treatment or harassment. 

Evaluations by Barrientos and 
others (2006; 2007) found 
occupational segregation, 
discrimination, lack of women 
in leadership & temporary 
workers still as the norm. 
No explicit reference to women. 
Latest ETI workbook includes 
section on gender. 

SEDEX supplier 

ethical data 

exchange & 

SMETA (SEDEX 

members ethical 

trade audit) 

Follows ETI Base Code for 
auditing.  

Very popular 
auditing/reporting tool for 
supermarkets. 

GlobalGAP  Follow ILO conventions 111 on 
discrimination, 87 on right to 
organise, 100 on equal 
remuneration must be displayed 
& explained to all staff. Hiring and 
complaints systems to be 
transparent and non-
discriminatory. Must follow local 
law on maternity leave. Workers 
must have contracts. 

From GRASP (GlobalGAP Risk 
Assessment for Social Practice). This doesnǯt affect 
accreditation but is an Ǯadd-onǯǤ  
No exclusive mention of 
women or harassment. 

Global Reporting 

Initiative 

Turnover of staff by gender; 
breakdown of wage & governance 
by gender; return to work after 
childbirth by gender. Training by 
gender; follow ILO conventions & 
UDHR.  
Optional: career development 
opportunities & performance 
reviews by gender. 

The 3rd version of the GRI 
(2010) included further gender 
measurements. 
Sector supplement for food 
processing firms available but 
adds no further info on gender. 
Benefits unavailable to 
temporary staff. 

FTSE4Good Statement of equal 
opportunities/diversity; 
Adoption of policies Inc. flexible 
working, maternity/paternity 
pay, minimum 40% female 
managers, jobs shares & child 
care support. 

 

UN Global 

Compact  

Key principles include statement 
on non-discrimination based on 
gender. 

Womenǯs Empowerment 
Principles were launched in 
2010 under the human rights 
resource section.  

SA8000 H&S; Collective Bargaining; 
Discrimination; Working hours; 
Compensation 

Barrientos et al. (2001) shows 
that there is no reference to 
maternity benefits or those 
without contracts. 
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No explicit reference to women. 

OECD Guidelines 

for 

Multinationals 

Follow key ILO conventions on workersǯ rightsǤ According to Clean Clothes 
Campaign & OECDwatch.org 
auditing and reporting is not 
transparent and inefficient 

Gender Equity 

Seal (GES) 

H&S; Non-discrimination in 
recruitment & training; equal 
pay; no sexual harassment 
(including pornographic material 
in the workplace); confidential 
complaintsl; maternity pay; equal 
pay; protections for pregnant 
women, new mothers and new 
fathers; respect trade union 
membership; respect time-off for 
family/health reasons; ethical 
marketing practices; help with 
childcare. 

Launched by Social 
Accountability International 
(SAI) and UN Women in 2012. 
Specifically applies standards 
to all workplaces- including the 
value chain.  
 

EDGE (The 

Global Business 

Certification 

Standard for 

Gender Equality) 

Equal pay; non-discrimination in 
recruitment and training; 
leadership training for women; 
flexible working offered; Ǯcompany cultureǯǤ  

Certification launched in 2012. 
Focuses on workplaces. As of 
2014 only 6 certified 
companies. 

COLEACP 

(Liaison 

Committee 

Europe- Africa-

Caribbean-

Pacific)  

Non-discrimination; non-abuse; 
confidential complaints; no 
sexual harassment; maternity 
pay; equal pay; protections for 
pregnant women 

Formed in Kenya and the 
Zambia. 

GCSP (Global 

Social 

Compliance 

Programme)  

Follows ETI Base Code for 
auditing, based on ILO 
conventions. 

Used by UK supermarkets.  

MPS (floriculture 

environmental 

project) 

Includes statements on ILO 
conventions. Discrimination; 
sexual harassment; maternity 
leave; equal pay 

 Based on the ǮSocial Chapterǯ of 
the Dutch flower auction. 

KFC (Kenyan 

Flower Council) 

Discrimination; maternity leave; 
equal pay, protection for 
pregnant women 

Used by a number of UK 
supermarkets 

Sources: Prieto-Carrón, 2008; Barrientos & Dolan, 2006; Barrientos et al., 2001; UN 
Global Compact, 2011b; Bain, 2010; Maxfield, 2007; Prieto & Bendell, 2002; Grosser & 
Moon, 2005a. Websites for SEDEX, GlobalGAP, ETI; Global Reporting Initiative, GSCP, SAI, 
EDGE. All accessed October 2014.  
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APPENDIX 2: EXAMPLES OF ǮENGENDEREDǯ CSR 

PRACTICES IN AGRI-VALUE CHAINS 

Company/ 

Products/ 

Location 

Issue Solution Partners 

The 

Cooperative; 

Divine 

Chocolate 

(Chocolate) 

 

Ghana 

Access to 
resources; 
leadership; 
remuneration. 

Quotas for women in 
leadership roles; training; 
alternative income 
programmes. 

Kuapa Kokoo; 
TWIN; 
WIEGO. 

Finlayǯs    
(Tea & 

coffee; 

horticulture) 

Kenya; 

Rwanda. 

Access to 
resources; 
leadership; 
working 
conditions; 
data 
collection. 

Women encouraged to join co-
operatives in their own name, 
with eligibility decided by 
production of crop, not land 
ownership. Supervisors trained 
on sexual harassment; women 
recruited into leadership roles. Womenǯs coffee offer launched 
in 2014. 

Food Retail 
Industry 
Challenge 
Fund; ETI; 
TWIN; SainsburyǯsǤ  

Mondelez 

(formerly 

Cadbury 

Kraft) 

(chocolate) 

Ghana; Cote 

dǯ)voireǤ 
 

Access to 
resources; 
working 
conditions; 
leadership; 
remuneration; 
data 
collection. 

Offers business training and 
microfinance to smallholders. 
Inclusion of women in working 
groups. Health, education and 
water facilities for community 
use. Advocacy at international 
level. 
Improved data collection. 

CARE. 

Mars 

(chocolate) 

 

Cote dǯ)voireǤ 

Access to 
resources; 
data 
collection. 

Data collection; training of 
female cocoa producers. 

Oxfam 
America. 

Coca-Cola  

(soft drinks) 

Over 20 

countries.  

Resources; 
occupational 
segregation; 
remuneration; 
data 
collection. 

The #5by20 plan aims to 
empower and educate women 
in order to bring them into the 
value chain as suppliers and 
distributors. Includes training, 
financial help, mentoring,  
Has included gender analysis in 
the supply chain through 
poverty footprint with Oxfam. 

Oxfam 
America; 
Technoserve; 
Bill & 
Melinda 
Gates 
Foundation; 
IFC and 
others. 

Wal-Mart 

(various 

foodstuffs, 

including 

cocoa) 

Cote 

dǯ)voireǢ 
various. 

Decision-
Making; 
Resources; 
wages; 
occupational 
segregation. 

Literacy, finance and farmer 
training. 

CARE; SBA; 
Vital Voices; 
Technoserve; 
WBENC, 
World cocoa 
foundation. 
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Aarhus 

Karlshamn 

AB ȋǲAAKǳȌ 
(vegetable 

oils and fats) 

Burkina 

Faso. 

Access to 
resources; 
care work; 
access to 
fairtrade.  

Works with womenǯs groups to 
source shea kernels and access 
fairtrade chains. Training.  
Installed diesel generators to save womenǯs timeǤ 

UNDP; 
DANIDA; LǯOrealǡ local 
NGOs. 

Chiquita 

(bananas) 

Ecuador. 

Working 
conditions; 
decision-
making 

Offers childcare facilities; 
training; safe transport; access 
to housing & promotes women 
to supervisory & management 
positions. Uses monitoring groups to audit womenǯs viewsǤ 

GMIES; 
COVERCO 
(NGOs) 

Unilever    

(raw 

ingredients 

used in 

beauty 

products) 

Resources; 
wages; 
leadership; 
decision-makingǯ 
occupational 
segregation 

Policies and board to tackle 
inequality; education initiatives 
in value chain. BoP initiatives in 
India, Bangladesh, and Sri 
Lanka involve finance, literacy 
and leadership training and 
access to microfinance. 

Oxfam GB; 
local NGOs; 
CARE 
Bangladesh; 

The Body 

Shop          

(raw 

ingredients 

used in 

beauty 

products) 

Decision-
Making; 
Leadership; 
wages; 
women as 
smallholders; 
working 
conditions; 
care work 

Community trade initiative 
offers training and assistance 
to women smallholders. 
Suppliers must follow code of 
conduct which covers 
maternity pay, equal rights 
between men and women. 
Runs strong diversity policies 
and programmes in HQ.  
Supported cooperative in 
Nicaragua to pilot paying 
women for care work. 

Tradition of 
working with 
development 
institutes 
(e.g. IDS) and 
NGOs, as well 
as small local 
co-operatives 
such as ǮWomen in 
Business Developmentǯ 

Nestle 

(cocoa 

products and 

chocolate) 

Cote dǯ)voire 

Data 
collection; 
access to 
resources; 
leadership. 

Improvements in data 
collection; training; access to 
finance. 

World Cocoa 
Foundation; 
International 
Cocoa 
Initiative; 
Oxfam. 

Sources: Chan, 2010; UN Global Compact, 2014;; Prieto-Carrón, 2006; Hoskyns et 

al., 2012. Websites for  The Body Shop, Coca-Cola, Wal-Mart, Nestle, Mondelez, 

AAK and Mars. All accessed October 2014. 
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APPENDIX 3: LITERATURE DETAILING WORKING 

CONDITIONS IN AGRICULTURAL VALUE CHAINS 

Working 

Conditions specific 

to Women 

Product & Location of study Authors  

Sexual harassment/ 

Workers expected 

to perform sexual 

favours for job 

security 

Horticulture in Kenya, 
Zambia Tanzania & Uganda 
Vegetables & flowers in South 
Africa, Kenya & Zambia 
Fruit in Chile 

WWW (2007) 
Smith et al. (2004) 
 
Barrientos et al. (1999) 

Very long hours Fruit in Chile 
Horticulture in Colombia 
Vegetables & flowers in 
Kenya etc. 
Banana workers in South 
America 
Kenyan flower industry 
Horticulture in Kenya,  
 

Raworth (2004) 
Corporación Cactus 
(2010) 
Smith et al., (2004) 
Hale and Opondo (2005) 
Barrientos et al. (2001; 
2003) 
 

Forced and/or 

obligatory 

overtime at short 

notice 

Vegetables & flowers in 
Kenya etc. 

Smith et al. (2004) 

Harsh treatment 

e.g. restricted toilet 

breaks 

ǲ          ǲ ǲ       ǲ 

Lack of toilets, 

cleaning, food and 

drink facilities 

Horticulture in Kenya, 
Zambia, Tanzania & Uganda 

WWW (2007) 

Unsafe conditions 

e.g. exposure to 

pesticides, unclean 

water supplies 

Horticulture in Kenya, 
Zambia, Tanzania & Uganda 
Bananas in South America 
South African, Kenyan & 
Zambian veg. & flowers 
Kenyan flower industry 
Fruit & veg. in Chile 
Vegetables in Kenya 

WWW (2007) 
Smith et al. (2004) 
Hale and Opondo (2005) 
Bain (2010) 
 

Unsafe transport to 

and from work 

Bananas in South America  Prieto-Carrón (2006) 

Unfair dismissal for 

pregnancy 

Horticulture in Kenya, 
Zambia, Tanzania & Uganda 
Horticulture in Colombia 
Fruit & Veg. in South Africa, 
Kenya & Zambia 

WWW (2007) 
Corporación Cactus 
(2010) 
Smith et al. (2004) 

Restricted or no 

maternity leave 

Horticulture in China 
Poultry in Thailand 
Grape exports in South Africa 

Lawler & Atmananda 
(1999) 
Barrientos et al. (2000) 

Forced pregnancy 

testing 

Horticulture in Colombia Corporación Cactus 
(2010) 
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APPENDIX 4: INTERVIEW GUIDE 

 

1/ Introductions- including recording permissions, outline of research, 

confidentiality etc. 

2/ Ask for brief job description, length of time at company. 

3/ Does their work intersect with the value chain? If so, how? (If yes, ask about 

CSR policies and programmes intersecting with gender) 

4/ Knowledge of gender in the value chain. What? Why? How? 

5/ Knowledge of gender in their workplace. What? Why? How? ͸Ȁ What is Ǯgenderǯǫ What is gender equalityǫ 
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APPENDIX 5: INTERVIEWEES ACROSS ORGANISATIONS 

 

Interviewee Job Family Length of Time in 

Organisation 

UK Company 

Interviewees 

(BCC) 

  

B1 Management 10+ years 

B2 Marketing & Communications 10+ years 

B3 Marketing & Communications 5+ years 

B4 Marketing & Communications 5+ years 

B5 Management 1+ year 

B6 Management 1 + year 

B7 Marketing & Communications 2+ years 

Supplier 

Interviewees 

(Adwenkor) 

  

A1 Management 10+ years 

A2 Management 2 years 

A3 Management 5 years 

A4 Mid-Level Staff 2 years 

A5 Mid- Level Staff 8 years 

A6 Gender Committee 10+ years 

A7 Gender Committee 2 years 

A8 Mid-Level Staff 5 years 

NGO Interviewees 

(TradeFare) 

  

C1 Management 2 years 

C2 Board Member 10+ years 

C3 Mid Level Staff 1 year 

C4 Board Member 10+ years 

C5 Board Member 10+ years 
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APPENDIX 6: 
COPY OF PARTICIPANT INFORMATION LETTER 

 

 
        ICCSR 

Nottingham University Business School 

Business School North 

Jubilee Campus 

Wollaton Road 

Nottingham 

NG8 1BB 

 
20/03/13 

Dear Research Participant, 

 

My name is Lauren McCarthy and I am a PhD researcher from the University of 
Nottingham. I am currently researching sustainability issues and gender, and how those 
two things fit together. I am seeking views from organisational staff members, including 
those at XXXXXXX. I would be very grateful for your time as an interviewee: more details 
below. 
 

Who are you interviewing? I would like to talk to staff from as many different roles as 
possible. Although the topic is about sustainability & gender, I am also keen to speak to those who donǯt work directly in this area eǤgǤ marketingǡ financeǤ  
 
How long do the interviews take? 30-60 minutes each.  
 
What do I need to talk about? Views on gender in the organisation- specifically how gender issues are thought about in the supply chain side of the businessǤ You donǯt need 
to be an expert on gender, just be willing to have a conversation with me about the topic. There are no right or wrong answersǢ )ǯm just interested in your ideas and opinionsǤ  
 
What kind of questions will you ask? 

Our interview will be more like an informal chat, but some of the questions I will be 
asking are: 
1/ What do you think of when ) say Ǯgenderǯǫ 
2/ Is gender something that gets talked about at XXXXX?  
3/ Speaking as an individual, do you ever think about gender issues in your work 
activities? 
4/ Are you aware of any differences between genders in the supply chain side of the 
business? Can you give me examples? Were you aware of these before you worked here? 
5/ Are there projects that touch on gender in the supply chain that you know about? Have 
you been involved in these?  
6/ Would you be supportive of more work on gender issues in the businessǯ supply 
chain? Why? 
 
Anonymity: All interviews are completely anonymous and you will be unidentifiable in 
any resultant documentation. Interviews will only be tape-recorded if allowed by the 
interviewee. Data will be stored in locked cabinets, and only I will listen to and read the 
transcripts. Company employees will not have access to the data.  
 
Thank you very much for your interest- any questions please do not hesitate to 

contact me. I look forward to meeting with you. 
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APPENDIX 7: GALS SYMBOLS FOR GHANAIAN COCOA 

VALUE CHAIN 

 

 

From top left- to right, symbols represent work including: 

Planting cocoa seeds; weeding; clearing land; fermenting; drying; bagging; 

fertilising/spraying pesticides; cutting open pods; carrying cocoa; selling; 

harvesting. 

Growing cassava, bananas/plantain, tomatoes, aubergine; palm oil processing; 

tailoring; trading small goods; growing maize, onions; batik making; soap 

making; gari processing; mechanic; taxi driving; carpentery. 
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Cooking; childcare; sweeping; cooperative membership; carrying water; carrying 

firewood; washing & drying clothes; cooperative committee membership 

position. 

 

From top left to right, symbols represent spending on: 

Food; school fees; school books; transport; bicycles; medicine/hospitalisation; 

TVs; funeral attendance; clothing; fuel (first two attempts rejected); housing; 

cutlass (representing farming equipment); seeds; fertiliser; pesticides; 

cooperative membership fee; alcohol; entertainment/parties. 

Symbols then represent ownership of: land; housing; money; loan receipt.  
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APPENDIX 8: BREAKDOWN OF THE GALS ǮGENDER BALANCE TREEǯ 
 

 

Sourceǣ Authorǯs OwnǤ  
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APPENDIX 9: CATEGORIES AND LABELS ASSIGNED TO 

SYMBOLS ON GENDER TREE DIAGRAMS. 

 

Value Variable 

Sex of Participant Male; Female 

Location Ashanti 1; Ashanti 2; Western 1; 
Western 2 

Family Size 1-12 

Main Decision Maker Male; Female; Shared 

Ownership of Land Male; Female; Shared 

Ownership of Housing Male; Female; Shared 

Ownership of Money Male; Female; Shared 

Adwenkor Member Male; Female; Shared; Not applicable. 

Adwenkor Committee Member Male; Female; Shared; Not applicable. 

Menǯs Cocoa Tasks Clearing land; Weeding; Planting seeds; 
Spraying pesticides/insecticides; 
Fertilising; Harvesting; Transporting 
pods; Bagging pods; Drying Cocoa; 
Fermenting; Selling; Carrying Water; 
Splitting Pods; Not applicable. 

Womenǯs Cocoa Tasks As above 

Shared Cocoa Tasks As above 

Menǯs Alternative )ncome Tasks Tailoring; Hairdressing; Selling cooked 
food; Batik making; Soap making; 
Vegetable growing (inc. Cassava, onion, 
plantain, aubergine, pineapple, peppers); 
fowl rearing; livestock rearing (inc. 
goats, sheep); palm-oil processing; gari 
making; furniture making; taxi driving; 
kente cloth making; petty trading; 
preaching; Not applicable. 

Womenǯs Alternative )ncome Tasks As above 

Shared Alternative Income Tasks As above 

Menǯs Purchasing Decisions School fees; school books; food; housing; 
land; transport (taxi, tro-tro, shared car); 
TV; radio; mobile phone; mobile phone 
credit; alcoholic drinks; soft drinks; 
clothing; hairdressing; accessories; 
fertiliser; farming tools; seeds; 
pesticides/insecticides; furniture; own 
car; funeral attendance (inc. cloth, gifts, 
travel to); trading items; craft materials 
(inc. cloth for batik); medicine/hospital 
costs; church donations; livestock; fowl, 
Not applicable. 

Womenǯs Purchasing Decisions As above 

Shared Purchasing Decisions As above 
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APPENDIX 10: ILLUSTRATIVE QUOTATIONS SUPPORTING FIRST AND SECOND-ORDER 

CONSTRUCTS IN RELATION TO THE CONSTRUCT OF ǮVALORISING WORKǯ (CHAPTER FIVE) 

 

First-order Construct  Second-Order Constructs Illustrative Quotations/ Evidence 

Informed by Observed Actorsǯ actions/work 
Informed by Conceptual 
Framework  

 

 

 

Highlighting inequity 

in farming through 

research and 

dissemination 

Valorising Work 

consisting of: 
 

Contextualising 

 

 

Gender scoping studies carried out in 1996 and 2013 (ID5; 2012; ID2; 2014; ID6; 
2013). 
Researchers and NGOs granted access to carry out research on gender (NGO 4; 
2010; NGO7; 2013; NG012; 2004; NGO5; 2004; NGO14; 2002). 
 
Adwenkor and TradeFare actors presenting research to management (OBS2; 2013; 
OBS3; 2013). 
 
Publication of research online and launched at national event (OBS11; 2013). 
 
Gender managers hired from beginning ȋCͶǢ NGOͳͳǡ ʹͲͲͶȌ ǮWe said they had to be at the table tooǯ ȋCͶȌ 
 ǮYou canǯt have that discussion until you know more about who the women areǯ 
(C4) 
 ǮEvery time ) go ȏto Ghana] I try and share a bit more and )ǯve done lots of presentationsǡ and every conversation ) bring in ǲand do you remember the report 

that said thisǫǳ And so )ǯm not suggesting that we do a literacy project just because itǯs funǡ )ǯm doing it because the research showed that 77 per cent of the people, the womenǡ surveyedǡ couldnǯt read or write and they said it was a major barrier to them 
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getting involved (C2) 
 Ǯ)tǯs more powerful to be able to show thingsǤǯ ȋCʹȌ 
 ǮNowǡ you have more information centres in the villages. So we see information 

dissemination is betterǥ Weǯre thinking of nowǡ instead of holding a meeting and A is not thereǡ B is not thereǡ why donǯt we send some of our information to the 
information centres and it gets it admitted to the whole village. That is good! (A5) 
 ǮTradeFare is aboutǤǤǤ building relationshipsǤ Working closely with people and helping 

them toǥ recognise their own women in the work they do (C2).  
 

Platforming  The production, presentation and dissemination of research reports internally 
(OBS3; 2013; 0BS2; 2013) and externally (OBS5; 2013; OBS11; 2013). 
 ǮPart of their work ȏthe first managersȐ was to gain support and make it a realityǯ 
(C4) 
 ǮSheǯs ȏgender programme managerȐ a show-womanǯ ȋCʹȌ 
 ǮShe is a mobiliser, she isnǯt just all nicely-educated middle-class about it, she bullies 

themǥ and gets things doneǤǯ (B1).  
 ǮOften )ǯd say I was fighting ___-  look for money and put it in to the gender 
programme! (laughter) Look for money and I worried her, and I worried her, if you meet her sheǯd sayǨ ȋlaughterȌ I kept worrying her sending her, you know, 

arguments for and whatever, whatever, whateverǯ ȋAͷȌ  
 ǮWhen you really think things are no so good you can say so, and everybody hates youǡ but thatǯs fineǤ ) think thatǯs always been quite a useful role and )ǯve purposefully 
triggered some crisesǯ (C4) 
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 ǮȏSomeone mustȐ play that roleǡ of a germ in the petri dish. To help ferment, or 
reintroduce, or re-inject the argy-bargyǯ. (C4) 
 ǮShe ȏa visiting farmerȐ explained that through Adwenkorǯs commitment to 
democracy and fairness, women cocoa farmers have been afforded the same 

opportunities as men (Blog6, 2009).  
 

Stressing the 

importance of the 

household to CSR  

 ǮSome of them do waste a lot of time and feel they have not time to take up any of 

these programs or responsibilities because of household chores. There is no time 

for rest, they sayǤǯ ȋAͶȌ 
 ǮFor them also to move forward Ȃ to be able to accept leadership positions, they will 
need training. ..Because you know as women, we are challenged. We are taking 

care of the home and everything so we really need guidance and hope to be able to, come upǤǯ ȋA͸Ȍ  
 ǮWomen participants said they did not have time to attend training sessionsǯ 
(NGO7, 2013). 
 ǮȏTrade Aidǯs vision is thatȐ Ǯwomen and men farmers are empowered to realise their 
full potential as economic and social actors through a just division of labour and 
distribution of returns within households and through equal participation and 
decision making in collective producer organisationsǤǯ ȋTradeFareARǡ ʹͲͳʹȌ 
 ǮȏThe research objectivesȐ Ǯaim to assess current gender relations and roles at 
organisational, community and household/farm level and identify key points of intervention for any future programme activitiesǯ ȋ)D͵ǡ ʹͲͳ2). 
 ǮReproductive labourǣ work done in and for the household limits the time women 

can devote to farm labourǡ leadershipǡ and leisureǤǯ ȋ)D͸ǡ ʹͲͳ͵ȌǤ  
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 ǮChanging gender dynamics at household level, TradeFare is piloting the Gender 
Action Learning System (GALS) methodology, which is designed to support 

households in overcoming gender challengesǤǯ ȋTradeFareARǡ ʹͲͳ͵Ȍ 
 

Positioning gender as a 

cultural, social 

construct 

 ǮThereǯs lots of round and round conversations with them [Adwenkor] aboutǥǤȏhowȐ itǯs not enough to just go and spend half a day with a group of people and lecture them about why itǯs important to take up leadership positionsǥthereǯs a 
whole set of circumstances that affect whether a woman is able, or wants even, 

to put herself forwards for that leadership positionǯ ȋCͳȌ 
 ǮAs ) saw itǡ and )ǯve only been there twiceǡ itǯs to do with the culture of Ghana, rather 
than Ȃ and itǯs different from the culture of the UKǤ And a different outlook on a lot of thingsǡ to the UKǤǯ ȋBͶȌ 
 Ǯ)tǯs ȏgenderȐ the roles Ȃ the assumed roles that are taken on within Ȃ within societyǥ But I think those roles are blurringǯ (B4). 
 ǮGradually we will have a change. But it is not easy. Some women, very qualified, 
will want to ask permission from their husbands. Not discounting their husbands, 
asking permission. So their coming up depends on their frames of their mind. (A3) 
 Ǯ)t seems differences between genders are very much culturalǤ )n every countryǤǯ ȋBͷȌ 
 Ǯ)n this part of the worldǥǯ ȋBͺȌ 
 ǮThere was nothing in the way we wanted Adwenkor to work that didnǯt test or 

challenge the way things are normally done, whatever dimension of it, including 

genderǯ (C4) 
 
 ǮWhatever they have savedǡ ȏwomen willȐ give it to the husbandǤ They say thatǡ ǮYeahǡ 
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you will go and spend itǤ But since ) am married to youǡ whether ) like it or notǡǯ 
because culturally, when they go and complain, your uncle or your father or your friends will get ȏsayȐǡ ǮGo back and marryǤǯ Because itǯs like weǯve accepted that 
norm here. (A8) 
 ǮȏWeȐ will have to meet the men alone somewhereǥ Let the men know that by 
helping their womenȂ they are helping their own futureǤǯ ȋAͺȌ  
 

Equating fairtrade with 

Equality of opportunity 
Moralising  ǮAnother big benefit that happens in Fairtrade communities is the empowerment of 

women - as part of the Fairtrade system, women have to be involved in any 

decision makingǤǯ ȋNPRͻǡ ʹͲͳͲȌǤ 
 
The co-op stresses the principles of quality, accountability, fairness and gender 

balance (NP10; 2013). 
 Ǯ) mean how could it be fair if thereǯs inequality within the fairnessǫǥǤ Thatǯs not 
fairǨǯ (B4).  
 Ǯ)tǯs just wrongǤ )tǯs not rightǤ )tǯs not FairtradeǤǯ (C4). 
 ǮWhen ) first joinedǡ and sort of found out about thisǥ ) was a bit surprised Ǯwhy do we need thatǫǯ ȏThe gender programmeȐ ǥ Youǯd expect a fair trade brand to be 
looking for equal rights. For allǥ ) think if you asked the man in the street or the woman in the streetǡ theyǯd sayǡ ǮWell look ǥǯ ) think they would assume that there 
were equal rightsǨǯ ȋBͶȌ 
 ǮShouldnǯt everyone who works for Adwenkor be paid a certain rateǡ isnǯt that your responsibilityǫǯ ȋCͶȌ 
 ǮThere are more meaningful parts of the package which is Fairtrade, other than just the price and the Fairtrade formulaǯ ȋCͶȌ 
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 ǮWhen you come to Adwenkorǡ youǯve been to schoolǡ or youǯve not been to schoolǤ 
You are a woman or you are a man. There is democracy. No matter what is your 
level of education, or religion, or whatever, you have a say. And at meetings 
everybodyǯs allowed to say his or her mindǥ And they cannot say because youǯve not been to schoolǡ they will not listen to youǤǯ ȋA͸Ȍ 
 
 ǮThe Ǯfairnessǯ of Adwenkor is also demonstrable in a number of other ways. Union 
membership is open to all cocoa farmers irrespective of gender, ethnicity, religion or any other factorǯ ȋACA͵ǡ ʹͲͳͳȌǤ 
 

Positioning womenǯs 
political and social 

empowerment as an 

organisational goal 

 Ǯ)f you believe that if you design something that plays to peopleǯs cultural strengths then itǯs going to take itself forwardǥ )n Ghanaǡ youǯve got severalǡ if not all the tribes 
and cultures, that have women as responsible for business, right? Where youǯve got women as traders and theyǯre bloody good at itǤǤ So there wasnǯt an inherent 
barrier to women being active in the organisation. On the contrary there was a 
cultural plusǤǯ ȋCͶȌ  
 ȏStrategy outcomeȐ ǮWomen should gain more confidence and become assertive. Women more aware of menǯs responsibilityǯ ȋ)DS Ͷǡ undatedȌ 
 ǮParticipation in the womenǯs groups builds womenǯs confidenceǯ (Blog 17, 2012).  
 ǮThe main goal was to give women a voice on the board, to be a part in the decision-makingǯ ȋAͶȌ 
 
 ǮGender equity was one of Adwenkorǯs core values, and it was implemented on 

all levels from the head officeǯs efforts for greater representation of womenǡ down to the village levelsǯ ȋACAͳͳǢ ʹͲͳʹȌǤ 
 ǮThe main part of the structure [of the organisation] is where gender is most 
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importantǡ because thatǯs the bit that makes the most important economic decisionsǯ 
(C4) 
 ǮǳWhen we meet our male counterpartsǡ we can express our opinions confidently; 
we are not shy anymore. We feel in control and enlightened!...They have opened 

our eyesǤ̶ǯ ȋNPRͳ͸ǡ ʹͲͲ͹Ǣ NPRͳͻǡ ʹͲͲͺȌ 
 ǮAdwenkor are helping women farmers of Ghana empower themselves and build 

their confidence and independenceǤǯ ȋNPRʹͳǡ ʹͲͲͷǢ NPRʹͷǡ ʹͲͲʹȌǤ 
 Ǯ)f a person is not empoweredǡ the person does not know how to manage his or her 
own affairs, no matter how much money you give a person they are going to need 

moreǤǯ ȋAͳȌ 
 ǮBeyond membership and attendance levels at meetings it is important to understand 
how far women are confident and feel able to speak up during meetings. The feedback from certified groups is generally positiveǡ with women freely speaking upǤǯ 
(NGO7, 2013). 
 ǮAdwenkor has assisted womenǡ they ensure that women have a voice and that we are heardǯ ȋNGOͳͲǡ ʹͲͳͲȌǤ  
 
 ǮSo )ǯm aware in a kind of veryǥ top-level that theyǯre being encouraged to do other 
things so they have more kind of say. Um, in terms of, you know, their household 

kind of cloutǤǯ ȋB͹Ȍ 
 ǮȏWe hadȐ the idea of empowering the womanǡ letting them drive their own destiny. 
Letting them understand that, all the man can do, they can also do. Sending them very 
good messages - information that will let them have confidence in themselvesǤǯ ȋA͵Ȍ 
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Instigating CSR 

practices that increase 

womenǯs participation 
in decision-making 

 ǮWhat ) have seen is that the gender programme has allowed so many women in this company to handle positions of responsibilityǥ Even now we have 50% ladies on 

the executive committeeǤǯ ȋA͹Ȍ 
 Ǯ)tǯs not just about a gender programmeǥ thatǯs just projectsǤ The far more 

important part is the normsǯ (C4) 
 ǮWhen it comes to electionsǡ we orient their ȏfarmersǯȐ minds. We take time to [go 
from] village by village, education by education, you know Ȃ itǯs veryǡ very laboriousǯ 
(A5) 
 ǮParticipation in the womenǯs groups builds womenǯs confidenceǯ ȋBlogͳ͹ǡ ʹͲͳʹȌǤ 
 ǮSometimes they are not even aware thereǯs something they can do with their 
present skills. Sometimes they have the raw skills and they need to be polished, they need to be encouragedǤǯ ȋAͳȌǤ  
 ǮNow ) know places Ȃ now ) know placesǡ )ǯve met so many peopleǤǯ ȋA͸Ȍ 
 ǮThe gender dimension in Adwenkorǯs work included promoting women in all 

positions of the co-operative, [through] formal rules, as quotas for women to 
participate more effectively in management, as well as informal manners in which 
women were promoted. There was also a womenǯs executive committee on the 
regional level to look over gender-specific issues, including the executive, regional 
and local village levels in the relevant committeesǯ ȋACAͳͳǢ ʹͲͳʹȌǤ  
 Ǯ)n the first five years it ȏgender-focussed leadership training] was to make sure when you have a rule like that ȏquotas for womenǯs representationȐ there were enough 
women who can step upǯ ȋCͶȌ 
 ǮYou have to sensitise our farmers when you meet themǡ one on oneǤǯ ȋAʹȌ 
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 ȏDevelopȐ ǮResource materials for gender sensitisation e.g. audio-visuals;  Gender planningǡ implementation and analysis of projectsǢ Legal awarenessǯ ȋ)DͶǡ undatedȌ 
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APPENDIX 11: ILLUSTRATIVE QUOTATIONS SUPPORTING FIRST AND SECOND-ORDER 

CONSTRUCTS IN RELATION TO THE CONSTRUCT OF ǮLEGITIMISING WORKǯ (CHAPTER FIVE) 

 

First-Order Constructs Second-Order 

Theme 

Illustrative Quotations 

Promoting Efficiency 

and Productivity 

Arguments 

Legitimising Ǯ) think women will be probably more supportive of our need and desire to ensure that child labour 

is not exploited. I think women will have a significant role in thatǡ probably more so than the menǤǯ 
(B6) ǮWhere women are strongǡ there's a good chance that their children, especially their daughters, will 

do wellǯ (NPR27, 2002). 
 ǮWhen we go to societies and talk to themǡ we explain things to the menȄwe say, womenǯs 
empowerment is for the familyǤ Men understand and support themǤǯ ȋAͶȌ 
 ǮGenerallyǡ you know as womenǡ we talkǡ we socialiseǡ we make the world go you knowǡ less seriousǥ 
So when you have women at a place, and there is tension, it is the women who bring the tension 
down... Women they hold the community, they hold the society, togetherǥ And as you work with 
the women, everything starts flaming up. Just like that. Because they are the fuel, they are the ones 

that flame the co-operative upǤǯ ȋAͷȌ 
 ǮSo if you wanted to change practices in small-scale agriculture, I suspect training women is a more 

effective way of doing it than training men who think they know betterǯ ȋBͳȌ 
 Ǯ) think it should harness the power of women for the benefit of the farming communities and for 
the members of the co-operativeǯ ȋB͸Ȍ 
 
 ǮWomen are at the centre of our programmes because we believe that an empowered woman 
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means an empowered familyǯ ȋAdwenkor web contentǡ ʹͲͳ͵ȌǤ 
 Ǯ)n terms of loyalty, weǯve seen in communities where the womenǯs group is strong the total 
commitment of the society to the company is very strongǯǤ ȋAͳȌ ǮOur women members have been more successful at recruiting new members than Adwenkorǯs formal membership campaignsǯ ȋNGOͶǡ ʹͲͳͲȌǤ 
 ǮWhen the women say to other womenǡ ǮAdwenkor is goodǤ You come and get thisǤǯ So - the gender 
programme also markets Adwenkor a lot. Because women, they talk. So yeah we market 

AdwenkorǤ And fair trade as wellǤ We market Adwenkorǯ ȋA͸ȌǤ 
 ǮBut from what )ǯve seen and what youǯve alluded toǡ thereǯs probably some output benefits from 

pursuing this programmeǤ So itǯs win-winǤǯ ȋB͸Ȍ 
 ǮȏAdwenkor] see the value. But that value has to be financial, cultural, and very explicit for them to really get behind itǥ What are the benefits to men and women and to the organisation as a wholeǫ So itǯs not just about womenǡ womenǡ womenǡ itǯs the wholeǯ. (B2) 
 
ǮWomen become a shorthand for familiesǤ )n some respectsǡ donǯt theyǫǯ ȋBͳȌ 
 ǮWe need to build a strong business case for Adwenkor and other supply chain partnersǯ ȋBCC staffǢ 
OBS5; 2013).   
 ǮDonǯt forget that if the person working is happy, it will definitely result to output on the farmǥ the womanǯs happiness will depend if they see their husband after ȏhe getsȐ the ȏcocoaȐ moneyǥ it 

will affect this thing [productivity]. So you cannot divorce one from the otherǤǯ ȋAͺȌ 
 
Examples of reference to women farmers as mothers in external documentation: ǮȏThe programmeȐ helps me pay my childrenǯs school feesǯ ȋNPRͳ͹ǡ ʹͲͲ͹Ȍ 

 ǮA widow and a mother of fiveǥǤǯ ȋNPRʹͺǡ ʹͲͲ͹ȌǤ ǮA widow and a mother of sevenǥǯ ȋNGOͳʹǡ ʹͲͲͶȌǤ 
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ǮShe is the proud mother of threeǯ ȋBlogͳ͵ǡ ʹͲͳͳȌ ǮShe is the proud mother of a little boyǡ and provides extensive support to her father and brothersǤǯ ȋBlogͳ͵ǡ ʹͲͳͳȌǤ 
 ǮNow a treasurer of her village cooperativeǡ she has also encouraged other women to expand their range of crops to earn more incomeǤǯ ȋNPRͷǡ ʹͲͲ͸ȌǤ ǮAnd itǯs women who bring new members inǥ they do evangelise, as far as I can make out, about why Adwenkorǯs greatǤ So their growth has been a lot to do with women ) thinkǤǯ ȋBʹȌ 

 ǮSo it ȏwomenǯs economic empowermentȐ will help family, the promotion of family health and 

well-beingǡ and the education of children and so onǯ (C2) 

Championing 

economic 

empowerment  

 ǮWe are pleased to continue our partnership with Adwenkor as we work together to empower women 
in rural Ghana to become economically self-sufficientǯ. (ID40, 2002). 
 ǮWe feel that ǥ we should find something for the woman to also do, that when they have that 
financial way with the financial independenceǯ (A8) 
 Ǯ)f a woman is not empowered economicallyǡ itǯs hard to be a leaderǢ men dominateǤ )f a woman needs 
to attend meeting, etc., the men prevent them. It boils down to helping them economicallyǤǯ ȋAͶȌ 
 ǮAll women should have been brought under a gender programme by way of acquiring trainingǡ by 
way of empowering them through capacity building programme. So that they can undertake certain 
minor economic ventures within their invested development, so by generating extra incomes. Also 
by way of providing to farmers small credit facilities to generate and as capitalǡ to do somethingǯǤ 
(A3) 
 ǮWhen it startedǡ it was more of capacity buildingǤ Skill trainingǤ No microcreditǤ But the women 

asked for it, they actually requested for microcreditǡ becauseǥ Capacity building goodǤ Skill 
training good. But if you teach me to drive and I do not have a car, what do I do? So if you teach me all the skillsǡ numeracyǡ literacyǡ what have youǡ and there is nothing that )ǯm going to account, so what? 
So they wanted something more meaningful. And they started with the group work. ǮȋAͷȌ 
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 ǮFor some time nowǥ they [CSR practices] became credit-basedǤǯ (A1) 
 Ǯ)t is the aim of the Gender department to help the womenǯs group to increase their productivity, 
expand their IGAs, [income generating activities] meet their obligations (school fees, hospital bills 
etc.) and get a better living conditionǯ ȋ)Dͳ͵ǡ undatedȌǤ  
 Ǯ ȏAȐ small commercial farmǥ was set up by the women, with a loan and training from Adwenkor, to 
create a fund that could be drawn on, and to develop trade activities away from cocoaǤǯ (NPR16, 
2007).  
 ǮWe need to provide women farmersǡ whatever their statusǡ with alternative ways of making 

money, for themselves, which we then now theyǯre more likely to spend on the familyǤǯ ȋCʹȌ 
 ǮAnd that is why the gender programmeǡ ȏisȐ propping up the womanǡ to empower them financially, so that they wouldnǯt rely on to be only a womanǤǯ ȋA͵Ȍ  
 ǮSo ) was saying if we had a shopǡ those who do batik can also use their items there for sale. And once 

they get a market for their product theyǯll be able to do something and produce more. And also 
people who see, it to showcase what the women are doing. And we can also buy things for them and 
keep them going Ȃ Ǯ ȋAͶȌ 
 ǮCocoa purchasing is the best income-generating job in the whole thing for farmersǥǤ )tǯs where the income isǤǯ ȋBͳȌ 
 

Focusing on numbers 

of men and women  

 ǮSo the MD was running around and saying to people Ǯwe need to get to 10% How do we get to 

10%?!ǯ ȋCͳȌ ȏin reference to the number of women cocoa buyers within AdwenkorȐ 
 
BCC management unhappy with proposed qualitative data method, favouring survey (OBS8; 2013). 
Existing interview data is Ǯwishy-washyǯ (B1).  
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ǮȏStrategy aim:] To increase womenǯs membership of AdwenkorǤǯ ȋ)Dʹǡ ʹͲͳͶȌǤ 
 ǮȏStrategy aimǣȐ To increase number of women in positions of leadershipǤǯ ȋ)Dʹǡ ʹͲͳͶȌǤ 
 ǮThere is a specific commitment to encourage an increase in womenǯs membership and 
participationǯ (NGO9, 2006). 
 ǮOf the growing number of farmers who are involved in the co-operative, 28% of these are women- 
a positive outcome of some of the projects undertaken by the co-operativeǯ ȋNPRͳǡ ʹͲͳʹȌǤ  
 ǮThere was no time left for going through the GALS stuff and ensuring words and phrases were correct at the survey stuff took up most of the dayǥ Worried that not enough effort is being put into the 

GALS preparationǤǯ ȋOBSͳǡ ʹͲͳ͵ȌǤ  
 
External documentation references to numbers of men and women i.e. percentages of women in 
roles stated: BCCǯs annual reports ȋBCCARʹͲͲ͸Ǣ ʹͲͳͲǢ ʹͲͳͳȌǢ Blogs ȋʹͲͳͲǢ ʹͲͳͳȌǢ NGO reports ȋNGOͳǡ ʹͲͲͶǢ 
NGO3, 2008; NG04, 2010;  NGO6, 2005; NGO12, undated; and newspaper articles (NPR2, 2013; NPR9, 
2010; NPR11, 2013; NPR12, 2007; NPR15, 2013; NPR19, 2004;  NPR24, 2011; NPR25, 2007) 
 

Focusing on 

monitoring and 

evaluation 

 Ǯ) would be interested to see the whole of dataǡ soǥ you know how many are women? Are women proportionately cocoa buyersǡ if thatǯs where the value liesǡ because ȏtheyȐ get money for the amount of sacks that they buy for Adwenkorǥ  And are women getting access equal to their membership on 
that? So if a third of the members are women, are a third of the buyers women? So )ǯd be interested 
in that sort of hard data. And a Ȃ and targets to achieve thatǯ (B1) 
 Ǯ) thinkǡ you knowǡ the emphasis is on ǲwhich chemicals are you allowed to use on your farmǫǳ ǲ(ow do you store them safelyǫǳ ǲMake sure your children arenǯt working on the farm during school hours and arenǯt using any sharp instrumentsǳǡ but not the softer stuff. And so ) think thatǯs part of the 
problem actuallyǤǯ ȋCͳȌ 
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ǮLetǯs bring in an internal control systemǡ blahh ǥ Then all the officers were pushed to internal 
control. So the officers do internal control in internal control. Then recently, when the R and D were aboutǡ ǮOh no staffǡǯ sayǡ ǮOkayǡ okayǡ now you do education in addition to theǥǤǯ ȋAͷȌ 
 ǮIf [Adwenkor] were good at holding data, and you could then very simply communicate top-line 

figures on gender- then it becomes much easier to have a conversationǯ ȋBͳȌǤ 
 
Two measurable items in relation to the gender programme within M&E guidelines: 1/ Female 

participation in meetings and, 2/ Number of womenǯs economic projects (ID32, 2007). 
 ǮAdwenkor will monitor compliance with this [gender] policyǥAreas to be covered will includeǣ 
Male/female members of staff per department and level of seniority; Male/female farmer members disaggregated by districtǢ MaleȀfemale farmer leadership rolesǥamount of funds raised and spent on gender activitiesǯ ȋ)Dʹǡ ʹͲͳͶȌǤ 
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APPENDIX 12: ILLUSTRATIVE QUOTATIONS SUPPORTING FIRST AND SECOND-ORDER 

CONSTRUCTS IN RELATION TO THE CONSTRUCT OF ǮBLOCKING WORKǯ (CHAPTER SIX) 

 

First-Order 

Constructs 

Second-

Order 

Constructs 

Illustrative Quotations 

Withholding 

funds 

Blocking 

Work 

Ǯ)n the AGM last yearǥ the farmers have generally come to expect that this amount ȏthe Fairtrade bonusȐ will 
increase every year... And so there was a really, really almost mass protest, a really hot debate, at the AGM 

about increasing the bonus from what it wasǤǤǤ And the cooperative leaders were very much ǲThis is about the 
Fairtrade premium. The Fairtrade premium isnǯt about individual benefitǡ itǯs about supporting stronger 
farming communities and the idea is that you have more sustainable long-term benefits from the problems that you invest inǤǳ And soǥ itǯs about doing something that isnǯt just cash hand-outs. So, you know, in a 

huge group of 300 people, what they want is their moneyǡ And so if everybodyǯs standing there and they all have a vote because theyǯre all members and theyǯve all paid upǡ and this is their organisation and theyǯre 
shaking their fistsǡ itǯs difficultǤǯ (C1) 
 ǮYou know how you do when things are owned communallyǥ People are not educated enoughǤ And some people work harder than othersǡ andǥ you know when it comes to Fairtradeǡ you are thinking yourself your 
family first, I mean being rational, you are thinking of course your family first before you also think about 

communityǥ So the women startedǡ for meǡ how do ) help myselfǡ my familyǡ firstǫǯ (A5) 
 ǮWhen it comes to the village, you need to ask why the M&E officer is there? Like, why he comes?.Ǥ (eǯs coming 
to a specific meeting, whatever Ȃ has no time for other things. And he has all the logistics, he has the motorbikeǡ he has his rentǡ he has risk allowanceǡ he hasǥ the gender officer did not have any of those! They not have any of thoseǨǯ ȋAͷ) 
 
 Ǯ)f BCC have not come in and other people, donors Ȃto help the programme go on. Other than that, whatever 
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Adwenkor contributes to the gender programme is so insignificant, that we cannot do muchǯ ȋAͶȌ 
 Ǯ̴̴̴ had taken resources and locked them in her office, meaning we were unable to leave for the field 
(OBSGhana2) 
 Ǯ) donǯt know how much support ȏthe Gender LeadȐ is gettingǤ And itǯs partly where they sitǡ is keyǤ You 
know how integrated they are into whatǯs going on in the rest of the organizationǯ ȋBʹȌ 
 
ǮI could not do the work all by myselfȄspreading the work down to the communitiesǡ itǯs hard. It was 
challengingȄwe will say things to cheer the members, but when it comes to delivering, we have no resourcesǯ 
(A4) 
 ǮA lot of women came and requested loansǡ but the district leaders didnǯt explain all aspects of the gender 
programmeǤ The programme is not about loansǡ but thatǯs what the women thinkǤ They came in with the idea 
that once they organized, they will all get loans. )tǯs getting out of handǤ We cannot be everywhere at the momentǡ and if they donǯt get loans they feel they will not do wellǤ Where are we nowǫ We need to get 

whatever we are doing to the membersǤ Weǯve suspended all the programs we are doingǤǯ (A4) 
 
Only 1.5% of fairtrade premium goes to gender programming (IDS7, 2013) 
 
In 2012 the Adwenkor fairtrade premium spent nearly 1380000 cedis (c.£288,000) spent on auditing and child 
labour prevention, and ͵ͷǡͲͲͲ ȋ͉͹ʹͺͲȌ spent on womenǯs group programmes (NGO7, 2013) 
 ǮI feel like ̴̴̴̴̴ǯs a block to getting anything doneǥǤBecause she hoards everythingǯ (C3) 
 Aͺ told me how they Ǯwere ͹ͲΨ sure ) would not come to work todayǡ and not do the researchǯǤ When asked 
why they told me it was because the previous day provisions had not be bought for them, in terms of water 
or food for the long day on the road. This was despite generous research funds to provide for all staff 
(OBSGhana4) 
Evidence that funds for womenǯs projects were mismanaged (NGO, IDS8, 2005; 1DS12, 2002; IDS14, 2005; 
A5; A4; A1; A3) 
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 ǮI think everybody is happy that the programme runs. Of course. Some people would have wished that the 

funds were diverted elsewhereǨ ȋlaughterȌǯ ȋAͷȌ 

Avoiding 

meetings 

 ǮWe talked aboutǥ ȏthe need to] carve out a section of the business to support and empower [the most disadvantagedȐǥand they would resistǡ these guys ȏAdwenkor managementȐ would resist like hellǯ (C4) 
 ǮȏTradeFareȐ allows Adwenkor to get away with thisǯ ȋCͶȌ ǮGender is not a priority at the momentǯ (OBS5) 
 
Senior management didnǯt attend the meetingǡ as Ǯhe has too much on his plate at the momentǯ ȋOBSʹȌ 
 
Key female manager didnǯt show up to attend meetings/interviews three times during the research 
evaluation (OBSGhana4; 5) 
 

Silencing 

dissenting 

voices 

 Ǯ)n the ecosystem of Adwenkor if you force things to changeǡ they will changeǤ Though they might pay lip-

service and manipulate and resistǯ (C4) 
 
 ǮShe resisted and divided and ruledǯ (C4) 
 ǮShe had become unreliable and a bullyǯ (C4) 
 ǮOne by one the really strong women got picked off and side-lined. They re-wrote the constitution so a whole generation of women whoǯd been serving in some other capacity couldnǯt standǨǯ ȋCͶȌ 
 ǮSo ) think there werenǯt champions. Some of the women who were champions got kind of stomped on by the 

women who werenǯtǤ )ǯve witnessed itǤ )ǯve witnessed it a lotǡ unfortunatelyǯ ȋCͶȌ 
 ǮAnd ) think the other thing isǡ with Adwenkorǡ theyǯve had so much external interferenceǡ often in a really unwelcome wayǡ and people saying things and doing things for them that isnǯt in their interestǤ So, when 

people come along with an ideaǡ theyǯre very suspiciousǤ Which I can understand, because they wonder whyǡ what are they doing it forǡ what theyǯre going to get out of itǯ ȋCͳȌ 
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Ǯ) definitely heard that they [BCC] were not at all convinced by anything we had done. [laughter] The only 
things that they really took on-board was the stuff that was consistent with what they already believed. So 
there was nothing new to themǤ And the stuff that wasǥdidnǯt fit with their ideaǡ they just dismissedǤǯ ȋC͵Ȍ 
 ǮAnd it was a silencing strategy on their partǯ ȋC͵Ȍ 
 ǮWhen she was taken out of the gender [programme], she did complain, complain, complain. Ǯ)t was Ǯ)t was my ideaǡ my brainchildǤǯ ȋAͺȌ 
 ǮTradeFare worried about gender staff members being at interviews when ) travel to Ghanaǡ as Ǯtheir jobs are on the lineǯǡ and there is a lot of Ǯjob protectionismǯ going onǯ ȋOBS͹Ȍ 
 BCC keen ) donǯt talk to Adwenkor management but get to speak to farmers independently. Claim they have 
their own agendas, give information they think I want to hear etc. (OBS8) 
 
BCC staff unhappy with my feedback re: organisational conflict on ownership of the programmeǤ Told me )ǯd 
spoken to the wrong people, and lots of new people. Told me the key informants had only been in post 6 
months, but checked with them and they had been there 5 and 2 years respectively (OBS5) 
 

Marginalising 

others 

 Ǯ) donǯt think I would blame the people who wrote the constitution, I think they were trying to update and make 
it better. But in fact they facilitated a kind of internal coup, which totally marginalised a lot of very experienced womenǤǯ ȋCͶȌ 
 
ǮRuling out a lot of people who had earned their credentials lower down in the structuresǯ who then couldnǯt 
stand for election, especially Ǯthe strong womenǯ from lower classesǡ and backgrounds, who one-by-one got 

picked off and side-linedǤǯ ȋCͶȌǤ  
 
 ǮThese larger ȏfemaleȐ farmers are the ones who control and dominate the really vulnerable and poorer 

souls. They call it in Latin America the gente humildeǤ And thatǯs exactly what happenedǤ These people donǯt 
have progressive values at allǤ Does that make senseǫǯ ȋCͶȌ 
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ǮSo they removed themselves from what I would call the point of friction, the ratcheting up, the calling to 

accountǡ whereas all my interventions in that period of deep crisisǥ ) sat in those board rooms and said ǲ) think this is a piece of corrupt nonsenseǳǥ well ) didnǯt say it like thatǡ but ) was definitely a rockǡ and a hard placeǡ or they were going downǯ ȋCͶȌ 
 ǮNobody even invited me to that meetingǨǤǤǤ Nobody invites me to anything!ǯ ȋCͶȌ 
 ǮThe women feel that you are not workingǯ ȋAͶȌ 
 ǮPeople feltǡ people felt it was like Ȃ Ǯ) started itǤ So ) should also be in the position to determine how it goesǤǯ So 
people Ȃ there are some who like, they own it. And to my surpriseǡ itǯs likeǡ management allow thoseǯ (A8) 
 ǮFunding is key. A shop would give us internal funding, but some are not in favourǤ What they donǯt see is 
that the gender program is always an expenditure, we generate no income but a shop would give us internal fundingǯ ȋAͶȌ 
 ǮBut so if we are like, brought to a certain level, where we can take care of ourselves - it will help. Because if we 
are going to rely almost every time on funds, it means when the funds are not coming, we are hungry cat. So 
I think we should think about doing some produce as well, or that way we will be able to sustain the 

programmeǯ (A4) 
 
C1 fed back on a three day gender event ȋapproxǤͳͷͲ women at womenǯs forum presentationǢ plus farmer 
board) that had taken place in Ghana, where she had shared preliminary results from research. They said that Ǯto be honest, was bit of a shamblesǯ mainly because of ̴̴  trying to control everything and Ǯfailing to 
delegate to anyoneǯǤ (OBS2) 
 

Paying lip-

service 

 Ǯ)tǯs really bolt-onǡ itǯs not in the DNAǯ (C4) 
 The new constitution Ǯwas used for the gap it createdǥ there was a group of women and menǤǤ they shouldnǯt have been in those positions at allǥ but they had manipulated their way, legitimately, manipulated their 

way into those positions of powerǯ (C4) 
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 Ǯ) think thatǯs because the gender thingǡ the consciousness of the rule-making and the gender consequences of 
rule-making, were not internalised at allǯ (C4) 
 ǮUnless you position a gender policy appropriately there will always be people saying ǲweǯve got much more 
complicated fish to fryǳǤǤǤ I think you could say that part of the Adwenkor DNA is gender sensitive, it is. Some 
of those original rules still apply, for better or for worse. But I think that, and this I suspect you would find in 
common with most corporations and their gender policy, itǯs all bolt-onǯ. (C4) 
 ǮTheyǯve learnt to conform with it you seeǯ ȋCͶȌ 
 ǮThe executive board should be upsetǡ if they cared about any of thisǯ ȋCͶȌ 
 Ǯ)tǯs all a performanceǡ a part of the lip-service performanceǯ (C4) 
 
 Ǯ)tǯs just them learning to tick-boxes isnǯt itǫ Weǯre back to that Pavlovǯs dog thingǤǯ ȋCͶȌ 
 Ǯ)t amasses a whole host of different things ) supposeǡ those magic figures ȏon womenǯs representationȐǯ ȋCͳȌ 
 Ǯ) think itǯs about which women get there as wellǡ so if itǯs only the privileged womenǡ so you knowǡ the first 
wives of rich men, thatǯs not to the benefit of all women at allǤǯ ȋCͳȌ 
 ǮDespite the successes of Adwenkor and the positive evaluations, I find it rather difficult to assess their 
achievements. Not only because I interviewed only a small number of registered Adwenkor members, but also 
due to the absence of critical self-reflection among Adwenkorǯs staff-membersǯ ȋACAͷǡ ʹͲͳͲȌ 
 
We were concerned that some of the Adwenkor staff were trying to put words into the mouths of focus 

group discussants before we started. (OBSGhana2) 
 ǮThe board membersǥ go out and they will make a lot ofǡ ǮNow we have women leadersǤǤ we do this, blah, blah,ǯ 
they say, but  meanwhile they donǯt make provisions for all those promises. Nothing on the ground, to do 
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anythingǯ ȋAͶȌ 
 ǮAnd for the gender programmeǡ for the top management peopleǡ ) donǯt really see itǤ ) donǯt see itǤ Even from 
the way we wanted to interview them, how they are responding Ȃ Ǯ(ow many minutesǫ Blahǡ blah blahǯ Ȃ they 
had to sell it to themȂ because if you really want somethingǡ you justǡ ǮWelcome to comeǤ )ǯm readyǡǯ and all thatǤǯ 
(A4) 
 ǮWhen they are having their meetingsǡ ) will go there so that they give me some two minutes or five minutesǡ to talk to themǥwe sit they all talk nicely about itǤ But their actionsǡ doesnǯt really Ȃ they are doing something 
different. So one of my friends was saying, ǮYour actions are speaking so loudly that ) canǯt hear what you 
are sayingǤǯ (A4) 
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APPENDIX 13: ILLUSTRATIVE QUOTATIONS SUPPORTING FIRST AND SECOND-ORDER 

CONSTRUCTS IN RELATION TO THE CONSTRUCT OF ǮDISTANCING WORKǯ (CHAPTER SIX) 

 

First-Order 

Constructs 

Second-

Order 

Themes 

Examples from Data 

Deferring 

Responsibility 

Distancing ǮBecause the thing is now is like itǯs nobodyǯs businessǯ (A4) 
 ǮThe gender programme has become a bit of a political footballǯ (OBS5) 
 ǮWeǯve said itǯs importantǡ but weǯre not knocking on doors and checking that people are ǥ being treated differentlyǥweǯre saying it quite forcefullyǡ and relatively clearlyǡ but ) donǯt think Ȃbut no weǯre not sayingǡ 
weǯre not prescribing how they Ȃ how they get thereǤǯ ȋB͸Ȍ 
 Ǯ)f this thing ȏgender evaluation commandȐ has not comeǥ since ) cameǡ )ǯve been writing my projectionsǡ action 
plan, what I have to do, giving it to the boss, giving things to all the many people, and nothing seems to be 

happening until [external NGO] came in and BCC also came into help. Other than that itǯs likeǡ ) donǯt know 
what to do. Nothing gets approved. Nothing gets doneǡ you seeǤǯ ȋAͶȌ 
 
 ǮYou know so clearlyǡ when you look at itǡ gender isnǯt a boxǤ But it might beǡ you might have some gender projectsǤ Thereǯs nothing wrong with thoseǤ But then what we used to do early on was ǲwho runs the 
organisationǥǫ ǲwhose word mattersǫǳ was always an issueǯ ȋCͶȌ 
 
 ǮSo that was behind the designǡ the changeǡ so that the moving partsǡ which make these three, BCC, TradeFare, 
Adwenkor, the interlocking parts of the supply chainǡ a different supply chainǯ ȋCͶȌ 
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ǮThe second answerǡ and which relates to your question of whose responsibility is itǥ ) think initially TradeFare 
was the agency to support, to keep it on the straight and narrow, to keep it living up to that alternative. We had to be within the marketǡ but we want to be against itǥǤ ) think over timeǡ and thatǯs definitely where we 
were at the beginning, I think over time TradeFare couldnǯt play that roleǤ )t was hard to sustain that roleǤǯ 
(C4) 
 ǮSo the central relationǡ the social solidarity partǡ which is so depressingly abysmal, and when you started you were asking ǲwhatǯs this to do with thatǫǳ Well the staff donǯt get itǡ and if the staff donǯt get itǫ Theyǯre 
usually the educators, rightǫǯ ȋCͶȌ 
 
 Ǯ)ǯd say genderǡ along with labour rights and social solidarityǡ shouldnǯt be negotiable to BCCǡ because itǯs 
part of what the brand is about. And the more they allow Adwenkor to pay lip-service to thatǡ ) donǯt know what 
your report says about that, but if they allow Adwenkor to pay lip-service to that social inclusion, the most-disadvantaged piece of the storyǥThatǯs the most shocking thing to meǤ Fair Trade isnǯt enforcing valuesǡ but 
still is willing to call them Fair Trade, when the most disadvantaged are invisible, and certainly not 

reflected by the leadershipǨǯ (C4) 
 ǮMaybe part of it is, I think, is to do with management and leadership capacity as wellǤ )tǯs to do with how 
do you negotiate, how do you bring people with you, how do you not just respond to the baying masses but 
you try and do things in a way that they change things incrementally. And Adwenkor doesnǯt have strong 
enough management thatǯs for sureǯ ȋCͳȌ 
 Ǯ) could give two examplesǤ Say we will not engage with them unless they donǯt permit children to be on the farm when theyǯre spraying chemicalsǤ Thatǯs quite a strong statementǤ But itǯs quite clear that the Ȃ this is 
about human safety. Child safety. To say that unless you equally share the rewards from the sale of the 

cocoa with the womenǡ theyǯre very differentǯ ȋB͸Ȍ 
 Ǯ)tǯs too easy to cut a cheque to Adwenkor that would just go into the Adwenkor & would never really do the right thingǯ ȋB͸ȌǤ 
 Ǯ) do think that this history between Adwenkor and BCC has been very conscious, anti-imperialist strategy, 
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where Ǯweǯre not going to imposeǡ weǯre going toǯǥ And thatǯs a real problemǤ Because you canǯt be constantly 
saying Ǯ)tǯs up to them itǯs up themǯǤ Because weǯve seen itǡ weǯve seen how organisationally thin they can get on the groundǯ. (C3) 
 ǮI mean honestly, from a programmatic point of view somebody has got to own this leadership. Somebody 
has got to. And that is the only way that whatever recommendation is chosen is going to go forwardǯ ȋC͵Ȍ 
 ǮWhoever gave them advice, got them to do it [alternative income generation] Ȃ itǯs insaneǯ (B1) 
 
BCC management really want Adwenkor to Ǯown thisǯ. A steering group was vetoed for this reason, because gender Ǯneeds to be about communication between the farmers, the staff and the management.ǯ ȋOBSͷȌ 
 

Shuffling 

departments 

& resources 

 ǮThere was a moment when there were a lot of fightsǡ where we repositioned the gender programme inside 
the credit programǯ ȋCͶȌ 
 Ǯ) think the decision to put gender in there was not idealǡ but there was nowhere else it could go and not be 

crushed, or abusedǡ actuallyǤǯ ȋCͶȌ 
 ǮSo inǥ ʹͲͲͻȀͳͲǡ whenever the last big child labour scandal happenedǥ the response was to develop a proper 
internal control system. Which has grown and grown and they now have 30 officers. So they moved resources 

basically wholesale from what was the Research and Development department. So the Education and 
Training program, which was the team of people who were actually based regionally and went out and did 
things like training on cooperative values, and what it means to be a member, and the importance of democratic participationǡ and why a strong farmerǯs organisation is a good thingǡ andǡ you knowǡ all that kind of, nuts and 

bolts stuff, that basically got scrapped and got turned into a compliance system with none of the 
education about why these things are importantǡ just ǲare you having a meeting or notǫ TickǨǳ ȋCͳȌ 
 ǮThe R and D officer, in the past, was responsible for training, education, capacity building, extension service, 
everything one man, thousand. (laughter) Everything!...now the M&E officer [does] just one aspect of the 

work and leaves the restǯ (A5) 
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ǮDespite successesǡ there is a feeling within Adwenkor that enthusiasm for the Gender Programme is at a 

lowǯ (IDS3, 2012) 
 
Very few female staff members at Adwenkor, and no auditing or education officers whatsoever are female 
(IDS2, 2014; OBS7; IDS12, 2002) 
 Ǯ) think the other thing thatǯs been disappointing in Adwenkor is that they used to have a team of research and development officersǡ insideǡ that were there to do training for peopleǥǤ and they had a reasonable mix of men and womenǤ And over timeǥ theyǯve ended up with ȏMƬE officersȐǥ And then from a role model perspective, 

they are young men, who are good on computers. Whereas this was a whole group of people who were people Ȃ some of them were people like ___. And so there was a range. Range of peopleǤǯ ȋBͳȌ 
 
 

Insisting 

gender only 

relevant for 

members and 

in work time 

 Ǯ)ǯm interested in recognizing this is a business. So that I appreciate that Ȃ well ) donǯt really apprec Ȃ ) donǯt 
really understand but Ȃ this thing to do with what happens in householdsǤ )ǯm not sure how much you can 
affect that. Directly. But I think you can affect it indirectly by getting women to be in more powerful positions, 
getting more income of their own, getting in a better position to negotiateǡ as they are hereǤǯ ȋBͳȌ 
 Ǯ̴̴̴ argued that Adwenkor had never meant to help the Ǯpoorest of the poorǯǯ (C3) 
 ǮTheyǯre ȏwives of farmersȐ  not Adwenkor so in a way itǯs not Adwenkorǯs businessǯ (B1)  
 Ǯ)ǯm not necessarily sure there is any responsibility for them to influence it [roles in the home]ǯ ȋBͷȌ 
 Ǯ) think fair trade doesnǯt deal with it ȏgenderȐ in so much as itǯs about the tradeǡ itǯs not about the home 
relationshipǤ So within Adwenkorǡ you could say itǯs permeated down and itǯs throughout the organisationǡ and we can say thereǯs equality for women withinǥ and thatǯs goodǡ but it doesnǯt mean thereǯs equality within the homeǤǯ (B4) 
 

Stressing 

cultural 

 ǮQuotasǥ were veryǡ very perplexing to a lot of Ghanaiansǯ (C4)  
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distance 

between 

Ghana and the 

UK 

ǮThe way they talk about, um, pregnancy and conception, um, is completely like fairy landǯ (B1) 
 Ǯ)ǯve been in quite a lot of meetings with the Adwenkor board plus BCC whereǡ for exampleǡ weǯve talked about 
things like the tenant farmer issueǥcanǯt you see that theyǯre the people who are working on your farmsǡ so probably it makes sense for them to have access to training and access to the right toolsǡ so in the end itǯs a 
win-win situation. So you have conversations like that and you can see that theyǯre agreeing and they agree 
with this vision in principal, everybodyǯs on the same pageǡ but operationalising it is very different.ǯ ȋCͳȌ 
 
ǮI do think that this history between Adwenkor and BCC has been very conscious, anti-imperialist strategy, where Ǯweǯre not going to imposeǡ weǯre going toǯǥ And thatǯs a real problemǤǯ ȋC͵Ȍ 
 Ǯ) think that we use certainǡ the development community generallyǡ we use certain words which get picked up 
by the people that we work with in a really unhelpful way. So I have lots of conversations with __ and ___ about ǲwe need to go empower the womenǨǳ Well, what actually do you mean? ǲWe need to go and empower themǨǳ Wellǡ noǤ Say that without using the word empowerǤ What actually do you meanǫ And they really canǯt 
break it downǤǯ ȋCͳȌ 
 ǮThere isǡ thereǯs certainly a set of expectations of a leader thatǥ yeahǡ kind of serve to intensify that 
hierarchy I think, not break it down. But, I mean, I think the other things that, with all of this stuff, the 

Ghanaian education system is obviously very different from ours, and we are always very analytical and very theoreticalǡ ) supposeǡ about thingsǡ and thatǯs doesnǯt work in GhanaǤ You canǯt talk in abstract. You canǯtǥ itǯs very difficult to ask people to think analytically about somethingǡ everythingǯs very practical and 
straightforward. And I think we to find a way, if we want to influence we need to find ways of influencing on that levelǡ because we canǯt change peopleǯs education and soǥ and I think maybe thatǯs part of the reason 
why there has been such a focus on figuresǡ because thatǯs something people can understand. Whereas really this concept of ǲempowermentǳ is quite difficultǯ ȋCͳȌ 
 ǮBCC staff engaged in lots of conversation on how Ǯtranslateǯ or Ǯsellǯ information from reports to Adwenkor Ǯso 
they get itǯ or Ǯunderstand itǯǯ ȋOBSͷȌ 
 ǮYou knowǥ youǯll upset the balance. You upset things. I mean ideally obviously you want to take your lead from themǤ You donǯt want to come in sayǡ ǮWell WE thinkǡ it should be this and this and this and thisǯǡ you want 
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to hear them say what they would likeǥǤ Theyǯre not stupid people Ȃ theyǯve seen women do wellǯ ȋBʹȌ 
 ǮBut we, at TradeFare and BCC, come to it with our European-British perspective. Of course there isnǯt gender equality in this countryǡ and most of us are awareǡ many of us are awareǥ ) think that key people in 
Adwenkor probably share a similar view of gender equality, but what does it mean? Because in Adwenkor theyǯve had to do some analysis of what it meansǡ and have done soǡ and everythingǯs so much more starkǡ in terms of helping women to break out of povertyǡ and then theyǯve hadǡ ) think this is where the strategy wasnǯt so clearǯ ȋCʹȌ 
 ǮWe believe democracy is the be-all and end-all, is that the you know Ȃ should we impose that on groups? Is something else betterǫǤǤǤAnd similarly with women and menǯs relationship Ȃ how interventionist Ȃ whatǯs the 
difference between sort of stopping abuse, that end of things, violence, abuse, slavery, so on Ȃ to an arrangement that suits themǡ sort of feelingǫǯ ȋBʹȌ 
 Ǯ) donǯt know quite know how that works out thereǯ (B6) 
 Ǯ) think what youǯre needing to work out is for an organisation like Adwenkorǡ whatǯs useful to tell themǥ And 
whatǯs actually too much to tell them? And sort of theyǯre not sophisticated enough to see the cause Ȃ to link the cause and effectǤǯ (B1) 
 Ǯ) mean you know there are different values in different societies in different cultures and different 
religions, and who are we to say that ours is the right way? And everybody should be doing it sort of. Even if we think that it would benefit themǡ sort of thingǯ ȋB͵Ȍ 
 ǮThe Ghanaian education system is obviously very different from ours, and we are always very analytical and very theoreticalǥ and that doesnǯt work in GhanaǤ You canǯt talk in abstractǥ itǯs very difficult to ask people to think analytically about somethingǡ everythingǯs very practical and straightforwardǥ and ) think maybe thatǯs part of the reason why there has been such a focus on figures, because thatǯs something people can 
understandǤ Whereas really this concept of ǲempowermentǳ is quite difficultǤǯ (C1) 
 Ǯ) think itǯs a very good questionǡ itǯs sort of ǮNorthern interventionǯ. We believe people should be treated 
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equally and ) suppose equal is seen in different ways by differentǥ Thereǯs more recognition of a womanǯs roleǤ From what ) can see women are quite strong in these communitiesǡ reallyǡ just notǡ itǯs not registeredǤ So you know theyǯre doing a lot of workǡ theyǯre doing Ȃ theyǯre actually better with the moneyǡ and so onǤ So in certain ways they actually do have a key roleǡ itǯs just recognizing it and being more overt about itǤ And ) think they would ǥ ) think they would register as an organizationǡ letǯs recognized the role women can play in an 
organization to make the whole betterǤ ) think there is that ǥ ) think they would buy into thatǡ if it was communicated properly and people really understood itǤ And it addressed menǯs issues as well as womenǯs issuesǯ ȋBʹȌ 
 

Returning to 

profit based 

ideals 

 ǮThings get lostǯ (C4) 
 ǮUltimatelyǡ weǯre selling chocolate that make money for farmersǤ And at the same timeǡ trying to do lots of 
things to make their lives better. But the core thing is to make moneyǤǯ (B3) 
 ǮWeǯre all focused on selling chocolate and promoting chocolateǤ And whilst on one hand itǯs a little bitǡ uhǡ 
bit of a disappointment even, I understand the business rationale behind that. You know. Weǯve got to focusǡ 
we canǯt all be doing everythingǯ ȋB4) 
 ǮThey donǯt have as much fire in their bellies as some of the early peopleǯ ȋCͶȌ 
 
Fairtrade Labelling Organisation removes gender component of aims and objectives. 
 Ǯ) think then youǯve also got a little bit of attribution to push into the Fair Trade system, which is actually, even 

quite formally recently, demoted women and the genderǥ So youǯve got nothing from TradeFare muchǡ over many yearǡ youǯve got nothing from FLOǡ youǯve got a gap in your constitution which means only a certain 
type of women get throughǥ you knowǡ youǯve got big business interests and a lot of difficulty in recruiting 

and keeping progressive menǯ (C4) 
 Ǯ) do think the nature of the partnership, or the sense that we are greater than the sum of our parts, has been 

lost a littleǤǯ ȋC4) 
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Ǯ) think in a complex structure like this you do need some very hard heads, but those hard heads need to be 
forced to make space for an overriding social dimension, because otherwise you just create a monster 
machine, just like any other capitalist machineǯ CͶȌ 
 ǮBut I think what BCC, the vision that BCC has, which they would really like Adwenkor to share with them Ȃ and ) think already some people in Adwenkor doǡ and some people in Adwenkor donǯt Ȃ is a kind of holistic vision 

of sustainable cocoa communities, rather than a profitable cocoa business that returns greater monetary value to their membersǯ ȋCͳȌ 
 Ǯ)f you interview the male farmersǡ they will think that there is too much emphasis on genderǤ To their 
detriment. In any case they are in the majority. And since gender is male/female, then you should be doing more male programmesǤ Than female programmesǥ if you go to the communities where you have the gender 
programme, sometimes the menǡ they donǯt feel goodǤ They feel that there is too much pampering for the 

womenǯs programmeǯ (A6) 
 A large number of men and women reported that Adwenkor was Ǯgender sensitiveǯǡ but also a large number of 

men felt disadvantaged againstǯ (NGO13; 2008) 
 Ǯ)ǯll be honest with you Ȃ a lot of our buyers donǯt give a ǥ toot, about gender, or even fair trade, a lot of themǤ They just wanna know how much itǯs gonna sellǡ what the margin isǡ and how much profit theyǯre 
gonna makeǯ (B5) 
 Ǯ) donǯt Ȃ I donǯt see thereǯs a need to specifically use gender programme improvements as part of our messageǤ )t canǯt harmǤ But )ǯm not sure that itǯs necessarily something thatǯs of significant benefit to use as a USPǤǯ 
(B6) 
 Ǯ) can imagine thereǯs a bit of a backlashǤ ) know weǯve been in groups where weǯve been talking about womenǯs empowerment and the men have beenǡ ǮUghh mmm ughhǤǯ Sort of mumbling in the backgroundǤ And in our office as wellǤ So men involved in running Adwenkorǯ ȋBʹȌ ǮWeǯre a commercial entity and weǯve got commercial goalsǡ and weǯre still a businessǤǯ ȋB͸Ȍ 
 



 
 

352 

 

Ǯ)t looks like all these social things are weighing us down a littleǤǯ ȋAͷȌ 
 Ǯ)ǯm interested in recognizing this is a businessǯ (B1) 
 Ǯ)ǯm then interested in the core business instead of what I would regard as peripheries.(B1) 
 
 ǮSo from a development perspectiveǡ it might be leading to more gender equityǡ but if it isnǯt leading to livelihoodsǡ then thereǯs a problemǫ Adwenkor is a trading company. The bit that Adwenkor can influence 

is Ȃ is economic. In a way? (B1) 
 ǮTalked to Cͳ on the phone to hear how feedback on report had goneǤ She said Adwenkor management had ǲfixatedǳ on the links between women and productivityǡ increased yieldsǡ membership and so onǡ the 
business caseǤǯ ȋOBSʹȌ 
 ǮI think it should harness the power of women for the benefit of the farming communities and for the 
members of the co-operativeǤ And so giving women equal rights is clearly importantǯ ȋB͸Ȍ 
 

Re-enacting 

masculinities 

in leadership  

 Ǯ)t would be easier to sayǡ but it wouldnǯt be trueǡ in the end the men outdid the womenǤ They marginalised the womenǯs activities over there and took their jobsǤ But actually it wasnǯt like that. So some women were part 

of a coup who took control and marginalised many women in the main part of the structureǤǯ ȋCͶȌ 
 Ǯ)tǯs a very ǲbig manǳ culture and there are only one or two ǲbig menǳ reallyǤǯ ȋCͳȌ 
 ǮSo even the women leaders and the people who are responsible for the gender program will be saying ǲwomen should be thisǡ and women should be thatǳǤ You know theyǯre the same people who say to meǡ when ) say ǲbut there are no female auditing officersǳǡ that ǲwell women canǯt ride motorcycles and they get pregnantǨǳ and so itǯsǥ there is a gapǡ definitelyǤ So thereǯs a gap between where we and BCC areǡ and where Adwenkor isǡ 
in terms of what their vision for gender equality is I suppose. And maybe that is a problem, and maybe that bridge is really difficult to crossǤǯ ȋCͳȌ 
 
 Ǯ) think maybe we may have made some mistakes in assuming that the original cultural impetus would 
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push the full spectrum of women representatives into the openings that it offeredǤ And of course it didnǯtǤ )tǯs just politicsǤǯ ȋCͶȌ 
 ǮThe idea that genderǡ that all women are the same is rubbish. You can have good women leaders and not so goodǥǯ ȋCͶȌ 
 ǮYouǯd have thought that the whole point of more and more women being on the boardǡ which weǯre 
constantly crowing aboutǥ should give more backing to more happening that will empower women the way 
they are now. To going in their footstepsǥ )f theyǯre looking after number oneǥThat isnǯt a community 
feelǤ )tǯs an Ǯ)ǯve got here now )ǯve got to protect my positionǯ feelingǤ )tǯs not an Ǯ) want to share this with the rest of the women in this organisationǯǤ But you know certainly when you talk to people you feel thatǯs what 
they would likeǡ but ) donǯt know if thatǯs the realityǯ. (B2) 
 ȏReflecting on womenǯs leadership trainingȐǣ Ǯ) kind of find it slightly infuriatingǥǤit was all about how leaders 
behave and, you know, it was kind of not looking at people directly and being very distant, the complete 
opposite of how we would see charismatic, effective leaders as behaving. But thatǯs what Ghanaian cultureǡ or 
at least Ashanti culture, demandsǤ That youǯre a ǲbig manǳ and you look very stern and you donǯt connect 
with people and you actually rarely speak directly, you speak through your representative (C1) 
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APPENDIX 14: ILLUSTRATIVE QUOTATIONS SUPPORTING FIRST AND SECOND-ORDER 

CONSTRUCTS IN RELATION TO THE CONSTRUCT OF ǮQUESTIONING WORKǯ (CHAPTER SIX) 

 

First-Order 

Constructs 

Second-

Order 

Themes 

Examples from Data 

Demanding 

more research 

or evidence 

Questioning  ǮSo the question ) would go back toǥis how do you know who this is for? So thereǯs some root cause 

analysis we need to do first, why are we in this situation, why, why, why, why, why?..Ǥ  So ) thinkǥ it needs 
a much better and bigger rethinkǥ what does gender mean in to these women now? What would that look likeǡ and what would really be worth arguing for anywayǫ Do we actually knowǫǯ ȋCͶȌ 
 
 ǮYou know ) think the adage is that you canǯt manage what you canǯt countǯ (C4) 
 
 Ǯ) think theyǯre describing one thing and doing anotherǤ So ) donǯt think Ȃ ) think thatǯs why itǯs incomprehensibleǡ itǯs because they know that if they tell it you clearlyǡ youǯll go and test that itǯs not trueǫǯ 
(B1) 
 ǮYou know ) feel very uncomfortable if )ǯm talking about something in very broad sort of glowing terms 

that is not real. So I would like it to be real I would like it be delivering real value to women, real value to young girls going to schoolǤ And by that ) mean that itǯs Ȃ that theyǯre really happeningǡ that they really get somethingǯ ȋBʹȌ 
 Ǯ)f theyǯre all doing stupid thingsǡ iǤeǤ weǯre wasting their timeǡ ) donǯt want pictures of it allǯ (B2) 
 
 ǮThere is also a sense of self-preservation in the answersǤ And so ) was quite ǥ disappointed in the 
presentation I had when I was in Adwenkor in ǥ umǡ JanuaryǤ Where clearly they were defending the thing 
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they knew how to do, and )ǯm very un-keen to continue doing the things theyǯve been doingǡ unless ) can 
see evidence that they haveǡ the impact theyǯre saying theyǯre havingǯ (B1) 

Reflecting on 

past decisions; 

planning for 

the future 
 

  Ǯ) think institutionally the rules were not helpful. They didnǯt sustain any kind of debateǤ ) meanǡ rules need to be changed all the timeǤ )tǯs not badǤ )tǯs not like you can have one rule and it lasts forever. But you 

can have principles that shouldnǯt change too muchǯ (C4) 
 ǮToo laxǨ Too laxǨ They donǯt have that visionǤ But it doesnǯt mean to say there are not other people who doǤ 
You know, some time ago, when ___ said ǲwhat is the alternative to thisǫǳ ) said ǲokǡ if ) were ripping this upǡ 
in some imaginary world, I would reinvent itǤǳǯ ȋCͶȌ 
 
 Ǯ) think thatǯs a contradiction that we struggle withǡ because weǯre a business and a development 
organisation essentially, and the objectives of the two arenǯt necessarily completely compatibleǯ ȋCͳȌ 
 ǮYeah. And when you go to Ashanti region, Central, Western, Eastern Ȃ they are all learning batik tie and dye, 
soap-making, dye processing. But each region have their particular needs. There are no things that - 

here, this place, is there anything that they like most? So maybe they will come up with those things, and they will ask you about to come and train the farmers on yeah those thingsǯ ȋAͺȌ 
 
ǮThe coop should represent everybodyǡ because itǯs democratically elected to represent everybodyǡ isnǯt itǫǤǤǤ But then if your electoral process is excluding people who have different viewsǡ then it doesnǯtǥ which is why ) think weǯll always end up saying thatǡ constitutionally, they fucked up big time, and it allowed a 

narrowing of representationǯ ȋCͶȌ 
 ǮYou knowǡ share-cropping, and tenant farming, is one of the most contentious parts of the agricultural supply 
chain. Fair Trade doesnǯt touch thatǯ ȋCͶȌ 
 ǮSo we Ȃ we need to further talk to the women. Find a way to Ȃ if we can get something similar than the 
GALS, that will let them understand, or to find out whether they really understand what they are talking 
about. You see. Uh huh. Because sometimes they Ȃ um, they want to focus batik, you know how you - itǯs not find out whether the tie dye they are going to sell itǡ because ) know that the batik doesnǯt have that much 
market, in the very West. Uh huh. And ) know itǯs mostǡ some of them are saying batik tie dye because 
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they know other people are doing it. And it doesnǯt work that wayǨǯ ȋAͶȌ 
 ǮFor myselfǡ ) Ȃ some of it say that ) learnt new thingsǥ They are smart. And ) wasnǯt expecting them to be 
that smartǤ Looking at some of the answers that they giveǡ to some of the questionsǡ how they answer itǥ 
they know what they are about. You cannot put the Ȃ you cannot like, force things on themǤ So ) see itǯs soǤ 
In all, I learned that with a little help, the women can do marvellous things. I thought that even especially when it comes to the literacyǡ ) thought itǯs going to be something difficult. When it comes to the women especially those who have never been to schoolǡ but ) learned they can do a lotǯ ȋAͶȌ 
 Ǯ)t taught meǡ was that the farmers ǥ like us to hear them moreǤ To find out whatǯs their problemsǤ And if 
they can they apportion themǤ And we are looking for ways toǡ solicit where their problems areǤǯ ȋAͺȌ 
 

Calling out of 

inconsistencies 

 ǮWhat worried me about the womenǯs groupsǥ is are people members of AdwenkorǫǤǤǤ And if you are not a memberǡ you shouldnǯt be in a womenǯs groupǥ So we can negotiate that Adwenkor changes its rules and 

lets people in who are farm workers. Which I would like to see. But until that happensǡ people who donǯt have landǡ canǯt be members of AdwenkorǤǯ  ȋBͳȌ 
 
ǮLife demands that ) take the immediate returnsǡ and so that stops you thinking more in the long term. And maybe thatǯs reflected a bit institutionallyǥ Because they [farmer board members] tend to be the 

wealthier, larger land-owning, probably not-that-poor, peopleǥǯ (C1) 
 ǮSo women may be greatǡ but sometimes theyǯre fucking awful employersǥ sheǯll have people working on her farmǥ And Adwenkor has never made her feel like she has a responsibility to those people because theyǯve over-glorified the rights of farmers to the detriment to everybody elseǨǯ ȋCͶȌ 
 ǮThereǯs a bit where ) think they just left them to get on with itǡ and anything they did they just labelled as a success because theyǯd done itǤ But )ǯm likeǡ ǲ)ǯm sorryǡ thatǯs not very robust is itǫǳ (C4) 
 ǮWhat worries me is that by calling it a gender project, and by looking at income-generation, you allow it to 

be put on the side. And then male farmers are complaining that women are getting access to microfinance 
without having had toǥ saveǤ And thatǯs complicatedǤ ǮCause theyǯre not wrongǤ And if itǯs not income-
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generatingǡ then itǯs quite interesting why itǯs legitimateǫǯ ȋBͳȌ 
 
ǮSo whatǯs the objectiveǫ Is the objective a certain overall level of household income and achievement and 
well-beingǡ or whatǫ Ǯ)ǯm missing the frameworkǡ so how can you do thatǫ ) donǯt know how youǯd do itǤ )tǯs a bit like the gender policy for FLOǡ getting it back on the tableǤǯ ȋCͶȌ 
 Ǯ) met one woman who told me that she hadnǯt been on ȏan Adwenkor] course, but she was already baking 
every day little tasty bun things, and she set up a stall by the side of the road and she waited there from about ͸ in the morning until ͻǡ or until sheǯd sold these things to people passing by on the road and then after that 
she would go to the farm, for the rest of the day or until the children came home from school. And earlier of course sheǯd got the family upǡ swept the yardǡ fetched the waterǡ fed the animalsǡ made breakfast for the 
family, and got the children off to schoolǤ So itǯs a very long dayǡ and hard workǤ ) think itǯs a bit of a 
distraction fromǡ you knowǡ helping women become better farmersǤǯ (C2) 
 ǮThey didnǯt to start withǡ ȏbutȐ ) think itǯs changing nowǡ we need to prioritise encouraging the women to 

become better farmers.ǯ ȋCʹȌ 
 

 

 

 

 

 


