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Preface

The well-known truism that change is constant and rest relative, holds very true
of transformative social change even for countries such as Ethiopia that seem
to be frozen in time. In spite of the fact that the directions, speed, irreversibility
and sustainability of the social change taking place in dissimilar sectors and at
different times are at variance and not always known, there is no denying that
significant transformative social change in general has been and is taking place
in the country. Hence, FSS is committed not only to contribute to the resolution
of obvious problems and concerns of the country and its people, but also to
identifying major areas of social change, studying them, and making its modest
contributions towards spelling out their tripping-stones and ways of guiding them
to proceed in the right direction and with the right speed, through stakeholder
involvement and advocacy for appropriate policy/legislative reforms.

Thus, in line with its demonstrated commitment to the cause of working people
in general and that of women in particular, FSS has once again embarked on
identifying, researching, discussing and recommending policy reform regarding
the current state and future direction of female wage labor in Ethiopia: With
focus on the Textile/Garment, Floriculture, and Small Café & Restaurant Service.
The research & dialogue topic was chosen for the purpose of dealing with the
intertwined condition of women in the fast emerging sphere of wage labor that is
taking place along with the double-digit economic growth the country registered
in the two decades prior to the launching of the project.

The project, the findings of which are reported in this volume, has taken a little
over two years to complete, demanding the efforts of a coordinator, three research
teams, as well as a number of reviewers, discussants, rapporteurs, editors and
communication professionals. The Management of FSS is thankful to all those
that have made the successful completion of the project possible through their
relentless efforts. It is also deeply grateful to the Open Society Initiative for
Eastern Africa (OSIEA) and its staff, without whose financial and advisory
support this wouldn’t have been possible.
Yeraswork Admassie
Executive Director, FSS
15 April 2023






Introduction

Ezana Amdework

General

Over the two decades prior to the launch of the project which this book is a result
of, Ethiopia registered a rapid economic growth which resulted in significant
improvement in the lives of its citizens. The progress in economic growth was a
result of improvement in the performance of the agriculture, industry, and service
sectors. The country’s economic growth performance has averaged about 9% per
year since 2000 (IMF 2018). By 2015, the poverty headcount ratio declined to
23.5% from 44.2% in 2000 (FDRE 2020).

Successive development programs implemented by the Ethiopian government,
including the Growth and Transformation Plan I and II, (GTP 1&2) which
focused on economic structural transformation characterized by the construction
of several industrial parks, have contributed to the creation of job opportunities in
various sectors in the country and led to improvements in the lives of its citizens.
Recently, the Ethiopian government launched a new 10-Year Development Plan
that will run from 2020/21 to 2029/30. The plan aims to sustain the remarkable
economic achievements of the Growth and Transformation Plans of the previous
decade, with a strategic shift towards a more private-sector-driven economy.

In addition to these, Ethiopia has ratified and implemented several legislative
instruments and programs that aim to address gender issues in general, as well
as enhanced labor force participation and better working conductions of women
in particular. The Ethiopian Education Development Roadmap (2017-2030),
the Health Sector Transformation Plan (2015/16-2019/20), and the National
Action Plan for Gender Equality all reiterate the need to address gender gaps
in education and training, employment, health, as well as other aspects of
life. Regarding harassment at work, Article 42 of the Ethiopian Constitution,
the 1996 Criminal Code, Labour Proclamation No. 1156/2019, Federal Civil
Servants Proclamation No. 1064/2017, and the Occupational Safety and Health
(OSH) Directive provide for protection against violence and harassment in the
workplace.



Moreover, between 2006 and 2017, Ethiopia adopted and implemented three
Decent Work Country Programmes (DWCPs) that go hand in hand with its
national development programs. The government has taken steps to implement
the agenda, recognizing that decent work is essential for poverty reduction,
economic growth, and sustainable development. The country has made progress
in improving working conditions, increasing access to education and training,
and enhancing social protection. The current DWCP (2021-25) draws both from
Ethiopia’s United Nations Sustainable Development Cooperation Framework
and the Ten-Year Perspective Plan. These plans are also aligned with global
and regional development frameworks including the Sustainable Development
Goals (SDGs) (ILO 2021).

A notable consequence of these developments has been the increase in number
of the entry of women into the wage labor market. Surveys by the Ethiopian
Central Statistical Agency (CSA) show that female labor force participation
increased from about 67% in 1999 to nearly 75% in 2013. In the same period,
the female employment to population ratio increased from 58% to 70%, and the
female unemployment rate declined from 12.5% to 6.5% (CSA 2021)"

Table 1: Key Labor Force Characteristics in Ethiopia (1999-2021)

Labor Force Participation | Employment to Population Unemployment Rate

Rate Ratio
1999 | 2005 | 2013 | 2021 | 1999 | 2005 | 2013 | 2021 | 1999 | 2005 | 2013 | 2021
Female | 66.9 | 749 | 74.6 | 56.8 | 58.5 | 69.0 | 69.8 | 50.2 12.5 7.8 6.5 11.7
Male 83.8 | 86.8 | 85.0 | 72.6 | 80.2 | 84.7 | 82.7 | 69.0 43 2.5 2.7 5.0
Total 75.1 | 80.7 | 79.8 | 64.7 | 69.1 | 76.6 | 76.2 | 59.5 8.0 5.0 4.5 8.0
Source: CSA 2021

1 Results from the 2021 survey show that the gains that have been made over the years seem to have rolled
back. One should, however, note that the years preceding the survey have seen popular protests that led
to the closure industries such as flower farms, a change in government, the COVID-19 pandemic, and
conflict in various parts of the country, that most likely have contributed to loss of employment across
sectors.



Women’s entry into wage labor can potentially lead to women’s economic
independence, empowerment, and better agency; improved household income
and consequently result in better household well-being; improved overall
economic productivity, which cumulatively contribute to sustainable and rapid
economic development at the national level. However, these benefits can be
fully realized only if women have access to work that pays a fair wage, is
secure, provides safe working conditions, and ensures social protection. It is
also important to recognize that industries employing women prosper only if the
employees are skilled, productive, and reliable.

Cognizant of the complexities surrounding female wage labor in Ethiopia, FSS
implemented a two-year research and dialogue project on the current state and
future direction of female wage labor in Ethiopia with a focus on the textile/
garment, floriculture and small café and restaurant service sectors funded by the
Open Society Initiative for Eastern Africa (OSIEA).

Brief Overview of Research Results

The first research presented in this volume focused on the textile and garment
industries. The research was conducted in Addis Industry Village and Small and
Medium Garment Enterprises in Addis Ababa. The second research, presented
here focuses on female wage labor in the hospitality sector, was conducted in
three sub cities in Addis Ababa based on primary data from a survey of 270
waitresses working in cafés and restaurants. Finally, the third research which
focuses on female wage labor in floriculture farms located at Bishoftu and Sebeta
areas is presented.

Overall, the studies found that the three sectors are generally characterized by
women who are new entrants into the labor force. Hence, the expansion of low-
skill, labour intensive sectors such as those in the study opened up employment
and income earning opportunities for young women.

However, the research results pointed to the following issues of concern:

1.  Wages: women’s employment can lead to decent living standards and
empowerment only if accompanied by decent wages. Unfortunately,



despite the employment opportunities created for women in sectors such
as textile and garment, floriculture, and the hospitality industry, the sectors
are characterized by low wages. Women in selected farms earned an
average wage of ETB, 1841, in the cafes and restaurants, ETB 911 (plus
tips), and in textile and garment factories ETB 2029. This puts the average
worker below the international poverty line.

Unionization: Labor unions are recognized as important mechanisms
through which workers can achieve better conditions. Ethiopia recognizes
workers’ rights to form labor unions and other associations to bargain
collectively with employers or other organizations regarding their interests.
The country has ratified the Eight Fundamental Labor Conventions. Recent
efforts to unionize workers have borne some fruit. For instance, in 2021,
CETU and the Industrial Federation of Textile, Leather, and Garment
Workers’ Trade began to organize basic unions in 21 companies in the
Hawassa Industrial Park. These and other efforts led to a marked increase in
union membership in the country. However, union membership in general,
and membership of women workers remains low. The study in the textile
and garment enterprises and factories in Addis Ababa found that none of
the workers were members of unions. Similarly, union membership among
women in selected flower farms was found to be extremely low, while it
was nearly non-existent among waitresses working in cafes and restaurants
in Addis Ababa was similarly low.

Occupational safety and health: women-dominated sectors in Ethiopia
entail occupational risks. The floriculture sector involves working with
chemicals and working in greenhouses that can get hot. The textile and
garment sector has jobs that require prolonged standing, while workers
in the hospitality sector work long hours and in close proximity with
people, which has resulted in a higher level of infection with COVID-19.
Employers, particularly, in the floriculture sector indeed take some
occupational safety measures. However, lack or shortage of protective
equipment absence of first aid kits, and exposure to occupational hazards



are still features of women’s employment. In addition, the research results
revealed that government oversight of occupational health and safety is
very weak across all three sectors.

4.  Precarious employment and sexual harassment in the Hospitality
Sector: the study in the hospitality sector shows that waitresses face a
unique set of challenges that almost nullify the benefits that may come
from productive employment. First, employment in the sector is facilitated
by brokers who may not always have legal standing and hence have little
accountability. Second, women’s employment in the sector is precarious
as the practice of signing formal employment contracts is nearly absent.
Second, women in the sector are exposed to sexual harassment from their
superiors and customers, body-image-based discrimination, and routine
violations of rights. For instance, noticeable signs of aging and weight-
gain or refusal to entertain their superiors’ sexual advances could lead to
dismissal.

Way forward

To fully realize the benefits of women’s entry into wage labor, it is important
to address and solve the various problems and barriers that women face in the
workplace, as the findings of the researches conducted on the three sectors
presented in this monograph have shown. The main instrument for addressing
labor issues in Ethiopia is social dialogue and tripartism. In this regard,
Ethiopia has put in place a number of institutions for fostering social dialogue
and a tripartite system involving the Ministry of Labor and Skills (MoLS), the
Confederation of Ethiopian Trade Unions (CETU), and the Ethiopian Employers’
Federation (EEF). The various tripartite forums and other relevant institutions,
such as the Tripartite Advisory Boards (TABs), Labor Advisory Boards (LABs),
Labor Relations Boards (LRBs), and Labor Courts, all provide avenues for a
meaningful dialogue and collaboration between workers, employers, and the
government.

However, a round table discussion with key stakeholders conducted by FSS has
shown that many of these institutions are too weak to effectively participate
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in and lead social dialogue — unions and employer’s associations have weak
institutional capacity, women’s participation in unions is very low, government
institutions suffer from a shortage of staff and financial capacity. Hence, it is
recommended that interventions aimed at improving the conditions of female
wage labor should start from building the capacity of workers and their unions,
employers and their associations, as well as the relevant government institutions,
to foster effective tripartite dialogues.

This monograph has two parts. Part I presents the FSS sponsored, OSIEA-
financed, research reports conducted on the three economic sectors, namely
the textile/garment, horticulture, and the hospitality service in small cafes and
restaurants. Part II contains three brief conference papers written by resource
persons from three different Government and NGO stakeholder institutions, and
presented and discussed at the national conference organized by FSS in March
10, 2023, as part of the efforts to deepening the issue through dialogues and

discussion events.

Whereas the three full-fledged research reports by a team of researchers are
written, reviewed, and edited in the English language, the three conference
papers are written in the Amharic language, and have gone through the same
editorial process.
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The State and Transformation of Female Wage Labour
in Ethiopia: The Case of Textile/Garment Industries

Kibur Engdawork and Firehiwot Sintayehu

Executive Summary

The government of Ethiopia has initiated various strategies to deal with the
challenge of an ever-growing unemployment problem in the country. In this
regard, investing in the manufacturing sector is the government’s strategy of
creating employment opportunities while also ensuring economic growth.
Recently large number of female employees are joining the formal labour market;
the textile industry is one of the major employers of these female workers.

The present study deals with the state and transformation of Female Wage Labour
(FWL) in the textile/garment sector of Ethiopia. The purpose of the study is to
examine the state and emerging trends in female wage labour in textile/garment
industries. To achieve the research objective, we utilized primary and secondary
sources of data. Both grey and published documents relating to female’s
working conditions in the industries were reviewed by the research team.
The primary sources of data are survey, focus group discussions (FGDs), key
informant interviews (KlIs), In-depth Interviews (IDIs), and on-site observation.
Government officials, factory management, and female wage labourers were
engaged in the study as informants. The primary data were collected from Addis
Industrial Village and Small and Medium Garment Enterprises. The research
team purposefully selected industrial parks and Small and Medium Garment
Enterprises. The industrial parks were selected as they are a core component
of the Ethiopian Government’s plan to make the country a leading exporter of
manufactured goods in Africa and the overall industrialization of the country
while sampling Small and Medium Garment Enterprises was found to be
imperative as Small and Medium Enterprises (SME) constitute an important part
Ethiopia’s Industrial Development strategy.

The vast majority of employees in the factories were women. Various reasons
were given by the key informants as to why the factories had more female
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employees. One of the reasons they gave is female employees tendency to be
trained better in the various job types available in the garment/textile industry.

Though the textile/garment sector provides employment opportunities for FWL,
they encounter several challenges in relation to workplace safety as well as their
productive and reproductive responsibilities. The FWL’s income is very low and
far from sufficient to cover their needs such as rent and food. The survey result
shows that the mean salary of FWL is 2029.08 ETB per month with salaries
ranging from 1000 to 4500 ETB. This figure shows difference between Addis
Industrial Village and Small and Medium Garment Enterprises. FWL at Addis
Industrial Village earn an average pay of 1,050.64 ETB per month initially while
FWL at Small and Medium enterprises make an average of 1,773.89 ETB per
month. The informants argued that the low income of FWL emanates from low
productivity as well as the difficulty of finding a market for locally produced
garments.

There are also gendered and reproductive role related challenges that FWL
encounter. Their responsibility for domestic chores such as cleaning, cooking
and fetching supplies was stated as a bottleneck compromising their productivity
as well as resulting in a stressful situation for FWL. As a result of gendered social
responsibilities, FWL are forced to miss work frequently. Moreover, FWL suffer
from timed toilet breaks during pregnancy and when they have their period.
The duty of operating heavy machinery was also mentioned one of the major
challenges.

Women'’s role in leadership and decision-making in the garment/textile factories
is present at the mid-level management position which is supervision. However,
posts such as human resource manager and executive manager that require
special educational qualifications, are predominately held by male employees.
UNDP (2018) stated that in Ethiopia, the percentage of enterprises that have
a female director is lower (4.5 percent) than in Sub-Saharan Africa (15.9
percent). In the manufacturing industry, women make up only 8% of the board of
directors. The factories could not improve women’ as they lack gender-sensitive
capacity building initiatives. In some instances, organizations such as CETU
provide short-term leadership trainings to female employees. The FWL whom
we interviewed do not benefit from such initiatives as they were not organized
in labour unions.
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The study identified various policies and legal frameworks that will contribute
towards improving the situation of FWL in Ethiopia in general and in the textile/
garment industry in particular. These policies and legal frameworks include:
Health Sector Transformation Plan, Education Development Roadmap, Technical
and Vocational Education and Training strategy, the Ten-Year Perspective
Development Plan, the National policy on Ethiopian women, the National Action
Plan for Gender Equality (NAP-GE), and the labour proclamation of Ethiopia.
The existing policies and legal frameworks have the potential to improve the
situation of FWL. However, their implementation is constrained by the paucity
of the required commitment and resources by the responsible government organs.

During the initial months of the COVID-19 outbreak, the garment/textile
factories that were dependent on the export market were highly hit as orders
got cancelled and new ones were not coming anymore. This did not lead to a
substantial loss of jobs among FWL. However, the FWL’s income was reduced
as they did not obtain additional incentives. Other garment/textile factories that
relied on the local market were not affected by the crisis in any way. Initially,
the factories made efforts to prevent COVID-19 outbreak at the workplace by
applying WHO-recommended precautions. However, such precautions seem to
have waned through time and were not being applied while we were carrying
out the data collection. Employees were not properly wearing facemasks and
applying the hand hygiene protocol. The following key policy recommendations
came out of the research findings;

The following key policy recommendations came out of the research findings;
. Facilitating the establishment of labor unions and supporting them
. Institutional capacity building
. Occupational safety and health
. Setting minimum wage and setting up hostels at Industrial Parks

. Capacity building of workers

13
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1. Introduction
1.1. Background

Emerging economies in Sub-Saharan Africa which include Ethiopia, have
experienced accelerated growth, especially since the early 2000s. In some
countries, such as Ethiopia, growth has been resilient, even during the post-
2008 global recession. Indeed, Ethiopia is seen as the leading example of a
new industrialization drive in Africa and a hub for foreign direct investment
(FDI) into the manufacturing sector in the past ten years. However, prevailing
employment structures in Ethiopia despite improvements since the 1990s still
reflect the absence of higher-productivity jobs and much reliance on low-
productivity agricultural and ‘informal’ service activities, with relatively high
unemployment rates in large urban centres. (World Bank, 2016; Martins,
2017). Therefore, accelerated growth in infrastructure development and higher
productivity manufacturing are important cornerstones of the country’s current
development strategy.

The Ethiopian government has tried to implement various strategies to reduce
the increasing level of unemployment in Ethiopia. The urban unemployment rate
in the country was 18.7% in 2020. In the same year, it was reported that 26.1
females out of 100 economically active women were unemployed (CSA, 2020)
One way of curbing mounting levels of unemployment is through the creation
of job opportunities in the manufacturing sector. Although 24% of the female
workforce as compared to only 10% of the male workforce are still engaged
in the informal sector, a large number of women have joined the formal labour
market in recent years (CSA, 2020).

The textile industry is among the major employers of female workers. Ethiopia
has registered a great commitment to become the new sourcing hub for textiles
in Africa.

Because of the availability of cheap labour, the country has been able to attract
investors from different parts of the world. In 2012/13, industries in Ethiopia
created 22,697 new employment opportunities of which 18% of the jobs were
for the female workforce. Textile factories were among the major creators of job
opportunities for these women (UNDP, 2018).
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According to the CSA Large and Medium Scale Manufacturing and Electricity
Industries Surveys, the number of women employed in the textile and apparel
sector has increased from 16,619 in 2009/10 to 26,068 in 2016/17. The increased
participation of women in the textile industries has several advantages not only for
women butalso for the country atlarge. It can lead to women’s empowerment, child
welfare at the household level, and faster national economic growth. Moreover,
the sector enables more female employees to transition from the informal to the
formal sector. However, there are challenges, which low-skill female labourers
working in the textile sector face including gender discrimination, unequal
payment, low wage as well as an unsafe working environment. In addition, since
women continue to shoulder their traditional domestic responsibilities, their
engagement in wage labour has increased their burden. To clearly appreciate
the challenges that female employees face in the textile sector, there is a need to
understand the current state of FWL on the ground.

The government of Ethiopia has designed and implemented policies such as
The National Policy on Ethiopian Women and The Labour Proclamation to
create a better working environment for women. Moreover, article 35 of the
1995 constitution of the Federal Democratic Republic of Ethiopia guarantees
women equal rights with men in all spheres of life. The Constitution gives
the government the responsibility to implement affirmative action projects
for women to enable them become active participants in their political, social
and economic life and to eliminate harmful traditional practices against them.
Most of the existing legislation, policies and regulations are focused toward
building an environment that allows women to participate and benefit equally
in the workplace. The Ethiopian constitution and the Labour Proclamation also
guarantee maternity leave and maternity protection for women. Employers are
also required to provide workers with protective equipment. The laws also assert
women'’s right to work in a safe and healthy environment.

Women-focused employment mainstreaming strategies have also been identified
by the government of Ethiopia. These include enforcing affirmative action to
ensure the benefit of women from mainstream programs, coordinating efforts
to persuade institutions to target women as beneficiaries of skill and business
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development initiatives, as well as access-to-resources schemes; encouraging
the use of gender sensitive technology to reduce the domestic burden of women,
and hence their income earning capacities; and assisting in the opening of child-
care centres for young working mothers (NEPSE, 2009).

Although there has been substantial media attention and advocacy around working
conditions in textile industries in Ethiopia, efforts to increase understanding about
the state of female workers in textile factories and the outcomes of the efforts
are not well documented. Studies by MOI and UNDP (2018) deliberated on the
opportunities and challenges of women in the manufacturing sector in general
while Gifawosen (2019) and Mondiaal FNV (2019) investigated the working
condition of women in the textile and garment sectors in Ethiopia. These studies
are instrumental in indicating the conditions of women in the manufacturing
sector in general and the textile sector in specific. This study makes use of such
existing research as a stepping stone to further investigate recent trends.

Despite the attempts to protect the rights of female workers by making policies
and legislation, little effort has been made to indicate whether desired practices
are turned into reality in textile industries. This calls for an assessment of the
implementation of existing policies and strategies to identify effect modifiers that
could influence the outcomes of policies. To be effective, policies and strategies
should be made in full recognition of the state of female workers and their
challenges within the textile/garment industries. They should also be responsive
to the trend and transformation of the sector. Therefore, an important concern is
the everyday reality of female workers and the general working environment for
female workers and how they vary across different types of textile industries e.g.
industrial parks and small and medium garment enterprises.

As aresult of the prevalence of the above-described gaps and reasons, conducting
research that attempts to explore the current state of FWL is essential. Moreover,
the outbreak of COVID-19 and its impact on the lives and livelihoods of women
are enormous. Reports indicate that the outbreak of the pandemic has worsened
the working and living situations of female wage workers. Therefore, research
on the state and direction of FWL at this time is much more needed (Andualem
et al. 2020; Eyoet et al. 2020; Girum et al. 2020). As it appears that the impact
of the pandemic will not go away soon, the results of the proposed research
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can make a significant contribution to right-based and pro-low-income group

policymaking and implementation.

1.2 Objectives of the study
1.2.1 General Objective

The general objective of the study is to examine, through documentary and
primary field-based empirical research, the state and emerging trends of female
wage labour in textile/garment industries.

1.2.2 Specific Objectives

The specific objectives are three folds:

To assess, through desk review, national policy and legislation on political,
social, and economic rights of women from the perspectives of the FWL.
This specific objective is further broken down into the following sub-
specific objectives.

Explore the strength and weaknesses of these policies and legislations, in
terms of content, to address Female Political, Social, and Economic rights.

Assess the extent to which these legislations and policies are known and
applied by the textile factories during the work relationship between the
employers and the workers in general and women workers in particular.

Explore the key barriers in applying or using the policies and legislations
in regulating the relationship between female workers and employers.

Identify opportunities and processes through which the policies and
legislations may be further improved based on the recommendations of
the research.

To examine, through field-based empirical research, the state, trends and
working conditions for women in the textile/garment industries; and

To explore the implications and impacts of COVID-19 outbreak on the
social, economic and health of female workers in the textile/garment
sectors.
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1.3  Significance of the Study

This study provides new insight into the state and transformation of FWL in textile
industries by employing a mixed methodology. Collecting both quantitative
and qualitative data from various observation units, the study clearly shows the
state of FWL in textile industries thereby increasing public understanding of the
issue. This will lead to an appreciation of the major challenges and opportunities
for female workers in textile industries. This would be relevant to improve the
working condition of the FWL.

The study also shows the extent to which existing policy frameworks in textile/
garment industries are being applied to assure the rights and benefits of female
employees. Through this research, policymakers may come up with additional
programs to improve textile workers’ poor living and working conditions, and
their low salaries and reduce the major challenges FWL encounters in textile
factories. NGOs, the media, and academic institutions may advocate for programs
and interventions that can help improve the working and living conditions of the
FWL.

The results of the study will also be helpful for the textile industries as it
recommends strategies to improve the working condition of the FWL to assure
their rights and benefits. Doing so will boost the morale of the FWL and improve
their well-being. In turn, this will increase the productivity of the FWL and the
financial benefits of the textile factories.

The study will expand on the current knowledge of the condition of FWL in textile
industries. This study provides a clear presentation on the major challenges in
implementing policies and programs to assure the rights and benefits of FWLs.
The results of the study can be used for future discussions to design better
strategies to improve the condition FWLs.
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2.  Literature review
2.1. Empirical reviews on FWL studies in Ethiopia
2.1.1 The state of textile/garment industries in the Ethiopian Economy

The textile and garment industry has a long history in Ethiopia. The first modern
textile factory was established in Dire Dawa during the brief period of Italian
occupation in 1939. Later textile industries were established in Dire-Dawa,
Akaki, Bahirdar, and Kembolcha in the late 1950s, early 1960s and in the
1970s/80s.

When EPRDF ascended to power in the 1990s, it aimed to enhance the country’s
economy by making the industrial sector more vibrant. The Government showed
interest and commitment to transforming the structure of the economy from
agrarian to industrial by expanding the manufacturing sector. The first Industrial
Development Strategy was designed in 2002/2003 and focused on the promotion
of agricultural-led industrialization, export-led development, and expansion of
labor-intensive industries (UNIDO, 2018). The textile and Garment industry was
one of the top priority sub-sectors identified to spearhead sustainable growth and
transform the economy in the coming 10-20 years (Mol and UNDP, 2018).

Between 2010 and 2015 the textile sector grew on average by 51%. Popular
European brands such as H&M, Primark, and Tesco set up offices in 2012
and are buying clothing and finished products from manufacturers in Ethiopia
(Girum et al, 2020). Despite such an expansion, the manufacturing sector still
contributes a meager proportion to the country’s GDP. For instance, in 2014/15
the manufacturing sector contributed only 12% of national exports (Mol and
UNDP, 2018).

The following table shows the progress that the textile and apparel sub-sector
has made between 2009/10 and 2016/17.
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Table 1: Employment and revenue in the textile and apparel sub-sectors 2009/10-2016/17

2009/2010
Number of persons engaged
Sub-sector No. of establishments Male Female | Foreigners Total
Textile 40 10,504 10,868 17 21,389
Apparel 51 3,589 5,751 25 9,365

Number of administrative, technical, clerical and office workers

Sub-sector No. of establishments Male Female | Foreigners Total
Textile 40 2,326 1,240 5 3,571
Apparel 51 1,091 764 4 1,859

Revenue from sales (in 000 )

Sub-sector No. of establishments Revenue from sales
Textile 42 905,192
Apparel 31 72,276
2010/2011
Number of persons engaged
Sub-sector No. of establishments Male Female | Foreigners Total
Textile 37 7,235 6,162 39 13,436
Apparel 40 1,841 3,976 3 5,820

Number of administrative, technical, clerical and office workers

Sub-sector No. of establishments | Male Female | Foreigners Total
Textile 37 1,971 734 13 1,421
Apparel 40 796 623 2 1,421

Revenue from sales (in 000 )

Sub-sector No. of establishments Revenue from sales
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Textile 37 1,314,144
Apparel 40 363,887
2012/2013
Number of persons engaged
Sub-sector No. of establishments Male Female Foreigners Total
Textile 88 16,943 18,190 228 35,361
Apparel 23 2,639 6,375 9 9,023
Number of administrative, technical, clerical and office workers
Sub-sector No. of establishments Male Female Foreigners Total
Textile 88 3,016 1,578 23 4,617
Apparel 23 210 154 2 366
Revenue from sales (in 000 )
Sub-sector No. of establishments Revenue from sales
Textile 88 5,957,541
Apparel 40 496,785
2016/2017
Number of persons engaged
Sub-sector No. of establishments Male Female Foreigners Total
Textile 290 20,177 15,547 78 35,862
Apparel 102 4,821 10,521 148 15,417
Number of administrative, technical, clerical and office workers
Sub-sector No. of establishments Male Female Foreigners Total
Textile 290 2,550 1,594 20 4,164
Apparel 102 731 751 69 1,551
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Revenue from sales (in 000 )

Sub-sector No. of establishments Revenue from sales
Textile 88 5,957,541
Apparel 40 496,785

Compiled from CSA Large and Medium Scale Manufacturing and Electricity Industries Surveys

Industrial parks are regarded as policy tools to enhance the export-oriented
labour intensive manufacturing industries, including garment and textile sectors
(The Education Development Center, 2018; Schaefer and Oya 2019). The first
Industrial Park, Bole Lemi I, was established in 2012 with assistance from
the World Bank and commenced operation in 2014. The park consists of 20
factories rented out to 10 foreign companies producing and exporting leather
and apparel products. The factories operating in Bole Lemi I park have close
to 15,000 employees. The second federal industrial park that was established
is Hawassa Industrial Park, the largest textile and garment industrial park in
Africa employing 24,000 people. Bole Lemi II is under construction (UNIDO,
2018) Most employees of the industrial parks have a recent history of internal
migration. This has been found in a study conducted by Schaefer and Oya (2019)
whereby 75 percent of respondents from Bole Lemi I and 85 percent from
Hawassa Industrial Parks migrated from other parts of the country.

Table 2 shows the list of Federal Developed Industrial Parks in Ethiopia.

Table 2:Federal Developed Industrial Parks in Ethiopia

No Name Location Eligible Sectors Progress

1 Bole Lemi I Addis Ababa Apparel & textile Operational
2 Bole Lemi II Addis Ababa Apparel & textile Ready for use
3 Kilinto Addis Ababa Pharmaceutical Hub Ready for use
4 Hawassa Hawassa Textile & Gament Operational
5 Adama Adama Garment, textile & machinery Operational
6 Dire-Dawa Dire-Dawa Garment, textile & apparel Operational
7 Mekelle Mekelle Apparel & Textile Operational
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8 Kombolcha Kombolcha Apparel & textile Operational
9 Jimma Jimma Apparel & textile Operational
10 Bahir-Dar Bahir-Dar Garment & apparel Operational
11 Debre-Birhan Debre-Birhan Garment & apparel Operational
Addis Industry . .
12 ) Addis Ababa Garement & apparel Operational
Village
13 ICT Park Addis Ababa ICT Operational
. Under
14 Semera Semera Multipurpose .
construction

There are also private and regionally developed industrial parks in different parts
of Ethiopia. The largest private foreign-owned Industrial Zone is the Chinese
Eastern Industrial Zone (EIP) located in Dukem. The other two are the Lebu
Industrial Zone, owned by Huajian Group, and the Modjo Industrial Zone by
Taiwanese George Shoe (UNIDO, 2018).

Ethiopia is among the most attractive countries for investors in the manufacturing
sector because its offers “cheap” labour, which is lower than countries like
Bangladesh as well as African competitors. Moreover, the country’s duty-free
access to the European Union and the United States through Everything-But-
Arms (EBA) and Africa Growth Opportunity Act (AGOA), respectively is
considered as a major advantage for increased investment in the garment and
textile sectors (Gifawosen, 2019; Schaefer and Oya, 2019).

2.1.2 Challenges and Opportunities for FWL in the Ethiopian textile/garment

industry
Challenges

Women employed in the textile and garment industries face numerous
challenges based on gender biases rampant in society as well because of their
reproductive and productive roles. The gendered pay gap has been one of the
major challenges raised by studies conducted in the area. The average monthly
salary of female factory workers is 1,100 ETB, which is lower than men, which
is 1,471 (Mondiaal FNV, 2019: 22). This figure remains the same for those who
have been working in the sector for as long as 20 years. Women and men work
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on the same machines and receive comparable working responsibilities while
their wage continues to vary (Mol and UNDP, 2018; Schaefer and Oya 2019;
Gifawosen, 2019; Mondiaal FNV, 2019).

There is a need to look into the extent to which the gender pay gap is observed
across foreign and Ethiopian companies. A study by Schaefer and Oya (2019)
shows that the average wage for workers in the manufacturing sector varies
across foreign and Ethiopian companies. Accordingly, the study revealed that
the average wage for low-skilled workers in the manufacturing sector was ETB
1,217 for workers in Chinese companies, ETB 1,269 in other foreign companies,
and ETB 1,450 in Ethiopian firms.

The income of factory employees barely covers their basic living expenses, which
is worse for women who earn less than men. Thirty percent of female workers
earn less than 1,300 ETB per month, whereas for men this figure is 1,800 ETB.
Female workers spend up to 60% of their income on housing (UNDP, 2018).
Another study by Schaefer and Oya (2019) shows that the largest proportion of
factory workers (56%) is spent on food while even after spending this amount,
50% of the respondents did not consume dairy products weekly.

Factories may provide food for employees. This varies from offering tea and
coffee to supplying breakfast, lunch, and even dinner to the workers (Mol and
UNDP, 2018). The possibility of receiving food by workers depends on the
location of the factories. Schaefer and Oya (2019) show a large majority of
workers in Chinese (85%) and other foreign manufacturing companies (64%)
report receiving food at work, while only 13% of employees in Ethiopian firms
do. This is mainly because the Ethiopian companies are located in the city and
hence workers can buy food during their lunch break. A few workers (7%) in
Chinese factories also received accommodation while the figures for Ethiopian
companies were insignificant.

Women’s reproductive role also puts them in a disadvantaged position as the
factories are reluctant to accommodate them. In some factories, women are not
allowed to bring in personal handbags with which they carry personal items like
sanitary pads. During pregnancy, women struggle with dire working conditions.
They are forced to work on big machines in many factories. It is only a few
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factories that try to offer improved working conditions such as better meal
plans, a decrease in workload and not being assigned to night shifts. Some of the
companies do not employ pregnant women. Studies show that female employees
are required to take pregnancy tests before getting the job (Mol and UNDP,
2018; Mondiaal FNV, 2019).

After giving birth, women struggle to secure their maternity leave. Moreover,
it is only some of the factories that arrange daycare centres, while others force
mothers to resign from their jobs when female workers give birth. In factories
where there are daycare centres, nightshift workers do not get the services as the
daycare centers only operate during the day. (Mondiaal FNV, 2019).

Women working night shifts in the factories face multifaceted challenges; a
major one being safety risk. Many of the companies are located far from the
city where there is no public transport and as a result, women have to walk
long distances during the night. Women working in factories with transportation
services mention that they are dropped off at the bus stop which means they
need to walk to reach home (Mondiaal FNV, 2019). Transportation services
are still valued by employees as they are instrumental to enable them to save a
proportion of their income in addition to better safety. However, not all companies
provide transportation services. A survey conducted by Mol and UNDP (2018)
showed that only 68 percent of the factories provided transportation services to
employees.

Gender-based violence is another challenge highlighted by studies. Employees
mentioned several instances in which women were subjected to sexual violence
from foreign and Ethiopian supervisors as well as male colleagues. Union
leaders also mentioned of being informed about several instances of gender-
based violence and having taken disciplinary measures against the perpetrators.
Such a problem is exacerbated by the paucity of sexual harassment policies in
many of the factories and women’s hesitancy to report such happenings which
is considered a taboo (Mondiaal FNV, 2019). Poor facilities by factories make
women vulnerable to sexual violence. According to a study conducted by Mol
and UNDP (2018) 40 percent of women reported that their firms do not have
separate changing rooms while 33 percent reported that there are insufficient
bathroom facilities.
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Gender roles increase the burden for women working in factories as they are
tasked with multiple roles in the public and private spheres of life. They are often
required to work 10-12 hours in the factories and at times not compensated for
over-time work while back at home childcare, domestic chores, and community
obligations await them (Gifawosen, 2019; MOI and UNDP, 2018)

Opportunities

The manufacturing sector in general and the textile and garment sub-sector in
particular offers opportunity for female workers in Ethiopia to get employment
in the formal sector. To date, the female workforce is engaged in the informal
sector where there is better job security. Female workers engaged in the
manufacturing sector talk of various benefits that they are obtaining such as
financial gains to enable them to support their families and growth opportunities
through access to training and skill development initiatives. Existing findings
regarding opportunities are at times contradictory and debated across the board.

Mol and UNDP (2018) state that a significant proportion of both women and
men factory workers, 78% and 76% respectively, feel that working in the
manufacturing sector has led to improved income as compared to their previous
situations. Similarly, 63% of women and 61% of men reported improved living
conditions for their families after obtaining a factory job. This is despite the fact
that the wages they earn are very low as stated before.

Another set of opportunities that female factory workers have is access to
training and skill development initiatives. There are varying findings regarding
the opportunity for factory workers to obtain access to trainings. Schafer and
Oya, (2019) state that 80% of workers in the manufacturing sector have received
trainings. On the contrary, the finding from a study by Mol and UNDP (2019)
showed that 60 percent of both male and female factory workers reported that
they have not received any in-house training. The same study revealed that male
workers benefited more from the trainings as 10.2 percent of them responded
that in-house training helped them to be promoted to higher positions in the firm
as compared to 6.57 percent of the female respondents.
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2.1.3 Implication of the COVID 19 Pandemic on Female Wage Labour in the
Ethiopian Textile/garment industry

The first COVID-19 case in Ethiopia was reported in mid-March 2020. According
to the EPHA report of 19 March 2021, a total of 183,863 people were infected
with the virus of which 2,618 have died. Ethiopia has not been affected by the
pandemic like other parts of the world in Europe and America where the number
of deaths was much higher. However, it has been estimated that the effects of
the pandemic are likely to be significant for Ethiopia by taking between 5.6 and
16.7 percent off the country’s GDP and 2.5 million employment opportunities
(Samuel, 2021).

The COVID-19 pandemic is likely to have significant impacts on various
sectors of the economy. However, the manufacturing sector, particularly the
export-oriented textile and apparel industry, is expected to be hit hard. This is
because of the cancelation of several orders in the early phase of the pandemic
which was followed by reduced new orders (Andualem et al, 2020). Studies
also show that factories in the manufacturing sector reduced the number of their
employees. Only five percent of firms in the industry “reported to have retained
workers primarily to comply with the SOE”. About 90 percent of firms reported
a reduction in cash flow, and 70 percent had experienced reduced access to credit
(Girum et al, 2020). Until October 2020, 13 textile factories have temporarily
ceased operation; none have gone out of business (Samuel, 2021).

Workers in the manufacturing sector have suffered from job losses, income falls,
and illness. A survey conducted by Eyoel et al (2020) at Hawassa Industrial Park
showed that 41 percent of the workers surveyed were either put on paid leave or
their employment terminated. By May, the same research team which conducted
a survey with female employees found out that 56 percent were still working,
24 were on paid leave; 11 percent had voluntarily left the park; 2 percent had
been terminated. Most women who have left jobs at the Hawassa Industrial Park
(91%) did not obtain another employment opportunity. These women tried to
cope with this livelihood crisis by migrating away from Hawassa to rural areas.
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Based on the review of literature conducted in relation to FWL in the textile and
garment industry, the researchers foresaw that this study would produce more
specific and enriched findings on FWL in the textile/garment industry. Reviewed
studies were either conducted on the manufacturing sector in general or when
conducted in the textile and garment sector, they used only qualitative methods.

The study was conducted in 2021 to capture various recent developments which
were not covered previously in particular reference to FWL in Ethiopian textile and
garment sector. One major development in this regard is the impact of COVID-19
on FWL in the garment and textile industry in Ethiopia. Moreover, possible
changes on FWL in the textile and garment sector following the introduction
of a new labour proclamation (Proclamation No.1156/2019) were covered. The
research team also conducted a thorough policy review by specifically looking
into how these policies were implemented by various stakeholders relevant to
the challenges discussed on FWL in the textile and garment sector in Ethiopia.

2.2. Policies and legislatives frameworks pertaining to Female Wage
Labour in Ethiopia

2.2.1 Relevant policies to Female Wage Labour
2.2.1.1. Social Policies

The education and health policies of Ethiopia are two important policies to look
into to examine the social policies that guide the working environment for FWL.
In the post-1991 period progress has been made in both sectors in enhancing
women’s situation in the country. According to the World Health Statistics Report
(2021), adult mortality rate has decreased by more than 42% in females and 47%
in men. The proportion of mothers dying per 100,000 live births has declined
from 1400 in 1990 to 401 in 2021. According to Health Sector Transformation
Plan (2015/16-2019/20), the proportion of pregnant women who received ANC
services at least once exceeded 98%. However, the plan highlights that there is
still a need to work on continuity of service and quality. In addition, about 85%
of births took place at home without skilled attendants.
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The health care system of Ethiopia is commended for its Essential Package of
Health Services (EPHS). Services that are legally exempt from user fees include
tuberculosis care (sputum diagnosis, drugs, and follow-up); maternal care
(prenatal, delivery, postnatal); family planning services; immunization services;
HIV/AIDS (voluntary care and treatment, and prevention of mother-to-child
transmission); leprosy; fistula; and epidemics. Patients can access other types
of health services with minimal pay that are subsidized by the government from
public health centres and hospitals that are allowed to charge a minimal user fee.
Moreover, those who cannot afford to pay for essential health services and are
eligible for the fee waiver program are exempted from all user fees for services
from the EPHS (USAID, 2015).

The Health Sector Transformation Plan (2015/16-2019/20) states that the health
sector is committed to strengthening gender mainstreaming at all levels of the
healthcare system through the development of a Gender Mainstreaming manual
and supporting its implementation. Moreover, the Health Extension Programme
aims at delivering effective basic services to all Ethiopians, mainly women and
children.

The Health Sector Transformation Plan (HSTP) is the first phase of a 20-year
plan titled, ‘Envisioning Ethiopia’s Path to Universal Health Care through
Strengthening of Primary Health Care’. The main goal of the health system
is to ensure that everyone who needs health services (promotion, prevention,
curative, rehabilitative, and palliative services) is able to get them without undue
hardship. The Plan emphasizes that Universal Health Coverage (UHC) needs to
be a goal for Ethiopia’s health sector in the coming decades

The Government of Ethiopia’s effort towards UHC is particularly important for
the female wage labourers working in the textile sector as the companies largely
do not cover any general health-related costs. This serves as a major challenge
to the female wage labourers as their salary is far from sufficient to cover
health-related costs for them and their families. The informants raise general
illnesses among FWL and their incapacity to pay for health services as one of the
challenges they face in their workplaces.
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As in health services, improvement has been observed in the education sector in
Ethiopia in the last three decades. USAID (2020) mentioned that primary school
enrolment for girls has increased from 21 to 91 percent in the last thirty years.

However, the rate of girl’s enrolment in secondary and higher tertiary school as
compared to boys remains low. 35% of the university undergraduate students
are female while 5% of these drop out before graduation. This figure gets worse
for graduate programs. The significant gender gap in higher education has been
acknowledged in the Ethiopian Education Development Roadmap (2017-2030)
document which aims to augment female students’ enrolment and the share
of female academic staff by further strengthening already existing affirmative
action initiatives.

Strengthening the TVET sector is one of the focus areas of Ethiopia’s education
policy. TVET is expected to train and prepare employees for the growth-oriented
economic sectors of the country which includes textile and garment industries.
The TVET strategy gives due emphasis to gender as it aims to make sure that 50%
of TVET institution trainees are female. The Ethiopian Education Development
Roadmap (2017-2030) document shows that this has been achieved since 51% of
the trainees were female. As the sector is also expected to train human resources
for the textile/garment industries in Ethiopia, increasing the quality of trainees
and working on industry linkages will contribute towards increased productivity

in the textile/garment sector which may also result in improved situation of the
FWL.

2.2.2.2. Ten years’ development plan

In 2020, he government of Ethiopia has unveiled its 10-year economic
development plan under the theme ‘Ethiopia: An African Beacon of Prosperity’.
The national policy priorities set out in a new ten-year perspective development
plan (2021 to 2030) are for the designing and implementation of sustainable
development programs. Among others, creating vast, sustainable, growing,
and productive employment opportunities capable of generating equitable
income under convenient working conditions are the major areas of focus of the
manufacturing subsector of the ten years’ development plan. Gender inclusion
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i1s among the key strategic pillars of the ten-year development plan. Underling
gender inequalities that result from social and structural discrimination and its
contribution to poor education and livelihood opportunities for women, the
plan calls for equitable participation of women in economic, social, and culture
affairs. The government of Ethiopia also aims to increase the number of women
who engage in micro-enterprises and eliminate pay differential between men
and women for similar jobs. Furthermore, the plan calls for the improvement
of women’s participation in leadership and decision-making positions. The plan
also aims to create conditions where women will be free from physical and moral
abuse. It was also underlined in the plan that enhancing citizens’ awareness about
gender equality and women’s role in the development of the country should be
given due attention (FDRE Planning and Development Commission, 2020).

The development of the plan could be taken as an indication of the strong
commitment of the Ethiopian government to assure gender equality in social
and economic domains. The importance of increasing awareness about gender
equality among citizens has been well promoted by the government. The
government seems to have a strong desire to create equal opportunity for women
(FDRE Planning and Development Commission, 2020). Gender equality
policies should be properly implemented to step-up efforts to reduce gender-
based discrimination.

2.2.2.3. Gender and harassment policy

The rights that women have are stated in the 1995 constitution of the Federal
Democratic Republic of Ethiopia which is the supreme legal framework of the
land.

Article 35 of the constitution dedicates a provision for the ‘Rights of women’. In
the provision, women are granted equal rights with men in all spheres of life. The
government is given the responsibility to avail affirmative action for women to
enable them to become active participants in their political, social, and economic
life and to eliminate harmful traditional practices against women.

The general provision about women'’s rights in the constitution is spelled out by
the ‘National Policy on Ethiopian Women’. The policy document specifies the
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objectives of fighting patriarchy which is rampant in society; ensuring women
with access to basic services and facilitating conditions for equality between
men and women in terms of their political, social, and economic life. The policy
proclaims the establishment of women’s affairs departments in all ministries and
government organizations to oversee the implementation of policy objectives.

In 2006, the National Action Plan for Gender Equality (NAP-GE) suggested
revision of the ‘National Policy on Ethiopian Women’ in line with recent
international and national contexts. The action plan aimed to contribute to the
attainment of equality between men and women in social, political and economic
development through mechanisms of engendering national economic policies
and plans; promotion of gender budgeting and capacity building. The coming of
the NAP-GE has made national economic plans such as the PASDEP, GTP I, GTP
IT and the ten years’ development plan more gender sensitive. The government
is also a signatory to most international frameworks on women including the
Convention on the Elimination of All Forms of Discrimination against Women
(CEDAW), the Beijing Platform for Action, the Declaration on the Elimination
of Violence against Women, and the International Conference on Population and
Development.

2.2.2.4. Workplace safety policies

Occupational safety and health and working environment are discussed in part
seven of the Ethiopian labour proclamation. In this part, employers are bestowed
with the obligation to take the necessary measure to safeguard adequately the
health and safety of workers, cooperate in the formulation of work rules to
safeguard the workers’ health and safety (The labour proclamation also stipulates
terms in cases of occupational injury, occupational accident, and occupational
disease making the employer to be liable to pay compensation to employers.
FDRE Labour Proclamation, 2019).

The other important part of the labour proclamation with specific reference to
FWL in the textile/garment sector deals with the issue of labour inspection.
The Ministry of Labour and Social Affairs is mandated with assigning labour
inspectors who are authorized to carry out follow-up and supervision of the
inspection service. In the proclamation a labour inspector is given the power
to enter into, during any working hours without prior notice, any workplace
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which he may think necessary to inspect. Where a labour inspector finds that the
premises, plant, machinery, equipment or material or the working methods of
any undertaking constitute a threat to the health, safety or welfare of its workers,
he shall instruct the employer to take the necessary corrective measure within a
given time.

An informant from MoLS A states that the tasks performed by labour inspectors are
important in ensuring the work environment is safe for employees. However, the
Ministry faces a challenge with its outreach services. The number of employees
that companies have and the number of inspectors the regulatory body has do not
balance. MoLSA has limited capacity in terms of human resources and logistics.
The limited number of labour inspectors lack sufficient training to conduct the
work. Labour inspection is not conducted by a single professional; rather it
requires a team consisting medical doctors, engineers, chemists, and architects
since safety is considered from these different aspects. In addition, the inspectors
have to go door to door to give the service and for that they need transportation
service as well as other administrative expenses which are scarce at the Ministry.

2.2.2.5 Legislative framework Labour Proclamation

The Ethiopia Labour Proclamation has been revised in 2019. The Proclamation
governs worker-employer relations by establishing basic principles of rights
and obligations with a view to enabling workers and employers to secure
durable industrial peace, sustainable productivity and competitiveness through
cooperative engagement towards the all-round development of Ethiopia.
Moreover, the Proclamation lays down a working system that guarantees the
rights of workers and employers to freely establish their respective associations
and to engage, through their duly authorized representatives, in social dialogue
and collective bargaining, as well as to draw up procedures for the expeditious
settlement of labour disputes, which arise between them.

The Proclamation is important in protecting the rights of FWL by establishing the
terms of employment such as contractual agreements, obligation of employers,
prohibited acts, terms of contract termination, modes of payment, rest days and
leaves. It also focuses on the obligation of employees as it also aims at enhancing
their productivity to contribute to Ethiopia’s economic growth.
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One of the challenges that are identified by employees regarding the FWL is
missing work because of social responsibilities such as funerals and the illness
of a household member. Such events may be accommodated within the special
leave that the labour proclamation provides in case of weddings, birth, and other
unanticipated events. Moreover, the proclamation dedicates a whole section to
the working conditions of women and young workers. In the first sub-article, it
maintains that “Women shall not be discriminated against in all respects based
on their sex.” It also protects women from being assigned to work that may be
listed by the Ministry to be particularly dangerous to women or hazardous to their
health. The proclamation also consists of provisions specific to pregnant women.
Art 87 (4) states “No pregnant woman shall be assigned to night work between
10 p.m. and 6 a.m. or be assigned on overtime work.” While in Art 97 (5) it is
proclaimed that pregnant women shall be transferred to another place of work if
the job is hazardous to their health or to the fetus as ascertained by a physician.
Employers are prohibited from terminating the contract of employment of
women during their pregnancy and until four months after their confinement. In
article 88, maternity leave for women is discussed in detail.

Art 113 (1) of the Labour Proclamation maintains that “Workers and employers
shall have the right to establish and organize Trade Unions or employers’
associations, respectively, and actively participate therein”. It also establishes
the terms of forming trade unions, federations and confederations as well as
their functions and procedures to form and cancel registration. The contents,
procedures, registration and accession of collective agreements are stipulated in
detail between articles 130 and 133.

One of the challenges FWL face is very low wages which is partly exacerbated
by the absence of a minimum wage law. The labour proclamation aims to resolve
this challenge by establishing a system of setting and periodically revising
minimum wages. Art 55 (2) of the proclamation states that “A Regulation of the
Council of Ministers shall determine the powers and responsibilities of a Wage
Board which shall comprise representatives of the Government, employees and
trade unions together with other stakeholders that would periodically revise
minimum wages based on studies which take into account the country’s economic
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development, labour market and other considerations.” In this regard, the
informant from MoLSA mentioned that the minimum wage is not to be decided
by the government. It is decided through dialogue between the employees and the
employers. This is because there is a need to balance the needs of the employees
and their families and the company’s productivity and competitiveness. Such a
system is important to consider the capacity of employers to pay their employees
without damage to the firms. This point will only be reached through dialogue.
Hence, the government’s role is to make the component agreed between the
employees and employers a law.

3. Methodology
3.1. Study setting

The study was conducted in factories of Small and Medium Garment Enterprises
and Addis Industrial Village in Addis Ababa, Ethiopia.

The Ethiopian Government classifies Small and Medium Enterprises based
on capital investment and on the basis of establishment. Small enterprises are
businesses with investment from Birr, 20,000 up to Birr, 500,000, and do not
include enterprises with advanced technology. On the other hand, medium
enterprises are those enterprises with a total investment from Birr 500,000 to
1 million and those that include high technical consultancy and exclude other
high-tech establishments. Focusing on Small and Medium Garment Enterprises
in our research was imperative as Small and Medium Enterprises (SME) are
part of Ethiopia’s Industrial Development strategy. SME are recognized to
be key instruments of job creation in urban settings, particularly for female
wage laborers. The Ethiopian government has shown a strong commitment to
promoting SMEs (FDRE Ministry of Industry). Considering the time and other
resource constraints, we focused on Small and Medium Garment Enterprises
in Addis Ababa in our study. In collaboration with the Small and Medium
Enterprise Development Agency of the Addis Ababa City Administration, we
have purposefully selected factories that have been operating for the last 5 years
as they could show trends among FWL. Only seven Small and Micro Garment
Enterprises were willing to take part in the study. These factories employed more
than 20 FWL during the time of the study.
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We have also purposefully selected industrial parks as they are a core component
of the Ethiopian Government’s plan to make the country a leading exporter of
manufactured goods in Africa and the overall industrialization of the country.
Industrial parks are also regarded as policy tools to enhance the export-oriented
labor-intensive manufacturing industries (The Education Development Center,
2018; Schaefer and Oya 2019). Industrial parks are meant to maximize resource
integration for limited production factories within a certain spatial scope by
bringing various companies together that provide services and features that
complement each other (UN, 2018). The companies will share various services
in a given park such as roads, electric power, water, and one-stop shops. The
integration could facilitate production efficiency and the export of products.
Furthermore, it helps to reduce pollution on the environment and workers
(Industrial Park Proclamation, 2015). Thus, as the clustering of textile factories
in industrial parks is becoming a trend in Ethiopia, we believed it is appropriate
and logical to focus on textile factories within industrial parks. Industrial parks
will continue to be a major force to foster economic growth in the country and
are/will be major employing sectors for female wage labourers. These industrial
companies, unlike individual industries, are typically based on new ways of
generating employment, working conditions, policies, technologies, or ideas that
will dominate the economic sector for the foreseeable future.

We conducted a free listing of existing clustered textile industries in Ethiopia.
The assessment showed that 10 industrial parks, either owned or operated by the
Ethiopian Industrial Park Development Corporation (IPDC), are operating in the
country. These are Bole Lemi Industrial Park (I & II), Bahir Dar Industrial Park,
Hawassa Industrial Park, Dire Dawa Industrial Park, Adama Industrial Park,
DebreBrihan Industrial Park, Jimma Industrial Park, Kombolcha Industrial Park,
Mekelle Industrial Park and Addis Industrial Village (IPDC, 2020).

We used pre-defined criteria to select industrial parks that could show us the trend,
and current working conditions of female wage labourers in textile factories.
The criteria were grouped into exclusion and relevance. Dire Dawa Industrial
Park, Jimma Industrial Park, Adama Industrial Park, Bahir Dar Industrial Park,
and DebreBirhan Industrial Park were excluded as they are either fledgling
industries or under construction. Mekelle industrial park is also excluded as
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it was not accessible to researchers due to security concerns. Textile factories
with a higher current number of sheds and employees were deemed to be more
relevant to the assessment, as they could create a larger facsimile to select sample
respondents representing various categories of female workers. Those factories
which have been operational at least for the last 5 years were considered to
be more relevant to assess trends in women’s working conditions. Considering
this and the issue of accessibility, Bole Lemi Industrial Park and Addis Industry
Village, employing 15, 954 and 2,540 workers, respectively, were selected for
the assessment (UNIDO, 2018; Ethiopian Investment Commission, and; IPDC,
2020

However, Bole Lemi Industrial Park did not grant us permission to conduct the
study in its precincts citing its in-house regulation for not entertaining such kind
of request amid the COVID-19 pandemic. Our research team made repeated
attempts to get permission to conduct the study. Submitting a letter of request
and in-person contact with representatives of the Human Resource Unit, attempts
were made to describe the purpose and benefit of the study and to explain how the
FWL and other staff members are expected to participate in the study with little
to non-physical and psychological risks as the study team would take maximum
precaution to protect the safety of the study participants. The study team also
had informed the representative of the Industrial Park that interviews can be
scheduled during breaks or after work.

Despite this attempt, the Park did not grant us permission and the study team
only included Addis Industrial Village in the assessment.

Addis Industrial Village, established in the 1980’s, is the first ever industrial
village in Ethiopia. It is currently undergoing heavy modernization, including
a new management system. The industrial village is predominantly dominated
by local exporters. It comprises 10 government-built factory buildings and 9
privately built factory buildings developed on leased land (IPDC,2020). Among
the operating factories in the village, seven of them were textile/garment factories.

1 Unpublished report from Ethiopian Industrial Parks Development Corporation.
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We initially included the 7 textile/garment industries in the sample. As two of the
factories did not authorize permission to conduct the study, five factories were
included in the study. As the industry village has been operating for about four
decades, it can be a good case to assess the trend and current condition of female
workers.

3.2. Study Design

The proposed design for the study was a parallel mixed-methods research
design, combining a qualitative approach with quantitative survey research. The
qualitative document review, in-depth interviews, key informant interviews,
and observation were carried out in sampled factories of Small and Medium
Garment Enterprises and Addis Industry Village to (i) examine the status, trends,
and working conditions of women in the textile industry; and (ii) explore the
implications and impacts of COVID-19 outbreak on the social, economic and
health of female workers. We also conducted survey methods to collect different
but complementary data about the aforementioned objectives (See summary of
research questions, observation units and methods of data collection in Appendix
1). Equal importance was given for both methods.

Documents Review: The team reviewed both gray and published documents
related to women’s working conditions in the industries. We also reviewed
policy and regulatory frameworks that aim to create appropriate structures
within organizations and institutions to establish equitable and gender-sensitive
working conditions. A Directive issued for the Prevention and Control of the
COVID-19 Pandemic in Ethiopia; No. 30/2020 was also reviewed. Such data
allowed the team to outline existing legislation and policies that were used as
benchmarks to evaluate the relationship between employers and workers. The
team also made use of materials to get insight into implemented efforts to protect
female workers from COVID-19 and its impacts. The document review also
preceded the development of qualitative and quantitative assessment tools.

Focus Group discussions. Two Group discussions (each compromising 8
discussants) were conducted with FWL working in factories at Addis Industrial
Village and Small and Medium Garment Enterprises in Addis Ababa. All the
discussants had unskilled and semi-skilled positions. Two members of the
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research team were involved in the study as moderators and notetakers. The
discussions were conducted in the factory precincts and were voice recorded.
The Focus group participants spoke freely about the availability of and non-
wage benefits in the factories, patterns of promotion, and FWL’s challenges
related to work.

In-depth Interviews and Key Informant Interviews: In-depth interview
method was employed to elicit information about working experiences from
female workers. We further conducted key informant interviews with management
teams at various levels, supervisors, and government ministries and offices. Key
Informant Interviews were conducted to get the views of the aforesaid units on
the existing policy frameworks, implementation process, and the overall trends
and states of female workers’ conditions in the factories. We also discussed the
impact of covid-19 on workers in general and women in particular with the key
informants. Interview guides were prepared in English in tune with the specific
objectives of the study and after consulting the extant literature on the matter. The
interview guides were translated into Amharic and interviews were conducted in
Ambharic.

On-site Observation: The research team members conducted on-site observation
to assess the setting of the textile factories. We assumed an observer-as-participant
role i.e. we introduced ourselves as researchers and interacted with participants
at the sampled factories. Through observation, we were able to document the
suitability of the factories and the availability of provisions and special support
desks for female workers. We further observed the implementation of COVID-19
preventive measures by female workers during work hours.

Survey: A cross-sectional survey method was conducted to address the research
questions related to FWL working conditions and their vulnerability to COVID-19
outbreak. The research team prepared a survey questionnaire. The survey tool
involved three sections. The first part explored the demographic characteristics
of respondents and the second section focused on the trend and status of the
respondents. The third part assessed the impact of COVID-19 outbreak on
female workers. The survey was developed in English, translated into Ambharic,
checked for accuracy, and, finally, translated back into English. The survey items
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were then evaluated by FSS staff and other research team members to assess the
adequacy of the initial set of questions. Furthermore, to test the appropriateness
of the items, the survey questionnaire was pilot tested with 20 female workers of
a garment factory. These female workers were not included in the main survey.

As the survey development was informed by the literature and previously
conducted studies, there were only minor problems, and these problems were
noted during the pilot and corrected in the final version.

3.3. Sample Selection

For the quantitative phase, the research team selected a representative sample
of female wage labourers after learning the size of the study population in
consultation with the managers of the selected industries. Seven Small and
Medium Garment Enterprises in Gulele Sub-city, and five factories operating in
Addis Industrial Village were included in the sample. There were 4501 FWL, of
whom 3,068 were working in Addis Industrial Village and 1433 were working in
the Small and Medium Garment Enterprises. We took the list of female workers
and assigned a number to each of them. We used SPSS version 22 software to
randomly select a representative sample from the numbers corresponding to the
female workers. The sample was calculated considering 95% confidence level,
and +5 confidence interval; we randomly selected 355 female wage labourers.

For the qualitative phase, we conducted 15 IDIs 13 KII and 2 FGDs. All sampling
for the qualitative phases of the study was theoretical, referring to the following
characteristics: Purposiveness: participants were chosen deliberately for the
important information they can provide, and not randomly (Maxwell,1997) and
Saturation: interviews were conducted till there was enough data to ensure that
all dimensions of the research questions are covered (Morse, 2015). To capture
maximum variation, the study involved young and adult female wage labourers,
female workers with employment contract and without employment contract,
long serving female workers and female workers at various positions. We also
invited factory owners, managers, supervisors and human resource managers for
key informant interviews.
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3.4. Data collection procedure

The fieldwork took place between June 3, 2021 July 01, 2021. Data collectors
were recruited through team members’ recommendations and received one-
day training on the objectives of the study, items included in the survey
questionnaire, and how to carry out the survey before their deployment. Before
the commencement of the fieldwork, the research team scheduled a kickoff
meeting with the administrators of the selected factories. During the meeting,
we explained the purpose and benefit of the study. We also address terms of
confidentiality-related ethical considerations. Along with the administrators, we
chose a private location where the FWL could feel more comfortable to hold
discussions with data collectors.

IDIs, KII and survey interviews were conducted in showrooms at factories of
Addis Industrial Village. Interviews with FWL and representatives of the factories
at Small and Medium Garment Enterprises were conducted in open areas of the
compounds. All interviews were conducted in the Amharic language and took 30
to 60 minutes. Data collectors used a paper questionnaire to interview FWL and
surveys took approximately 40 minutes.

3.5. Data Analysis

Quantitative and qualitative data analysis were conducted concurrently. After
the completion of the data collection for the survey, the quantitative data were
entered into Statistical Package for Social Scientists (SPSS) software (version
22) by trained programmers. Data were checked carefully for missing value and
inconsistencies. Univariate, bivariate, and multivariate analyses were conducted
on survey responses.

We gathered qualitative data in Amharic. Interviews were recorded, transcribed
verbatim, and translated into English. Observation memos and raw data from
interviews were processed in their textual form and coded to generate codes for
further analysis. Subsequently, the original codes were regrouped and redefined
under major sub-themes and themes. Then the major ideas were summarized and
discussed.

The quantitative data were presented in figures and tables. The qualitative
data were mainly presented in text format. Verbatim quotations were used to
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substantiate findings. The qualitative and quantitative data were analyzed
separately, and the two data sets were integrated at the interpretation stage. In
most situations, the findings of the qualitative and quantitative phases were
compared and related to one another to address the overarching objective of
the study. After the quantitative and qualitative assessment, the research team
made use of the major findings to inform policies to improve FWL’s working
conditions at factories.

3.6. Ethical Consideration and COVID-19 Protocol

We believe that participating in this study had minimal physical and psychological
risks for female workers. Strict confidentiality and anonymity of female workers
were ensured. All key informants and in-depth interviews were conducted
individually in a private location. All collected information was kept confidential
in a laptop managed by members of the research team under non-identifiable
codes. Participation in this study was completely voluntary. Respondents were
required for verbal consent to take part in the research project. Data collectors
emphasized to participants that they could skip any questions that they would
prefer not to answer and can terminate study participation at any time without
adverse consequences.

A Directive issued for the Prevention and Control of the COVID-19 Pandemic in
Ethiopia No.30/2020 was strictly followed during the fieldwork. Data collectors
only approached respondents following the requirements of the protocol. Each
data collector washed hands between interviews, wore face masks during the
fieldwork and sanitized data collection instruments before each survey/interview.

4. Data Analysis and Interpretation
4.1. Socio-demographic profile of the female wage labourers

As stated in the methods section, we conducted two focus group discussions,
in depth interviews and a survey of the FWL. The study involved 15 and 355
female wage labourers in IDI and survey, respectively. All 355 female wage
labourers (FWL) who were approached for the survey agreed to participate;
86% were in the age range of 18-29 years. The majority of the FWL (75.2%)
were Orthodox Christians and 10.4% were Muslim. Most of the FWL (about
64%) were unmarried at the time of the survey. About 7 % of the FWL had no
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formal education, while 35.5% were reported as having a grade 9-10 education.
Approximately, 60 % of FWL came from rural areas. The majority of the FWL
(68.2%) were from factories at Addis Industrial Village, while about 32% of
them were working in Small and Medium Garment Enterprises. Over 85% of the
FWL had a contract of employment for an indefinite period of time. The majority
(65.1%) of respondents had been working for their present employers for less
than two years.

Table 3: Demographic and Socio-Economic profile of the FWL

Characteristic
Age category

Religion of FWL

Marital status of FWL

Education status of FWL

n(%)
18-29 312(87.9%)
30-60 43(12.1%)
Orthodox Christian 267(75.2%)
Islam 37(10.4%)
Protestant 48(13.5%)
Catholic 2(0.6%)
Seven-day Adventist 1(0.3%)

Unmarried 227(63.9%)
Married 116(32.7%)
Divorced 12(3.4%)
No formal education 23(6.5%)
Grade 1-4 47(13.2%)
Grade 5-8 73(20.6%)
Grade 9-10 126(35.5%)
Grade 11-12 24(6.8%)
Vocational training 24(6.8%)
College diploma/degree 38(10.7%))

Place of origin

Rural

209(58.9%)

Urban

146(41.1%)

Type of industry

Industrial village

242 (68.2%)

Small and Medium

enterprise

113(31.8%)
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. Textile 34(9.6%)

Type of enterprise
Garment 321(90.4%)
Duration of Contract Indefinite Period 308(86.8%)
Employment Definite Period 47(13.2%)
Less than 2 years 234 (65.1%)
. 2 to less than 4 years 81 (23.7%)

Length of service
4 to less than 6 years 17(4.8%)
6 years or more 23(6.5%)

The study revealed that over three-quarters (75.8%) of the FWL lived in rental
houses. This may be among the pressing challenges the FWL face as they were
forced to spend a significant portion of their salary on house rent. The study
further showed that over one-tenth of the FWL were living in their parents’ /
family members’ houses.

Table 4: House ownership of the FWL

House ownership n(%)
Rent from private households 269(75.8%)
Living in parents’/family members’ private house 39 (11%)
Rent from Kebele 21 (5.9%)
Provided free 13(3.7%)
Own house 13 (3.7%)
Total 355 (100.0%)

4.2. Employment and Job security of the female wage labourer

4.2.1. Availability of Job opportunities for unskilled, semi-skilled females and
its trend.

The study revealed that the vast majority of employees in the factories were
women. This is of little surprise as the sector is one of the most feminized
industries around the globe; women account for 68 percent of the workforce in
the garment industry and 45 percent in textile industries globally (ILO, 2014).
Various reasons were given by the key informants as to why the factories had
more female employees. First, women are perceived to be more likely to be
able to train in various job types with relative ease in the textile industries than
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men (KII with Plant Manager, Addis Industrial Village, 08 June, 2021). Second,
women were said to have quicker hands which are suitable for the jobs. Third, it
was stated that women are more patient to sit or stand for long hours and engage
in activities such as sewing, ironing, and packing (KII with Plant Manager,
Addis Industrial Village, 08 June, 2021). Fourth, it was reported that women
are more willing to accept the low amount of salary the textile industries offer
to employees (KII with Manager, Addis Industrial Village,11 June, 2021. The
popular explanation in the literature is that women are willing to accept low
salaries as their work is often an additional source of income in most families
(UNDP 2018). Yet, the majority of the FWL (64%) were unmarried during the
time of study; indicating that they may be the primary source of income. Limited
job opportunities and low levels of education could be the major reasons that
women are willing to take up repetitive and tedious tasks that earn them low
salaries.

A recent report by UNDP stated that there are major commercial motivations
that encourage employers to prefer women over men. Women are thought to
be: 1) quicker; ii) quality-oriented; iii) cautious, trustworthy, and devoted; iv)
capable of working long hours in repetitive tasks; v) obedient to leadership, and
capable of following organizational norms and procedures (they are thought to
be calmer and more inclined to keep the peace at work); vi) and they are thought
to be more stable than men. Despite these corporate incentives that favor women
over males, little progress has been made in terms of boosting the proportion of
women in high-paying jobs and leadership roles (UNDP 2018).

The study found that textile factories are one of the available means of getting
jobs for less educated and low-skilled women. The available positions in the
textile factories for low-skilled and semi-skilled women are janitorial services,
thread delivery, trimming, sewing, and quality controlling. Some of the
competent FWL are able to move from unskilled jobs such as thread delivery
to semi-skilled jobs like swing while others directly obtain semi-skilled jobs
as fresh TVET graduates. In such cases, they are able to obtain jobs with better
salaries without the need to spend time engaging in unskilled jobs in the factories
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(KII with Manager, Addis Industrial Village, 11 June, 2021). In this regard, the
TVET strategy has managed to make over half of its trainees women because
of its due emphasis on gender. The key informants mentioned that a few FWL
who worked in the factories for long and possessed leadership qualities were
promoted to supervisor and quality control positions which are considered as

skilled jobs.

4.2.2. Previous Status

The study found that about 32% of the FWL were economically inactive i.e.
they were not available to work in productive activities due to homemaking
or education before their current job. On the other hand, nearly one quarter
(23.31%) of them were unemployed before they joined their current job. The
textile industries have created job opportunities for women who were ready to
join the labour force.

Table 5: Previous status

Previous status n(%)

Economically inactive (e.g. students and housewives) 114(32.1%)
Employed 159(44.8%)
Unemployed 82(23.1%)
Total 355(100%)

About 159 FWL were employed even before they joined their current job. Among
these, the majority of the FWL (44.6%) worked in similar factories. This can be
seen as a horizontal type of mobility that offers little room for economic change
among the workers. About 28% and 14% of the FWL used to be domestic workers
and farmers before they joined their current jobs, respectively.The industries
employed several women who used to engage in other sectors.
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Table 6: Previous employment status

Previous employment status N (%)

Have been working in another garment factory 71(44.6%)
House maid 44(27.67%)
Petty trade 23(14.46%)
Daily labour 17(10.69%)
Farming 4(2.5%)
Total 159 (100%)

4.2.3. FWL’s Work Positions in the Factories

The study examined the previous and current positions of FWL in textile/
garment factories. The analysis shows that most FWL (56.9%) worked as sewing
operators during the time of the survey. The percentage of FWL who were

working as sewing operators when they were first employed was 40.8%. About
30.4% of the FWL had joined the factories working at buttoning and thread
trimming units. During the time of the survey, only 16.6% of the FWL were

working at the same unit. The percentage of FWL who first joined the factories

as sewing and cutting assistants were about 7%; this figure has declined to 2.3%

by the time of the survey.

Table 7: Previous and current employment positions of FWL

Nature of FWL positions During employment | Current Position
positions n(%) n(%)

Semi-Skilled | Sewing operator 145(40.8%) 202(56.9%)

Sewing and cutting assistants 25(7%) 8(2.3%)

Non-skilled Buttoning and thread trimming | 108(30.4) 59(16.6%)

Janitor 8(2.3%) 2(0.6%)

Skilled Cutting and ironing operators 34(9.6%) 32(9%)

Mattress design and crafting 20(5.6%) 25(7%)

Quality control and supervision | 15(4.2%) 27(7.6%)

Total 355 (100%) 355(100%)
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According to informants, the types of jobs that are performed by female
wage labourers at the textile/garment factories were dominantly semi-skilled
and unskilled in nature. Positions such as buttoning and thread trimming are
considered to be unskilled jobs while sewing and cutting assistants and quality
control categorized as semi-skilled. The jobs that are considered skilled are
sewing, supervision, cutting ironing, and mattress design and crafting. The
majority of employees involved in cutting are men while pattern making is not a
position that is found in the factories as they use molds that are used to produce
different types of garments.

The study examined the FWL progress in their respective factories by comparing
positions during first employment and current positions. The analysis shows that
about nearly three quarters of the FWL have remained in the same or similar
positions since their employment at the factories. On the other hand, about a
quarter of the FWL had been promoted to higher positions. The analysis indicated
that nearly 30% of FWL who were working in factories at Addis Industrial
Village have been promoted to higher ranks as compared with 16.8% of FWL
from Small and Medium Garment Enterprises who have also been promoted to
higher ranks. This difference was statically significant, ¥2(1) = 7.8, p = 0.00.

Table 8: Contingency table showing the association between change in employment rank

and type of industry

Type of industry
Addis Industrial Small and Medium Total Test Village garment Enterprises
nn (%) (N=242) (%) (N=113)

Demoted 6(2.5%) 1 (0.9%) 7(2%) Pearson
Changes in ~ Have remained

165(68.2%) 93(82.3%) 258(72.7%)  ChiSquare (X2)=17.8,
employment  the same

rank Promoted 71(29.3%)  19(16.8) 90 (25.4%)

Total 242(100%) 113 (100%) 355 (100%) P=0.02

Comparatively, the FWL at Small and Medium garment enterprises had a lower
chance to be promoted. Most of the FWL in the Small and Medium garment
enterprises were short-tenured employees. About 80% of had less than 2 years’
service for their current employees while 57% of the FWL at Addis Industrial
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Village had served their current employers for less than two years. Owners of
the Small and Medium garment enterprises said short-tenured employees show
less desire for development and training at factories. As one key informant
noted: “The FWL don’t stay here for long period of time. They like changing
workplaces. If they get a 30 Birr increment, they would leave us. So how can you
train and promote them? Most of them are here till they find another job” (Owner
of a textile factory at a Small and Medium Garment Enterprises).

FWL workers at Addis Industrial Village had a slightly better chance of getting
promoted. The promotion of female employees in the Industrial Village mainly
depends on their performance. The established tiers of promotion are found
among sewing operators who are graded as A, B and C. The ability to operate all
sewing machines warrants internal promotion to higher tiers. A key informant
stated “The time that a female employee may take to get a promotion depends
on her effort to get the required skills. Someone who is dedicated may move
from lower ranks to higher ranks quickly. On average a sewing operator may
take about one year to move from C grade to A grade. Then she may move to a
higher ladder depending on the availability of posts and her competency” (KII
with Manager, Addis Industrial Village, 11 June, 2021)

In most factories at Addis industrial village, promotion to other positions such
as supervision is based on the performance of the employees as well as the
availability of the position. According to the HR officer of one factory “Their
[workers] efficiency and duration in the factory are evaluated for promotion. We
look closely at their participation in teamwork and assess their ability to be a
leader. We also conduct a performance appraisal”.

Although it was encouraging to learn that one in four female employees have
been promoted to higher ranks, this progress has not meant higher salary to the
employees. Promotions did not include a significant salary increment. Due to this,
the FWL may show little interest to enhance their skills and aspire for promotion.
Pearson’s correlation test was used to examine the association between changes
in employment ranks and current salary. The association between these variables
was not statistically significant (r=0.01, p=.73). This has also been confirmed by
the interviews conducted with key informants. In some of the garment factories,
being promoted to a higher position does not immediately come with a salary
increase as increment happens annually despite the position that the FWL holds.
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In other instances, the factories do not pay a flat salary to the labourers as they
calculate the employees’ salary based on their performance.

In both types of industries, the majority of the FWL lacked opportunities for
advancement. About 68% of the FWL at Addis Industrial Village and 82% of
the FWL at Small and Medium Garment Enterprise had not been promoted.
When the FWL realize they have few promotion opportunities at their current
positions, they could be forced to look for work elsewhere. Developing a plan
for employee advancement through training for new skills can help employees
feel as if they are advancing within their positions. However, the factory
representatives reported that most of the FWL are not trainable. A key informant
from Addis Industrial Village said: “We try to provide on-the-job training for
our workers. However, most of the FWL are non-trainable. Some had no formal
education. Others are not able to comprehend the training. They can’t understand
the basics of the tasks. Even those who completed grade 10 are not capable of
understanding the training” (Human Resource Head, Addis Industrial Village).
The FWL slow educational background coupled with short employment tenure
appear to limit their chance to climb to senior and higher positions.

Hence, the textile/garment industries would only continue to attract women with
low educational backgrounds. It ought to be noted that the FWL would opt to join
other sectors if they had a better educational background. Realizing the sector
may continue to attract females with low socio-economic status, factories should
attempt to enhance the skills of their employees through on-the job-trainings.
The stereotypes regarding women’s capability to comprehend trainings and
develop their skills should be seen in critical light. It could reinforce and expand
the practice of hiring women mainly for non-skilled positions. In addition, it can
discourage plans and efforts to train female workers. This can in turn result in
limited opportunities for promotion opportunities for FWLs.

4.2.4. Written Employment Agreement

As indicated in table 1, the significant majority of the FWL (86.8%) had
employment contracts for an indefinite period. The study further revealed that
over half of the FWL (52.2%) had written employment agreements. A chi-
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square test was used to determine whether there was a significant difference in
having written agreement between FWL who were working at factories at Addis
Industrial Village and those in Small and Medium Garment Enterprises. Results
indicated that 63% of FWL who were working in factories at Addis Industrial
Village had a written agreement as compared with 26.5% of FWL at Small and
Medium Garment Enterprises. This difference was statically significant, y2(1) =
41.48, p = 0.00. The phi coefficient, ¢ = .32, suggested that the strength of the
relationship between working in factories of Addis Industrial Village and having
a written employment agreement proved to be strong. The interviews with factory
managers and female wage labourers also confirmed the same information as
many of the employees working at the Small and Medium Garment Enterprises
were not given written contractual agreements.

Table 9: Contingency table showing the association between having employment agreements

with types of industries

Type of industry

Industrial Small and Medium Total Test
Village garment Enterprises n n
(%) (N=242) (%) (N=113)

Written employment  Yes 153(63.2%) 30 (26.5%) 183(51.5%) Pearson ChiSquare
agreement (X2)=41.48,

No 89(36.8%) 83(73.5%) 172 (48.5)

Total  242(100%) 113 (100%) 355 (100%)

P=0.00

Representatives of factories at Addis Industrial Village reported that they
provide a written contractual agreement to all employees. A key informant from
Addis Industrial Village said, “As per the country’s labour law, we make written
employment contract. Yet, we only give the written contracts to those who ask
for it. This won’t affect them in any way as we treat all of our employees on an
equal basis” (Head of Human Resource at a factory in Addis Industrial Village).
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On the other hand, representatives of the factories at Small and Medium Garment
Enterprises reported that they do not usually give written contractual agreement
to employees as they do not consider it to be important. An owner of a medium
garment enterprise said, “we used to give written agreement years back. But, as
employees are not that concerned about it, we don’t give them written agreement
anymore”. Ethiopian Labour Law states that employers shall give either a
written contract of employment or a signed letter if they cannot make contract
of employment in writing (FDRE Labour Proclamation, 2019). In both cases,
employees are entitled to enjoy equality in employment, promotion and pay, and
the transfer of pension.

However, the study revealed that the FWL who even had a written employment
agreement did not receive some benefits such as subsidized health care. In
addition, the Proclamation stipulates that workers shall receive 16 days of paid
annual leave after one year of service. Female employees are also entitled to
receive six months of sick leave and 120 days of maternity leave. FGD informants
stated that there is an inconsistency as to the provision of maternity leaves as
they say not all employees received leaves. Factories only provide such benefits
for long-tenured employees (FDG at Addis Industrial Village, 11 June 2021). On
the other hand, factory managers who were interviewed insisted that maternity
leaves are provided to all female employees and some in-depth informants also
reported that they were provided with maternity leave as per the law. According
to representatives of the factories, most of the FWL are not aware of their rights
while those who know their rights may opt not to take annual leave as they do
not want to miss out attendance bonuses and productivity incentives. In addition,
as most of the employees were young and single, they had not taken maternity
leave.

4.2.5. Job Security
The study also assessed FWL perceptions regarding loss of their job. About
51.5% of the FWL reported that it is likely that they could lose their job. The

responses on the likelihood of losing job were compared with having a written
contractual agreement with employers. About 57.9% of FWL who had a written
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contractual agreement with their employers reported that they are unlikely to
lose their job compared with 46.5% of FWL who had no contractual agreement.
The observed difference is statistically significant (y2(1) =41.48, p =0.031).

Table 10: Contingency table showing the association between perceptions about the

likelihood losing job and having employment agreement

Witten Agreement
Yes n(%) No n (%) Total Test
(N=183) (N=172)

Pearson Chi Square

Likelihood of losing job  Likel 77(42.1% 92 (53.5) %) 169(47.6%
] y TR R2S9W 1066

Unlikely 106 (57.9%) 80(46.5%)  186(52.4%)
Total 183(100%) 172 (100%) 355 (100%) P=0.031

The Labour Proclamation stipulates that employees shall obtain a letter of
employment when the 60 days of probation ends. Those who had a written
agreement were more confident about maintaining their job (57.9%). On the
contrary, employees without written contracts were more insecure about their
jobs although they have equal rights with those who have a written contractual
agreement under the Ethiopian labour law. Workers who are worried about losing
their jobs could feel that they are powerless and could not be sure about their future.
This, in turn, can be translated into absenteeism and some behavioural problem.
Alarge body of literature indicated that there is a substantial relationship between
job insecurity and job performance and workplace attitudes (Rigotti, Mohr &
Isaksson, 2015; De Witte, 1999; Sverke et al., 2002). Hence, we recommend that
factories should issue a contract of employment or letters to their employees as
per the labour law of Ethiopia. If not, as discussed above, it will have adverse
consequences on employees’ job insecurity that can be translated into less
productivity. Moreover, it will open a room for unfair dismissal of employees

and discrimination.
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4.3. State of female wage labourers

4.3.1. Income and Expenditure

4.3.1.1. Income
FWL who are working in the selected textile/garment factories earned an initial
monthly salary of 1280.86. Currently, the mean monthly salary of FWL is

2029.08 ETB per month. On average, FWL typically earn around 2066 ETB per
month from all sources.

Table 11: Descriptive statistics of initial salary, current salary, income from other sources

and income from other sources

Variables N Mean Min Std Max
Initial monthly salary 355 1280.86 100 4500  597.17
Current monthly salary 355 2029.08 1000 4500  619.55
Income from other sources 355 37.04 0 6000  353.37
Income from all sources 355 2066.12 1000 8050  723.50

The study showed that those FWL with no formal education had initially earned an
average pay of 1145.22 ETB per month. Those who have attended between grade
1 and 4 made an average pay of 1150.06 per month. FWL who have vocational
training earned an average salary of 1522.92 on a monthly basis. Interestingly
diploma/degree holders made an average pay of 1383.03 per month; a little less
than FWL who have vocational training. A one-way ANOVA was conducted to
compare the effect of educational level in initial monthly salary. The analysis
showed that the correlation between level of education and average monthly
salary is not statistically significant (F (8, 348) =1.85, P=0.08).
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Table 12: Initial monthly salary by education

N Mean Std. Error Test

No formal education 23 1145.22 104.622  F=1.851,
Grade 1-4 47 1150.06 69.692 DF=6 & 348,
Grade 5-8 73 1189.79 61.885 P=0.089
Grade9-10 126 1326.00 53.754

Gradel1-12 24 1303.13 150.349

vocational training 24 1522.92 165.284

college diploma and above 38 1383.03 96.539

Total 355 1280.86 31.695

The study also compared and contrasted the average monthly salary for FWL
at Addis Industrial Village and Small and Medium Garment Enterprises. FWL
at Addis Industrial Village earned an average pay of 1,050.64 ETB per month
initially, while FWL at Small and Medium Enterprises made an average of
1,773.89 ETB per month. The difference between these samples was found to be
statistically significant (t=-12.86, df =353, p=0.000).

Table 13: t test results comparing FWL in Addis Industrial Villages and Small and Medium

Garment Enterprises on initial monthly salary

Initial monthly salary

M SD T P
Addis Industrial Village (n=242) 1050.64 22.3 12.86  0.00
Small and Medium Garment Enterprises (n=113) 1773.89 66.9

An independent-sample t-test was also conducted to compare current salary by
types of textile/garment industry. There was a statistically significant difference
in the salary for FWL from Addis Industrial Village (M=1,878.16, SD=32.93,
N=242), and FWL working at Small and Medium Garment Enterprises
(M=2447.86, SD=107.4, N=113)t(353)=-7.18,p=0.000). These results suggest
that the current average salary of FWL at Small and Medium Garment Enterprises
is significantly higher than the salary of FWL at Addis Industrial Village. The
qualitative data by and large also confirmed this finding. Key informants at the
Micro Garment Enterprises revealed that many of the employees are paid based
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on their productivity and those who are engaged in overtime work at night obtain
a better salary.

Table 14: t test results comparing FWL in Addis Industrial Villages and Small and Medium

Garment Enterprises on current monthly salary

Current monthly salary

M SD T P
Addis Industrial Village (n=242) 1878.16 |32.9 -7.18  0.00
Small and Medium Garment 2447.86 | 107.4

Enterprises (n=113)

The study examined the annual rate of growth of salary increase by type of
industry. The average percentage of annual rate of growth of salary for FWL
who were working at Industrial Village was 0.45 while the average percentage
of annual rate of growth salary for the FWL who were working at Small and
Medium Garment Enterprises was 0.54 This means, on average, a FWL in Addis
Industrial village typically gets a 45% raise every year. Considering the chronic
inflation Ethiopia has had over the years, the annual salary increment is very low.
The amount of salary and annual increment do not seem to take in to account the
overall economic situation of the country and the need of the FWLs.

Table 15: Annual rate of growth in Addis Industrial Village and Small and Medium

Garment Enterprises

Type of enterprise Mean initial monthly = Mean current Annual rate of
salary per month salary per month growth

Addis Industrial Park 1050.64 1878.16 0.45

Small and Medium

Enterprises 1773.89 2447.86 0.54
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Table 16: t test Results comparing FWL in Addis Industrial Villages and Small and Medium

Garment Enterprises on income from all sources

Current monthly salary
M SD T P

Addis Industrial Village (n=242) 192919 691.83 -542 0.00

Small and Medium Garment Enterprises (n=113) 2359.36  705.20

We further calculated FWL’s income from all sources. The FWL at Small and
Medium Garment Enterprises had higher total income (M=2359.36, SD=705.20)
than those at Addis Industrial Village (M=1929.19, SD=705.20), t(353) =-5.42,
p=0.000.

A recent study revealed that Ethiopian garment factory workers are on
average, the lowest paid from among garment workers worldwide (Barrett and
Baumann-Pauly, 2019). The same report revealed that the Ethiopian government
enthusiastically promotes the payment of low wages in garment factories to
attract foreign investors. As described elsewhere, Ethiopia does not prescribe
minimum wage by law. Usually, wages are fixed by the employee’s contract of
employment. The recently revised Labour Proclamation states that minimum
wages shall be revised in accordance with the country’s economic development,
labour market, and other considerations (FDRE Labour Proclamation, 2019).
The meager amount of salary coupled with the ever-increasing rise in commodity
prices could worsen the economic condition of the FWL. As stated in the country’s
Labour Proclamation, salaries should be periodically adjusted in collaboration
with various stakeholders, such as the government, employers, and trade unions.

4.3.1.2 Expenditure

An attempt was made to collect information in order to estimate an average
expenditure pattern of FWLs. Basic necessities such as food (M=688.45,
SD=566.07), house rent (436.85, SD=509.88), and transportation (M=129.10,
SD=182.30) were found to be the major components of expenditure for FWLs.
The study further revealed that the FWL spend an average of 102.54 and 98.58
ETB for social/family support and mobile phone top-ups per month, respectively.
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Table 17: Average expenditure per month of FWL

Expenditure N Mean Std. Deviation
Food 355 688.45 566.079
House rent 355 436.85 509.889
Transportation 355 129.10 182.303
Social/family support 355 102.54 250.467
Mobile top up 355 98.58 97.763
Clothing and footwear 355 94.96 273.655
Education 355 84.15 208.007
Health care 355 52.20 164.202
Recreation per month 355 13.38 74.768

The analysis revealed that food and housing account for larger shares of
the FWL’s monthly expenses. As the FWL are forced to spend most of their
income to basic survival costs, they have little money to invest in their personal
development needs.

4.3.2. Time spent on commuting

The average amount of time FWL spend traveling to and from the workplace
was documented by the study. The average minutes for two-way commutes
was found to be 41.70 (SD=24.17). FWL who work at the factories of Addis
Industrial Village spend on average around 40 minutes per day commuting to
and from work while FWL who work at Small and Medium Garment Enterprises
spent, on average, about 44.8 minutes travelling to and from their place of work.
However, the difference is not statically significant (t (353) =-1.685, p=0.09).

58



Kibur Engdawork and Firehiwot Sintayehu

Table 18: t test Results comparing time on spent for commuting to and from work

Time spent
M SD T P
Addis Industrial Village (n=242) 40.24 21.60 -1.68 0.93
Small and Medium Enterprises (n=113) 44.87 28.76

4.3.3. Non-wage benefits at textile/garment industries

The study attempted to document the non-wage benefits FWL received from
their employers.

It was found out that only 17 FWL (4.8%) (all of these were working in factories
at Addis Industrial Village) of the FWL have received some non-wage benefits.
These included free/subsidized food, free/affordable housing, free transportation,
and access to a health facility.

Table 19: Contingency table showing the association between non-wage benefits type of

industry
Type of Industry
Industrial Small and Medium
. . Total
Village, (%) (N=242) Garment enterprises (N=113)

Non-wage Yes 17(7%) 0 (0%) 17(4.8%)
benefits No 225(93%) 113(100%) 338(95.2%)

308(100%) 47(100%) 355 (100%)

Only few employers provide non-wage benefits to employees. One of the garment
factories provided subsidized food to interested employees. The employees
contribute 200 birr per month and the rest was covered by the company. The
manager of this factory stated, “The employees may cover 10% of the lunch
they receive while the company covers the remaining cost”. Another factory also
provided lunch to its female labourers before the outbreak of COVID-19. The
owner/manager of the company said: “Before the coming of Corona, we used to
provide them with lunch. However, we were unable to continue this after Corona
because our sale, which was entirely generated from export, ceased afterwards”.
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Some of the factories provide transportation allowance to female wage labourers.
This has been the case in two of the factories at Addis Industrial Village. In
cases where transportation allowance is provided, the factories prefer to hire
employees from nearby locations. This is mainly because the factories prefer to
spend less money on transportation allowance. In an exceptional case, one of the
female wage labourers mentioned that she received a house rent subsidy.

Another set of non-wage benefits are in the form of bonus and incentive. Most
factories at Addis Industrial Village pay an ‘attendance incentive’ whereby if
the employees are not absent for any day in a month, they obtain an incentive.
According to the informants, the amount ranges between 100 and 400 Ethiopian
Birr. One of the female wage labourers said, “I receive an attendance bonus
of 200 birr in addition to my salary”. This information is confirmed by other
employees and company managers. However, the FWL said that attendance
allowance/incentive will only be paid if employees do not miss work or were late
for work for any reason other than sickness. Moreover, some of the companies
have stopped paying attendance incentives with the COVID-19 outbreak as their
profit substantially declined following the reduction or even the cancelation of
orders. This is particularly the case for textile/garment companies that entirely
depended on the export market.

Additional pays that are considered as “incentives” rather than salary are paid by
the willingness of the employer. As a result, the employees are unable to make
claims to such incentives. Most female employees also do not have any written
contractual agreements with their employers, creating vagueness regarding their
benefits, duties and responsibilities.

A few employees also had received other types of monetary incentives which are
based on their productivity. Such benefit is expected to enhance the individual
workers’ productivity which determines the profit that the company earns. One
key informant argued that the level of each employee’s productivity is crucial
for the overall success of the factory in terms of profitability and as a result,
the employees in the factory are paid based on their actual contribution. Hence,
their basic salary which is minimal will be complemented by the incentive they
get based on their productivity (Plant Manager in one of the Addis Industrial
Villages). One of the informants said, “In addition to their salary, they [workers]
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receive incentives based on their performance. At times, this incentive reaches
up to 30% of their salary” (KII with Plant Manager, Addis Industrial Village, 08
June, 2021). The employees also receive holiday bonus which depends on the
profitability of the respective company. The female wage labourers working in the
textile/garment factories obtain different types of trainings. This is particularly
the case for sewing machine operators that are graded between levels ‘A’ and
‘C’. The factories at times employ female wage labourers that are already trained
while in other instances they have to train them.

Training provided upon entry is common among the textile/garment factories
communicated and is given for 15-30 days as informants mentioned. In other
instances, female wage labourers are employed for ‘unskilled’ labour such as
trimming and thread delivery. Later, they will get trained on the job and get
promoted to be sewing machine operators.

4.3.4. The Female Wage Labourers’ workload and stress at Textile/garment
industries

Household chores and caring for the family are among the domestic work
women usually perform at home. The study found the involvement of FWL in
these activities slightly increased after they joined their current work except for
caring for children or elderly dependents. For example, about 28.3 % of FWL
reported that they used to involve in fetching supplies before they joined their
current work and about 29.8% of them reported that they are still engaged in the
aforementioned activity. Similarly, about 30% of FWL still engaged in cooking,
a slight increment from 28.3% of the FWL who were also engaged in cooking
before they joined their current job. On the contrary, the percentage of FWL who
were involved in caring for children or elderly dependents declined from 14.9 to
10.2% after they joined their current job.
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Figure 1: Domestic work before and after being employed in factory
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The qualitative findings by and large also confirmed that the FWL are burdened
with domestic chores in addition to their jobs at the factory. They engage in
cooking, washing clothes and cleaning the house. They attend to such duties
when they are not working in the factory i.e. at night and in the morning. An
interview excerpt with one FWL reads as follows:

I have to be at work at 8:00 am in the morning. This is after I cook
for the family and clean the house. I live with my husband and my
son. I get up at 3:00 am in the morning and work on my household
duties until 5 or 6 am. I also handle the same responsibilities at
night, after work until I go to bed at 10:00 pm (IDI with Quality
controller, Addis Industrial Village, 08 June, 2021).

Household chores are women’s responsibility in many societies and hence the
female wage labourers have to perform these tasks. Many argued that performing
domestic chores is not a matter of preference but rather is a duty which if they
do not perform no one else would carry out. Whether they are single or married,
duties such as cooking, cleaning the house, and washing clothes await female
workers at home.

One female wage labourer reported: “We find it difficult to manage our household
after going home but we still have to perform household duties because we don’t
have a choice” (IDI with Sewing machine operator, Addis Industrial Village,12
June, 2021) Another example from a single FWL reads: “Life for me is tiresome
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because I go to school after work and then when I get home I have to cook. The
next day, I need to wake up at 5:00 am” (IDI with Sewing machine operator,
Addis Industrial Village, 08 June, 2021).

Those FWL who have the responsibility of caring for children are unable to
come back to work unless they either receive support from family members
or get the service of a babysitter. The latter option is particularly not viable for
female wage labourers as the payment for a babysitter may be equal to their own
salary. Hence, many of the female labourers at the textile/garment factories are
forced to quit their job. A human resources manager of a textile company said
that none of the female wage labourers who took maternity leave came back to
work. Childcare is a responsibility that forces women to quit their job rather than
being a burden they grapple with while continuing working.

Some of the female wage labourers reported getting help from family members
which eases the burden on them. This was a case with FWL who had family
members that are willing to help them with the domestic chores such as cooking,
cleaning the house, fetching supplies, and washing clothes. These FWL stated
that they receive support from their sister, husband, children or mother. In such
instances, FWL would not be exhausted from being stretched between household
and factory duties. They can also focus on their jobs and become more productive.

4.4. Health and work safety at Textile/Garment factories
Health Condition

According to the Ethiopian Labour Proclamation No. 1156/2019, employers
are expected to take all necessary precautions to protect workers’ health and
safety. Factory workers likely face health hazards at workplaces. Articles 97
of the Labour Proclamation No. 377/2003 defines “occupational accident” as
an accident that occurs when a person is injured as a consequence of and in
the course of her work. Articles 104 (1) a-c) of the Labour Proclamation No.
377/2003 also notes that employers have an obligation to provide first aid, taking
the injured person to the nearest medical centre, and notifying the occurrence to
the appropriate government organ.
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The study found that working in the textile/garment industries has not resulted in
serious accidents amongst most of the FWL. Among the reported few accidents
was a needle-stick injury that could pose a risk of infection. Key informants
revealed that some FWL suffer from injury due to needle puncture. This was also
confirmed by the interviews conducted with the FWLs. All the factories do not
have clinics or healthcare posts. However, whenever such accidents happened,
the FWL have been treated with a first aid kit for minor injuries. For serious
injuries, workers have been taken to a health centre with the factories covering
transport and care costs.

Amore serious injury at the factory would be a cut from a band knife which is
used to cut clothes. Although a band knife is reported to be a powerful tool for
cutting fabrics, it poses a great risk of injury. According to key informants, such
an emergency will result in permanent damage and requires much care and cost.
However, none of the interviewed FWL reported such an accident.

Working in factories could increase the risk of developing some ill-health
conditions. The Ethiopian Labour Proclamation defines occupation sickness as a
condition that develops due to the type of employment or the work environment
(FDRE Labour Proclamation No. 1156/2019). The study revealed that workers
perceived prolonged standing to cause leg swelling and kidney problems. The
FWL reported that they are forced to work standing for lengthy hours. It was also
widely raised by focus group discussants that FWL have swollen legs as a result
of standing and seating for a long time. Participants further argued that the FWL
are at risk of developing kidney infections due to the nature of the work. A key
informant from MoLSA revealed that workers perform tasks such as ironing or
packing in a standing position for a long time. Similarly, a key informant from
the Confederation of Ethiopian Labour Union observed that “Employees stand
for 8 hours every day and this is particularly tiresome for older workers and
working mothers”.

A worker is assumed to be exposed to prolonged standing and associated risk
factors if she/he spends over 50 % of the total working hours in a standing position
(Tomeit et al. 1999). The scenario is not typical to these factories, as workers
in lower-status job are far more likely to be required to stand for long period
as compared to workers in higher status jobs. Around, the world, prior studies
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(Kelaher, 1996; Ahmed & Taha, 2006; Zander, King & Ezenwa, 2004; Garcial,
Laubil & Martin, 2015;)revealed that prolonged standing causes discomfort,
muscle fatigue, and occupational injuries among workers.

A number of factories tried to mitigate the influence on prolonged standing
on workers employing engineering and administrative controls. For instance,
antifatigue mats, soft shoes, compression stockings and ergonomic footwear
have the potential to minimize the risk of muscle fatigue (Hansen, Winkel&
Jorgensen, 1998; Krijnen, et al. 1998; Jonker et al. 2001; Yassierili, 2005). Such
methods may not be feasible in factories of Low-and Middle-Income countries.
Particularly, Small and Medium factories will find it very difficult to employ
such methods to protect their workers due to their limited financial capacity.
However, some administrative measures can be taken to minimize injuries
related to prolonged standing. For instance, providing frequent breaks for FWL
whose position requires 100% standing could be effective in reducing muscle
fatigue and related injuries.

Some female employees also reported to fell ill at their workplace due to
nonoccupational factors. These workers said that they do not get enough food, and
poor diet at home and workplace seems to have worsened their health (KII with
Manager, Addis Industrial Village, 11 June, 2021). Key informants stated that
female workers are unable to get enough food since their salary is not sufficient
to cover their expenses. They allocate only some proportion of their salary for
food as they need to save money to support their family (KII with Owner and
Manager, Addis Industrial Village, 9 June, 2021). This was reported to cause
hunger among some workers. One of the key informants stated that the female
wage labourers at times became unconscious and needed a break from work
because they do not obtain sufficient food. Some were even reported to pretend
that they have had their lunch when their lunchbox was empty. Such a tragedy
was a reason for one of the factories to provide free lunch for its employees. Yet,
this is not widely practiced in most of the factories.

Focus Group discussants revealed that voice) that few female workers had
serious conditions such as TB and mental disorders. These conditions require
good medical services that female workers may not afford. The study disclosed
that almost all the factories do not cover medical expenses for such conditions
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as it is assumed that the conditions are not directly related to the work the FWL
perform. Only one factory used to have a scheme to reimburse 50% of the
medical expenses of its workers. This factory, however, was not implementing
the scheme at the time of data collection citing fraudulent expense claims by
employees. An excerpt from a key informant of the factory reads as follows:

Previously, we used to cover 50% of their medical expenses. However,
we encountered a number of cases in which the employees cheated
us. For example, they pay for their mothers’ medical expenses and
submitted receipts that carried the employees’ names (KII with
Manager, Addis Industrial Village, 11 June, 2021)

Both the 1995 FDRE constitution and the Labour Proclamation No. 377/2003 of
Ethiopia do not provide workers (employees) the right to get health insurance in
addition to workplace accident and occupational health benefits. However, later
development pushed the government of Ethiopia to plan to introduce Social Health
Insurance (SHI) which will lead to Universal Health Coverage(UHC) (Zemene
et al. 2020). Social Health Insurance is a form of organizational mechanism for
raising and pooling funds to finance and manage health services that will lead to
UHC and assist a country achieve its health system’s objectives (Doetinchem,
Carrin and Evans, 2010). In Ethiopia, the formal sector’s introduction of Social
Health Insurance has been postponed for a long time, most recently due to civil
servant opposition (Lavers 2019; Zemene et al 2020).

The government of Ethiopia could assess the feasibility of implementing social
health insurance in factories to improve the quality of health services and the
overall health of the workers. Such a scheme would also benefit factory owners
as they can attract and retain workers who can be productive and efficient.

Work safety Procedures

According to the Labour Proclamation No. 1156/2019, every employee has the
right to appropriate protection, safety, and hygiene at work, and the employer is
expected to provide safety procedures. The study examined FWL’s perception
of the safety of their workplaces. About 28% of the FWL reported that it is
perfectly safe to work at their factories as all safety materials are put in place.
The majority (54.9%) of the FWL believed that their workplace is somehow safe
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as safety materials are in place. On the contrary, nearly 17% of the FWL reported
that they were not guaranteed a safe workplace as facilities were unavailable.
The study found that about 27% of the FWL who were working at Small and
Medium Garment

Enterprises evaluated their work safety as “not good” compared with 12% of the
FWL who are working at Addis Industrial Village. This difference was statically
significant, 2(1) = 15.59, p = 0.00.

Table 20: Contingency table showing the association between evaluation of work safety and

type of industry
Type of Industry
Industrial Small and Medium Total Test
village (%) enterprises n (%)
(N=242) (N=113)
. Perfectly safe, all Pearson n Chi-Square
Evaluation of .
safety materials 80 (33.1%) 20 (17.7%) 100(28.2%)  (x2)=15.59
work safety i
are put in place P =000
Somehow
safe, some
safety 132(54.5%) 63(55.8%) 195(54.9%)
materials are
in place
Not good,
facilities are 30(12.4%) 30(26.5%) 60 (16.9%)
lacking
Total 242(100%) 113(100%) 355 (100%)

The textile/garment factories are expected to maintain a safe work environment
as per the labour law of Ethiopia. An informant from MoLSA said:

The companies are responsible for providing safety equipment
and training their employees on how to stay safe as per the
recommendation made by a professional. If possible, it is good to
make the workplace free of any pollution such as dust and sound. The
employer is supposed to hire a professional who conducts research
on safety issues at the factory and implement recommendations.
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The factories’ representatives argued that they are providing the required safety
equipment for the female wage labourers. According to an informant from
CETU, one of the challenges regarding safety procedures at the garment/ textile
factories is inconsistency. Some companies are better at providing protective
equipment than others. The employers usually do not want to spend money for
protective equipment. As a result, the employees face a number of injuries at
work. The same informant from CETU said:

The companies regard purchase of protective equipment as an extra
cost but what they do not understand is that it is employee s right and
in addition it avoids costs related to medical fees if serious injury
happens.

The factory managers stated that their respective companies try their best to
make the work environment safe for employees. A manager from one of the
factories emphasized the importance of taking important safety measures while
working at the company. According to the same informant, the factory has a
safety committee that follows up and reminds employees of the protection
measures that they have to take while working. In addition, safety measures are
also part of the orientation process at employment. However, this is not always
the case with the other factories as most are focused on the handling of safety
hazards rather than preventing one. The factories argue that they provide all
the required safety equipment for their employees. The safety equipment that
factory managers emphasized are gloves that are used while using band knives.
Such gloves are provided to prevent serious damage which can be caused by the
band knife. Nonetheless, it is not always that the employees are willing to make
use of the glove. Some of the companies insist that the employees make use of
the glove while others do not bother much. In this regard, one of the factory
managers said:

There is a machine called band knife which the cutters use. If the
machine cuts their hand, it will cause irreversible harm to their
hands. We provide the cutters with a protective glove, but they do
not use it saying it is not comfortable. One of the problems is that
it needs to be fitted to every employee. I tried to buy some fit for the
employees, but it is expensive and when the employees leave you
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need to get another one. Even when we buy it, the employees are not
so keen to use it.

As the textile/garment factories are labor-intensive industries wherein the
workers are the major resources of the production, worker’s safety must be given
sufficient attention our team observed that the FWL are the ones that keep the
production running in the textile/garment factories. We observed that the FWL
are exposed to dust and noises as most of them were not wearing facemask
during working hours. We further noted that at all factories of Addis Industrial
Village ventilation systems were operating to lower inside temperature. On the
contrary, neither ventilation systems nor fans were installed in the Small and
Medium Garment Factories.

We further observed that first aid boxes were available and put in accessible
places at factories at Addis Industrial Village. Each factory had 4 to 6 first aid
kits in production rooms. On the contrary, first aid boxes were scarcely available
in Small and Medium Garment Enterprises. In some factories, we could only
find one first aid box. Most of the available boxes do not contain important items
such as gloves and antiseptic solution.

In all the factories at Addis Industrial Village, we observed between 5 to 6 fire
extinguishers hang on the wall in the factories. The factories also had emergency
exit doors. Each Small and Medium Garment Enterprises factory had one fire
extinguisher. Emergency exit doors were non-existence in these factories. The
FWL work in production rooms where electric cables were wired in a way that
could result in potential shocks and fire. Electrics wires were hung on tables and
were not properly covered.

Although the work safety procedures are better in factories at Addis Industrial
Village, there is still a need for further strengthening the safety programs.
The work safety of employees in Small and Medium Garment Enterprises is
very concerning. Employers should put measures in place to control hazards
to workers. Ethiopia has had a regulation on Occupational Safety and Health
(OSH) since the 1940’s. The Ministry of Labour and Social Affairs (MOLSA)
is the government body that regulates workers’ safety and health in workplaces
(MOLSA, 2006). The Ministry is responsible for determining standards and
measures for the safety and health of workers and follow up their implementation.
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In addition, it is supposed to compile and disseminate information on safety
and health of workers. The factory representatives at the Small and Medium
Garment Enterprise reported there has been little attempt by the Ministry or any
other government unit to inspect and follow workplace environment conditions
and safety equipment.

4.5. Existing Support Systems at textile/garment industries Service

Provisions

The accessibility of support systems for FWL in textile/garment industries was
also one of the focuses of the study. The study revealed that 47% of the FWL
reported that all support systems (such as information desk, toilet, water) are
available at their workplace. On the contrary 42.8% of the FWL reported that
only few support systems are available, and one-in-ten said that support systems
are not available at all. Almost one in three (31%) FWL who were working in
Small and Medium Garment Enterprises declared that support systems are not
available at their workplaces compared with a less than 1 percent FWL who are
working at Addis Industrial Village.

Table 21: Contingency table showing the association between evaluation of accessibility of

support systems and type of industry

Type of Industry

Industrial  Small and Medium Total Test

village (%) enterprises n (%)

(N=242) (N=113)

Evaluation of All support 136 (56.2%) 31 (27.4%) 167(47%) Pearson Chi-Square
accessibility  systems are (x2) =284.54
of support available
systemsin  Few support 105(43.4%)  47(41.6%) 152(42.8%) P =000
the factory systems are

available

Support 1(0.4%) 35(31%) 36(10.1%)

systems are

not available

Total 242(100%) 113(100%) 355 (100%)
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Most female wage labourers complained about the toilet facilities at the factories
stating they are either not accessible or of poor quality. The FWL at Small and
Medium Enterprises in particular voiced concerns about lack of accessibility to
toilets. It was observed that most of the FWL at these factories work on the third
and fourth floor of the sheds; yet toilet facilities are usually out of service due to
absence of running water in higher floors. As a result, workers can only use toilet
facilities located on the ground floor. The workers have to use stairways to come
down to the ground floor to use toilet facilities. On top of this, the FWL reported
that the toilets are not clean and lack adequate facilities. One of the FWL who
works as a sewing machine operator in one of the textile/garment factories said:

There is a toilet in the factory that I work in but there is no water
there. This creates a lot of problem for many of us. Especially the
women are exposed to illnesses because the toilet is not clean. The
location is also not convenient for us since we work on the third floor
and the toilet is located on the ground floor.

Some FWL and managers reported about the problem and a few factories took
measures to improve the quality of the toilets. Nonetheless, we noticed that most
of the toilets were not still clean and lacked water supply during the time of
the study. Factory owners underlined that this is due to frequent water shutoffs.
In response to the water shutoff, factory representatives said that they provide
water in tankers which result in additional cost. The FWL mention that this has
not helped improve the situation as water runs out in many instances.

Gender sensitive capacity strengthening

In order to enhance the capacity of workers, article 28 (4) of the Labour
Proclamation number 377/2003 states that the Ministry of Industry shall organize
technical and vocational training program in collaboration with the concerned
government entities and Industrial Park Developer (operator) whenever
necessary. The type of trainings available for FWL mainly aim at enhancing
their technical capability to deliver products in the garment/textile industries.
The FWL are trained to operate different types of sewing machines while at
entry and also on the job. However, none of these trainings were conducted in a
gender sensitive manner in the factories.
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Gender sensitive training programmes could be useful to women as such
programmes help to change attitudes toward gender equality, hone workers’ skill
based on their background and interest and narrow gender gaps, improve the
work culture of factories. An informant from CETU states that the union provides
gender sensitive capacity strengthening activities. CETU invites FWL that are
members of trade unions to various events it organizes. They also provide FWL
with trainings to improve their skill sets. However, they have limited budget to
conduct such trainings for women. Moreover, the female employees working in
the factories are not organized in trade unions and hence are unable to benefit
from such capacity development initiatives.

Government support

The government provides different types of support to the textile/garment
factories as they are seen as a priority sector to fuel Ethiopia’s economic growth.
One major strategy in this regard was establishing industry parks in different
parts of the country to encourage investors by renting sheds and land. According
to an informant from the Industrial Parks Development Corporation (IPDC), each
industrial park has one stop service where by one can find provision of services
such as water and electricity, internet, fire and emergency prevention, clinic, and
customs. However, the factories at Addis Industrial Village did not receive any
of these supports. The IPDC informant mentioned that this was because while
the village was established in the 1980s it was assigned to the IPDC only recently
and hence the aforementioned services have not commenced full operation at
the Village. Similarly, the Small and Medium Enterprise Development Agency
of the Addis Ababa City Administration provides shades to Small and Medium
garment enterprises. It also encourages women with the aim of making 50% of
the enterprises to be owned by women. The working premises provided to the
Small and Medium garments, however, are not suitable for the employees as the
space is crammed and the washrooms are located far from the production unit.

One of the reasons why the garment/textile industry is supported by the
government as a productive sector is because it creates employment opportunity
for the youth, and this is very much important considering the ever-increasing
unemployment rate in the country. In particular, the sector creates greater
opportunity for women whose rate of unemployment is much higher than their
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male counterparts. According to the 2020 urban employment unemployment
survey, the rate of unemployment in the urban areas of Ethiopia for the male and
female population is 12.2% and 26.1%, respectively (CSA, 2020).

The Ethiopian government has policy frameworks aiming at the protection
of employees and improved relations with their employers. In this regard, it
is important to investigate the employment policy, safety and health, and the
Labour Proclamation number 1156/2019. These policies give substantial focus
to women. For instance, there is a separate guideline regarding women that
addresses issues which may arise during pregnancy and aims at protecting
women against termination of contracts in such instances. The guideline clearly
states that pregnant women should not work between 10:00 PM and the morning,
work overtime, and that they should not be given responsibilities that are
hazardous to their health. In addition, an informant from MoLSA states that the
organization is responsible for inspecting the safety of factories against different
occupational hazards. The legal framework has standards and monitoring and
evaluation systems. The Ministry of Labour and Social Affairs has inspectors
who visit textile factories. When the inspectors found infractions, they advise the
company to reach self-compliance. However, if the wrongdoings continue, they
give guidance to the factories and their guidance is considered as a decision of
the first instance court and will be implemented accordingly.

While the legal framework to address such issues exists, its implementation is
lagging because of the government’s limited capacity. One of the challenges that
was raised by an informant from MoLSA is the organization’s limited capacity
in terms of human resources and logistics. The Ministry does not have sufficient
staff that are trained to conduct the work. One team of labour inspection needs to
consist of multiple professionals such as medical doctors, engineers, chemists,
and architects.

The inspectors have to go door to door to give the service and for that they need

transportation service as well as other administrative expenses which are scarce
at the Ministry.

The factories at the Addis Industrial Village are sceptical of government’s support
to them as they argue that they do not receive any substantial backing from the
government which enable them to improve the situation of FWL. This may be

73



The State and Transformation of Female Wage Labour in Ethiopia: The Case of Textile/Garment Industries

because benefits such as tax holidays apply to factories within the first five years
of operation while the factories at the Addis Industrial Village were established
long ago and hence do not benefit from such incentives. Moreover, the IPDC has
started operation recently and the situation may improve when the corporation is
well established in the industrial village.

Compliant handling mechanism

Most of the factories have mechanisms by which workers lodge complaints to
the relevant personnel. The complaint handling mechanism that the factories
follow is similar. When an employee or a group of employees report complaints
to their immediate supervisors, the supervisors will attempt to resolve it.But if
the issue is not resolved at this stage, it is reported to the higher management and
it will be dealt with through defined procedures.

At times, complaint handling structures are informal and are not defined by
company policy. Some FWL reported that is usually the senior employees who
find it easy to complain as they have established closer relationship with the
management.) A factory manager in one of the factories said, “We use our senior
employees to mediate between the conflicting employees. If it is presented
to management, we look at it case by case. In many instances, the employees
hesitate to approach the management staff since we are all men. Hence, they
prefer to resolve issues through the senior employees”.

Factories with smaller number of employees have a simpler complaint handling
mechanism which is reporting any issue that may arise to the production manager
or HR officer which at times is the same person.

The company managers stated that they try their best to respond to complaints.
However, various gaps are raised by employees regarding the complaint handling
mechanisms of the factories. Some of the employees raised the issue of bias of
supervisors towards certain staff. Supervisors tend to favour those who have
different acquaintances such as being a friend or a relative. In one extreme case,
a female wage labourer presented a sexual harassment complaint atone of the
factories but the managers did not address her concerns impartially. In fact,
their decision was in favour of the male employee whom she accused of sexual
harassment. She reported her experience as follows:
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My boss slapped me. I spoke to his superior. They transferred me to
another department without checking the reason why I was beaten.
1 refused because I was the one who was beaten, and I did not want
to change departments. At the new department, I was accused of
being absent from work for five days and whey they fired me [ went
to the police. They told me to file my complaint, but I didn't because
there were 30 employees who were fired before me without any
compensation and they did not get any solution even if they went
to the police (IDI with Sewing machine operator, Not Available, 16
June, 2021).

Favouritism and gender-insensitive complaint mechanism seem to hinder the
accommodation of the female workers’ grievances by the factories. In addition,
the power imbalance between workers and management means that female
workers may be reluctant to raise complaints out of fear of retribution. Factories
should therefore establish different channels for address complaints to maximize
access and relevance. For instance, complaint boxes can be placed in factories.
Designing effective grievance mechanism and providing timely responses to
complaints could improve FWL’s safety and morale thereby increasing their
wellbeing and productivity. Factories could also reduce staff turnover and
maintain their good reputation.

4.6. Membership in formal (labour union) and informal Networks (equb,
edir, committees)

Labour Unions

Trade unions are important to conduct collective bargaining between employees
and employers. Establishing one is also employees’ right as per the labour
proclamation of Ethiopia. A key informant from MoLSA stated that establishing
trade unions is encouraged by the government as they can be formed without any
fees for registration. In addition, if the registration request is kept pending for
15 days without any response, they unions are considered as registered. This is
done mainly to reduce the level of inconvenience in establishing labour unions

A key informant from the Ministry of Labour and Social Affairs stated that the
establishment of trade unions is good for both employers and employees. If there
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are trade unions, there will be collective engagement between the employee
and the employer. In such instances, employers do not need to negotiate with
each employee. Working conditions will also be improved, possibly leading to
increased labour productivity.

In Ethiopia, there is a Confederation of Ethiopian Trade Unions (CETU) which
consists of nine federations working on agriculture, construction, textile and
leather, power generation, transport, bank and insurance, and hotel and tourism
sectors. Employees are organized under each sector. The structure goes from
trade union to federation and then to confederation levels. A key informant from
CETU stated that the Union has more than 700,000 members. Those working in
the textile and leather industry are also part of this. CETU advocates policies that
uphold the interest of employees. One example of this is the setting of a minimum
wage which is part of the revised labour proclamation number 1156/2019. The
Confederation also provides various trainings to ensure that employees are
protected at their workplace. Employees receive various orientation sessions
regarding their rights and responsibilities as per the labour law of the country.
However, there are many employees that are not organized under trade unions.
An informant from MoLSA said:

The percentage of people organized in labour unions is very low in
Ethiopia. This is because even the established trade unions do not
conduct activities that are useful to the employees. As a result, their
members are reluctant to support them.

All of the employees working at the sampled factories were not organized in trade
unions. The FWL at the Small and Medium Garment Enterprises were not aware
of any initiative at forming trade unions while employees at the factories of the
Addis Industrial Village a had established a trade union at some point in the past
which however do not exist anymore. The informants from the Industrial Village
stated that the trade unions were organized by personnel who came from MoLSA
who assisted the trade unions to choose their representatives. An informant
from MoLSA says that the government’s role was only to raise awareness of
employees on the importance of trade unions and should not go beyond that. The
trade unions existed for some time and in all cases were dissolved. The main
reason for this was their irrelevance in the life of the workers and especially they
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did not bargain much with employers in improving working conditions for the
employees. As a result, the employees abandoned them arguing that they do not
want to pay membership contributions anymore.

Association and committees

The most common types of associations that exist in the factories are equb and
edir. These traditional associations are informal and well-established. Joining an
equb is vital for the female wage labourers as it serves as a saving mechanism.
Though their contribution is minimal in line with the income they earn, they will
be able to pay for certain needs using the money saved monthly along with their
co-workers. In their edir the employees help each other in case of any illness,
when one of them gives birth or a family/relative pass away.

Havinginformal associations such as equb and edir fills the insufficient support gap
which exists in these factories when employees need it the most. The factories do
not have formal arrangements to provide social support to employees. Moreover,
the employees are expected to cover any cost related to house rent, schooling or
illnesses from the meagre salary that they obtain. The informal associations help
employees cover costs related to such unanticipated events. The associations
assist the female wage labourers by providing psychological support to each
other. There are also instances whereby they use their informal associations to
discuss the various challenges they face at work and possible measures that they
can take. One of the FWL said, “We have edir with co-workers. We use it to help
each other during illness, when somebody gives birth and during grief” (IDI with
Sewing machine operator, Small and Medium Garment Enterprises, 14 June,
2021).

The challenge with such arrangements is that not everyone is a member because
they are informal and are not part of the factory system. This means that the
benefit such associations bring is not equally shared by all employees. The
employees join such associations when they have worked at the factories for a
relatively longer time. New employees do not get the chance to join them and
as a result they miss the advantages accrued from being a member. A statement
from an FGD participant reads: ¢ edir is common among the married women.
Some have equb. We visit the sick, contribute money when someone gives birth
and we also visit when someone grieves.”
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4.7. Female empowerment and leadership
Administrative and organizational culture

In the garment/textile factories, members of the management in most cases
include the owners, managers and human resource officers. Each line is managed
by supervisors that are usually promoted from among the FWL. Hierarchical
relations are established between the FWL, supervisors and higher management
organs. As mentioned elsewhere, in instances where the FWL have complaints,
they communicate it with the relevant supervisor and try to resolve it. If the
supervisor fails to resolve issues, it is forwarded to higher management for
further action.

Most of the factories, particularly the Small and Medium factories, are
characterized by informality when management is concerned as they largely lack
internal policies to handle various issues which may arise in the factories as well
as the benefits that employees are entitled to. Many of the decisions are made by
the owners who are in most cases are also managers. Such informality may result
in partial treatments and inconsistencies. Moreover, the employees are unable
to request for certain rights unless it is part of the labour proclamation which is
generic.

Interaction with management and different units

Smooth relations between FWL and management are largely observed in the
factories. Managers of two factories argued that there are familial interactions
between employees and management. They noted that when complaints are
identified and raised, the employees resolve them without resorting to third-
party intervention. In one of the factories, the presence of senior employees is
identified as a factor for the existence of such a positive relationship. The senior
employees mediate between FWL in case of conflicts while also taking issues
that requires the factory’s attention to higher management.

Nonetheless, there are a few cases of bad relations between management and
employees. One of the FWL argued that the supervisors fail to treat all employees
equally as they tend to favor their relatives and friends better than others. Another
FWL disclosed an instance whereby she was harassed by her immediate male
supervisor. She states that higher management were biased towards the male
supervisor and hence silenced her concerns.
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Female leadership and decision making

Reports indicated that, around the world, men tend to be over-represented in
skilled jobs, managerial positions, plant and machine operation, assembly, and
similar roles/occupations, whilst women continue to be over-represented in low-
pay, low skill professions, clerical labour, services, and elementary occupations
(UNDP, 2018).In the garment industry, for example, employment gender patterns
show a large concentration of women in low-skill positions and factory floor
operations. Women make up 60% of the workforce in the cutting stage and 95%
of the workforce in the sewing stage but make just 15% of the labour force in the
finishing stages (UNDP 2018). For this reason, the textile industry continues to
have the greatest female involvement rate. In reality, when clothing production
and textile manufacturing are combined, women make up the majority of the
workforce. The remaining workforce consists of manufacturing of basic metals,
machinery, and equipment (UNDP 2018).

As female employees make up the majority of employees in garment/textile
factories, they form part of the lower management team. The majority of line
supervisors in the factories are female employees while there are a few men
handling the job. Nonetheless, the professional management jobs that require
special training such as production manager, HR officer, and manager are mainly
occupied by men.

Some of the key informants stated that the majority of their supervisors are female
since they are largely staffed by female employees from whom they promote
to those positions. However, there are no special gender-sensitive capacity
strengthening initiatives in the factories. The key informants disclosed that they
promote competent and committed employees to positions such as quality control
and supervision which are in most cases filled by female employees. The male
employees in the factories are usually involved in cutting and loading/unloading
only which make up 5 to 10% of the employees in the textile/garment factories.
In practically every sector, women are underrepresented in leadership positions.
In Ethiopia, the percentage of enterprises having a female director is lower (4.5
percent) than in Sub-Saharan Africa (15.9 percent). In the manufacturing industry
as a whole, women make up only 8 % of the board of directors (UNDP 2018).
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4.8. Benefits and Major Challenges FWL at Workplace
Changes in the lives of female wage labourers and benefits gained

The study found out that most of the FWL did not own most of the assets listed
below; and joining their current job did not significantly increase ownership of
assets. Only 11.3 percent of FWL owned TV before they joined their current job.
Ownership of TV has slightly increased to 12.1% after joining their current job.
A slight improvement in ownership of sofa, refrigerators, bed, stove has been
observed among the FWL following their current employment. Conversely,
FWL ownership of land (from 3.4% to 3.1%), harvest (2.3 % to 2 %) has shown
a slight decrement.

Table 22: Asset ownership of respondents before and after joining this factory

Assets Before After

n(%) n(%)
TV 79(22.3%) 101 (28.1%)
Sofa 35(9.9%) 40 (11.3%)
Refrigerator 23(6.5%) 26 (7.3%)
Washing machine 7(2%) 7 (2%)
Bed 136(38.3%) 174(49%)
Mobile phone 253(71.3%) 296(83.7%)
Stove 119(33.5%) 151(42.5%)
House 12(3.4%) 10(2.8%)
Land 12(3.4%) 11(3.1%)
Livestock 13(3.7%) 15(4.2%)
Harvest 8(2.3%) 7(2%)

The FWL reported that their salary is not enough to cover basic living costs
and as presented above their working in factories did not bring a significant
change in acquiring assets and properties. Qualitative findings also revealed
that the overall living conditions of the FWL have not improved following their
employment in the textile factories. The FWL did not have other opportunities
such as access to education, better healthcare service, skill enhancing trainings
etc that could improve their lives. However, it ought to be noted that the industry
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has created an employment and income benefit for 32 % of the FWL who were
economically inactive and for nearly one in four who were unemployed prior to
their engagement in the textile sector.

Major Challenges at Workplace
4.8.1 Gender based discrimination

The study examined if the FWL have ever faced gender discrimination in their
current workplace. About 14.3 % of the FWL said that they earn less than a male
colleague with the same training and experience. Additionally, 9 % of the FWL
reported having faced discrimination in promotion. About 5 % reported that they
experienced discrimination during recruitment. Additionally, 8.4 % of the FWL
indicated that they have been subject to verbal abuse at their workplace.

Table 23: Reported gender-based discrimination

Reported gender-based discrimination n (%)
Have received unfair salary compared to men with the same training and 51 (14.3%)
experience
Have faced discrimination in promotion at their workplace 32 (9%)
Have faced verbal abuse at workplace 30 (8.4%)
Have faced discrimination during recruitment 16 (4.5%
Have faced discrimination in access to non-wage benefits 13 (3.6%)
Have faced physical abuse at workplace 5(1.4%)
Have faced sexual harassment 3 (0.8%)

Contrary to the popular finding in the literature about the high prevalence of
sexual harassment at workplaces in Ethiopia (Worke, Koricha & Develew,
2020), the survey found that the FWL experience little to nonsexual harassment
at their workplace. This was confirmed by the qualitative interviews and FGDS
conducted with the FWLs. To some extent, this can be attributed to the fact
that most of the line supervisors whom the FWL are usually in contact with
are mainly women. Although this is encouraging, there were however some
exceptional cases. A few women reported to the factories that they were sexually
abused. One of the FWL also shared her story related to this in her previous
workplace. She said:
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The supervisor slapped me when I was mingling with my friends at
work. He slapped me and said that I was laughing at him. Before
that, he openly asked me to be his girlfriend and I refused. He got
very angry when he saw me talking to other men. He didn t want me
to talk to any man.

The reported low-level of sexual harassment could also be due to the fact that
female workers may be hesitant to report such incidents. A key informant from
one of the factories said that women who encounter such violence are reluctant
to report it to the relevant authorities as they are not encouraged to do so. There
were also few male employees who were fired from their workplace after
committing physical violence against female workers. Overall, the study showed
that reported sexual harassment at the workplace is low. The factory managers
and owners attributed this to the serious attention given by the factories to prevent
sexual hostility and to the serious measures taken when cases were reported and
confirmed.

Violence against workers could result in negative health, social and behavioural
outcomes. It could impair FWL’s productivity at their workplaces. It was
encouraging that such incidents are reported to be minimal in the factories. The
factories would have been affected by staff turnover and absenteeism from work
and low work performance among the FWL if gender-based violence regularly
occurs. The factories should continue to practice measures to prevent and control
violence against their female workers. The benefits of this will be considerable
as the factories would maintain their good reputation. It can also help protect
the health of their employees, increase staff morale and job satisfaction. If
factories suspect that some acts of violence go unreported, they should introduce
anonymous complaint procedures to encourage reporting of workplace violence.
They should also design effective strategies to address reported complaints.
Providing trainings to enhance staff awareness about violence against women
can also help prevent and control workplace violence.

4.8.1.1. Challenges related to work setting

The major problems FWL face at their workplace has been examined by the
study. Most of the FWL (193) reported that exposure to extreme health hazards
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in the factory is one of their major problems. This is followed by lack of
transportation which was mentioned by about 40 % of FWL working at factories
of Addis Industrial Village and 69.1 percent of the FWL from Small and Medium
Garment Enterprises. Absence of break time was also indicated by 149 FWL as
another challenge they face at their workplaces. Additionally, the unavailability
of food and drink provisions was cited to be among the major problems by 28
% of FWL sfrom Addis Industrial Village and 40.4 percent of FWL at Small and
Medium Enterprises.

Table 24: Major challenges FWL face in Addis Industrial Village and Small and Medium

Garment Enterprise

Type of enterprise Total

Industrial Small and Medium

Park, n(%) Enterprises,n(%)
Exposure to extreme heat in the factory  150(71.1%) 43(45.7%) 193
Lack of Transportation 84(39.8%) 65 (69.1%) 149
Lack of break time 96(45.5%) 13(13.8%) 109
Unavailability of food and drink 59 (28%) 38(40.4%) 97
Exposure to health hazards at workplace 38 (18%) 20 (21.3%) 58
Inconvenience of work shift /period 41(19.4%) 12(12.8%) 53
Sound pollution at workplace 31(14.7%) 15(16.0%) 46
Exposure to higher sunlight 11(5.2%) 1(1.1%) 12

In line with the finding from the survey, the IDIs and KlIs illustrate that
there are numerous challenges that female workers encounter in their work
setting. Instances in which employees become unconscious at work have been
mentioned frequently in both KlIIs and IDIs. The factory managers argued that
such happenings are due to lack of sufficient food while the employees argued
that this is because of excessive heat. This challenge has also been confirmed by
an informant from CETU.

Heat could affect the FWL’s health and reduce their performance and work
capacity. Factories should establish standards to protect workers from extreme
heat. Factories should install ventilation and allow workers to take a break.
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The qualitative finding illustrates that many of the female employees are
forced to walk long distances to work because the factories do not cover their
transportation cost. It is also difficult for female employees to cover transportation
cost because of their meager earning which is not sufficient to cater to their basic
needs. Hence, they prefer to walk to work and make ends meet.

Moreover, FWL stated that their employers monitor their bathroom breaks, and
they could not visit bathrooms as they wish. When the employees spend more
time than allowed in the washroom, their salary will be deducted and they may
loss some of their incentives (IDI with Trimming and Ironing employee, Small
and Medium Garment Enterprises). Limited access to the toilet may affect the
FWLs’ health and work productivity. Female workers in particular may need
to urinate more frequently during pregnancy. Moreover, their need to visit
bathrooms/toilets could increase during menstruation.

There is no law that specifies the number of bathroom breaks for employees
and the amount of time away from their posts to visit the bathroom in Ethiopia.
However, employers may include these in their factory rules with ample
justification to avoid potential altercations between workers and line supervisors.
Doing this will help protect the health and right of employees while avoiding
excessive bathroom breaks that could compromise the productivity or workers.

4.8.1.2. Social norms and reproductive role

Nearly all FWL said that they have never faced problems related to reproductive
role at their workplace. The study revealed that only 1.12 % (4 FWL) declared
to have faced problems related to reproductive roles at their factories. These
four FWL reported to have faced problems related to reproductive health such as
absence/limited leave period, lack of health facilities, unsuitability of work shift
period, and lack of transportation.

FWL reported that gendered social roles interfere with their productivity at work.
It is women who usually miss work when there is a family emergency such as
illness or death. The factory managers stated that the absence of their female
employees from work with such excuses is a growing trend and highly affects
the profit they make. One of the factory managers said:
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There are also many employees who are absent from work for
various reasons. Some even do not show up for work because they
had to go shopping. The company does not accept such reasons as
valid. Our work requires the involvement of all employees as it is
interlinked and hence if we miss one employee this compromises our
effectiveness in terms of delivering our order.

Such a culture of missing work or tardiness is said to compromise productivity
and is raised as one of the reasons why the companies are unable to pay higher
wages to their employees. Another factory manager said:

Their family responsibility is a reason for their inefficiency at work.
They are also the ones who will miss work if any one dies in their
community. This also has implications on the wage and benefits that
we provide to our female employees. They receive a meager salary
from us. Sometimes I wonder why they even work for us. However,
for us it is impossible to increase the salary because of the profit
we are making which is also related to the level of efficiency of our
employees.

Female wage labourers will be subject to salary deduction whenever they are late
or absent from work because of the social roles they discharge at home. Women
have domestic roles such as handling chores, taking care of children, the elderly
or the ill, fetching household supplies, and so on to women. As a result, female
workers arrive at work late in many instances and also miss work, especially
during holidays. In such instances, their salary is deducted and they also loss a
proportion of their salary which is already meager and inadequate to cater for
their basic needs. Hence, life for female wage labourers is daunting and they
only maintain their jobs if there is no other alternative.

Female wage labourers also encounter several challenges because of their
reproductive roles. Some women find it difficult to work in the factories when they
have their period. This is because bathroom breaks are limited in many instances
creating discomfort. According to one of the IDI informants, they are not allowed
to visit their lockers during bathroom breaks and are as a result prohibited to get
sanitary pads. Moreover, some women get ill during menstruation and according

85



The State and Transformation of Female Wage Labour in Ethiopia: The Case of Textile/Garment Industries

to informants, they may be refused sick leave. Working standing for the whole
day has also been raised as a challenge among informants.

The other set of challenges that female wage labourers have is related to pregnancy.
Some garment/textile factories do not employ pregnant women. Female wage
labourers that were interested in obtaining employment opportunities with such
companies were forced to give urine samples. The provision of maternity leave is
not consistently provided across the board. The Ethiopian Labour Proclamation
No. 377/2003 Article 88 states that “An employer shall grant leave to a pregnant
worker without taking any deductions for wages or medical exams related to her
pregnancy, provided she is not obliged to present a medical certificate for her
exams. A pregnant worker shall, upon the recommendation of a medical doctor,
be entitled to leave with pay.”(FDRE Labour Proclamation, 2003). Factory
managers claimed that all female wage labourers get maternity leave while the
female wage labourers argued that it is only some are eligible for this right.
According to FGD participants, “Some women who have served long will be
paid during their maternity leave; others were not paid. This is because those
who served short period usually do not come back to work after giving birth”. In
addition, female wage labourers employed on a temporary basis do not qualify
for maternity leave. Many also lose their jobs even after receiving maternity
leave as they do not afford to get babysitters.

4.9. Implication of COVID-19 pandemic on FWLin textile/garmentindustries
Social and Workplace Problems related to COVID-19

The study revealed that the overwhelming majority of the FWL reported that
they have not faced social problems related to the COVID-19 pandemic such as
discrimination (96.9 %), social isolation (96.6 %), domestic violence (94.7 %),
and harassment (95.4 %). On the other hand, 5.6 % of the FWL said that they
faced lack of basic services to a greater extent due to the pandemic.
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Table 25: Social problems related to COVID-19

N (%)
Discrimination Never 344(96.9%)
To some extent 9(2.5%)
To great extent 1(0.28%)
Social isolation Never 343 (96.6%)
To some extent 11(3%)
To great extent 1(0.28%)
Domestic violence Never 336(94.7%)
To some extent 15(4.2%)
To great extent 3(0.9%)
Harassment Never 339(95.4%)
To some extent 14(3.9%)
To great extent 2(0.56%)
Lack of basic services Never 317(89.2%)
To some extent 18(5%)
To great extent 20(5.6%)

The study yielded little evidence that the COVID-19 outbreak is associated
with social problems such as harassment, domestic violence and social isolation
among textile/garment workers. It has been assumed that female workers would
suffer greatly from the pandemic and associated incidents following the closure
of workplaces.

Nevertheless, the study found that the COVID-19 pandemic did not lead to long-
term factory shutdowns. Except one factory that was shut down for three months,
all others have been operating during the pandemic. Most of the employees
continued to work in the textile factories. As a result, the workers did not face
an increased risk of domestic violence or any other harassment due to staying at
home.

The only reported social impact that followed the COVID-19 outbreak is a
reduction in social interaction. The FWL stated that they stopped meeting their
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friends due to fear of contracting the virus. They also reported that they have cut
down attending funerals, weddings and other social gatherings.

The COVID-19 pandemic has resulted in the total cessation or reduction of
sales for some of the textile/garment factories which participated in the study.
Specifically, those that relied on export business were highly impacted by the
outbreak. In spite of this challenge, the factories did not lay off most of their
employees because the government regulation advised against doing so. The
employees that were affected were temporary ones as some factories were forced
to lay off a few of their temporary employees.

In most cases, employees continued to be involved in production since the textile/
garment products were imperishable. Some FWL who had tested positive for
COVID-19 were given annual leave. These employees were financially affected
as they lost incentives such as bonuses and attendance incentives. Similarly, [LO
(2020) reported that the outbreak resulted in textile workers’ income reduction
due to the slowdown of production and payment bonus in Ethiopia. The same
report revealed that a number of women were forced to rely on savings to cover
expenses.

Those factories that target the domestic market have not experienced a larger
decline in their business activities. One example is provided by a key informant
follows:

Our company had enough orders to work on so we only stopped
operation for the first two or three days after it was announced
that an individual was infected with COVID-19 in Ethiopia. After
that, we were really busy with orders and even wanted to get more
employees. It was probably because our products are mainly sold in
the country and do not rely on export business.

Preventive measures Against COVID-19

The analysis shows that the overwhelming majority (338 or 95%) of the FWL
reported that the factories encouraged them to wash their hands by providing
water and soap in their workplace. About 88% (313) of the FWL also stated
that they have been provided with facemasks. Nearly 85% (299) of FWL said
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that social distancing has been implemented as preventive strategy against
COVID-19 at their workplace. Nearly three out of four FWL (73.1%) of the FWL
from Addis Industrial Village and 63.4% from Small and Medium Enterprises
reported that quarantine measures had been taken at their respective factories to
reduce the spread of COVID-19. The study further found that only 45.5% of the
FWL who were working at Small and Medium Garment Enterprise took part in
awareness-raising trainings organized by their factories.

Table 26: Major COVID-19 preventive strategies employed by Addis Industrial Village and

Small and Medium Garment Enterprises

Type of Industries
Small and
Addis Industrial Village Medium Garment
Enterprises Total
Encouraging hand washing by providing water and 98(87.5%) 338
240(99.2%) soap
Providing facemask 230(95.0%)  83(74.1%) 313
Implementing social distance 206(85.1%)  93(83.0%) 299
Working in ventilated environment 197(81.4%) 101(90.2%) 298
Providing hand sanitizers 193(79.8%)  77(68.8%) 270
Taking quarantine measures 177(73.1%)  71(63.4%) 248
Offering awareness raising trainings 154(63.6%) 51(45.5%) 205

Our observation revealed that the textile/garment factories have been taking
various measures in order to prevent factory employees from getting infected
with COVID-19. The factories prepared hand washing facilities in different
parts of their premises. Moreover, they provided their employees with alcohol
and sanitizer to clean their hands frequently. The female wage labourers were
required to put on a facemask whenever they are at work. The factory managers
also mentioned that they tried to create more space between each employee at
the factory, which was challenging as the job required a lot of contact between
workers.
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An informant from MoLSA stated that the factories have put in prevention
mechanisms as per the government initiative. The informant further noted that
the Ministry has forwarded to these factories a guideline prepared by the Ministry
of Health on preventing COVID-19 outbreak at workplaces and follow-ups were
also made accordingly. The challenge is that the prevention mechanisms have
currently waned, and several workers are reluctant to strictly adhere to Covid-19
preventive actions.

4.10. Trends and transformation of FWL in textile/garment industries

The textile/garment sector is playing a major role in Ethiopia’s economy since it
is identified as a priority sector to lead towards sustained economic growth. The
Ethiopian government has renewed its commitment to support the textile/garment
sector through the construction and management of industrial parks in different
parts of the country, most of which focus on textile/garment industries. Towards
this end, the Industrial Park Development Corporation (IPDC) was established in
2014 with the aim of nurturing manufacturing industries, accelerating economic
transformation, and attracting both domestic and foreign investors. IPDC avails
serviced industrial land, pre-built factory sheds equipped with all-encompassing
utilities and infrastructural facilities to investors. Small and Medium Garment
Enterprises are also very important as they are given due attention since they are
part of Ethiopia’s Industrial Development strategy. SME are recognized to be
key instruments of empowering citizens and job creation opportunities.

As the textile/garment sector expands in Ethiopia, it will create more formal
employment opportunities for women. This is mainly because most employment
opportunities created at the textile/garment factories are assumed to be suitable
for FWL. The factory managers interviewed for this study argued that it is
mostly female employees who are attracted by the type of skill sets required at
the garment/textile factory. These key informants argued that the textile/garment
factory jobs are dominated by female employees since they have the patience to
work for long hours seating or standing. Others noted that it is only women who
are willing to work for a meagre wage because of the limited options available
to them.
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As illustrated by the survey results, 31.5% of the women who joined the textile/
garment factories were students; 23.1% were unemployed women and 20% were
women who used to work in similar factories. The textile industries have created
employment opportunities for more than half (54.5%) of the FWL who were
either unemployed or not in the labour force. On top of being a source of income,
working in textile factories provide other personal functions to the FWL. Like
any other formal job, working in such factories enhances FWL’s self-esteem
and a feeling of having a purpose in life. In addition, sociologically speaking,
working in factories has changed the status of the majority of the sampled
FWLs. By joining the textile/garment industries, FWL have assumed a new role
that could offer them a better standard of living. Working in such industries can
also provide a platform for FWL to establish primary and secondary groups that
could strengthen their relationship and sense of belongingness.

The study further observed that the sampled factories created job opportunities
for 20% of the FWL who had been engaged in similar industries. This can be
considered horizontal mobility with little room to acquire a significantly higher
earning and status. However, such mobility could still be a source of fulfillment
for the FWsL as they might benefit from changing their workplace. Such benefits
may include transportation services, better working conditions, lesser commuting
time, etc.

In Addis Ababa, where the unemployment rate is 23.5% and low-skilled workers
have about 7% chance of gaining a job per month (Poschke 2020), textile industries
can be a major employing sector. Ethiopia plans to utilize the industry to sustain
its economic growth and transformation (Mol and UNDP, 2018). International
investors have been attracted to the Ethiopian textile industry partly due to the
availability of cheap labour for the sector. Putting aside recent drawbacks and
challenges, the country is likely to continue to have access to duty-free markets.
These advantages mean the country will continue to see increased investments
in the sector with the potential to provide employment opportunities for women
who will join the labour force. Thus, the sector has the potential to transform the
lives of female employees and would-be employees.

However, the study found out that there remains a high turnover among FWL
mainly due to low salary. The study revealed that the mean current salary of the
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FWL was 2029.09 ETB during the time of the survey, which could mainly be used
for basic survival. Turnover affects productivity, product and service quality, and
profitability. The cost of replacing skilled and experienced workers could also
be high for the factories. The challenge of insufficient pay is also acknowledged
by the government of Ethiopia which is reluctant to address the issue strongly
because of the need to remain competitive in terms of attracting foreign direct
investment. Nonetheless, the revised labour proclamation promises to establish
a system of setting and periodically revising minimum wages. A wage board is
awaiting approval of its powers and responsibilities by the Council of Ministers.

FWsL encounter numerous hurdles to continue working in the textile/garment
sector. The work environment in the sector is gender insensitive. Women have
certain reproductive attributes which require specific type of work environment.
However, FWL do not always get such workplace environment in the textile/
garment sectors. The study revealed that FWL are not allowed to visit the
washroom when needed as specific time is allotted for the purpose. This is
particularly a challenge during times of menstruation and pregnancy. In some
instances, the washrooms were either inaccessible or of poor quality. Moreover,
pregnant FWL are at times forced to operate heavy machinery against the legal
protection they are offered by the labour proclamation of the country. Some of the
factories are also accused of not hiring pregnant women by forcing employees
to give urine samples.

Nearly 48% of the FWL fear that they could lose their job. The FWL in the
factories have limited bargaining power as all of them are not members of
trade unions. As a result, issues deemed to be important to the FWL such as
wages, working conditions, skills training, health and safety, transport service
and disciplinary issues could not be negotiated through unions. This is contrary
to the Ethiopian employment policy as well as the labour proclamation that
encourages organizations to extend trade union memberships and service to
workers. Recognizing employers’ tendency to resist the involvement of workers
in trade unions, the Ethiopian Labour Proclamation prohibits the termination of
contracts for participating in trade unions (Proclamation No.1156/2019).

Additionally, the FWL lack access to capacity-building opportunities that take
their productive and reproductive roles into account. This means the women
cannot improve their skills and abilities. Coupled with their lack of higher
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education, the FWL’s status stagnates without much prospect to look forward to.
The absence of other supports such and medical care and transportation services
mean, the workers may have little interest to continue to work in the factories.

These situations affect the overall living conditions of the FWL and their
productivity with implications for the profitability of the textile/garment factories.
When employees are demotivated, there are many instances whereby they get to
work late or absent themselves. This has been particularly raised as a challenge
by employers. Since such acts compromise productivity and result in low-profit
margins, the factories can only pay low wages to their employees. Improving the
productivity of the sector as well as the FWL is entangled in a vicious circle that
can only be addressed through a genuine collective bargaining process between
employees and employers. As it stands, it appears that the FWL are working in
textile/garment factories while itching to leave for better opportunities. And this
is by no means an aimless wandering but a rational attempt to improve one’s life
condition.

5. Conclusions

The purpose of this study was to examine the state and emerging trends of female
wage labour in textile/garment industries in Addis Ababa. Documentary and
primary field-based empirical research were employed to examine (1) existing
national policy and legal documents; (2) state, trends and working conditions of
Female Wage Labourers (FWL); and implications and impacts of COVID-19
outbreak on their social, economic and health conditions. The study revealed
that the rights of women are enshrined in the 1995 (Article 35) Constitution
of the Federal Democratic Republic of Ethiopia and the 1993 National Women
Policy. The policy aims at creating appropriate structures within government
offices and institutions to establish equitable and gender-sensitive public policies
in Ethiopia.

Consequently, the government has put in place various policies and legal
frameworks to address political, social and economic rights of women in
general and FWL in particular. Some of the programs and plans that consider
principles of the women policy emphasizing women rights include Health Sector
Transformation Plan envisioning Ethiopia’s Path to Universal Health Coverage,
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Education Development Roadmap, Technical and Vocational Education and
Training Strategy, and a new ten-year perspective development plan “Ethiopia:
An African Beacon of Prosperity” (2021-2030). The introduction of the National
Action Plan for Gender Equality in 2006 has particularly made national economic
plans such as the Plan for Accelerated and Sustained Development to End
Poverty, Growth and Transformation Plan I, Growth and Transformation Plan II
and the new ten years’ development plan more gender sensitive. The policy and
legal frameworks as well as the inclusion of gender issues in the national plans
reflect the policy direction of the government to assure gender equality in social
and economic domains, including in the textile/garment factories. However,
these plans have been hardly accompanied by suitable structures, organizations,
and human and financial resources to permit implementation at the factory level.
The government lacks the commitment to allocate resources and develop more
specific guidelines and structures to address the problems of FWL in the textile/
garment factories.

The adoption of the revised Labour Proclamation in 2009 to govern the
relationship between employers and employees is a stepping-stone to protect
the rights and improve the working conditions of the FWL in textile/garment
factories. However, provisions related to occupational safety for workers, as
well as equal pay, maternity leave, and convenience of physical facilities for
FWL have not been fully implemented partly because of limited leadership
commitment, shortage of budget and capable human resources, and absence of
capacity building trainings to experts to efficiently inspect factories in the field.
More importantly, though the Labour Proclamation aims to resolve the problem
of minimum wage by establishing a Wage Board that periodically revises wages,
this has not so far materialized and is long overdue considering the meagre
wages received by FWL in textile/garment factories. In the short-term, the
effect of postponing negotiated settlement between workers and employers on
minimum wage will affect the commitment and ownership of workers translating
directly on production and productivity of the factories. In the long-term, this
will exacerbate gender inequality (since a substantial proportion of workers are
FWL), dwindles trust in government institutions, discourage investments and
limits economic growth trajectory.
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As a result, the employment and job security of FWL in the textile/garment
factories, particularly in Small and Medium Garment Enterprises is worrisome.
First, women that have previous similar experience rarely apply to these factories
because the benefits and incentives are not attractive. Even so, a substantial
number of employees (mostly at Small and Medium Garment Enterprises)
do not have written employment agreements, as they employ FWL based on
the availability of orders. Though not fully put to practice for all FWLs, FWL
without written contracts have much less benefit packages and rights, including
subsidized health care, paid annual leave, sick leave and maternity leave. These
women mostly dominate semi-skilled and unskilled jobs and are less represented
in managerial positions. In general, the FWL occupy a lower position in the
factories’ hierarchy. Once employed, change of work positions and promotion
are quite limited. Where there are promotions, these are rarely followed by
salary increments and other benefits. Consequently, the fear of losing a job is
higher among the FWL, particularly among employees who do not have written
contracts. Job insecurity adversely affects job satisfaction and organizational
commitment and creates a sense of estrangement among employees. Let alone
contribute to the successes of the factories, such workers are more likely to face
diverse mental and other health disorders.

The study also revealed that the average monthly salary of the FWL employed in
the Ethiopian textile sector was the lowest compared to other garment-producing
companies worldwide. Though salary increases are limited, the average salary
is higher for Small and Medium Garment Enterprises, perhaps because the
enterprises have developed special work arrangements, including productivity-
based and overtime payments. The meager amount of salary coupled with the
ever-increasing cost of living (e.g. food, house rent, transportation, and health)
is likely to worsen the economic condition of the FWL. Non-wage benefits
are largely non-existent, except the offer of some limited subsidized food,
transportation allowance, attendance incentive/bonus, monetary incentives,
and training at Addis Industrial Village. The overall living conditions of the
FWL have significantly not improved following their employment in the textile
factories. Rather the contribution of FWL for the household economy appears to
be quite limited.
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Instead, employment in these factories overstretched women’s daily activities,
in addition to their unceasing domestic chores. The factories are largely
characterized by the absence of health infrastructure, limited health support
system in the factories except for on job injuries, prolonged standing, poor diet
at home and workplaces and failure to fully implement work safety procedures.
The FWL also face extreme heat in the factory, lack of transportation, lack of
break time, exposure to health hazards at the workplace, and inconvenience of
work shift /period. Evidently, FWL at textile/garment factories are experiencing
various work environment challenges that not only make them vulnerable to
mental and other health disorders but also exacerbate gender inequality.

The existing support systems in textile/garment factories are far from sufficient,
particularly in small and medium garment enterprises. Toilets are either not
accessible or of poor quality, gender-sensitive capacity strengthening are
lacking, government support is mainly limited to providing legal framework and
biases exist in handling complaints. In addition, the FWL were even unaware
of the existence of a labour union to address their work-related issues. Most
were members of informal networks (equp and edir) that include few members
and less related to workplace problems. The administrative and organizational
culture of the studied factories were characterized by informality. They largely
lack internal policies to handle various issues, which may arise in the factories
as well as the benefits that employees have. The interaction of the FWL with
management and different units is characterized by partiality; they limit the
participation of women in leadership and decision-making positions. Thus, the
prospects of introducing more efficient support systems at the textile/garment
factories is bleak. This is so, because the factories lack internal systems to
respond to real demands, the FWL do not have strong organizations to influence
the management, and the government is reluctant to translate the existing legal
framework into practice.

While the impacts of COVID-19 were not as devastating as it was initially feared,
the pandemic has exacerbated social problems that FWL have been facing in
the textile/garment factories, particularly among temporary contract employees.
However, only a small percentage of the FWL have experienced discrimination,
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social 1solation, domestic violence, harassment, lack of basic services, income
loss (absence of bonuses and attendance incentives), and limited participation
in social activities due to COVID-19. To prevent the spread of the virus in
workplaces, the factories have employed various preventive strategies, including
encouraging hand washing by providing water and soap, providing facemasks,
implementing social distance, working in ventilated environment, providing
hand sanitizers, taking quarantine measures and offering awareness raising
trainings to a smaller extent.

In general, the government of Ethiopia has developed promising programs
and proclamations to protect the rights of women at workplaces. However,
these initiatives have not been supplemented by the appropriate structures and
resources for effective implementation and monitoring. In addition, the status
and working conditions of women are diverging in the expanding textile/garment
factories, given labour proclamations and policy directives have not been strictly
followed at the factory level. The textile/garment factories cannot fully develop
their potential for employment unless attempts are made to improve the situation
of FWL.

6. Recommendations

To enhance the working conditions of FWL at the factory level, policymakers

and stakeholders should pay attention to the following policy recommendations:

1.  Facilitating the establishment of labor unions and supporting them:
employees are not unionized even though unions are instrumental in the
protection of the right of workers. Up on establishment, the unions should
bargain for improved working conditions and ensure industrial peace.
CETU should facilitate the formation of trade unions in the textile/garment
factories without delay. The confederation shall further provide trainings
to members of trade unions to ensure the protection of employees.

2. Institutional capacity building: the existing gender offices at different
levels should be strengthened (in terms of logistics, budget, and human
resources) to follow up the state and working conditions of FWL in the
textile/garment factories. In addition, it is crucial to establish Gender
Focal Point to facilitate and coordinate any gender-related programs in the
factories.
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3. Occupational safety and health: the occupational safety and health of
employees at Small and Medium Garment Enterprise are far below the
expected standard. Although the government of Ethiopia has decentralized
inspection tasks to lower administration units, there has been a limited
attempt to support the units with adequately trained manpower and other
resources. This has resulted in little to none inspection activities over the
factories. Thus, there is a pressing need to support existing structures to
implement OSH regulations to improve the safety of employees.

4.  Setting minimum wage and setting up hostels at Industrial Parks:
the Ministry of Women and Social Affairs (MoWSA) needs to work
with employers, employees, and other stakeholders to establish the
wage board immediately as promised in the 2019 labour proclamation.
In addition, factories in Addis Industrial Village should work towards the
provision of affordable accommodation to their employees considering the
unaffordability of housing in Addis Ababa.

5.  Capacity building of workers: the government could collaborate
with CSOs working on the right of women to give trainings, organize
conversation sessions and experience sharing, and provide material support
on labor proclamation and other provisions for female wage labourers to
empower them in demanding better work conditions.
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The State and Transformation of Female Wage
Workers in Ethiopia: Practices from Selected
Floriculture Farms

Tesfaye Zeleke and Kiya Gezahegne

Executive Summary

The floriculture sector has been fast growing in Ethiopia since its establishment
in the 1990s. It is also among the few sectors in the country with increasing
women'’s participation, mainly at lower levels. However, there are still gaps such
as wage gaps, low level of education, lack of work experience, unsafe working
environment, sexual harassment, labour exploitation, and increased burden of
household responsibilities for women. The state of female laborers in the sector
was further challenged by the recent COVID-19 outbreak. Therefore, this study
looks into the state, trends, and changes in the working conditions of female
workers in the floriculture sector by focusing on two flower farms located in
Bishoftu and Sebeta town of Oromia Regional State.

In light of this, this study examined national policies and legal documents on the
political, social, and economic rights of women from the perspectives of female
wage labour, the state, emerging trends, and working conditions of female
wage laborers in the floriculture industry, challenges faced by the workers, at
the workplace, in their households and communities, participation of women in
labour unions and other similar associations, and implications and impacts of
COVID-19 outbreak on the social, economic and health conditions of female
workers in the floriculture sector.

This report presents the key findings, conclusions, and recommendations from
research undertaken in the two flower farms: Joytech and Saron. The objective
of this report is to provide an understanding of the trends in the working
condition of female workers in floriculture industries in Ethiopia as well as the
challenges faced by the workers both at the workplace and in their households
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and communities, including the impact of COVID-19, to identify viable policy
options. By bringing together evidence and insights from different stakeholders
and sources, the report aims to bring to the fore the overall situation and direction
of female wage workers in the floriculture sector. The findings from this report
will be used to initiate dialogues for advocacy, monitoring for standards, policy
influencing, and interventions as well as empowering women in the sector and
the community.

Methodology

Through document reviews and primary field-based empirical research, this
study employed a mixed methods approach. To this end, a survey, key informant
interviews, in-depth interviews, focus group discussions, and observation were
used to collect data.

Results

The floriculture sector provides a growing employment opportunity for young
women. Women, thus, dominate the flower production, particularly in the
nursing, cutting, and packaging departments. However, men are employed in
departments that engage in activities such as maintenance, irrigation, loading,
and chemical application. Men also dominate managerial positions in flower
farms; this is mostly related to the low level of education and work experience
among women.

Women are mainly engaged in the lower level jobs a relatively low wage, being
paid with a minimum of 1450-1600 ETB. Incentives are provided for attendance,
food allowances, and holiday or annual bonuses. Services such as transportation,
toilets, shower rooms, and medical attention are made available for workers at
the flower farms. In addition to providing job opportunities, women employed in
the flower farms have been able to support themselves and their families which
builds their self-confidence and self-reliance.

Regardless of the opportunities and gains for female laborers in the flower sector,
there are barriers at the community, company, household, and individual levels.
Social and cultural norms that leave women with household responsibilities
keep them from fully engaging in their work at the farm; female laborers
often quit their job after they give birth. In addition, violations of rights and
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poor working conditions constraints the contribution of female laborers in the
sector. Discrimination, harassment, sexual and physical abuse, lack of support
mechanisms to empower female laborers, lack of health insurance for workers,
limited or no SRH services, absence of transparent recruitment and promotion
process, lack of complaint handling mechanisms, lack of strict implementation
of safety regulations and procedures, absence of functioning unions/associations
are also among the challenges.

The impact of COVID-19 has also been significant in the floriculture sector and
female laborers. A decline in the demand for flowers during the pandemic and
low production, coupled with lockdowns, resulted in the feeling of job insecurity
and financial struggle for some. To reduce the risk of workers getting infected
and maintain production, flower farms implemented different measures including
workers taking annual leave and staying at home, working in shifts, using
protection such as facemasks, sanitizer, and handwashing, creating awareness
about the pandemic, physical distancing and establishing good ventilation
system.

Recommendations

The floriculture sector as it stands does not place the interest and needs of
the women at the center and failed to advance a more equitable and inclusive
workplace for wage laborers. The sector should ensure the rights of female wage
laborers are protected. These recommendations focus on actions that can be
taken to initiate and implement a process that is inclusive of women and provide
better opportunities.

This includes

. Advocacy for setting a minimum wage policy in Ethiopia and adjusting
salary scale and benefits based on the existing socio-economic situation

. Transparent recruitment and employment of workers

. Provide job trainings, induction, and leadership trainings to help support
workers be efficient in their work and develop skills

. Uniform promotion procedures with an independent promotion committee

. A clear MIS (management information system) to properly plan and create

conducive workplace relationships in the flower farms
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. Establish a functional gender unit to create strong coordination between
female laborers and the management and establish health and family
planning offices

. Close follow-up on the implementation of safety measures by the labour
union, government and EPHEA

. An adequate response to gender-based violence and harassment

. Promote downward accountability of flower farms to workers and

community members

. Organize social and community-level awareness raising about empowering
women so that gender equality is achieved.
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1 Introduction
1.1 Setting the Context

Ethiopia had a plan to transform its economy through enhancing the performance
of the agricultural sector and expanding industries in the country since the
early 1990s. The commitment to the expansion of industries was expected to
lessen the increasing unemployment rate in the country, especially among the
youth and women. In addition to the informal sector, which creates the majority
of employment for women, the industrial sector in textile, floriculture, and
construction is also anticipated to engage women in the formal sector of the
economy. Such wider goals that aim to expand industries and private engagements
have been well integrated into various strategies of the country including the
Growth Transformation Plan (GTP) (WFP, 2020).

In Ethiopia, floriculture investment significantly benefited the labour force such
as young and unemployed youths, mainly women. There has been an increasing
participation and benefit of women in most of the value chains of floriculture
jobs. Economic empowerment of women, through such investments, is believed
to result in reduced individual and household poverty, increased investment in
child education and health, and growth in a country’s Gross Domestic Product
(GDP) (Hunt & Samman 2016).

In these fast-growing floriculture industries, however, there are still gaps to
ensure women’s participation in the sector. For example, wage gaps between
men and women have been visible, pushing women into the low-skill labour
market and therefore low payment schemes. Further, many raise their concern
about the low level of education, lack of work experience, unsafe working
environment, sexual harassment, labour exploitation, and increased burden of
household responsibilities for women (Jessica Schieder and Elise Gould, 2016).

The legal and policy response in providing protection to women laborers in these
sectors 1s also limited, lacking evidence-based planning and decisions. Adding
fuel to these predicaments, are the prevailing predisposition to assign women
to subordinate positions. This has emanated from deep-rooted cultural and
normative factors of the society (IOM, 2018). Due to existing power relations
and social norms in Ethiopia, women are discouraged from actively engaging in
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exploring opportunities in the labour market (Svetlana Pimkina and Luciana de
la Flor, 2020).

The current outbreak of COVID-19 further exacerbated the working and living
conditions of women in the floriculture sector in terms of job security and income
generation. Identifying the consequences of the pandemic on the sector and
female wage laborers would help to suggest interventions that could be taken
forward.

Therefore, it has become timely to look into the state and trends in the working
conditions for female workers including the status of working women, policy
frameworks, and social services available to meet the demands of female wage
labourers.

This study, therefore, documents the trends in the working conditions of
female workers in floriculture farms based on evidence gathered from selected
farms in Bishoftu and Sebeta town of Oromia Regional State. To be able to
provide recommendations relevant to the sector, data was collected through
extensive consultations with female wage laborers employed in floriculture
farms, government officials and other relevant stakeholders. With the motives
to complement evidence from the field, extracts of knowledge in the literature
including policy instruments and reports on the floriculture farms were reviewed.

The study report is structured into six sections. Following a brief introduction
here, section two provides background and review of female wage labour in the
floriculture sector. The desk review focused on the current state of the sector and
the state of female wage labour. It also looked into the implications of COVID-19
on the existing states of Female Wage Labour. The section also presents the
legislative frameworks pertaining to Female Wage Labourers in the Floriculture
Sector of Ethiopia. Section three presents the methodology used in the study
while section four offers an extended discussion of the findings from the study.
This is followed by a conclusion and recommendation.
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1.2 Conceptualization of Female Wage Labour in the Floriculture Sector
of Ethiopia

Wages and earnings are often used inconsistently across studies and policies.
Wage rate refers to the time hourly wage an individual is paid. According to Dale
and Pual (2016), wages are available for those who are paid by the hour. Wages
generally refer to term used for employee pay.

Several other scholars also conceptualized wage stating it as the equivalent of
labour markets. Wage is also an identity that belongs to whole types of society’s
labour supplements. Under some circumstances, wage could be conceived
as achieved earnings which vary by the type of employment; as salary, per
diem, overtime payment, premium, weekly wage, perquisite, honorarium, etc
(M.V.Kaya and A.Tigli, 2016).

From a policy and legislative perspectives, wages are legally defined as
compensation for work that should, under normal circumstances, is agreed
before the work commences. The wage rate needs to be agreed in the contract
and pay statements need to be clearly provided indicating the rate of payment
and detailed schedules. Wages could be considered a moral or social outrage, but
the wage itself and its consequences are profoundly economic for the worker,
their family, and the community (Ghosheh, 2013).

In part three of the Labour Proclamation (1156/2019), wages are conceptualised
in Ethiopia with all those elements discussed under Article 53. Hence Wage means
the regular payment to which a worker is entitled in return for the performance
of the work that he/she engages under a contract of employment. Of course, the
proclamation states comprehensive elements that are ambiguous to be e included
under the wage. These are:

o Over-time pay

o Amount received by way of per-diems, hardship allowances, transport
allowance, relocation expenses, and similar allowance payable to the
worker on the occasion of travel or change of his residence

o Bonus

o Commission
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o Other incentives paid for additional work results and o Service charge
received from customers.
The reviews of documents published on matters of wages and payment packages
to the female workers in the floriculture sector of Ethiopia takes into account all
the aspects aforementioned above. We, the researchers, adapted the definitions
made in the proclamation and the articles mentioned there not be included under
the wage.

1.3 Gender Segregations and Wage Gaps in Ethiopia

It has been well argued that there are important changes in the Ethiopian economy,
including huge investments in infrastructure, interventions in the agriculture
sector, and rapid economic growth. These changes reconfigured the structure
of the labor market that served as a chief indicator of structural transformation
in the development patterns of Ethiopian society. In line with this, the National
Labor Force Survey of Ethiopia (2013) demonstrated an overall rise in labor
force participation rate in 2013. The change in participation rate is mainly
accounted for by the rise in participation of female workers. The survey showed
labor force participation rates increased by about 6 percentage points for female
workers. Despite the rise in women'’s rate of participation, the participation rates
of men are higher than for women in every survey year in urban areas; the share
of females engaged in the informal economy was higher than for males and
women’s unemployment rate was almost twice that of men in all survey years.

Compared to men, women tend to be overrepresented in non-wage employment
and underrepresented in paid employment (in 2013, eight percent of women
had their main occupation in nonfarm wage employment, compared to 12
percent for men). Women also earn substantially less than men, a gap that is
only partially explained by differences in endowments and job characteristics.
Women have systematically worse outcomes than men: in each age group,
women’s employment rates and labor force participation rates are lower, and
unemployment higher, than those for men. In urban areas, 27 percent of young
women were unemployed in 2013 (rising to 32 percent in Addis Ababa). For
young women who do work (for wages), one-third earn below the poverty line
(LFS, 2013).
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Other sources such as the EDHS (2016) demonstrated employment among
women aged 15-49 increased from 29 percent in 2005 to 38 percent in 2011
but decreased to 33 percent in 2016. The percentage of men who are currently
employed has shown a slight increase since 2005, from 85 percent to 88 percent.
Among married women, the percentage of those employed was 32 percent in
the 2005 EDHS. This increased moderately to 57 percent in the 2011 EDHS,
and then declined slightly to 48 percent in the 2016 EDHS. The percentage of
employed married women who receive cash earnings increased from 27 percent
in 2005 to 36 percent in 2011, and then remained essentially stable at 35 percent
in 2016. The percentage of married women not paid for their work declined from
60 percent to 30 percent between 2005 and 2011 and then increased to 49 percent
in 2016.

Based on the report of the World Economic Forum (2021), Ethiopia has closed
69.1% of its gender gap and ranks 97" out of 156 countries. Ethiopia has made
significant progress on the Health and Survival sub-index (97.1% gap closed)
and 38.2% of the gap has been closed on Women’s empowerment. In terms of
economic participation and opportunity, 56% of the gender gap has been closed,
which ranks Ethiopia 128th globally. Women’s economic participation is still too
limited: 87.7% of the labor participation gender gap has been closed, but only
one-third of professional and technical roles (29.9%) and one-fourth of senior
roles (26.5%) are held by women, corresponding to a 63.9% gender gap among
legislators, senior officials and managers. Beyond inequality in access to labor
force opportunities, financial disparities continue to represent a major area of
concern for working women and their dependents.

As denoted in the preceding paragraphs, women’s labor force participation has
increased consistently in the recent two decades in Ethiopia, the gender deferential
in terms of paid employment and success in productivity shows that women are
significantly disadvantaged when compared to men. The World Bank’s ‘Ethiopia
Gender Diagnostic Report’ (2019) documented that: ‘Women are less likely than
men to be paid for their work. Over half of all women engaged in the agricultural
sector, for example, receive no payment.’
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Hence, wage and income gaps remain relatively large: 50.9% of the wage gap
and 42% of the income gap are yet to close as compared to Ethiopia’s peer
country, Rwanda as it ranked 5th globally as the country closed 80.9% of the gap.
Moreover, Ethiopia ranked 123rd out of 162 countries on the UNDP’s Gender
Inequality Index (2019), a measure of gender inequality across three dimensions
(reproductive health, empowerment, and economic status). This is an indication
that gender gaps exist between men and women in economic opportunities in the
country and women’s lower status in society significantly constrains the effort to
ensure sustainable development in the country (Bayeh, 2016).

The prevailing reports corroborate those women in Ethiopia are still facing
gender inequalities and economic marginalization, among others, with limited
access to, and control over, the resources (such as land) and services (access
to finance, extension, and training) necessary to enhance their ability and
capacity to participate in the economy (IDRC, 2020). Such marginalization
and discrimination of women in Ethiopia has limited both women’s roles in
economic development and impeded their human development. In the Ethiopian
economy, women do not participate in high-growth sectors and a majority of
women, if employed, work in the agriculture, such as floriculture, sector with
substantially unequal access and control over productive resources (Walker &
Kulkarni, 2021).

More specifically, evidences obtained through a survey and presented in the
next table provide a sufficient indication of the prevailing conditions of wage
in Ethiopia. It is based on the empirical data collected and analysed by the
International Monetary Fund in 2018. Based on the data, the regional distribution
demonstrated that the proportion of female workers across all the administrative
regions in Ethiopia was found to be lower as compared to males. Moreover,
the comparison made along the gender dimension showed that males (7.3%)
from all regions had demonstrated having created access to wage in employment
against the females (3.4%) from all regions, which is only half away of what
males had achieved. The educational dimension also showed that female wage
earners in Ethiopia were found to be achievers of low education, mostly primary
and secondary.
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Table 27: Regional Wage Employment along Educational Levels in Ethiopia

Wage Employment Educational Levels
Region Male Female
M F All
Primary | Secondary | Territory | Other | Primary | Secondary | Tertiary | Others

Tigray 73% | 3.7% | 5.5% 3.6% 11.1% 63.5% 33.3% | 0.8% 6.3% 53.7% 42.1%
Afar 11.7% | 4.9% | 8.4% 6.2% 36.4% 100% 59.3% | 3.9% 21.6% 0.0% 33.3%
Ambhara 57% | 3.2% | 4.$% 3.5% 8.8% 68.9% 50.8% 1.0% 6.8% 66.7% 52.3%
Oromia 6.8% | 3.2% | 4.9% 3.3% 8.4% 71.1% 59.7% 1.2% 5.2% 68.9% 45.8%
Somali 73% | 1.5% | 43% 3.6% 20.5% 70.6% 60.0% 1.1% 10.6% 33.3% 40.0%
B/Gumuz 7.6% | 3.0% | 53% 4.6% 13.3% 72.7% | 75.0% 1.8% 5.2% 100.0% | 77.8%
SNNP 52% | 1.8% | 3.5% 2.5% 6.8% 65.8% 53.1% | 0.7% 3.1% 53.8% | 51.6%
Gambela 104% | 58% | 8.1% | 5.9% 5.5% 47.1% 42.9% | 4.0% 1.9% 462.5% | 46.7%
Harari 57% | 2.7% | 4.1% 2.9% 12.9% 47.8% | 41.7% | 0.0% 12.8% 71.4% | 35.7%
Addis 38% 22% | 29% | 20.5% 37.3% 62.0% 45.5% 8.7% 24.6% 47.6% 52.9%
Ababa
Dire Dawa | 11.1% | 6.5% | 8.8% 9.6% 21.4% 85.0% 762% | 4.1% 18.3% 833% | 88.9%
All 72% | 3.4% | 53% 3.7% 11.4% 66.9% 53.3% 1.4% 7.2% 58.5% 49.2%

Source: IMF (2018)
1.4 Objectives of the Study

This study examines, through documentary reviews and primary field-based
empirical research, the state and emerging trends of female wage labour,
(including the impacts of the COVID-19 pandemic), in the floriculture industry
as well as the challenges faced by female workers both at the workplace and
in their households and communities in order to identify viable policy options.
Moreover, the above notions would help to elaborate, and widely disseminate
the findings of the abovementioned research over the broadcast and print media
in order to adequately bring to the public the overall situation and direction of
female wage labourers, including the various aspects of the health, wellbeing
and security of women engaged in wage labour by drawing on the findings of the
research and with additional inputs from relevant stakeholders.
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To this end, the study attempted to achieve the following objectives.

1)

2)

3)

4)

5)

6)

7)

Assess and conduct review of the national policies and legal documents
on political, social and economic rights of women from the perspectives
of female wage labour,

Examine the state, emerging trends, and working conditions of female
wage laborers in the floriculture industry,

Investigate the challenge faced by the workers, at the workplace, in

their households and communities including sexual and reproductive
health risks,

Explore the role of women in labour unions and other similar
associations,

Explore the implications and impacts of COVID-19 outbreak on
the social, economic and health conditions of female workers in the
floriculture sector,

Investigate the views of stakeholders including the community members
around the floriculture farms about the practices of female wage labour,

Give direction to decision and policy makers, academicians, activists
and labour associations as to how to make use of the findings of the
research.

1.5 Significance of the Study

Having noted the prevalence of the above-described gaps and areason, conducting
research that attempts to explore the current state of female wage labour (FWL)
has become very important. The study results would help to advocate the

prominence of setting minimum wages in Ethiopia. Thus, the outcomes from

the study would help to amount to the advocacy endeavors being initiated by
the concerned organizations including private organizations, government and
professional associations.

Above all, the study implicates the important measures that must be taken by

farms in terms of protecting their rights and filling all the services and facilities
required in the farms. This entails the development significance of the study. The
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outcomes of the study help to identify the major challenges in the floriculture
farms and calls for interventions. The action points identified by the assessment
would lead to a coordinated approach by relevant actors.

Moreover, the prevailing and evolving situations of female wage labours have
been more affected by the outbreak of COVID-19 and its implication on the
lives and livelihoods of women. Reports are indicating that the outbreak of the
pandemic has further worsened the working and living situations of female wage
workers, research on the state and direction of FWL at this time is much more
needed.

Overall, the results from this assessment would contribute to the prevailing
knowledge, practice and interventions that help to proactively prevent the acts
of sexual exploitation and harassment risks that would prevail at workplace. The
insights drawn from the investigation would constitute an essential input for
housing policies, provide guidance to institutional performances and ensure the
protection of the rights of women.

2. Reviews on Female Wage Labour in the Floriculture Industry
2.1. Overview of the Floriculture Industry in the Ethiopian Economy

Industrial relations in Ethiopia have been characterized by a number of
features. The first is the persistence of a general tendency towards workplace
authoritarianism. Owners and managers often took a patriarchal attitude toward
the workforce. In more recent years, a more contractual approach to work has
prevailed. However, recurrent harassment of labour leaders, or even outright
banning of unions, and lack of accessible pathways for swift legal redress
when nominal rights are infringed upon constitute among the major challenges
cropping up while institutionalizing the wage systems (Samuel, 2021).

More specifically, in Ethiopia, the floriculture industry started to operate in the
1980s (Solomon 2020; Wubalem 2019; Assefa 2012). During this period the state
farms began to export flowers to some European countries. While the floriculture
business in Ethiopia was started about 30 years ago, remarkable progress has
been registered during the last 2 decades. In these years, the floriculture industry
in Ethiopia has started to prosper and boom in the market. By 2008, the number
of firms reached 81, estimated to generate employment for about 70,000 people,
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of which above 70% were women (Wubalem 2019:217). A GA ISIG Study
Tour (2013) reported that the number of floriculture operators reached 120 in
2016; of which 73 have invested through Foreign Direct Investment (FDI), 36
are local and 11 are joint ventures. These figures have declined in the last five
years attributed to peace and security in the country and later on the outbreak
of COVID-19 did also create a shock to the number of companies involved in
flower operations.

Yet, the volume of exported cut flowers and income generated has shown growth
over the last 7 years since 2014/15. For example, the table below depicts the
persistent growth in the value (measured in terms of income and volume of
flowers exported abroad). As denoted below, the income generated has constantly
increased over the years.

Table 28: The volume of flowers exported abroad and income values generated

Year Quantity of Flowers in Millions Value (in Million USD) Stems
2014/15 44970 203
2015/16 49240 225
2016/17 49356 218
2017/18 48440 243
2018/19 57949 256
2019/20 1,122 411
2020/21 1,055 470

Source: EPHEA, 2022

In the flower farms, women workers are larger in number than men workers. The
overall change posits the presence of transformation in the national economic
contribution of women (Statistical Bulletin 2014). The Bulletin further states that
for a country with growing labour abundance, the agricultural sector continues
to be a substantial contributor to the national economy. The potential share of
floriculture investments remained enormous.
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Floriculture was first introduced in Ethiopia in 1981/82 (Wubalem 2019).
Government-owned horticulture development corporations were established
during this regime that is responsible for the production, marketing and
regulation of flower farms (Assefa 2012). In 1997, the first private floriculture
company, Meskel Flower, became operational, expanding the industry into the
private sector. Since then, the industry has been growing steadily, 20% every
year (Solomon 2020).

The companies are owned by internationals and locals; 50 International, 24
local-owned companies, and 10 joint ventures. Of course, these figures vary
across reports. The prevailing performances put Ethiopia second to Kenya, as the
largest flower-producing country. Ethiopia is also the second largest exporter of
rose in Africa (Solomon 2020). The export market for these industries is mainly
located in the Netherlands, Germany, Saudi Arabia, Norway, Belgium, United
Arab Emirates, Japan, USA, France and Italy (Solomon 2020).

Ethiopia has been found suitable for flower production for many reasons
including a suitable agro-ecological zone, increasing participation of foreign
direct investment in the industry, support from the government, favorable laws
and incentives, and low-cost labour market (Solomon 2020; Wubalem 2019;
GTP 11 2016).

The industry not only employed many;, it also brought foreign exchange earnings
for the country. According to GTP II, in the year 2019/20, the flower industry
was expected to bring in total export revenue of 742.4 million USD. The GTP
IT document further set major strategies for the sector to increase land covered
by flower development from 1565.1 hectares in 2014/15 to 3066.4 hectares by
2020. Estimations show that the total number of companies involved in the
export of flowers have grown to over 80, with a production area coverage of
1,638 hectares (EHPEA 2018).

The cut flower sub-sector supports the economy by generating foreign currency
and creating employment opportunities for women in particular and youth. The
flower sub-sector accounted for 14.1% of the total merchandise export earnings
in 2019/20, which is a substantial improvement from 8.1% in 2017/18. The
growth in the contribution of the sub-sector is attributed to growth in the volume
and international price of cut-flowers. On the other hand, according to Ethiopian
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Horticulture Producers and Exporters Association (EHPEA), the growth in the
floriculture subsector in the past decade is attributed to the favorable climate,
availability of land and the incentive packages provided by the government. It
is reported that the country now has 72 active flower farms and is the second
largest flower producer and exporter in Africa.

The sub-sector also provides growing employment opportunities for youth.
According to Gebreeyesus (2015), in 2008 the industry generated employment
for about 50,000 people in 81 floriculture firms. About 70% of the employees
were women. On the other hand, as per Janko and Alemu (2014), during the
same period, the employment generated in and around flower farms was reported
to account for 90,000 jobs.

The industry is expected to grow further and support the economy more.
Information from key informants revealed that if enough attention is given, the
subsector can take the leadership role and attract more foreign investors with new
technologies. Given the big floriculture potential in the country, this subsector
can have a high and developing effect on the agricultural sector.

The State of Wage Labour in the Floriculture Industry in Ethiopia

The floriculture industry has had a huge impact on Ethiopia’s economy and
society. The industry has also had a major influence on gender perspectives,
as more than 75% of workers are female. One argument holds that floriculture
is comparable to childcare, as the presence of women is believed to facilitate
the entire growth process. It also enables them to break barriers in commercial
entrepreneurship as they can interact with business communities and traders
(Kevin, 2013).

The rapid expansion of the cut flower industry has made a profound impact on
income and the lives of hundreds of thousands of people. It is likely to double
in the next few years. The government plays a vital role in this development by
promoting favourable investment conditions to FDI. Besides, labour and land
availability, agro-climatic advantage and geographical proximity to the European
market are additional triggering factors that contribute to the booming of the
sector. Overall, investment in cut flowers makes a considerable contribution to
economic growth and development in Ethiopia, and the country should seek to
further its expansion (Belay and Chuol, 2020).
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Most employees in this sector are young unmarried women of age 20 to 25
(Omukhango 2019). Regardless of the economic gain, these women do not
have permanent contracts with the flower companies putting them at risk of
job insecurity. The industry is also characterized by poor working conditions,
employment insecurity, sexual harassment, difficulty in exercising freedom of
association and collective bargaining, lack of access to education and training on
occupational safety and health, long working hours, unpredictable and seasonal
working hours, inadequate provision of personal protective equipment’s (PPE),
poor safety and health protection (Solomon 2020;). The exposure of women to
these challenges and effects is proved to be more. Omukhango (2019) argues that
women have more body fat and lower body weight than men which leaves them
at risk of cancer, birth defect, reproductive complication, and nervous system
from pesticides and chemicals used in flower production.

According to Samuel (2021), the wage share of output value in Ethiopia is
significantly low; there is no minimum wage set for workers in Ethiopia. The
World Bank (2015) regarded wages in Ethiopia to be at the lowest ceiling and
cannot further be reduced. The wage level is determined by inflation in the
economy and political interest (Samuel 2021). Omukhango (2019) estimates the
minimum wage in the floriculture sector to be 50 USD per month. This is even
less for women who are believed to be unskilled and uneducated.

There are three categories of labour in the flower industry, according to Taylor
(2011): manual, managerial and technical. Manual labour (packing, cutting, and
spraying), which mainly employs women, pays from 0.75 to 1 USD per day for
12 working hours (Taylor 2011). In the meantime, the technical and managerial
positions, dominated by men, pays better (Taylor 2011). The wage gap is thus
considerably high; the agriculture sector remains to be among the top three
sectors where the gender wage gap is visibly high.
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Table 29: Wage difference by region and sex

Male Female
Region Gap

Primary | Secondary | Tertiary | All Primary | Secondary | Tertiary | All
Tigray 22.5 18.3 233 20.6 | 4.1 13.0 24.0 16.9 | 82.4%
Afar 14.4 13.3 22.8 144 |6.6 9.6 9.7 66.9%
Ambhara 9.2 12.5 23.6 14.8 | 5.5 9.8 19.0 13.3 | 89.8%
Oromia 12.2 15.3 26.9 189 |83 12.5 233 18.1 | 95.6%
Somali 13.8 14.3 23.2 16.4 |20.0 13.9 18.4 213 130.2%
B/Gumuz | 3.9 11.3 21.1 11.4 |89 14.6 19.9 16.5 145.1%
SNNP 8.9 13.1 25.2 169 | 8.1 10.8 16.0 13.1 | 77.7%
Gambela 9.6 21.0 21.0 174 |63 53 23.6 11.4 65.9%
Harari 5.1 12.9 24.5 15.8 12.5 16.5 13.5 85.8%
Addis

11.7 12.4 31.1 177 |71 7.9 18.5 10.6 59.8%
Ababa
Dire Dewa | 8.2 15.9 19.6 13.8 9.8 6.9 13.6 9.5 69.1%
All Sectors | 11.4 14.2 25.2 17.0 | 7.7 10.3 20.2 14.1 83.3%
Agriculture

322 37.7 34.8 322 |62 71.2 29.4 24.6 76.2%
and Fishing

Source: IMF (2018)

There have been campaigns that aimed to raise awareness of the rights of
women in the sector and bring stakeholders on board to commit to change. The
campaign is also used to demand higher wages for unionized workers in selected
areas (Omukhango 2019). The Ethiopian Horticulture Producers and Exporters
Association (EHPEA) and NFFPFATU also encouraged the establishment of
unions on each farm. Though companies are obliged to have labour unions to get
certified in the fair-trade market, the unions are in most cases non-functional and
ineffective in bringing positive change for workers. In addition to establishing
trade unions, the country has also gone through legislation and strategies to
regulate the sector and protect wage laborers in floriculture. The following are
some of these legal instruments that Ethiopia has drafted and put to use.

Hence, as noted above, the combination of factors including a low-wage workforce
as well as reduced trade barriers made Ethiopia among those chosen destinations
in the floriculture sector in African countries. Hibiete et.al (2016) further argued
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that the majority of female workers work in greenhouses and pack-houses; they
dominate positions that usually generate lower wages. Moreover, the findings of
the Fair-trade commissioned study 17 on living wages in the Ethiopian flower
sector in 2015 have shown that Earnings vary from farm to farm.

According to an Ergon Associates (2015) study of wages in Floriculture in
Ethiopia and Kenya, it was found that wages and earnings vary from farm to
farm, and wages are not always enough to sustain current living costs in urban
areas where flowers are produced. Flower wages are significantly lower than
median worker earnings. Indications from our study are that in 2018 workers in
Ziway region on average were paid a basic wage of around ETB 1,100/month,
excluding bonuses. Fairtrade calculated the net living wage in 2016 for Ziway
region at ETB 2,208/month, while the World Bank 2 USD poverty line wage
stood at ETB 1,930/month. It appears that the flower farms increased the wages
regularly, but there still was a considerable gap between the actual wages and a
living wage.

Thus, most studies carried out in Ethiopia on wages revealed that the wages and
length of working hours are not equivalent or proportional and they found it
difficult to provide for the necessities such as food, housing, healthcare, clothing
and transport. Frequently, workers were faced with constraints of money for
emergencies such as medical expenses. Overall, all farmworkers mentioned
repeatedly that wages obtained from the flower farm found them hardly enough
income for the whole month (Belay & Chuol, 2020).

Barriers to Female Wage Labour in Ethiopian Floriculture Industry

The Ethiopian flower industry is one of the largest in Africa, but has been
criticized for poor labour and social standards and its implementation, in
particular, violation of many socioeconomic rights of farm workers (Belay and
Chuol, 2020). These could include the lack of standards such as minimum wage
policies in the country.

In addition to the structural and policy factors, many of the barriers to women’s
access to quality employment are found within labour markets starting from the
local levels to where they live. Ensuring that women can access better jobs and
benefit from new labour market opportunities arising through growth is crucial
for achieving women’s economic empowerment. Labour markets globally
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are characterized by gendered inequalities and discrimination, which vary
significantly by region and country. A range of factors have a negative impact on
women’s labour market outcomes, including social norms around what kinds of
work are deemed suitable for women and men (ODI, 2016).

Ontop of others, a general problem has been institutions’ tendency to ignore labour
legislation when deemed incommensurate with state priorities. Compounding
this problem, the labour inspection tasked with enforcing minimum standards
was found to suffer from severe capacity constraints and staff shortages. The
government’s relaxed attitude towards foreign investors regarding labour rights
precludes it from consistently enforcing even the minimal safeguards legislated.
A cavalier attitude towards upholding standards, and lack of enforcement of
minimum rules and legislation, are consequently persistent problems in Ethiopia
(Samuel, 2021).

Even though Ethiopia ratified international labour conventions and adopted into
national labour proclamations, there are challenges when it comes to adherence
to core labour standards. Labour practices and conditions of work in Ethiopia
are below standard. This was because of two main reasons: (i) there are lower
standards in labour laws and regulations because of the changes made in the
advent of trade liberalization; (ii) there is also a lack of capacity for effective
enforcement of existing labour laws (Belay and Chuol, 2020).

Wage workers are also subject to outdated tax systems that put tremendous
pressure on workers through mandatory deductions that are high when compared
to the living standard of the country. The tax rates and bands have not been
revised in the past decades to accommodate changes such as growth, purchasing
power of the Birr, and currency devaluation. Income tax starts at a very low level
of income (i.e. 151ETB) with minimal deductions, whilst a progressive rate is
applied starting from 10%. Furthermore, the absence of a statutory minimum
wage in the country leaves wage setting fully at the discretion of employers
(Ayelech, 2015). These problems have been further exacerbated with the absence
of wages which are not part of the Collective Bargaining Agreements (CBA) of
flower farms so far.
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In summary, one can see the major barriers to include lack of standards,
enforcement of rules and regulations, absence of dialogues on minimum wage
policies, taxes and the absence of collective bargaining agreements. All these
predicaments and constraining forces require strategic interventions in the years
ahead paralleling with the motives to elevate the contribution of the sector to the
national economy.

The Implications of the Outbreak of COVID-19 on Female Wage Labour

In the past years, political unrest in different parts of the country and recently
the COVID-19 pandemic have highly impacted the floriculture sector. Since
March 2020, when the first COVID-19 case was registered, the country declared
a State of Emergency that had a negative implication for the country’s economy
(Samuel, 2021). It was estimated that the effects of the pandemic are likely be
between 5.6 and 16.7 percent off the country’s GDP. Moreover, 2.5 million
employment opportunities were at risk, and the income loss of workers is likely
to be very significant-disproportionately affecting women, youth and vulnerable
communities.

EHPEA (2020) as a business membership organization was also working on
ways to prevent the spread of infections in the workplace, such as colds, flu,
and stomach bugs. The intention was to protect the customers, contractors, and,
not least, and your employees from any of the work-related risks. Thus, EHPEA
introduced a guideline to specifically highlight the importance of guidelines on
COVID-19 prevention and containment measure.

The COVID-19 Workplace Response Protocol, which was negotiated with
CETU and employers’ associations, was issued by the Ministry of Labour and
Social Affairs on March 18 (MoLSA 2020). It calls upon employers to provide
sanitary materials, PPE, information and training; ensure social distancing; set
up COVID-19 follow up, control and reporting systems in consultation with
trade unions; and establish joint workplace taskforces with representatives of
labour (Samuel, 2021). Moreover, the protocol establishes a consecutive series
of step-by-step administrative and legal measures, which included:
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* Suspension of negotiation of collective bargaining agreements,
» Freezing of wages for a 12-month period,

» Suspension of payment of bonuses, benefits and allowances,

* Revision of salary scales, in consultation with trade unions,

* Requesting employees to take paid annual leave, including administrative
leave for the first six months of the subsequent year, and

e Provision of loans for non-essential workers and issuance of letters that
assures their right to return to work, when the situation improves.

On the other hand, the impacts of the crisis on total wages have fallen differently
on men and women, the latter being disproportionately affected. Workers would
have lost 6.5 percent of their total wage bill between the first and second quarters
of 2020. For women, the total wage bill would have declined by 8.1 percent,
compared to a decline of 5.4 percent for men. Such a discrepancy was mainly
caused by reduced working hours, more than by the difference in the number
of lay-offs. The wage bill lost as a result of the drop in working hours was 6.9
percent for women compared to 4.7 percent for men (ILO, 2020).

In the same way, COVID-19 has severely slowed the Ethiopian economy and its
opportunity to create wage jobs. Though employment rates have rebounded to
their pre-COVID levels in rural areas but remain slightly below pre-pandemic
levels in urban areas (Wieser et al, forthcoming; Ambel et al. 2021), the quality
of jobs has deteriorated despite the recovery in employment levels, jeopardizing
future incomes for Ethiopians (Ambel et al., 2021). These negative impacts of
COVID-19 on wages as well as deteriorating schooling outcomes had posed a
likely impact on earning potential of future labour market entrants.

The economic and employment consequences of COVID-19 crisis are likely to
exert massive downward pressure on workers’ wages. In this context, adequately
balanced wage adjustments, taking into account relevant social and economic
factors, need to be installed to safeguard jobs and ensure the sustainability
of farms, while at the same time protecting the incomes of workers and their
families, sustaining demand and avoiding deflationary situations (ILO, 2020).
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Finally, to lessen the impacts of COVID-19 Workplace Response Protocol
was developed by the Ministry of Labour and Social Affairs (MoLSA), in
collaboration with CETU and the employers’ association (Samuel 2021). The
protocol demands industries to provide sanitary materials, information and
training, ensure social distancing, and set up COVID-19 follow-up. More
important, the State of Emergency and the protocol prohibited cutbacks and
termination of employment contracts during this period.

2.2 Policies and Legislative Frameworks Pertaining to Female Wage
Labour in Ethiopian Floriculture Industries

The Ethiopian Government has strongly shown its commitment to promoting
gender equality and has adopted a number of institutional and policy measures
that support these goals. Gender equality and empowerment of women is
positioned as a national priority and at the centre of policy, legal and institutional
frameworks.

The National Policy on Ethiopian Women (1993) has been serving as the main
policy framework for gender equality and the development of women. The Policy
emphasized that all economic and social programs and activities should ensure
equal access for both men and women to the country’s resources and in the
decision-making process so that women can benefit equally from all activities
carried out by the Federal and Regional Institutions. Among the main policy
objectives is that laws, regulations, systems, policies and development plans that
are issued by the government should ensure the equality of men and women and
that special emphasis should be given to the participation of rural women.

The National Policy on Ethiopian Women identified 17 implementation
strategies to achieve its objectives, the majority of which focused on issues
of participation and equality of women. For example, it emphasized women’s
rights to own property and to benefit from their labour and promoted women’s
access to basic social services. Some of the implementation strategies included
supporting women’s associations; promoting research on lightening women’s
workload; taking legal measures to ensure equal pay for equal work; and
targeting the elimination of prejudices and customary practices that discriminate
against women. The objectives of this policy and the proposed implementation
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strategies have been mainstreamed and help to guide throughout all development
endeavours including operational engagements at private sectors such the
floriculture investments and establishments.

The National Employment Policy and Strategy (2016) underlines that the
participation of women in areas that create employment opportunities showed
improvement in Ethiopia. Yet, compared to their male counterparts, the
participation of women in formal sector employment and professional occupations
remained undermined. The policy suggests taking women-specific and gendered
policy measures that are targeted at enhancing labour market participation of
women (especially encouraging their participation for employment in the formal
economy). The policy sets the following strategies to enhance the participation
of women in employment (FDRE, 2016):

. Providing appropriate legal protection for women against gender-related
discrimination in labor market and employment, and at the workplace,

. Strengthening supports that enhance the benefits of women in projects
and programs aimed at job creation,

. Providing support to improve the accessibility of women to benefit
from programs aimed at enhancing business skills,

. Improving the productivity and income of women by enhancing the
supply of technologies that reduce the burden on women from domestic
chores, and

. Providing the necessary support to establish day-care centers in or

around working premises where working mothers can safely leave their
infants during working hours.

All the aforementioned strategies do apply to the contexts and circumstances
of female wage labor in the floriculture establishments of Ethiopia. There have
been efforts by the respective management of the farms to design projects and
programs that support the creation of awareness and improving the lives of
female wage labourers. For example, it was noticed that the farms had strived to
arrange working hours and shifts for breast-feeding female workers in addition
to the broader plans of the management to establish day care centres.
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More recently, under the ten years plan, the gender and social inclusion plan
mainly focus on empowering various sections of society and enabling them
to benefit from economic development through skills development, capacity
building and equitable participation. Moreover, the plan states particular
attention will be given to strengthening the overall system of social welfare and
social protection in favor of women, children, the youth, the elderly, persons with
disabilities and other vulnerable citizens to safeguard their security and respect
their rights; ensuring their equitable participation in leadership and decision
making and enabling them to play a bigger role in economic and social affairs
(FDRE, 2021). Thus, the ten years development plan underlines improving the
conditions of women in all areas of development, and the horticulture sector
constitutes one of those areas demanding to demonstrate the expected level of
shift in women’s economic, socio-cultural and political empowerment.

Moreover, the social justice and social security development plan envisages to
advance the overall capacity of women, children, the youth, the elderly, people
with disabilities and all vulnerable citizens and groups, and facilitate their all-
rounded participation in the country’s economic, social, and cultural affairs in an
organized and coordinated institutional manner, and also to ensure that they get
their fair share from the development endeavors. The plan states the subsequent
targets to achieve the main objectives of the social justice and social security
development plan for the coming ten years (2020/21-2029/30) (FDRE, 2021):

. Increase the share of female decision-makers in the legislative, judicial
and executive systems,

. Eliminate pay differentials between men and women for similar jobs
which currently stands at 44%.

. Increase the percentage of women engaged and benefiting from micro-
enterprises
. Increase the number of women who are engaged in income-generating

activities using microfinance loans, and

. Increase the number of persons employed through job placement
support systems.
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These major plans would also be cascaded into all development sectors including
the circumstances of female wage labourers in the floriculture sector. These
strategies are meant to guide and brought about the required levels of positive
changes in the lives of females.

In addition to the above highlighted national policies and strategies, Ethiopia
ratified other international and regional instruments that commit to gender
equality and women empowerment such as the Convention on Elimination of
All Forms of Discrimination against Women (CEDAW) (1981), the Beijing
Platform for Action (1995), Sustainable Development Goals (SDGs), and the
Africa Renaissance Agenda 2063. For example, the government has signed up
to the Sustainable Development Goals (SDGs), which includes ending violence
against women and girls by 2030 (SDG goal 5), and the Africa Renaissance
Agenda 2063, committing to a specific goal on full gender equality in all spheres
of life. Most of the policies and legal frameworks stated that Ethiopian women
have not been equal beneficiaries of economic, social and political opportunities,
due to the historical legacy of gender inequality and discrimination, strengthened
by persistent social norms and traditions (IMF, 2018). It becomes necessary to
unpack some of these international policy frameworks and how each of them had
envisaged improving the lives and well-being of women in every development
sector.

Code of Practice for Sustainable Flower Production by the Ethiopian
Horticulture Producer Exporters Association

The code of practice prepared by EHPEA in 2007 and that was implemented
by Flower Farms severed as another living document that guides the
parameters required to be met by the farms to get their operational license and
standardizations. The code of practice was prepared to provide a mechanism
that enables the Ethiopian floriculture sector to achieve the highest performance
excellences and standards at global level in order to obtain and safeguard its
continuous improvement and sustainable competitive positions and operations
in the international market. There have been sharp distinctions among farms on
the basis of their investment and their category based on the code of practice.
Comprehensively putting, farms with gold level classification possess huge
investments and meet several criteria where the institutionalization of capacitating
female workers would be one among the essential requirements.
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The articles and sub-articles enlisted in the code of practice have been very
much indispensable for meeting global trade and building the reputations of the
respective farms. A farm that fails to invest on its workers including the female
labourers, cannot win global level competitions and would not able to build its
reputations. The ethical standards require ensuring the fact the very beautiful
flowers in European market were produced in an environment where female
workers were not abused, harassed, and equally paid with men.

In this respect, the code of practice envisaged at addressing sets of interrelated
objectives in its articles and sub-articles. More specifically, the objectives of the
code of practices are:

. Implementation of sustainable working practices and procedures. This
largely deals with creating decent working conditions in the respective
farms in terms of safety, time, payment, satisfaction etc.

. Development of palatable skills for female workers at all levels of
employment including the higher leadership and management positions

. Enhancement of the implementation of safe working practices and
environments to maintain the well-being of the workforce,

. Implementation of at least the minimum labor conditions in accordance
with the national law and promotion of healthy industrial relations, and

. Enhance ensuring the reputation and profile of the farms with the
government and civil society in Ethiopia.

To mention some of the articles in the Code of Practice, the sub-articles under 4.9
(4.9.1/4.9.2) specifically states conditions of employment of female staff where
the code calls for equal pay and accessing benefits. Accordingly, under the status
of ‘minor must’, 4 points were presented to give special attention to facilitate the
involvement of women in matters concerning farm activities. These includes, the
right to form a group, meet and discuss concerns that maters their work lives.
The article recommends at least twice a year, to be recorded, recognized for
their claims and reported to the management team. In addition, sub-article 4.9.2
prohbits women from working in hazardous areas as per the risk assessment of
the farms. Thus, female workers were protected from working in the areas of
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pesticide management and any other hazardous substance that could afflict their
health. Pragmatically, female workers were not assigned to operate at any of
the units that could cause risk to their health and life. Such bold decisions were
promoted while exporting the products to the European market.

On the other hand, the Code of Practice puts ‘mandatory’ requirements that
female workers should be protected from being dismissed and discriminated
because of their pregnancy. Under normal circumstances, female workers who
become pregnant are less assigned to work units that expose them to physical
fatigue. Rather, they will be assigned in safer units and departments. Similarly,
under ‘minor must’, it also encourages Farms to provide arrangements for
mothers with young babies. This includes an arrangement of the return of the
female worker from maternity leave and the provision of space where mothers
can breastfeed their young ones.

Gender and Harassment Policies

Floriculture industries operating in Ethiopia were required to adapt gender and
harassment policies that ensure safe and smoother working environments in
the respective companies. There was a harmonized gender policy to adapt by
Companies operating in Floriculture. According to the gender policy document
of EHPEA (2020), the goal of the gender policy was to ensure the subsequent
elements:

. Create a pertinent working system that would help to overcome
developing guidelines for gender equality in the workplace,

. Ensure the empowerment and decision-making processes of work
opportunities,
. Eliminate gender-based discrimination and harassments risks at the

workplace, and
. Ensure the rights of employees at the workplace.

More specifically, assessments and reviews of documents demonstrated that
there have been sharp variations among companies working in the sector on
the enforcement of the elements contained in the policies. The major elements
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reflected in the gender and harassment policies of the farms included in this

study were stated as follows:

The floriculture management is committed to maintaining a work
environment that is free of discrimination and harassment. This policy
forbids any discriminatory employment action or any unwelcome
conduct that is based on a person’s race, color, ethnic group, religion,
gender, age, disability, ancestry, marital status, citizenship status,
sexual orientation, or any other protected status of anyone’s associates
or relatives. Such conduct may result in disciplinary action up to and
including dismissal. There have been practices where men who broke
the rules were punished and dismissed.

This policy covers all employees and does not tolerate, or allow
discriminatory behavior or harassment, whether engaged in by fellow
employees, supervisors, or other non-employees who conduct business
with the Company.

The management will not tolerate harassing conduct that affects
tangible job benefits, interferes unreasonably with an employee’s work
performance or creates an intimidating, hostile, or offensive working
environment.

Any manager, supervisor, or employee who, after appropriate
investigation, is found to have engaged in discrimination against another
employee will be subject to disciplinary action, up to and including
dismissal. If any party directly involved in a discrimination investigation
is dissatisfied with the outcome or resolution, that individual has the
right to appeal the decision. Any of the parties dissatisfied with the
decision can submit their written comments to Gender Committee,
Human Resource Manager, etc.

The above gender and harassment policy demonstrates the importance of

guarding against any discriminatory and harassing acts on female workers and

their working environments. Despite these policies, the practices on the ground
are still posing challenges to the rhetoric.
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Workplace Safety Policies

Workplace policies ensure the safety and occupational standards of the employees
working in respective Companies. A sample occupation standard and health
safety policy of the Companies is stated in the box below:

The farm shall provide a commitment to ensure a safe working environment for all
employees and to working within the standards for Occupational Safety and Health
laid down in the Law of Ethiopia, Proclamation no. 1156/2019, and other related
Directives and in the EHPEA Code of Practice, Bronze Level.

Farms are expected to strive and prevent work-related accidents and illness and to
work towards continuous improvement as per the Occupational Safety and Health
standards of the respective farms. In this respect, a Farm Safety Officer and a Farm
Safety Committee are expected to carry out routine monitoring of OSH on the farm.
Actions identified through the Safety and Health Risk Assessment would help to take
necessary measures

Overall, safe working practices are supported by practical training and training that
is specific to their particular job responsibilities. All work-related accidents will be
recorded and investigated and improvements to working practices will be implemented
where necessary.

The farm strives to keep up to date regarding safety regulations and new developments
and will cooperate with the various relevant regulatory bodies at all times

Source: Extracts taken from a farm Occupational Health and Safety Policy Statement
(EHPEA, 2020)

The above policy is meant to minimize any probable accidents and unsafe
practices that undermine the health conditions of female workers at farms.
Yet, much is expected to be invested in the need to change the attitudes of the
workers in terms of regularly verifying all safety measures while being on the
farm and operations. The primary data obtained from the fieldwork demonstrates
the presence of gaps in how female workers implement the specific rules and
regulations stipulated by farms. Above all, the female workers were observed
not properly wearing the safety gloves on their hands except for a few of them.
As the temperature in the greenhouses are normally higher, female workers were
observed not putting on masks and other safety equipment when they enter the
greenhouses. Female workers then require continuous awareness, follow-ups,
and adoption of basic requirements of workplace safety policies.
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Legislative Frameworks

Globally, the Universal Declaration of Human Rights (1848), Article 23 has
underlined a number of important elements that relate to the topic of female
wage labour under discussion that:

1)  Everyone has the right to work, free choice of employment, just and
favorable conditions of work, and protection against unemployment.

2)  Everyone, without any discrimination, has the right to equal pay for
equal work.

3)  Everyone who works has the right to just and favorable remuneration
ensuring for himself and his family an existence worthy of human
dignity, and supplemented, if necessary, by other means of social
protection.

4)  Everyone has the right to form and join trade unions for the protection
of his interests.
Having the same objectives and spirit, the Ethiopian FDRE constitution under
its articles and sub-articles boldly mentioned the right to work and earn wages.
Thus, article 42 specifically states that
... Women workers have the right to equal pay for equal work. ...
Workers have the right to reasonable limitation of working hours,
to rest, to leisure, to periodic leaves with pay, to remuneration for
public holidays as well as a healthy and safe work environment. ...
Without prejudice to the rights recognized under sub-Article 1 of
this Article, laws enacted for the implementation of such rights shall
establish procedures for the formation of trade unions and for the
regulation of the collective bargaining process.

Both the global and FDRE legislation calls for promoting the benefits and
empowerment of women everywhere as part of the endeavours to recognize
their rights, benefits and opportunities. The large number of female workers
working in the formal sectors of the flower farms serves as a good example of
how women effectively make use of the provisions of these legislations.
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The Constitution of the Federal Democratic Republic of Ethiopia

The Constitution of the Federal Democratic Republic of Ethiopia (FDRE,
Article 35) presents major gains in the equality of men and women in all social,

economic, legal and political aspects. It delivers on many issues that have been

at the heart of pro-women activities in Ethiopia since the mid of 1990s. In

the sub-articles, as overviewed below, women and men have the right to equal

treatment, including the right to equal opportunities in the political, economic,

cultural, and social spheres. The, sub-articles states are read as:

1.

Women shall; in the enjoyment of rights and protections provided for
by this Constitution, have equal rights with men.

The historical legacy of inequality and discrimination suffered by
women in Ethiopia is taken into account, women, to remedy this legacy,
are entitled to affirmative measures. The purpose of such measures shall
be to provide special attention to women to enable them to compete and
participate based on equality with men in political, social and economic
life as well as in public and private institutions.

The State shall enforce the right of women to eliminate the influences
of harmful customs. laws, customs and practices that oppress or cause
bodily or mental harm to women are prohibited.

(a) Women have the right to maternity leave with full pay. The duration
of maternity leave shall be determined by law taking into account the
nature of the work, the health of the mother and the well-being of the
child and family.

(b) Maternity leave may, in accordance with the provisions of law, include

prenatal leave with full pay.

Women shall have a right to equality in employment, promotion, pay,
and the transfer of pension entitlements.

To prevent harm arising from pregnancy and childbirth and to safeguard
their health, women have the right of access to family planning
education, information and capacity.
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Moreover, the Ethiopian Constitution stipulates the protection of labour work
rights under Article 42. It articulates and protects the fundamental principles and
rights at work, namely freedom of association, collective bargaining and also
recognizes the right of women to equal pay for equal work. It also states that
“workers shall have the right to appropriately defined working hours, breaks,
leisure, periodic leave with pay, paid public holidays, and a safe and healthy
working environment”.

Labour Proclamation

When assessing the recently promulgated Ethiopian labour proclamation
(1161/2019), working conditions and labour arrangements tend to be flexible,
particularly in areas such as minimum wage, working hours, health and safety
(Hibiete et.al, 2016). According to labour laws in Ethiopia, employers are
obliged to offer permanent contracts to all workers after a probation period of 45
consecutive (calendar) days.

Article 14 of the labour proclamation states about the prohibited acts and
expected working conditions of women under various circumstances. It shall be
unlawful for an employer where any of the following acts are committed by the
employer or a managerial employee to:

a)  Discriminate against female workers in matters of remuneration, on the
ground of their sex orientation;

b)  Terminate a contract of employment contrary to the provisions of this
proclamation;

c)  Coerce or in any manner compel any worker to join or not to join a
trade union; or to continue or cease membership of a trade union; or
to require a worker to quit membership from one union and require
him to join another union; or to require him to cast his vote to a certain
candidate or not to a candidate in elections for trade union offices;

d) Discriminate between workers on the basis of nation, sex, religion,
political outlook, HIV/AIDS disablement or disablement or any other
grounds;

e)  Commit sexual harassment or sexual assault at the workplace, and

f)  Physically abuse anyone in a workplace.

137



The State and Transformation of Female Wage Workers in Ethiopia: Practices from Selected Floriculture Farms

As a consequence, the large majority of workers (female and male) in Ethiopian
flower farms have permanent contracts. Article 87 of the labour proclamation
states the working conditions of women. It provides the subsequent provisions:

. Women shall not be discriminated against in all respects on the basis of
their sex.

. Priority shall be given to women if they get equal results with men
when competing for employment, promotion or any other benefit.

. It is prohibited to assign women to works that may be listed by the
Ministry to be particularly dangerous to women or hazardous to their
health.

. No pregnant woman shall be assigned to night work between 10 p.m.

and 6 a.m. or be assigned to overtime work. She shall be transferred to
another place of work if her job is hazardous to her health or the fetus
as ascertained by a physician.

Overall, an employer shall not terminate the contract of employment of a woman
during her pregnancy and until four months after her confinement. In summary,
when gender equality is conceptualized merely as a means to achieve other ends,
the resulting framework (law or policy) tends to focus on symptoms of inequality
rather than the root causes of inequality. Policy and legal frameworks couched
in these terms focus on the differences between women and men in terms of
access to and control over resources of all kinds - at the workplace, household,
community and state levels (socio-economic and political status in general) and
attempt to respond to these differences. However, the policies and laws do not go
further towards changing structurally unequal power relations that are the very
causes of differences in access and control and continue to marginalize women.

Hence, despite the prevalence of strong policy and legal frameworks, gender
disparities continue to persist in Ethiopia and at workplaces such as flower farms.

Women’s participation in the labour force of the country has been growing
progressively over the years despite persistent gender gaps across all sectors
although accompanied by low quality of life. There have been a lot of factors for
such challenges. Low wages in flower farms can be attributed to the poor capacity
of workers to negotiate for better pay, limited apprehensions and interpretation of
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the aforementioned policies, legalizations and international agreements ratified
by Ethiopia. The presence of unions that lack the power to operate effectively, and
the absence of a statutory minimum wage, coupled with a lack of political will
to empower workers and to create vibrant unions (Ayelech, 2015). Adequate and
balanced wage policies arrived at through strong and inclusive social dialogue,
are needed to mitigate the prevailing constraints of wage practices and support
economic recovery (ILO, 2020). On a relatable note, the depth of the problem
and the complexities of relations that follow gender issues and the prevailing
societal conceptions remains a bottleneck to women’s economic empowerment.
Lack of knowledge on existing policy designing in addressing the gender gaps
seems to be among the challenges to the implementation of policies. Moreover,
monitoring and evaluation indicators require gender-disaggregated data. Gender-
disaggregated data is extremely important to assess the impact of a project on
women separately from its impact on men.

3. Methodology
3.1 Research Design

The study design followed a mixed study approach involving a combination of
both quantitative and qualitative research strategies to undertake the assessment
of female wage labour in the floriculture sector in Ethiopia. To this end, key
informant interviews, in-depth interviews, focus group discussions, and
observation were used to collect qualitative data, while the survey method was
used to collect quantitative data. The qualitative approach identified individuals
that shared their lived experiences and thoughts on female wage labour based on
the practices in the selected floriculture farms. Meanwhile, for the quantitative
data, a representative survey sample of female wage labourers was drawn from
the floriculture farms.

Site Selection

Reports accessed from the Ethiopian Horticultural Producers and Exporters
Association (EHPEA) such as a Business Case Sensitization (2021), CODE of
Practice for Sustainable Flower Production (2015), and the EHPEA-Baseline
Assessment Study of Floriculture Industries (2018) categorize all the floriculture
farms in Ethiopia into five geographic clusters. In these clusters, there are about
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81 floriculture farms distributed over the three regional states, namely Oromia,
Ambhara, and SNNPR creating jobs for more than 70,000 people. In terms of
ownership, the floriculture industry in the country is currently dominated by
foreign investors although the industry in the 1990s was pioneered by local
entrepreneurs. Data obtained from EHPEA showed that out of a total of 81
flower farms, 66 of them were fully foreign-owned, while 15 of them were
locally owned and one was a joint venture.

Two flower farms were selected for this research. The number of farms has
been limited to two in the study given the time and the need for an in-depth
inquiry of the research questions and objectives. In selecting the study areas, the
researchers put into consideration regional variation, year of establishment (old
and new) and number of employees as well as nature of ownership of the Farms.

Saron is among the 19 floriculture farms located in the Sebeta cluster. Meanwhile,
Joytech is situated within the Bishoftu cluster that constitutes 15 farms. Both
sites were considered for their proximity and accessibility for fieldwork.

Respondent Sampling

The main target population for this study was female wage workers in floriculture
Farms in Ethiopia. As already noted above two flower farms were selected:
Joytech and Saron. The next step was to determine the sample size for each of
the Farms. Then the total numbers of female wage earners were obtained from
the respective Farm Managers. According to the Joytech Farm Manager, at the
time of conducting this survey, there were about 837 female employees on the
farm. Similarly, there were 547 female employees at Saron Farm. The actual
sample sizes for each of the farms were 274 (Joytech) and 179 (Saron).

In addition to female wage workers, the study team arranged and interviewed
knowledgeable and experienced experts to acquire data on the state, trends and
transformation of female workers in the farms. These interviews included, where
applicable, farm managers, human resource departments, workers’ associations
and unions, farm-based gender committees, COVID-19 taskforce/committees,
farm-based facilities (such as health care) and Woreda-level relevant sectors. In
addition to the above-listed individuals, groups and organizations, the research
team communicated and consulted other relevant stakeholders that were identified
through the research process. Thus, a mix of both probability and non-probability
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sampling techniques was used. While the floriculture firms were deliberately
selected based on their years of establishments, ownerships and location, the
actual selection of the female wage labourers adopted a randomized approach
from the lists of the female workers in each of the departments. For the qualitative
study, using the criteria above, purposive sampling was used to select the people
to be included in the interviews and group discussions. Further, a snowballing
mechanism helped identify additional relevant informants. Snowball sampling
was used to identify female wage labourers who had reported challenges of
sexual harassments discriminations and violations of rights.

Data Collection Methods

Guided by the objectives and research approach mentioned above, the study used
the following data collection tools to see the trends in the state and transformation
of female wage labour in floriculture over the last few years making cross-
references to practices at the grass root.

Desk Review

Areview of relevant literature and documents from the farms was conducted and
analysed when available. This helped inform areas of major gaps that necessitate
generating additional data and/or making consultations with the relevant
stakeholders. Other specific documents and reports produced by NGOs, donors
and other actors were collected and analysed in most appropriate contexts.
Further, efforts were exerted to review relevant proclamations, strategies,
legislations and guidelines on female wage workers in the floriculture sector in
Ethiopia and beyond. Documents and studies relevant to female wage workers
showing the impacts of COVID-19 and trends thereof were also analysed.

Survey questionnaire

A survey questionnaire was prepared for female wage workers in the selected
farms.

The questionnaire elicited information on female workers’ educational status,
income, employment securities, fringe benefits, opportunities in the farms,
working conditions, challenges, evolving rights, capacity-building activities and
incentives for working in the floriculture operators in Ethiopia. It also aimed to
capture the applications of policies and legislations as well as the presence of
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enabling environments in farms or not. The survey also looked into the effects
of COVID-19 on employment, income and overall working situations of female
wage labourers. Five field data collectors and a supervisor were recruited to
conduct the survey, under close supervision of the researchers.

Key Informant Interviews

Key informant interviews were held with the relevant stakeholders at the local
(experts from relevant sectors at Woreda level) (2) and federal level (2) to
obtain their opinions and thoughts. In these interviews, emphasis was given to
the perspectives of relevant government and non-government representatives
and professional associations on the floriculture industry and the female wage
workers employed in the different farms. Further, interviews were conducted
with key informants (8) in different positions within the selected flower Farms to
extract their views on female wage workers in the respective farms, the processes
involved, the challenges, contexts, and the tools/techniques adopted to bring
change in the lives of the female wage workers. These included Farm managers,
human resource managers, and directors of Safety and Health Services as well.

In-depth Interviews (IDIs)

Interviews were also held with female wage labourers employed in the two
selected flower farms. A total of 20 individuals were interviewed in both farms to
have an insight into the lived experience of female wage labourers. The selection
of informants was representative of the different departments, salary scales,
positions, years of experience and age.

Focus Group Discussion (FGDs)

To have more insight into the study topic and triangulate findings, focus group
discussions were held with different target groups. Discussions were conducted
with associations, unions and committees established in the Farms, with one FGD
in each farm. Additional two FGDs were held with team leaders and supervisors
in both farms. The composition of FGD participants (8 in each) were mainly
women, however, diversity was maintained in terms of seniority, experience,
knowledge, education level and levels of involvement in the farm.

142



Tesfaye Zeleke and Kiya Gezahegne

The FGDs, in addition to understanding structures that can provide support
to female workers in the farms, focused on advocacy, promotion, roles and
recognitions of the dimensions that seek coordination to further create wider
impacts and ways to advance the emerging results and research outcomes and
how to take them into implementation. The table below presents the summary
of the target groups and participants consulted through qualitative techniques.

Table 30: Target Groups Met for Qualitative Data Collection

Data Collection - .
arget groups

Method set eroup
- Team leaders and supervisors (2)

FGD (4) . : -
- Committee, union and association members (2)
- Farm managers (2)
- HR(2)

KII (12)
- Gender officer (2)
- Health and safety service officer (2)
- Bishoftu and Sebeta woreda agriculture bureau (2)
- EPHEA (1)
- CETU (1)

IDI (20) - Female labourers working in the farms
Observation

As a complementary method, both researchers made field visits during the data
collection. This approach provided the opportunity to familiarize themselves
with the farms’ internal operations such as COVID-19 protection measures,
transportation and other services provided to workers in general and female wage
labours in particular. The researchers were also able to observe the infrastructure
and other available facilities in the farms such as health centres and the health
services provided to workers. Some observations were also made in the interior
part of the farms, which also created the chance to interact with female workers
and their line managers and the surrounding communities.

Recruitment and Training Enumerators and Supervisor

The research team recruited data collectors and supervisors based on their
prior exposures. Hence, five (5) data collectors, one (1) supervisor and one (1)
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quantitative data manager were recruited. The researchers and supervisor took
the prime responsibility for leading the data collection processes, ensuring data
quality and the procedures to adopt into the context.

One day of training was organized for data collectors, supervisors and KoBo data
managers. The training session covered the objective of the study, procedures for
data collection, inclusion and exclusion criteria, ethical concerns and contents of
the data collection instruments. At the end of each question, detailed discussions
were made to ensure the understanding of data collectors and how they would
complete the questions.

The training was interactive providing space for trainees to reflect on their own
experiences and learn from one another. Because of the training, interviewers
and supervisors were able to:

o Reinforce their understanding of the key concepts associated with
female wage labour in floriculture and reflect on some of their own
experiences with the working conditions of females in the floriculture
sector,

o Comprehend the content of the questionnaire item, and

e Acquire the skills and practices required to conduct and record data
collection.

Organisation of the Fieldwork

In order to carry out this survey with the desired level of quality, there was a
need to organize the fieldwork in advance by creating rapport with the most
pertinent people. Hence, initial contacts were made with appropriate staff both
at headquarters (Addis Ababa) and farm levels. The researchers were able to
finally break through the legal field entry to the Farms. Undeniably, there were
some suspicions and encounters to commence the data collection. Above all the
female employees who were included in the sample were not available by the
time we arrived to conduct the survey. Some of them have left the Farm in a
day’s difference. We made replacements in place of those female workers who
left the Farms between the dates we obtained the lists and the time we got back
to carry out the main fieldwork.

144



Tesfaye Zeleke and Kiya Gezahegne

During the survey data collection operation, close and regular supervision
was undertaken at the site and after getting back to the office. Spot checks, re-
interviewing and a thorough scrutiny of filled-in questionnaires were applied to
ensure that the data collection activities were carried out according to the given
instruction.

Pre-Testing of the Survey Questionnaire

About 30 female farm workers were included in the pilot study from Minaye
Flower Farm. The Flower Farm was located in Bishoftu area. The data collected
from Minaye flower farm was used to conduct the pilot study. The pre-testing
was intended to evaluate the feasibility of the data collection tools and items
contained in it. The outcomes of the pre-testing of the tools helped to reconsider
and tailor some of the survey questions.

3.2 Data Analysis

Datacollected through multiple techniques, involving qualitative and quantitative,
were analysed and synthesized in manners to address the objectives of the study.
The data generated from the fieldwork through interviewing and consultations
were categorized into thematic areas. For most qualitatively captured datasets,
patterns were drawn among the thematic concepts. This was done both manually
and by creating memos and quotations relevant to the themes. There was an effort
to develop some coding in the data while transcribing each of the interviewees.
Initial coding activity was based on prior conceptual categories and further
coding concepts were derived from the data itself. This includes explorations of
coded data to make further analytical activities such as querying the data to find
out frequently occurring concepts and themes, and relationships among codes
and themes.

During the analysis, research findings were triangulated (cross-checking) by
using multiple data sources/data collection methods. One way to do this was to
compare information on the same topic that has been obtained from different
data sources. Triangulation of the data was instrumental to validate the results
and ensure that the information was complete.
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Techniques for quantitative data analysis involved data verification, analysis,
and comparison of various data obtained through distinct tools and methods.

Qualitative and quantitative methods were integrated throughout the report and
analysis to create synergy and complementation between the two techniques.
The quantitative data analysis involved techniques of analysis such as:

o Descriptive and qualitative analysis of data collected from the selected
three sites,

o Quantitative data analysis involved statistical calculations like mean,
median, and standard deviations, and correlation, etc, and was presented
in the form of tables, frequency tables, graphs, charts, bar graphs,
histograms, etc.

In data analysis and reporting, various presentation formats were used by the
team.

Among others, the techniques included tables and charts.
3.3 Ethical Considerations and COVID-19 Protocols

After obtaining clearance on the methodology from FSS, data collection was
conducted by trained researchers who were knowledgeable of research ethics.
Avoiding risks of participating in the study, getting verbal informed consent,
protection of privacy and confidentiality in data management processes were
maintained throughout the data collection process and analysis.

During the data collection process, COVID-19 protocols, as set by the Ministry of
Health, were followed to ensure the safety of researchers and study participants.
When individuals were being interviewed, in the qualitative and quantitative
study, wearing facemasks and keeping a reasonable distance from each other
was taken as mandatory.

4.  Data Analysis and Interpretations

This section of the report provides the major findings of the study. It commences
with the description of the socio-economic characteristics of the Female Wage
Labourers (FWL) in the Farms selected for this study. The reminders of the
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subsections provide discussions on the essential elements connected to Female
Wage Labour such as employment, salary, promotions, beneficiaries, working
conditions and the like. A significant portion of the report covers the discussions
on the sexual exploitations, abuses, and harassment risks in the processes of
delivering services in the respective Farms. The effects of COVID-19 on the
evolving nature of female wage workers would also be covered in depth. Thus,
the subsequent subsections offer detailed presentations and interpretations of
each of the aforementioned themes based on the generated evidence.

As highlighted earlier in the methods section, the data for this study was generated
from Joytech and Saron Flower Farms. 62.03% of the study participants were
female flower farm workers of Joytech PLC; whereas 37.97% of the participants
were female farm workers of Saron PLC. The views of males were marginally
included through interviews.

4.1 Socio-economic and Demographic Characteristics

Knowledge of the socio-economic and demographic characteristics of female
wage labourers would remain pivotal in the analysis to be carried out over the
subsequent subsections. Accordingly, the following table presents the data on
the state of female employment in the floriculture farms included in this study.

Table 31: Socio-Economic and Demographic Characterises

Minimum Maximum Mean SD
Age (years) 16.0 65.0 27.2 8.4
Family Size 1.0 11.0 2.73 1.6
N %
Marital Status
Unmarried 177 39.1
Married 176 38.9
Divorced 82 18.1
Widowed 18 4.0
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Level of Education

_ 122 26.9
No formal education
Grade 1- 6 107 23.6
Grade 7- 8 84 18.5
Grade 9-10 112 24.7
Grade 11-12 9 2.0
Vocational training 2 4
College diploma 10 2.2
Degree 7 1.5

Source: Survey 2021; N=453

The minimum age of female workers participating in flower Farms was 16 while
the oldest age was 65 years. The minimum working age reported here could be
a cause for concern as the law considers and treat persons under 18 as a child.
Moreover, the average age of the female workers was found to be 27.25. This
was a confirmation of the fact that the sector absorbs the young, innovative,
energetic and economically productive working forces in the community.

Another pertinent variable was the marital status of female wage workers. Some
39.1% were unmarried, 38.985% were currently married, about 18.10% were
divorced and 4.0% were widowed. Thus, the unmarried group seems relatively
free from the demands of household burden but they were likely vulnerable
to reproductive health-related problems and need adequate and appropriate
reproductive health services facilities in their respective Farms.

As shown in the table, the mean family size of the surveyed sample female
workers was computed to be 2.7% which is a value below the national average.
The relatively lower family size is attributed to the fact that most female workers
were unmarried.

Among the socio-economic factors, education plays an immense role in terms of
creating awareness among female employees to barging their rights and benefits
in terms of conditions for wage labour work. The results show that 26.9% (122)
of the female workers had attended no formal education, and 23.6% of them
attended 1 to 6 grades. Among the female workers, only 4% attended vocational
training, 2.2% attended college-level education and 1.5% were degree holders
and working on the farm. The majority of the workers (93.8%) did attend grade
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10 and lower grades of education. This denotes the prevalence of lower levels of
education among the female wage labourers on the Farms.

4.2 The State of Female Wage Labour

The sections below provide detailed discussions on the various dimensions of
job opportunities among the female workers in the two Farms selected for this
study. Availability of jobs, recruitment, promotion job security and others would
be dealt with at length.

Availability of Job Opportunities for Female Wage Labourers

The study found that prior to joining the flower farms, the majority of the
female workers were students (36.4%) and unemployed 23.6%). According to
the interviews held with young women working in the flower farms, girls who
have failed to pass national examinations and/or dropped out of school seek
employment in the flower farms. Furthermore, due to the growing unemployment
rate in the country, there were a large number of job-seekers in the region, the
majority of which were said to be women (Broussara and Tsegay, 2012). The
floriculture sector hence provides job opportunities to unemployed women who
are in search of a job.

Table 32: Distribution of Former Employment Status of Female Workers

Former Employment Status N %
Student 165 36.4
Unemployed 107 23.6
Working in another farm 29 6.4
Farming 19 4.2
Daily labour 52 11.5
Petty trade 43 9.5
Waitress 5 1.1
Housewife 12 2.6
Housemaid 16 3.5
Other 5 1.1
Total 453 100

Source: Field Survey, 2021
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As noted above, only a few had worked in other flower farm companies (6.4%)
or had any other experience in farming (4%). Others were daily labourers
(11.5%), petty traders (9.5%), housemaids (3.5%), housewives (2.6%) and
waitress (1.1%). The qualitative study also corroborates those women who were
employed in the flower Farms for the first time lacked wider experiences of
managing activities in the respective departments of the Farms. Most of them
were employed in other jobs such as daily labour, care work, or employed in
the service sector as waitresses or attendants than working in the flower Farms.
Hence workers acquired much of their occupational experiences after joining
the Farms.

As part of the evolving trends, the floriculture sector provides growing
employment opportunities for the youth, women in particular. About 90%
of employees in both flower farms were women who occupied various work
positions including professional, semi-professional, and low skill-labour works.
Of 1500 workers at Joytech farm, 1050 were female employees. Likewise, of
500 employees at Saron flower farm, 250 were women

Certain traits stereotypically attributed to women, such as patience, attention
to detail, and perseverance was demanded in the sector. This opened up more
opportunities for women to be employed in floriculture. As one of the FGD
participants at Joytech indicated:

Almost all of the employees here are women because men are not that
devoted to engage in such jobs. The job needs concentration and it
also takes time and huge labour. So, men do not have such patience
for such work activities. That is why women are highly involved.

It was noted that the major activities in flower production, such as nursing, cutting
and packaging, need caution and must be done with much care. This relates to
the care work and responsibility that women practice in their households. Some
respondents also mentioned the need to have passion and endurance to work
for long hours, which female workers presumably had. Another trait that makes
female workers desirable in the sector, according to Abeba, is submissiveness,
following orders given by supervisors and the ability to handle and smoothly
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adapt to the circumstances required on the ground. She further states,

1 think females are more passionate than men. They are also careful
in their work and they have the endurance to work for long hours
than men. So, women are more productive and efficient than men.
They are better at such works as cutting, packing and transporting
the flowers. They also hear what the supervisors ordered them.
(Abeba, a female labourer at Saron flower farm)

There are, however, jobs that are not available or allowed for women working
on the farm. For example, the chemical department and maintenance offices are
male-dominated. Activities such as clearing the garden, irrigation works, loading
products, maintaining shades, and spraying chemicals are responsibilities left
to male workers because of the need for physical dexterity and the high risk of
exposure to chemicals, which are considered more harmful for women. “Women
are vulnerable because they are mothers” says a male employee working at the
chemicals department at Saron PLC in Sebeta.

The activities of male employees who hold high management positions were
also observed during office hours. Furthermore, the team also conducted wider
and systemic observations in the production units, offices and other departments
of the respective Farms. In Saron flower farm, only one woman was working in
the office, as a production manager. Most of the management and administration
positions are also held by men in Joytech farm. Lack of the required educational
background and work experience were mentioned by key informants and
respective managers for the Flower Farms as the main reasons given for the
low number of women in management and administration. This was indicated
in the quantitative survey, which showed the majority of the survey participants
(93.8%) had attended 10™ grade and below

Recruitment and Employment Process
Recruitment of employees in flower Farms is usually based on acquaintances and
random selection. There are very limited practices of vacancy announcements,

except for office work. As indicated in an FGD, “there is no vacancy
announcement.
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However, women come to the job”. Female labourers are contracted as daily
labourers which then gradually changes to contract workers if there are open
positions in the various departments of the Farms. Most of the female labourers
interviewed learned about the job opportunity from friends and acquaintances
who work at the Flower Farms. Tigist, one of the female labourers working
in harvesting, mentioned her friend working on the flower farm recommended
her for the job after a position opened up in the department. This has been the
experience of most female labourers interviewed in both flower farms.

Without any screening or qualification assessment, female laborers get a job in
flower farms. However, according to the management of both flower farms, there
is a thorough screening for positions other than daily labour. The committee
that is responsible for hiring looks through the past experience and educational
background of applicants. In the qualitative interviews with female labourers
working in both flower farms, employees stated that they were only required
to bring a copy of their residence ID and two photographs for documentation.
There were no educational requirements or work experience demanded from
female labourers, particularly if they were recruited as daily labour that provides
support to the required departments. Age, however, has been mentioned in the
interviews as a factor for employment when there are more people than needed
applying for the job.

If many people registered for the position, age will be one criterion
to screen out the employees since the work needs physical fitness.
You can imagine why age is mentioned as a factor. Young women
are preferred candidates for the work. (FGD with female labourers
at Joytech)

As part of the legal right and job guarantee for workers, signing the written
employment agreement is a pivotal and strong legal requirement. Female
labourers in flower farms sign an agreement after 45 days, during which their
performance is assessed. A survey was carried out to see the legal basis of the
recruitment and contract agreements entered between the employees and the
Farm managers.

152



Tesfaye Zeleke and Kiya Gezahegne

The table below presents the response of participants regarding their possession
or lack of written contracts. As per the data presented in the table, only 3.3%
did not sign a formal employment agreement with their employers, the rest, the
large majority, 96.7% of the employees in this study have reported having signed
a formal employment agreement. Yet signing and accessing the contractual
agreements are quite different. A very significant number of those who claimed
to sign the agreement stated in the interviews that they did not have a copy of the
contracts with them.

Table 33: Employment Contract Status of Employees

N %
Signed Contract
Yes 438 96.7
No 15 33
Type of Contract 453 100
Indefinite 431 95.1
Definite 22 4.9

N=453
Source: Field Survey, 2021

Having secured a job on the farm, a new employee often requires induction
training. The induction training has been organized for a few hours on codes of
conduct and job responsibility by the management. Skill development training
is usually provided by co-workers who teach new employees about the different
tasks and activities. New employees learn from peers and are expected to catch
up with the rest of the team. Mekdes, a female labourer at Saron flower farm,
reported the following:

“I was not allowed to touch the flowers when I first joined. I learned
from my colleagues. I was assigned to a table of four people when [
first joined. They showed me what and how to cut the flowers. By the
next day, I was able to catch up and help with some tasks”.
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Moreover, the FGD discussions conducted with team leaders of units at Joytech
flower Farm showed that there are trainings given for employees when they
start the job. But the training is not formal. People working on the farm teach
the activities to the newcomers. Mostly the team leaders are responsible to
train the newcomers. But still, the newcomers want to learn from their peers
more than the team leaders. And the team leaders are responsible to guide the
newcomers. Since the table we work at is a single table, they [newcomers] can
observe every activity and will catch up with the others. Some of the workers
learn to do everything within a short period of time. Some of them need more
time to understand the activities. Some of them are more active and start working
independently within a day. While others might take one month.

After working as a contract worker for a probation period of 45 days, individuals
sign an agreement and are officially recognized as a ‘permanent’ employee, that
is, having an indefinite contract. In this regard, the descriptive data presented in
the table below indicated 95.1% of the sampled employees in the farms were
indefinite contract employees, while only 4.9% were definite contract employees
in the two farms. It has to be noted, however, these numbers may vary seasonally,
especially during peak season where the flower farms engage daily labourers that
are paid on a daily basis for a certain period of time, mostly for a month or so.

Promotion

There are few success stories of employees’ promotion from lower-level positions
to middle or high-level management. Rules and regulations that govern the
promotion of employees were found to be unclear and not widely known; neither
are they regular. The most common trend in the promotion of women is from
daily labourer to team leadership or supervision. Female labourers have been
promoted to team leadership based on work performance, years of experience,
communication skills, personal behaviour and work discipline. A key informant
from Joytech indicated the following:

There are no clear criteria for women employees to be promoted
as a team leader. They are promoted within the departments. The
organization will select the best-performing applicant by considering

their work experience, performance, personal behaviour and work
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discipline of the employee. The recommendations of the supervisors
are also important since they work closely with most of the workers

and observe their performance on a daily basis.

A human resource manager of Joytech Flower Farm at Bishoftustated that
“promotion considers a lot of factors including the level of education and year
of service on the farm. A number of employees apply for promotion and the
farm management carries out its own assessment either to accept or reject their
requests ”. Based on the views of this key informant, there is an existing system
of employee promotion, yet more is required to institutionalize the parameters

used for promotion.
Job Security

The presence of various modalities of employment practices has been mentioned
in the Farms. The survey results showed that there are three types of employment
modalities (daily labour, limited contract and definite employment). From among
the three, daily labourers tended to be more insecure about their jobs and its
continuity. Short-contract workers, with better performance and with minimal
absenteeism, can secure permanent positions. After 45 days of probation period,
short contract employees enter into a work contract which redefines them as
definite employees. The length of the contract is mostly three months, renewable
for an undetermined period of time. The tenure for extension is however not

clearly stated and is open for abuses under some circumstances.

Regarding the employment status, half of the workers with a short contract (11)
expect that they will be permanently employed by their employer, while half
(11) of them expect to sign a new contract (extension of the employment on the
same status). According to Article 11 of the labour proclamation, Proclamation
No. 1156/2019, however, a worker “re-employed by the same employer for the
same job shall not be subject to probation”, which in this case is regarded as
‘contract’ employment. The labour proclamation, under the same article, also
outlines the need to have written agreement for the probation period, which is

missing in the case of female labourers working in the flower farms.
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According to team leaders in Saron flower farms, termination of a contract is
usually related to low performance, frequent absenteeism, misbehaviour, and
other challenges in the Farm:

Termination of employment contract, most of the time, is because of
low performance, frequent absenteeism, misbehaving and resignation
of the employee for various reasons. Most of the time the resignation
and frequent absenteeism is because of workload, mistreatments and

low scale of payment.

Managers, directors and team leaders argue that contracts are rarely terminated
unless the worker quits on her/his own will and interest.

We do not terminate contract workers. We have no such cases. They
usually resign from their work. But if the employee does not obey the
rules and regulations of the workplace, we will take the necessary
action according to the law. Mostly when permanent employees
resign, we substitute them with contract staff, those who worked on
the farm for 60 days, because they know the work. (Key informant

interview, Joytech flower farm)

As indicated in the table below 0. 88% of the respondents rated the chance of
losing a job as very likely, whereas on the contrary 3.53% of them rate the chance
of losing a job as very unlikely. The risk of job loss was rated to be quite likely
by 36.9% and quite unlikely by 58.7% out of the total respondents.

Table 34: Respondent’s Rating of the Likelihood of Losing their Jobs

Responses N %
Very likely 4 0.88
Quite likely 167 36.87
Quite unlikely 266 58.72
Very unlikely 16 3.53
Total 453 100

Source: Field survey, 2021
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4.3 Empowerment and Leadership of Female Wage Workers

Women’s empowerment has been commonly promoted as a central development
issue that enables to address overcoming of the challenges related to gender
inequality and hence allows women to gain power and take part in the decision-
making processes of the Farm. Empowerment is understood as a transformational
process that entails access to resources, power and decisions made by women
workers. The subsequent sub-sections discuss issues of empowerment at both
farms for female workers.

Female Leadership and Decision Making

Women hold leadership positions and actively participate in decision-making,
though they are few in number compared to their male counterparts. There
has been no identified program dedicated to empowering female workers and
enabling them to participate in leadership and decision-making. There are no
support systems in place on both farms. High-level positions such as those in
management are often occupied by men whereas women are the majority in
lower-level positions.

The position female labourers usually aspire to achieve is a supervisor or
team leader position. The requirement to acquire this position is exceptional
performance and active engagement with co-workers. A higher level of education
is not a requirement to attain this position, which makes it attractive for women
workers. Most women interviewed, however, mentioned they are not interested
in getting promoted into such leadership positions for many reasons. Despite
the potential salary increase, female labourers fear conflict and tension with co-
workers, which many have indicated is the case in the relationship workers have
with supervisors and team leaders. The ‘full’ responsibility that is given to women
working in such positions, on behalf of the workers under their supervision, is
also another factor mentioned in the interviews that cause women to shy away
from promotion. The following quotes elaborate on why women are hesitant to
become team leaders or supervisors.
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I was not interested in becoming a team leader. It was a
recommendation by the manager. When I was told that I was
assigned as a team leader, without my consent, I refused to work.
The manager gradually convinced me to work. Most people are not
interested in becoming a team leader because the position is about
controlling other workers and the behaviours of the workers are a
bit difficult to manage. It gets you in conflict with your co-workers.
You are responsible for every activity. When we fail, we get penalized
by the managers on behalf of the workers under our supervision. The
payment is not worth all the trouble we go through (Hiwot, a team

leader at Joytech flower farm

Another interview held with a female wage labourer at Joytech Flower Farm
backed up the same thought. The extract taken from the female workers is stated
as follows:

I am not interested to hold a team leader position because it is
directly related to controlling other workers and may lead to conflict
with other workers. Some women may aspire the position to get more
money, but it is still difficult. I will become responsible for every
activity of the workers. The team leaders have the authority to fire
the workers who fail to do their job properly. When I fail to manage
my workers properly, I will be held responsible by the managers for
every failure of the workers. I might need to write warning letters
to workers, and it is difficult to decide on peoples fate. (Eyerus, a

female labourer at Joytech flower farm)

The above quotes underline the burdens and costs of assuming a leadership
position through promotion and despite the benefits associated with it in the form
of wages and other incentives. Such factors often discourage female workers not
to aspire for leadership positions even if there are possibilities to run for them. Of

course, promotion to leadership positions creates opportunities for the workforce
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and also helps to increase the incentives to be obtained in return for assuming the
positions. The interviewed female wage labourers preferred forgoing leadership

positions than confronting the other workers and earning more.

In a related case, the female employees prefer avoiding the wage payments and
incentives obtained as a result of working in risky and hazardous operational
units where males are mostly recruited. The opportunity cost of getting money
is compared to retaining one’s health. Thus, the implication of blocking female
workers from working in hazardous and risky functional areas should not relate
to the incentives and wages paid to female workers on the farms. It cannot also
be conceived as a systematic way of excluding female workers from packages
of benefits.

Membership in Informal and Formal Networks

In the workplace, female workers are members of different formal and
informal associations and networks. Membership in committees such as gender
committee or safety committee and labour union is open for women. Labour
unions are expected to create a significant impact by putting forth the collective
bargaining of workers and other approaches associated with it. They work on
keeping workers’ safety, monitoring timely payment and realization of rights
at work. Different committees established are also expected to protect the
rights of workers on different issues. However, in most cases, these unions and
committees tend to be inactive or ineffective, which is why most female labourers
are not eager to be members or actively participate in meetings. The committees
were often established for the sake of meeting the requirements imposed by
government regulators and EHPEA. The figure below presents the responses of
study participants on their participation practice in various associations at their

workplaces.
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Figure 2: Membership of Females in various Associations at Work Place

0.00% §0:22%

Discipline Labor union Labor union Saving and Women
Committee Executive Committee credit association
Member Committee Member association Committee
member Member at member
Work Place

Source: Field survey, 2021

Accordingly, as observed from their responses, none of the female workers
interviewed were members of the discipline committee of the farms. Only 0.2%
of them participate in the executive committee of the Labour Union even though
about 6.4% of them are participating in the Labour Union of the farms as ordinary
committee members. Only 1.3% of the respondents possessed the experience of
working at a savings and credit association of members at workplaces and only

0.9% of them are members of the women’s association committee in the farms.

On the other hand, informal networks such as Iqub and Idir play a major role
in maintaining close social relations among female laborers. These informal
institutions maintain active relations, better collegial interactions at the workplace
and establish a support mechanism among workers. However, because of the
low wage earned by female laborers, most female laborers fail to join such
networks as they encountered challenges in contributing monthly payments and
other demands.
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4.4 Opportunities and Benefits
Wages

The income women workers earn at the workplace is far from sufficient to cover
their living expenses. With a minimum wage of 1450 ETB, female labourers
support themselves and their families. Salary scales differ based on job position,
years of experience, and departments. There is a higher salary scale for individuals
working in management positions and departments referred to as risky, which as
mentioned above, is mainly dominated by men.

The average monthly salary of women workers is 1841.58 ETB (35.54 USD),
which is below the international poverty line of 1.9 USD per day. Both flower
farms provided incentives such as attendance incentives (150 ETB per month for
full attendance), food incentives (60 ETB per month), and bonuses that depend
on the profit of the company and the salary scale of the female workers. The
salary of employees also increases every year based on performance reports from
their supervisors. Salary increment is therefore not uniform and ranges between
350 and 1000 ETB. This income, however, is not enough, according to many.

My life has not changed because this is a subsistence life. The
payment is not enough. We have friends whose life has changed
working in other places that covered their expenses. Here, we just
live by the will of God. It is difficult to even rent a house. Therefore,
workers are forced to live in a group. A single room rent is about
1000 birr if you are living alone and it may increase if you have a
husband and children. It is necessary to have a roommate to share
expenses. Five years ago, I used to pay 300 birr for one room, but

now I am paying 1000 birr for that same house.
(Meaza, a female labourer at Joytech flower farm)

The table below presents the income of workers initially when they joined the
farm, their current income and the income they have been earning from all

income sources.
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The analysis of income data uses mean, minimum, maximum and range of income
they have been earning monthly. The analysis shows that the mean initial salary
was 1049.31 compared to the mean current salary of 1841.58. This demonstrates
the changes in the income level of a female employee. With all other factors, the
mean initial and current salary was an indication of changes reported every year
and the presence of salary increments. Key informant interviews held with the
Farm managers demonstrated that every employee would get salary increments.
The outbreak of COVID-19 did not constrain the Farm from making the usual
year payments. Of course, the figures have shown noteworthy changes over the
years of their stay in the farms although the issues of inflation and other factors

also take the lion’s share in it.

Table 35: Distribution of the Monthly Income of the Female Workers in the Farms

Initial Monthly Salary Current Monthly Salary

Mean 1049.31 1823
Range 4423 4510
Minimum 770 990
Maximum 4500 5500

N=452; Source: Field survey, 2021

With the monthly income they get from working at the farm, female labourers
cover their expenses. House rent takes the lion’s share of monthly expenditure,
where workers spend up to 1000 ETB for a one-room house on average. Because
of this, many female laborers mentioned they live in groups of two or three
to share expenses. Other monthly expenses include food, clothing, education,

medical costs and family support.
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Table 36: The Distribution of the Monthly Expenditure of Female Workers

Expenditure Mean Std.

Food 958.96 583.05
Rent 486.54 333.37
Healthcare 99.06 180.20
Transport 52.02 141.44
Education 80.95 188.92
Communication 41.46 45.21
Family support 110.64 257.08
Clothing/footwear 153.82 178.74
Recreation 18.75 87.25
Electricity 25.55 67.03
Water 22.82 47.31
Other 220.20 287.83

N=453 Source: Field survey, 2021

The data presented in the table below demonstrates the property and asset
ownership of the female workers before and after they join the farm. The analysis
of the asset ownership would depict the changes that have been created due to
their engagements at the Farm. The quantitative survey shows that the majority
of expenses, about 80% of the monthly income, was spent on food and housing,
limiting the opportunity for female workers to spend on asset ownership such as

land and home.
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Table 37: Female workers’ asset ownership: before and after joining the Farm

Asset Before % After %
Own TV 9.5 23.2
Own Sofa 1.8 53
Own Refrigerator 1.1 0.7
Own washing machine 0.2 0.2
Own mobile 19.2 43
Own bed 442 75.5
Own stove 14.3 38
Own house 6.4 6
Own land 3.1 2.4

N=453; Source: Field survey, 2021

Overall, the data showed that there is an increase in asset ownership after
employment. Income from the Farm has contributed to the purchase, ownership
and access to household assets although there could also be other additional
income lines. For example, sharp increments were reported on the ownership
of mobile, TV, bed, Sofa and Stove. Hence, getting the opportunities of wage
labour enable surveyed females to own this household furniture. Yet, the interest
to use and rely on washing machines and refrigerators seems out of interest.

Carrying out a further analysis would yield and draw fruitful implications in the
efforts to carry out revisions and programmatic interventions in fixing the wages
of the female wage workers in the floriculture Farms under consideration and
even beyond. Hence, the table below presents the analysis of the association
between three variables, education level and work experience on one hand and
current salary on the other. Such statistical analysis helps to answer whether there
is a relationship between education level and current salary; and work experience
and current salary. From the analysis presented in the table below researchers
have grasped that there has been a weak positive relationship (r=0.101) between
education level and the current amount of salary per month which the female
workers are earning. On the other hand, the correlation coefficient (r=0.481)
shows there is a positive moderate relationship between work experience and
current salary per month paid to female workers.
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Table 38: Association between Education Level, Work Experience and Current Salary

Factors Education level Current salary Work Experience
Education level 1.000 0.101* 1.000
Work Experience -0.204 0.481** 1.000

*significant ata=0.05 ;  **significant at 0=0.01 N=453;

Source: Field survey, 2021
Non-wage Benefits

In addition to the monthly salaries, female workers get packages of non-wage
benefits. The table below presents free or subsidized supplies which the female
workers receive from the farms. Only 11.3% of female workers received
subsidized food provisions from their farms. On the other hand, only 2% of
female workers received affordable housing services from the farms. Regarding
transportation service provision, 45.9% of them responded that they were
provided with subsidized transportation services. Similarly, 21.2% of female
workers responded that they were provided with free health services. In the past
12 months, only 4.9% of female workers were provided with free education/
training by their respective. Finally, regarding the counselling services, 25.2%
out of the total female workers were provided with free counselling services by
their employers.

Table 39: Supplies Provided to Female Workers in the Past 12 Months

Service N %

Food provision 51 11.3
Housing provision 1 0.2
Transportation supply 208 459
Health services provision 96 21.2
Education/ training 22 4.9
Counselling services 114 25.2

Source: Field survey, 2021

Employees have a food allowance of 60 ETB per month included in their
monthly salary. Medical services are provided for minor health problems, and
transportation services are provided by the flower farms. From the observation
the researchers made during their visit to the flower farms, the provision of
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such services was lacking or in poor condition. In both flower farms, health
centres and food quarters have been established to provide service for workers.
However, the health centres lacked the resources to attend to workers that visit
the centre. This has also been mentioned in the interviews with female labourers
who have indicated their dissatisfaction in the free health service the companies
provide to their workers.

There is nothing except for penicillin in the centre. Why would I need
to go there for a headache? Sometimes, if you get injured at work,
they give you first aid. But there is nothing else that is available
there. We have to go to the hospital in the town and pay for our
medical fees. (Eyerus, female labourer, Joytech flower farm)

Many, in both farms, however, indicated their satisfaction with the transportation
service provided by the companies. In addition to relieving workers from
transportation expenses, transportation facilities have enabled female laborers to
safely commute between home and work. Before the service was made available,
female workers were at risk of physical and sexual abuse. Most interviewees
indicated they had to leave their house early in the morning and walk some
distance to get transportation. This made them vulnerable to theft and violence.
The availability of buses for employees of the farm has also enabled workers to
save money and time they previously spent on public transportation.

I used to get out of my house early in the morning around 5 AM. 1
have to wait for other women in the neighbourhood who work in our
or other flower farms to commute to work at that hour. If I cannot find
anyone, I have to walk alone until I get to the main road. I was always
scared of thieves though I have never faced any problems. Now that
we have our service [transportation provided by the company], I do
not have to leave home that early or walk a long distance from my
house. (Hanna, female labourer from Joytech flower farm)

Companies also cover education costs mainly for workers in higher positions.
Yet, female wage workers also attend their education although they are not
given support and any opportunities for their school expenses to be covered.
The interviews held with the team leaders confirmed that some implicit
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arrangements and supports have been extended to those female workers who
had started pursuing their education even without having the consent of the farm
management. Time arrangements, consideration of shifts and sometimes giving
time off on the weekends were among the major supports frequently mentioned
by the interviewed team leader. Children of workers are sometimes provided

with school materials, though this is not consistently supplied.
4.5 Services and Safety at the Workplace

Service Provisions

Facilities and Services Provided by Farms

Flower Farms provide basic services for employees such as toilets, a supply
of clean water, and shower rooms. The researchers have been able to observe
shower rooms and toilets constructed for both sexes at different quarters of the
farm to help workers keep their hygiene. There is also a cafeteria at Joytech where
workers can get food at a discount. Services are, however, generally limited.
There are no rooms for changing clothes or housing facilities on both farms. The
main concern of most female labourers is the expense related to renting houses.
Entertainment venues and dining spaces are also not available for workers.

At Joytech, based on a recommendation by the management team, the company
arranges housing loans from banks for high-level management and staff.
This is not yet accessible to the rest of the employees. A similar service is not
available at the other farm. In this regard, the interviews made with managers
of Saron Flowers corroborated the non-existence of such financial networks and
opportunities for female workers.

Female labourers who work at the farms, however, are not willing to take out
loans from the farm or the bank. With a low salary and no additional income, the
women believe it is hard to pay back the interest. Though many of the women
interviewed were not aware of the amount of loan provided by the farms, they
stated it is not enough to change their lives; the risk of being in debt outweighs
the benefit they get from the loan.
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In both farms, however, female laborers with relatively better salaries use an
informal financial institution, /qub. Team leaders, supervisors and laborers
who have additional income established Igub in their respective workplaces to
promote savings. For many, nonetheless, the salary they get is meager and thus
they are unable to join Iqub.

Health Services

There is no health insurance for workers, but a licensed primary clinic is
established in Joytech flower farm, mandated to provide first aid, training and
counseling. First aid treatment is provided at the clinics and referrals to hospitals
when needed. Similar practices exist at Saron where workers were referred to
health clinics in Sebeta town and other nearby towns. For emergency cases, first
aid kits are made available in each department and training was given on how
to provide and handle first aid treatment. In both farms, in collaboration with
government and non-government partners, awareness is raised about gender
health, sexual and reproductive health (SRH), family planning, HIV/AIDS and
other communicable diseases, COVID-19 and others. It was indicated by the
management condoms are made available on the farms and there were attempts to
make sanitary pads accessible as well. The provision of sanitary pads, however,
was not observed by the researchers during their visits to the flower farms.

Overall, family planning and protection of oneself from HIV/AIDS and have
been an agenda set and promoted by EHPEA in particular along with making
Sexual Reproductive Health (SRH) services accessible for female labourers in
the flower farms, who are mostly young women. Maternity leave of four months
is also arranged for mothers.

However, according to a gender expert at EHPEA, there is a lack of concern
among flower company owners about the health of employees.

1t is difficult to convince the owners of the companies in this regard.
Some think they should not worry about family planning issues or
other gender issues. They just want to use the labor of the workers.
We try to explain this has business implications. Imagine how many
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days an employee is absent from work when they get sick. Their
positions then have to be filled by new contract workers who need

training.

Looking into the trend of visiting the clinic, the quantitative survey indicated
55% of the participants in the quantitative survey have been to the clinics in the
past 12 months. Female laborers interviewed, however, indicated they have not
been to the clinic because of lack of services. “The health services are superficial.
There is no medicine”, says a female employee in one of the farms explaining
why she has not visited the clinic since her employment.

Out of the female workers who visited the health clinics (N=204), 21.4% rated
the availability of medical equipment as satisfactory, 15.7% rated it not good,
and 1.3% indicated it was good. The availability of medicines and pills is also
rated as good by 1.1%, satisfactory by 23.6%, not good by 15%, and unknown
by 5.1% of the respondents but 55% never visited. Furthermore, the availability
of health professionals in the centre/clinic is rated as good by 6.4%, satisfactory
by 26.3%, not good by 8.2%, and unknown by 4% of the respondents but 55%
never visited. Once again, these data showed the acute need for strengthening
health felicities at the respective farms.

Table 40: Rating available Health Services and Facilities

Good Satisfactory Not good Don’t Know
N % N % N % N %
Medical equipment 6 1.3 97 21.4 71 15.7 30 6.6
Medicines and pills 5 1.1 107 23.6 68 15 23 5.1
Health professionals 29 6.4 119 26.3 37 8.2 18 4
Counseling services 21 4.6 100 22.1 31 6.8 52 11.5
Referral and linkage 13 2.9 82 18.1 25 5.5 84 18.5
Family planning services 21 4.6 40 8.8 14 3.1 129 285
Health insurance coverage 1 0.2 6 1.3 11 2.4 186  41.1

N=204,; Source: Field survey, 2021
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Occupational Health and Safety

Safety policies, regulations and procedures are given priority in most flower
farms, according to EHPEA. Safety committees are established to implement the
procedures in place for the protection of workers. The committee also provides
training and creates awareness on safety measures to be taken on the farm. This
is, however, related mainly to chemical use in the greenhouse. However, other
environmental and work safety procedures are given less attention. Training
is provided after recruitment on the procedures and safety measures in place,
pesticide handling, and chemical management. In conditions where budget and
personnel are available, training is given twice a year.

Meanwhile, government offices send inspectors to check on safety systems
implemented in the flower farms. EHPEA has also established a safety data sheet
that describes the utilization of the chemicals to guide workers in their daily
activities.

In an interview held with the workers, personal protective equipment such as
gloves, uniforms, hats, soap, and masks are provided every year to workers
responsible for spraying chemicals whereas other workers are provided with only
gloves. Employees working in the chemical department also go through annual
medical check-ups on their exposure to chemicals. To keep workers healthy in
this department, milk is provided every morning.

We drink a glass of milk every day. We are also given tea and bread
every day. We receive safety cloths, soap and other safety materials.
Regarding the safety materials, there is no problem. The company
avails every required material on time. Still, it has a risk for men
if they fail to implement safety rules. For instance, if they spray
chemicals without wearing a facemask the chemical may enter into
their nose and may expose them to respiratory diseases. We also
have a medical check at the farm every six months (Abraham, male
worker, Saron flower Farm)

Regardless of measures taken to protect workers from chemicals sprayed on
the farm, employees raised concerns about the overall work safety condition.
Lack or shortage of protective equipment for other departments, absence of first
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aid kits, exposure to chemicals and heat effects of the greenhouse are among
the reasons workers felt unsafe in the farm. Many complained about the lack
of quality in the equipment provided and their exposure to physical harm as
a result. A female labourer from Joytech flower farm indicated, though the
company provides gloves once a year, she buys gloves for herself for protection.

They buy gloves of low quality. It gets torn the next day or is very
hard to work with. I usually buy my own gloves because we are only
given gloves once a year. Otherwise, I work with my bare hands. The
roses are prickly and it can damage your hands. But people think we
have a very delicate job and we do not need gloves to handle roses.
(Isige, female labourer, Joytech flower Farm)

In the quantitative survey, 89 (19.6%) of the participants rated the workplace
perfectly safe while the majority of participants 303 (66.9%) considered the farms
somehow safe. Meanwhile, 61 (13.5%) rate it as not safe. The responses indicate
safety measures exist but are not dependable or adequate to make workers feel
safe at their workplaces.

On the other hand, the managers and team leaders do complain about the poor
observance of the rules and regulations set for ensuring safety procedures.
Indeed, the team carrying out this study learned that there were accusations
from both the workers’ and management sides. It would be commendable if
awareness-raising activities are organized and delivered continuously to the
female worker on important procedures that must be kept in place including
all protective equipment in the respective farms. The figure below provides the
quantitative assessments of workers’ responses.

Complaint Handling Mechanisms

There are no well-established complaints handling mechanisms in both flower
farms. There is weak institutional commitment and experience in managing
complaints at work. Unfair treatment, harassment, or violation of rights are
given less attention by the farm, and claims are handled informally.

The Human Resources (HR) department is responsible, in both farms, to handle
complaints. In case of sexual harassment, the gender committee is expected to
enact the company’s gender policy and resolve such issues.
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There might be harassment and sexual violence but since workers
are not outspoken it seems they do not exist. Most of the time, such
harassment happens in secret, or when there is nobody to witness
it. In the case we get such a report, we take serious action. We
created a Gender Committee so that such cases can be reported not
to the management but to the committee. Women might get afraid
of reporting such cases to management. (Key informant interview,
Joytech flower Farm)

The gender offices, in both flower farms are, however, observed to be not
functional. And therefore, such affairs are referred to the HR department. Any
issue beyond HR is referred to the farm management or company manager. At
Joytech, suggestion boxes are also placed on the farm for workers to anonymously
submit complaints.

However, women do not feel comfortable raising their concerns to HR or putting
them in the suggestion boxes for fear of retribution. Harassment cases are rarely
communicated to HR and are resolved through negotiation between workers.
Offenders are left with a warning or reduction of salary; no serious action is
taken against them. Female labourers, therefore, fear attacks from perpetrators if
they report cases of sexual harassment.

Some report physical violence. There was one girl who reported that a
guy had beaten her while she was working. She went to management,
and he was punished. He was not paid 10 days of his salary. Finally,
they reconciled. (Key informant interview, Saron flower farm)

I heard a girl reported her colleague for harassment. He used to give
her a hard time. She was unable to work at her post. She reported him
to management, and they relocated him to another department. He
did not stop. He even threatened her for reporting the case. (Genet,
female labourer, Joytech flower farm)

For this reason, the social affairs committee, sometimes referred to as conflict
resolution committee, is established to litigate conflicts that arise among workers
or between workers and the company. Most of the complaints raised by workers
to the committee are related to the facilitation of services such as transportation,
allowances, bonus payments, salary increment, and deduction of salary. The
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committee then discusses with the farm management to come to a solution.
Many interviewed, however, noted it is an empty cry to ask for the committee’s
involvement.

The company is only focused on getting a profit; they are not
interested in us [the workers]. They do not care if we are having a
hard time. If we ask for something that is going to cost them, they
are not ready to hear us. We have complained several times to the
committee but they do not do much. They do not want to confront
their superiors. They too want to keep their jobs. (Tafach, female
labourer, Joytech flower farm)

Complaints are usually given a deaf ear by the companies, which sometimes
leads to workers openly protesting and undertaking strikes. However, because
of the large number of unemployed youths in the communities, companies are
not afraid to let go of their workers. This makes most workers feel hopeless in
bringing change within their work environment.

Government Support

The government office that works closely with the flower farms is the former
labour and social affairs bureau. In collaboration with the town’s labour union,
the office provides technical support to unions at workplaces, including flower
farms. Under the labour proclamation, the office ensures the establishment of
labour unions in each flower and their proper functioning. Because of a lack of
budget and human resources, however, the office reports to have not been able to
support the unions as intended. Further, according to the labour and social affairs
office in Bishoftu, most labour unions in the flower farms are inactive because
of internal challenges.

The labour and social affairs office also established a reporting system where
every flower farm informs the number of employees working in the company
every three months. This helps the office to track the protection of rights at work
and abolish child labour. The farms are requested to provide a copy of employees’
residence ID cards for documentation every year. Protection of rights at work is
also an essential part of the office’s responsibility. Workers are expected to submit
complaints for any violation of rights, which the office has not received yet. The
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office has also been organizing capacity-building trainings for the workers and
management as well. However, still there is an evolving interaction between the
flower farms and the government offices relevant to the sector.

Gender Sensitive Capacity Strengthening

All stakeholders interviewed agreed on the need for gender awareness in
activities and programs implemented in the floriculture sector. The different
needs and concerns of female labourers, and the number of advantages they
have in the sector calls for gender-sensitive interventions. To this end, EHPEA
provides gender-sensitive management skills training to high and middle-level
flower farm management. This training, provided once a year, is expected to
cascade to lower-level management through peer education modality. Other
trainings on hygiene and sanitation, workplace sexual harassment, and family
planning are also provided by the association to representatives of the flower
farms, which usually are supervisors or middle-level management. The town
labour and social affairs office also provides training for female labourers on
their rights at work and gender equality. Most female labourers interviewed did
not attend such training by EHPEA, the government, or the farms. According to
an officer from the labour and social affairs bureau, “there is a gap in delivering
what they [trainers] gained from training to the rest of the employees. This is not
the problem of the employees. Rather it is due to a lack of coordination between
our office and the companies”.

Different documents are also drafted in an attempt to build the capacity of
flower farms to accommodate gender issues. These include gender policy, anti-
harassment policy, and labour guidelines. Every flower farm is expected to have
these documents to ensure the rights of female labourers are protected and to
create a decent working environment for women. However, in both farms, it was
difficult to access any of these documents and verify their existence.

Another means to create an enabling environment is the establishment of a
gender committee in every farm. The committee has a responsibility to set up a
gender-sensitive work environment. The focal person of the committee, selected
from workers on the farm, communicates with the farm management on behalf
of female workers. The committee also makes sure the rights of female labourers
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are protected and the guidelines in the different documents are followed.
Nonetheless, in both farms, gender committees are not functional. Committee
members interviewed stated that they have not been actively participating since
the committee’s establishment. The main reason given was a lack of commitment
from members and the farm to sustain the committee.

1 was part of the gender committee”, says Selam, an employee of
Saron flower farm. “We were selected by the management. [ was also
part of the complaint-handling committee. The government people
gave us training in the town once. Then they told us to go back and

teach others about gender. But there has not been much since then.
4.6 Major Challenges of Females Working in Floriculture Farms
Violations of Rights

Most informants mentioned that violations of rights at work are not common.
The few cases mentioned are about promotion requests and desires connected

with salary increments.

Although there were fewer incidences of reported harassment and discrimination,
the researchers found that only a few know their rights and even proper
understanding of what constitutes harassment and discrimination. There is a
general absence of awareness and knowledge of the right at work of employees.
One right at work, which was not realized, is the freedom to form a union. Labour
unions are barely functioning in both farms. This makes it difficult to protect the
rights of female labourers. The table below provides data on the responses of the
female workers on the level of discrimination that they faced at their respective

Farms:
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Table 41: Discriminations faced by FWL in their Workplaces, at the Farms

N %
Discrimination at recruitment 1329
Discrimination in promotion 22 49
Discrimination in access to non-wage benefits 10 2
Salary discrimination compared to men with the same trainings and
experience 30 6.6

Source: Field survey, 2021

Another important issue in this research is the discrimination female workers
may face on their farms. Accordingly, as presented above in the table, only 2.9%
of the respondents said they did face discrimination during recruitment. In the
promotion process, 4.9% of them reported facing discrimination. Regarding
accessing nonwage benefits 2% of the respondents reported facing discrimination.
Another important issue to be addressed in this section is whether there is salary
discrimination between female and male workers, and 6.6% of the respondents
said that female workers faced salary discrimination when compared with their
male counter parties having the same training and experiences.

Challenges Related to Occupational Health and Safety

High temperature and lack of ventilation in the greenhouses and packaging
rooms, working long hours standing, working without sufficient safety facilities,
exposure to chemicals, and low perception of the community towards labourers
working on flower farms are among the few challenges related to work settings.

Above all, most female labourers interviewed emphasized the perception of
the community towards them and their job. Because of chemicals sprayed on
the flowers, it was indicated, there are misunderstandings that the women will
become barren, and the land is left to be infertile. One of the participants of the
FGD held at Sebeta agreed and argued that:

The main challenge is related to the perception of the outside
community about women who are working on flower farms. There
is a perception that these women are not healthy because of the
chemicals. But whether you believe it or not, most of us gave birth

after we joined the farm. Kenya is also famous for its flower farms.
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So why is ours different? Many rumors are going around which are

not true.

The quantitative survey shows 18.5% of them have been exposed to health
hazards problems, 19.9% of the respondents are facing transportation problems,
3.1% of them are exposed to sound pollution problems, 5.1% of them are under
the challenge of inconvenience work shift, 22.1% of the are facing the problem
of higher sunlight problems at your workplace, 67.3% of the are facing the
problem of extreme heat at their workplaces—in the farms. Furthermore, 12.3%
of the respondents said that they are facing the problem of lack of break time
and 3.8% of them face the problem of unavailability of food and drinking water
at their workplaces.

Figure 3: Workplace-Associated Challenges

Unavailability of food and drink
Lack of break time

Extreme heat 67.3%

Too much sun

) . Hyes
Inconvenience of work shift

Sound -pollution
Transportation problems 19.9%

Exposure to health hazards 18.5%

Percentage of Respondents

Source: Field Survey, 2021

Overall, the major challenge reported was extreme heat and this requires again
the strategic interventions by the farm management and other stakeholders to
propose ways to find ways to minimize the heat levels.

Social Norms and Reproductive Roles

Discriminatory social norms and expected reproductive roles are among the
challenges faced by female labourers. In relation to social norms and values
within the communities, women have been given the sole responsibility of
household chores such as cleaning, cooking, fetching water, raising children,
and taking care of dependents.
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The table below presents some domestic works that have been executed by female
workers before and after joining the flower farms. 55.2% of female workers took
care of dependents, children and elderlies before they joined the farm whereas
48.8% of them continue doing these tasks even after they joined the flower
farms. Regarding household chores, and cooking, the trend remains the same
before and after they joined the farms; 93.8% and 93.6% respectively. 95.1% and
93.4% of female workers in the survey have been responsible for cleaning their
homes daily before and after joining the farms respectively. Fetching water and
shopping are also among domestic chores which 94.7% of female laborers were
engaged in before joining the farms; 93.4% continued doing the chores even
after they joined the farms.

Table 42: Engagement in Domestic Works before and after joining Farms

Before After
N % N %

Care for children, elderly or dependents daily | 250 55.2 | 221 48.8

Cook food daily 425 93.8 |424 |93.6
Clean house daily 431 95.1 [423 ]934
Fetch water and do shopping 429 947 (423 |93.4

Source: Field Survey, 2021

As shown in the table above, and mentioned in the interviews, women are
not relieved from their household duties even after they start working outside
the house. After and before work, most women interviewed mentioned they
have continued to engage in household chores. They have to divide their time
between work and house responsibilities. As a result, they are overburdened with
household chores and work at the farm. In addition, the women are expected to
undertake social responsibilities, which keep them as part of the community.
Engaging in events and maintaining social relations is also expected from women,
particularly married women. Most women interviewed indicated it is hard for
them to give attention to their children, spend time with family, participate in
social engagements and have self-care. All mentioned, as a result, they do not
have time to rest or take care of themselves due to the workloads both at home
and farm.
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Pregnancy and raising children are, however, the most challenging responsibilities
female labourers face when working on the farm. Most labourers quit their jobs
after giving birth. This is because of the absence of day-care centres at the farms,
financial constraints to hire babysitters, and pressure from spouses or other family
members to raise their children as housewives. At Saron farm, lactating mothers
are given an hour and 30 minutes to go home and feed their babies. However,
commuting back and forth for these mothers is very taxing.

Gender-Based Discrimination and Harassment

Interviewed female wage labourers indicated there are rare cases of gender-
based discrimination and harassment. This, however, is not indicative of the
occurrence.

As one informant noted, “some men do this unknowingly without considering
it as harassment. These are not publicly spoken. So, they do not seem to exist.”
Gender-based discrimination and harassment are often under reported relate to
the absence of a clear complaint-handling mechanism, fear of reporting, lack of
witnesses, informal negotiations, and lack of knowledge of what classifies as
harassment.

Two months ago, there was a reported case of sexual harassment
at Joytech Farm. A male staff sexually assaulted a co-worker. The
woman directly reported this to HR, which took the case to the gender
committee for investigation. The committee revealed that the man
was drunk at the time and assaulted the woman. The management
decided to punish him with 20 days suspension from work and a
deduction of one month’s salary. He was demoted from his position
and any incentives he received were reduced. The punishment was
related to demotion, salary cut and change of workspace (Feven,
female labourer, Joytech flower farm).

In line with this, the following table (Table 26) presents data on the responses
of female workers on abuses and violations that female workers face at their
workplaces on farms. Accordingly, it reveals that 6% of the respondents did face
verbal abuse in their workplaces and 0.9% of female workers face physical abuse
in their workplaces. Another issue of discussion is investigating whether female
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workers face sexual abuse/harassment in their work places-in the farms. Data in
the table below also shows that in this study 0.7% of the respondents said that they
did face sexual abuse/harassment in their work places. The reported figure could
appear a bit lowers than expected. The justifications for the declining figures of
sexual abuse and harassment in the two farms were connected with the strict
supervision of the management, the use of technologies such as security cameras
and open calls to the owners of the investments. One of the raised and reported
at Saron Flower Farm, for example, was that an incident of attempted rape was
reported and the suspected man was immediately fired from his job and the case
was put under serious scrutiny. A lot of signs were posted in very visible places
including at the greenhouses and the various rooms used for offices and other
services. Above all, the introduction of security camera systems at the workplace
has reconfigured significant workplace interactions and also any attempts of
sexual abuse and harassment. Overall, the floriculture sector has been alerting
about its female population and installed important measures that could halt the
probable incidences of sexual abuse. At times when there are reported cases of
suspicious incidents, robust measures have been put in place to deter similar
attempts from happening in the future.

Table 43: Abuses and Violations Female Workers face at their work places in the Farm

Abuse Faced N %
Faced verbal abuse 27 5.9
Faced physical abuse 4 0.9
Faced sexual abuse/harassment 3 0.7

Source: Field Survey, 2021
4.7 Implications of COVID-19 Pandemic
Perceived Effects

Since March 2020, when the first case of COVID-19 was reported in Ethiopia,
the pandemic has been proven to be a challenge in the country’s growing
economy. As one of the major export-earning sectors, the flower industry was
no exception. After the first case was identified, the government announced a
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two weeks lockdown where the workforce was asked to work from home where
possible. Workers at the flower farms were requested to stay at their homes
for two weeks, during which they received their salary. The flower companies
demanded workers to use their annual leave whereas pregnant workers and those
with health defects were given priority to use their annual leaves.

During this time and after, most respondents mentioned wage labourers working
in the flower farms were affected in different ways. The impact, however, was
high during the first two weeks since the pandemic started in the country. Many
have indicated fear was the main challenge for female labourers who were not
sure they had a job to get back to. The issue of job (in) security after the lockdown
was lifted, fear of getting infected with the virus, and financial constraints due
to the pandemic and the increasing inflation rate in the country were among the
reasons workers were in fear. Transportation ban, closure of offices, shortage of
supplies and absence of basic services exacerbated the fear and insecurity many
felt during the lockdown.

“At the beginning, they were in shock”, says a key informant from Joytech farm.
He continues, “at the time of the state of emergency, people were living in fear.
They were afraid they would get the virus. Some were absent from work for days
because of this”. In relation, another key informant noted that the declaration
of a state of emergency and implementation of COVID-19 protocols put many
into a state of anxiety and fear. It was mentioned in the FGDs, young female
workers were more affected than others; according to the FGD participants,
the psychological impact of the pandemic was more visible on young female
labourers who “developed fear and unnecessary and exaggerated concerns”.

Some of these concerns include fear of death because of the pandemic, lack of
hope about the future, scarcity of food in the house and the community, and fear
of not returning back home (for those who came from other localities). At Saron
farms, they indicated female workers “were disturbed by the existence of the
pandemic and thought they may not come back to work in the farm”. This was,
however, short-lived during the two weeks lockdown. Many have indicated life
went back to normal after the lockdown was lifted.

181



The State and Transformation of Female Wage Workers in Ethiopia: Practices from Selected Floriculture Farms

On the other hand, some workers did not believe in the existence of the pandemic.
The absence of COVID-19 cases in the farms and the surrounding areas was
taken as evidence, by these workers, to show there was no such pandemic.
“Thank God we did not have it here. We have heard about it though that it was
a problem in other countries”, said a female labourer at Saron flower farm.
In both farms, no cases were reported though there were workers who were
suspected of contracting COVID-19. During such times, workers were asked to
quarantine themselves until they got tested.

The flower farm companies, however, faced significant losses because of the
pandemic. Following countries going under lockdown, particularly in Europe
and the Middle East, the demand for flowers declined, leading companies such as
Saron and Joytech to get rid of flower products that could not be sold. Regardless
of such loss, the companies had to retain workers because of the government’s
order not to terminate any work contract during the pandemic. Salaries were paid
to workers during the lockdown; however, bonuses or any other wage incentives
were not given because of reduced flower production. As a result, the earnings
of female labourers decreased, which in turn led to seeking support from family
members, relatives or friends. Some were reported to have taken out loans from
the farm to cover their expenses.

Measures and Coping Strategies against COVID-19

According to a report by Addis Fortune (2020), following the decline in demand
for flowers, a total of 150,000 workers were in danger of losing their jobs in 2020
following the onset of the pandemic. A 70% drop in the export of floriculture
products was observed in the same year, resulting in the assumption that most
flower farms will close down (Emerta et.al. 2020). Yet, these reports by Addis
Fortune and by Emerta et.al (2020) were not validated and accepted either by
EHPEA or by the flower companies included in the study. In this regard, an
interview held with a Farm Manager at Joytech demonstrated that initially, the
psycho-social shock was immense and most of the workers on the farm were
losing their jobs and even other benefits. All people in the management also
shared similar feelings. This had lasted for the first few months and much was
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invested in coping strategies to move out of the shocks and also production
losses.

As a response to the risks that the sector was facing, the Ethiopian government
introduced a fiscal policy measure of lifting flower prices for fresh-cut flowers
in 2020 while investors were allowed to access finances from banks, which
enabled the sector to survive the pandemic. The interviews held with EPHEA
administration attested to the same fact that the association had spearheaded
the initiative to prepare the proposal for the introduction of macro-policies in
supporting the flower operating companies. Overall, the government allotted
15 billion birr and most companies have accessed this amount through the
arrangements facilitated for them. The minimum repatriation threshold of 4 Euro
per kilogram was also uplifted and a lot of companies had benefited from this
scheme. Besides, there were tax offs for workers in the floriculture companies. As
a result of all these introductions, most companies did not either lose significant
product or income as indicated elsewhere in the preceding sections of this study.

Further, more specific and micro-company level measures were taken by flower
companies to continue production and keep the safety of employees. To mitigate
the impact of COVID-19 on workers and the company at large and prevent the
spread of the pandemic, committees were established on both farms. The figure
below shows the measures taken so far to curb the challenges associated with
COVID-19 at the farms.

Figure 4: Measures taken to control the Spread of COVID-19 at Work Place

Arranged working in shifts T 23%

Provide face masks for workers _—_— 97.1%

Provide hand sanitizers _— 90.5%
Implement quarantine measures _—
Implement Working in a ventilated. S 86.1%

Implement social distancing 89.1%

Source: Field Survey, 2021
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Based on the evidence from the responses of the female workers, the following

have been identified as measures taken by the committees since March 2020.

1.

il

1il.

1v.

Staying at home: during the two weeks lockdown, workers were asked
to take their annual leave and stay at home. According to the farm
management, during this time, workers were given their salaries. In the
interviews conducted with female laborers, it was mentioned, they worked
in shifts during the pandemic not to interrupt production.

Working in shifts: as indicated in the quantitative study, 30% of the study
participants responded that the farms arranged working shifts to control the
spread of COVID-19 at workplaces. At Joytech, female laborers worked
for four or three days a week because of the large number of employees
on the farm; more than 1500 workers. Meanwhile, with only 300 workers,
Sharon farm decided to continue the daily routines before the pandemic,
without establishing a shift system.

Create awareness on the pandemic: 73.5% of the survey respondents
reported that the farms have organized awareness-raising sessions for
the workers on the pandemic and its prevention mechanisms. However,
individuals interviewed in the qualitative study did not know about such
activity. Most of the information they have on COVID-19 is from the
media and informal discussions with friends, family members, co-workers
and others in the community.

Provision of facemask, sanitizer and hand wash: The discussion
continued on measures taken against the spread of COVID-19 where
90.5% of respondents in the quantitative survey indicated the farms provide
hand sanitizer. 91.8% of respondents assure that the farms encourage hand
washing by providing water and soap and 97.1% responded that the farms
provide facemasks to workers. In the interviews as well it was indicated
both farms provided facemasks and hand washing facilities to their
workers. Water tanks and soaps are provided at the gate of the farms for
workers to wash their hands when they enter the compound. Face masks
were also provided to workers when the pandemic started. Although it
was provided only once, workers stated that it was difficult for them to
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wear masks in the greenhouse because of the heat. One of the interviewed
team leaders at Saron PLC further added that ‘.... we do not do much
there [there is no active movement]. We do not want to make it mandatory
because of the chemicals sprayed in the greenhouse. But it is mandatory to
wear a facemask once they leave the greenhouse. We force them to wear

2

one- .

v. Provide a conducive environment: 86.3% of the survey respondents
confirmed that the farms created a conducive working environment where
rooms are well-ventilated. 53.2% of the study participants also said that the
farms impose quarantine for suspected cases. Regardless of such claims, as
observed during our visit to the farms, most female workers were working
in greenhouses that do not have any ventilation system.

vi. Physical distancing: 89.8% of the quantitative survey participants said
the farms implement the principles of physical distancing. However, in
the qualitative interviews, it was indicated physical distancing was not
possible because of the nature of the work. Activities are undertaken in
teams of four and five, working in close proximity. As one of the female
workers interviewed noted, laborers “are working closely as usual. There
is no more COVID-19 protocol”

5. Emerging Trends in the Female Wage Workers of the Floriculture
Sector in Ethiopia

Over the years, Ethiopian Flower Farm Investments introduced a lot of changes
and trends, both in the labour market and the conditions of work for female
workers. Major shifts reported and emerging patterns involve employment
opportunities, income and benefits, empowerment of females, protection of
rights, and provision of support facilities to Women. Although these changes
were not satisfactory per se, the performances showed through time need to be
fully captured and mainstreamed into the existing systems of women-supportive
packages in the respective Farms. The paragraphs below shed light on the
emerging trends in the sector.
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5.1 Employment Opportunities

The prevalence of cheap labour in the country was recurrently mentioned as a
factor of comparative advantage to attract foreign investors. The growth and
expansion in the number of Farms and investments from initially one and two
during the 1970s and 80, has hit more than 80. This was made possible due to
the commitments and policy considerations of the Ethiopian governments that
encouraged and attracted investors in the horticulture sector. We have denoted in
the previous section that the Clusters farms are expanding to cover Arbaminch
and Bahir Dar corridors.

All these expansions meant wider opportunities of employment opportunities
in the value chain. As both farm managers and reports written on Ethiopian
floriculture investments attested, the number of women getting employment
opportunities has also shown drastic changes. The sector disproved the
customary theories and assumption of confining the role of females in domestic
affairs. In both Farms, the proportion of female workers reached closer to 80%.
This is a drastic change and an achievement to be praised and appreciated. The
interviews and discussions with the key informants also corroborated the same
and the sector is even more promising for future investments and employment
opportunities for females in the value chains.

5.2 Income and Benefits

Despite the absence of wage policies, the wage amount has increased over the
years although factors of inflation and cost of living expenses for the female
workers were not practically synchronized as such. The situations of female
workers were by far more pressing as they lack the resources and background
to prepare themselves for detailed and all-rounded negotiations in contractual
employment and wage fixing. Female workers also lack the confidence and
experience to involve in negotiating the initial wages when they decided to join
any of the floriculture farms. Recent trends and data obtained from the Farms
demonstrated that female workers had already in a position to negotiate over
much of what goes into the packages of their privileges. Some female workers,
as reported, even start computing the net gains and losses before joining the
Farms. This aligns with the rational choice theory that assumes actors as rational
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decision-makers. The wage theories, covered in the review part also back up the
same argument.

The interviews held with the female workers who had served for more than 10
years attested that their initial wage at the time of joining the farm was below
1000 Ethiopian birr. Over the years, significant bargains have been held and the
initial salaries for the newcomers have reached 1700 birr. The interview made
with the management of the Saron Farm was narrated as follows:

At the initial period of their [female workers] trial for work, their
salary was about 1700 birr. After successfully completing the trial
time, the salary will go up to 1800 birr and even up to 2000. Female
workers should have to work hard to get the full salary (i.e. 1800
birr). If they are absent for some reason, there is a rule which dictates
cutting 150 birrs for one day from their monthly net salary. In addition
to this, if they are absent continuously for 5 days, they will be fired
without any prior notice and preconditions. In other words, if female
workers might be sick and present evidence for being sick and a
medical certificate, we count the days from their annual leaves. The
maximum salary of greenhouse workers could range between 1800
to 1950 birr whereas the minimum salary oscillates between 1200-
1500 birr in general. The highest-paid workers in the context of the
farm have been the management staff such as finance, personnel
and the technical staff agricultural professionals like irrigation and
agronomic experts.

5.3 Introduction of Cluster-Based Wage Payments

The amount of the wages has grown upwards yet some factors hinder its
acceleration: experiences, skills and working hours. Among others, the
variations of wage payments among the floriculture Farms were obstructing the
productive engagement of the female workers. Female workers would prefer
to move to farms that pay a little bit more than where they used to work. To
reduce unnecessary workers’ mobility from one Farm to another Farm, EHPEA
carried out extensive assessments with the owners and managers of the farms
and proposed the introduction of cluster-based wage payments. According to the
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agreements reached among the Farm managers and owners, the wage payments
of all farms in the Bishoftu cluster would be the same or may not have a very
sharp difference among the Farms. The same is observed and heard during the
fieldwork.

Since the beginning of such practices in 2017/18, worker’s mobility and
absenteeism fall hugely in almost both clusters. The introduction of cluster-
based wage payments has somehow alerted the workers to claim for the agreed
upon payments within the clusters. Revisions have been made over the cluster-
based approaches of setting wage payments and owners of farms often present
cases that would constrain them from paying the proposed amounts. Thus, these
practices of cluster-based approaches to the wage paid to female workers could
lay the ground for advocating the minimum wage policy in the country. Hence,
setting such cluster-based wage payments constitutes an area of change in the
overall operations of flower Farms.

5.4 Empowerment

Although empowerment is characterized and measured through different
techniques, it is approached here as a capacity of female workers to occupy
leadership positions, make decisions and hold enhanced participation and
involvement in most affairs of the Farms and production systems. Along these
lines, it was discovered that female employees were able to hold leadership
roles, largely as a result of experiences gained by working at Farms for longer
periods of time. The proportion of women who occupied leadership positions
has reached about 20% although this figure is low as compared to the total
number of female workers in the respective Farms. It was also learned that the
participation of female workers, both in the Farm operations and management
has changed over the years.

Protection of the Rights of Female Wage Labourers

The non-existence of the minimum wage payment policy and legislation in
Ethiopia has jeopardized the productivity, efficiency and quality of work at flower
Farms. This is mainly because the absence of the law makes it open for corporate
interpretations and any actions to be taken by investment groups. As part of the
predominantly prevailing workers’ rights, advocating laws for minimum wages
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constituted issues at stake. Both the literature and views of managers underline
the importance of minimum wages to respect and promote the rights of workers
in addition to institutionalizing the wage systems in the country.

In addition to the advocacy on the wage policies, the importance of overcoming
gender inequalities, avoidance of discrimination, harassment and abuses through
policy frameworks and regulations have bedding out on deep grounds. Both
Farms have shown the presence of efforts to customize any of the cultural
barriers or challenges that could affect the productivity of female workers in the
workplace. The Farms are spearheading the effort to formulate packages that
ensure the rights of female workers in their respective settings. For example,
setting contractual agreements and producing written contracts have been part of
the changes to ensure the rights of female workers in the Farms

Provision of Supports and Facilities

We have already noted that, wages and conditions around wage have shown
change over the years in the floriculture Farms. However, wages have not been
enough to cover their basic necessity. For this reason, the majority of female
workers’ life is depending on the credit’s association or from their nearest
family and friends for survival. The provision of such arrangements of putting
in places credit services, transportation services, health packages, trainings
and educational opportunities and other supports were mentioned. Some of the
changes were gradually becoming part of daily demands of the female workers.
For example, family planning and HIV counselling services were not used by the
female workers before years. Due to the growing awareness and also trainings,
these days, female workers request for any of these services without a fear. The
presence of services has also built their confidences and assertiveness as well.

6. Conclusions

The floriculture sector supports the Ethiopian economy by providing a growing
employment opportunity for young women in particular. This study, which
focused on two flower farms located in close proximity to Addis Ababa, revealed
that most of the wage laborers in the sector are women which calls for the need
to understand the trend and transformation among female workers.
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Most tasks in the sector are considered to be non-laborious, and are assumed
to be well suited for women. Patience, care, attention to detail, endurance, and
perseverance are demanded in the sector, which is attributed to women as part
of their nature. As such, women dominate flower production, particularly in the
nursing, cutting and packaging departments. Endurance to work long hours,
commitment and compliance to orders given by managers are also among the
reasons female laborers are favoured in the sector. Nonetheless, physically
taxing activities such as maintenance, clearing the garden, irrigation, and loading
products are dominated by men. The chemical department is also where male
laborers are required because of exposure to chemicals, which is believed to
put women more at risk. Male employees are also dominant in management
positions, which demand a certain level of educational qualifications and work
experience, which most female workers are lacking; there are however women
holding positions such as supervision or team lead. As a result, there are high
employment opportunities for women, the majority of which are engaged in
the lower level of production with a relatively low wage, a minimum of 1450-
1600 ETB. The salary, however, differs depending on the job position, years of
experience and departments within the flower farms. In addition, incentives are
provided to workers such as consistent attendance pay, food allowances, and
holiday or annual bonuses.

Basic services such as transportation, toilets, supply of clean water, and shower
rooms are made available for laborers at the flower farms. Medical attention
is given to laborers with minor health problems in a licensed primary clinic
on the farm or outside. Transportation is provided by the flower farms and
education expenses are covered for workers in management. The farms further
provide credit for laborers with low-interest rates. Female laborers are, however,
disinclined to take out loans because of the interest rate and fear of being in debt.
Nonetheless, informal institutions such as /dir and Iqub are used by women with
relatively better salaries.

The floriculture industry thus highly appreciates and encourages women to join
the farm. With the income gained, female laborers support themselves and their
families. On top of the employment opportunity and financial gain, it helps to
build self-confidence, self-reliance and feeling of independence in women.
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Regardless of these gains, there are barriers that hinder female laborers’
involvement in the floriculture sector. These can be viewed from the social,
cultural, or economic, and can be observed at community, company, household
and individual level. Due to the social and cultural norms, women are not
encouraged to work outside of their homes; they are often burdened with house
chores and responsibilities. This is even more visible when they give birth and
are given the primary task of raising children, which affects the participation of
women in the labour market; it is unlikely for women to get back to work after
they give birth. Violation of rights at work, such as discrimination, harassment,
and sexual and physical abuse are among the challenges women face when
working in flower farms.

The lack of support mechanisms to empower female laborers is also among the
constraints. Lack of health insurance for workers, limited or no SRH services,
absence of transparent recruitment and promotion process, lack of complaint
handling mechanisms, lack of strict implementation of safety regulations and
procedures, and absence of functioning unions/associations are among the
limitations. There is also a controversial view about the effect of chemicals used
by flower companies. According to some, the chemicals are believed by the
community to affect fertility of women. This has resulted in a negative attitude
of the community towards women working in the sector. However, female
laborers claimed that chemicals used in the sector do not have such an effect and
appropriate safety measures are always taken.

COVID-19 has also greatly impacted the flower sector and the workforce.
Lockdowns in Ethiopia and other countries affected the demand of flowers and
thus resulted in lower production and significant loss of income within the sector.
Female laborers were also faced with job insecurity, fear of getting infected
with the virus, and financial constraints due to inflation during this period. To
lessen the impact of the pandemic, different measures were taken by the flower
farms, the government and individual workers. Taking annual leave and staying
at home, working in shifts, using protection such as facemasks, sanitizer and
handwashing, creating awareness about the pandemic, physical distancing, and
establishing good ventilation system are among few.
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To address these and other challenges and constraints, support is provided by the
government, though limited to trainings and a weak reporting system. Flower
farms also closely work with EPHEA on capacity building in relation to safety,
protection of rights and gender sensitivity. Nonetheless, enough attention and
support is not given to the sector and female laborers working in flower farms.

7. Recommendations

This study investigated several key themes in the stiuation and trend of female
wage laborers in the floriculture industry. The following recommendations thus
cover ways to seize key opportunities for female wage laborers working in the
floriculture sector. This involves re-establishing or strengthening mechanisms
or relationships that already exist and also setting up a new system that will
improve the working environment for female wage labourers, and benefiting all
concerned stakeholders.

i. The Ethiopian government

. Advocacy for Minimum Wages in Ethiopia: The reviews of the
policies and legislations as well as the findings from the primary
data also ascertained on the non-presence of minimum wage and
its jeopardizing effects on wage labourers. The results of this study
corroborated the need to advocate and also go for setting minimum
wages in Ethiopia.

. Social and community-level awareness raising strategies need to
be advanced about empowering women so that gender equality is
achieved to address the challenges that female labourers face in
the floriculture sector. The biased socio-cultural norms on women
should need to be changed, women should be supported to pursue
their education, encouraged to participate in the labour market,
and capacity building through training. In addition, the burdens of
household chores should be shared between the spouses through
continuing education, awareness and training of community
members in collaboration with other relevant actors at all levels.
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. Combat Abuses and Discrimination: Whenever gender-based
violence and harassment is reported, a legal response and actions
need to be provided. Gaps in the legal system to address violence
against women have been stressed. The need to improve the overall
system and how individuals within the flower farms deliver justice
is important. Sufficient capacity and knowledge development, and
institutional support need to be carried out to allow for an adequate
response towards violence against women by the government and
other actors as well. In addition, female labourers should be well
educated on their rights and on how they can report and seek justice
during cases of abuse.

ii. To The Flower Farms

. Salary and Benefit: Though there is no minimum wage law, it is
important that the flower farms adjust the salary scale and benefits
to female workers every time based on the existing socio-economic
situation and living conditions around the farm areas.

. Employment and Recruitment: Recruitment and employment of
workers need to be transparent, based on objective parameters and
with a clear guideline. The recruitment process through formal and
official vacancies helps establish transparency in the workforce and
opens access to more job seekers.

. Trainings: An induction training is also required to help female
workers understand their rights and responsibilities required on
the job and operational units. Promotion and Leadership Positions:
Promotion procedures should be uniform and with clear guideline to
help female labourers target higher positions. Having a promotion
committee, comprising of the management, supervisors and team
leaders, makes promotion transparent with an all-inclusive decision-
making process. Female labourers at all levels should also be
encouraged to pursue further education and aspire for promotion,
and it should be known that they do not face any challenges in their
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iii.

access to education by providing study leave or financial support.

Use of Technologies: A clear MIS (Management Information System)
can help flower farms to properly plan and create a conducive work
relation. This includes having an information system, devising an
efficient method of communication among the different structures,
establishing standards of performance to help with monitoring and
evaluation, and engaging workers at different levels of decision-
making. The use of security camera and other technologies need to
be further strengthened.

Institutional Structures: A gender unit should be established in each
flower farm. This will help to establish strong coordination between
female labourers and the management and help to understand the
specific needs of female workers. The unit will report directly to
the management and work in close collaboration with labour and
skill development office in each district or town administration.
Flower farms should also strengthen health and family planning
offices in or around the flower companies to create awareness of the
consequences of early marriage, unprotected sexual intercourse, and
unplanned pregnancies.

Awareness and Accountability: Social accountability should be
promoted. Flower farms should increase downward accountability
to workers and community members, which will in turn increase
their acceptance and establish a positive relation with community
members. This can be done through engagement in community
services and environmental protection, supporting its employees and
providing protection to individuals working in the farms.

To the Ethiopian Horticulture Producer Exporters Association
(EHPEA)

Safety and Protection: EPHEA need to closely follow on the
implementation of safety measures by flower farms, as per the
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guidelines. Labour unions within the farms should put pressure on
flower farms to provide the necessary safety equipment to employees
and protect the rights of female workers. EHPEA needs to take
the leading role in cascading the measures to promote safter and
protection measures around operational units.

Training: On job trainings should be designed to help new recruits
gain knowledge of the different tasks and activities in the farms. In
addition, provision of leadership training to supervisors and team
leaders needs to be mandatory to help female laborers develop
leadership and management skills. In addition, EPHEA should
provide capacity-building trainings to members of the unit focusing
on gender awareness, human rights, leadership and management
skills. The unit should work actively in delivering a gender
transformative agenda in each flower farm.
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Study on the State and Transformation of Female
Wage Labour in Ethiopia: The Case of Waitresses in
Cafés and Restaurants in Addis Ababa

Tilahun Girma and Tigist Tarekegne
Executive Summary

Ethiopia is the leading example of a new industrialization drive in Africa and a
hub for foreign direct investment (FDI) into the manufacturing sector in the past
decade. However, prevailing employment structures in Ethiopia still reflect a lack
of higher productivity jobs and much reliance on low-productivity agricultural
and ‘informal’ service activities. The government has tried to implement various
strategies to reduce unemployment. However, it still remains a significant
challenge and is more pronounced among women and young girls than men and
young boys. The hospitality sector offers a valuable development opportunity
and vehicle for the economic development of Ethiopia as it provides significant
employment opportunities. However, there are challenges that women in the
hospitality sector (waitresses) face, including gender discrimination, unequal pay
and low wage, and an unsafe working environment. The outbreak of COVID-19
has also exacerbated the challenges to the lives and livelihoods of waitresses.
The overall goal of this study was to examine the state and emerging trends of
female wage labour in cafés and restaurants in Addis Ababa and the challenges
at their workplace, households, and communities.
Methodology
. The study is based on primary data from a questionnaire survey of 270
waitresses, focus group discussions with experienced waitresses, managers,
and supervisors of cafés and restaurants, officials of relevant government
offices, and secondary data sources from a review of empirical studies. Three
sub-cities in Addis Ababa (Arada, Kirkos, and Bole) were purposively selected
representing areas with a higher concentration of cafés and restaurants to

reflect various dimensions of waitresses’ challenges in the service sector
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Restaurants in Addis Ababa

(cafés/restaurants). The field data were collected in the first weeks of
June 2021.

Waitresses in cafés and restaurants in Addis Ababa are generally young
migrants, mainly from rural areas of the Amhara, Oromia, and Southern
Nations, Nationalities, and Peoples’ (SNNP) regions. They are primarily
unmarried and have dependents living with them or live at home. Most
waitresses are in their early adolescence and have migrated to Addis Ababa
principally looking for job opportunities, better education, and adoption by
relatives. Nearly two-thirds of the waitresses have a secondary or higher level
of education, and a fifth of them have hotel service-related vocational training.
About a quarter of the waitresses in cafés and restaurants in Addis Ababa are

new entrants with only one year or less experience

According to current employment practices, experience and skills are
secondary in the selection of waitresses. Instead, relatively young age, overall
physical attractiveness, and willingness to follow dressing codes are the
most important considerations made by managers and owners of cafés and

restaurants while recruiting waitresses.

Waitresses’ basic salary is the lowest by all standards, while the nature of
the job is both physically and mentally demanding. They earn most of their
income from tips that customers voluntarily leave to the workers that have

served them.

A higher level of education, younger age, being a non-migrant and working
for fewer hours per day predict higher income from tips. Whereas, the number
of dependents, skill training, current schooling, and the existence of labour
unions in the establishment were not significant predictors of the waitress’s

income from any of the sources.

For most employees in low-paying jobs, more than the salaries they earn, it is
nonfinancial incentives and benefits which generally encourage them to work

in their establishments. Yet, according to the findings of our study, food is
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the only item waitresses got as a benefit from their employees; only very few
of them had access to other benefits such as housing, transportation, health,

education, and training.

Concerning living expenses, food, house rent, and family support are
expenditures that consume the bulk of the waitresses’ income; other expenses

include transportation, mobile phone airtime, health care, and education.

Even though the Ethiopian Labour Law puts an obligation on employers to sign
a contract agreement with their employees or provide an employment letter,
more than two-thirds of the waitresses in cafés and restaurants we studied
lack legally binding contracts or employment letters. This is the case because
they are employed through the involvement of brokers. In consequence, the
absence of legally binding contracts significantly affects their job security. A
letter of work experience is also rarely provided in most cafés and restaurants

when employees leave establishments.

The existence of labour unions in cafés and restaurants is uncommon and
trade union officials emphasized the absence of motivation on the part of
employers in the unionization of their employees. Instead, waitresses use
informal unions among them to provide support to each other on occasions

like burials, weddings, and the like and to address other personal problems.

Due to the absence of oversight on small establishments such as cafés/
restaurants, the concerned government offices do not often carry out labour
supervision. The study’s findings show that simple misunderstandings with
supervisors or other employees and noticeable signs of aging and weight gain

could lead to dismissal.

Most waitresses do not want to work in their establishment permanently.
They often opt to forgo their contracts to seek other more lucrative options.
Waitresses’ extended stay in an establishment generally depends on how
satisfied they are with the tips they earn, as tips are their primary source of

income.
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. The most prominent challenges waitresses encounter are related to the nature
of the job itself, interpersonal relationships, social norms and responsibilities,
discrimination, violation of labour rights, meager salary, lack of benefits and

promotion opportunities, harassment, and unfair treatment.

. The challenges and stresses of the waitresses increase with the number of
dependents that live with them. The level of stress is also significantly high
among migrants and those who spend more years as waitresses. Age, skill
training, current schooling, the existence of labour unions in the organization,
employment contracts, and working hours per day were not significant
predictors of the challenges waitresses encounter in the workplace.

. Since males primarily occupy leadership positions in cafés and restaurants,
incidents of attempted sexual abuse and assault and threatening to fire the
waitresses if they do not comply with their sexual demands are common. In
addition, pregnant waitresses in some cafés and restaurants do not get the right
to maternity leaves and are likely to lose their job.

. The COVID-19 outbreak has affected some segments of the population and
social groups more than others. Because of their interaction with many
people, waiters have a higher risk of contracting COVID-19 and transmitting
the infection to others. According to our assessment, the COVID-19 outbreak
has impacted waitresses in several ways such as salary reduction, lack of
essential services (such as food, sanitation, and the like), and social isolation/
stigma at the workplace.

. One in every ten waitresses has been infected or exhibited symptoms of
COVID-19 and about one-third of them have lost their income due to the
pandemic The impact of the pandemic was not only on workers, but employers’
sales have also decreased, and some of the employers were unable to sustain
their business and pay salaries.
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Recommendations

Labour unions give workers the power to negotiate for more favourable
working conditions and other benefits through collective bargaining. However,
it’s worth for waitresses in cafés and restaurants in Addis Ababa is weak. The
Hotel and Tourism Federation and relevant government offices should provide
a workable framework for the formation of unions and inspection of labour
relations in small and medium hospitality establishments.

Several studies have revealed the poor-quality of services in small hotels,
cafés, and restaurants in Ethiopia, which is a concern for the development of
the hospitality sector. Concerned government ministries such as Culture and
Tourism, Women and Social Affairs, Trade, TVET, and higher education along
with municipal authorities should work on improving the quality standard of
front-line workers (waitresses) in the hospitality industry through training and
sustainable inspection.

The hospitality sector is an important development opportunity and vehicle for
the economic development of Ethiopia as it provides significant employment
opportunities for young migrants, mainly from rural areas of the major
highland regions. However, the sector is poorly regulated, especially with
regard to protecting the rights and privileges of women working as waitresses
(such as the formation of unions, lack of employment letters, extended
working hours per day, etc). Concerned government offices need to strengthen
their inspection capacities and understand the several forms of abuses female

workers face in the hospitality sector.

Waitresses’ basic salary is the lowest by all standards, while the nature of
the job is both physically and mentally demanding. They earn most of their
income from tips that customers voluntarily leave to the workers that have
served them. The finding necessitates the need for establishing a minimum
wage policy in private enterprises in Ethiopia to protect workers, improve the
economy and motivate employees to higher standards of performance.
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1. Introduction
1.1 Background

Emerging economies in Sub-Saharan Africa (SSA) have experienced accelerated
growth, especially since the early 2000s. In some SSA countries such as Ethiopia,
growth has been resilient, even during the post-2008 global recession. Indeed,
Ethiopia is the leading example of a new industrialization drive in Africa and a hub
for foreign direct investment (FDI) into the manufacturing sector in the past ten
years. However, prevailing employment structures in Ethiopia still reflect a lack
of higher-productivity jobs and much reliance on low-productivity agricultural
and ‘informal’ service activities, with relatively high unemployment rates in
large urban centers (Oya & Schaefer, 2019). The government tried to implement
various strategies to reduce unemployment through various interventions.
However, unemployment is still a significant challenge and is more pronounced
among women and young girls than men and young boys.

As a result of rapid population growth, rural-urban migration, and limited
employment generation capacity, unemployment and underemployment continue
to be a central social problem in Ethiopia. According to a World Bank study,
women’s employment rates and labour force participation rates in Ethiopia are
lower than those for men in each age group (World Bank, 2017). The ten-year
development plan has also indicated a higher urban unemployment rate among
the female population. For instance, urban unemployment was 11.4% for men
and 25.3% for women in 2009/10 which increased to 12.2% for men and 26.1%
for women in 2019/20. As a result, employed women are more concentrated
in the informal economy. To address these problems, the government has
launched a plan of action to support job creation through driving innovation,
policy reform, inclusiveness, and advocacy (Job Creation Commission, 2020).
Expanding employment opportunities for women and youth has been one of the
strategic directions in the culture and tourism development plan of the Growth
and Transformation Plan (GTP II).

Similarly, improving the quality-of-service delivery and developing a competent
workforce in the tourism industry through capacity development is a critical
area of focus in the ten years Development plan 2021-2030 (Planning and
Development Commission, 2020).
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The right to have access to opportunities and resources is one of the pillars of
women’s empowerment. This improves women’s position within the household,
gives them greater control over the distribution of such earnings and household
resources, and generally improves their status and strength in society (Sharma
& Sharma, 2015). The recently revised Ethiopian Labour Law (Proclamation
No.1156/2019), stipulates requirements on working conditions for women (Article
87) which including provisions for protecting women from discrimination based
on their gender. Similarly, the gender and social inclusion plan of the Ten-Year

Development Plan (2021-2030) also emphasizes the need to develop women’s
overall capacity to facilitate their all-rounded participation in the country’s
economic, social, and cultural affairs (Planning and Development Commission,
2020). The national plan includes provisions for safeguarding women'’s security
and rights, ensuring their participation and protecting their benefit from economic
development, and creating conditions that guarantee their freedom from physical,
sexual, and emotional abuse.

The hospitality sector is a valuable development opportunity and vehicle for
the economic development of Ethiopia as it provides significant employment
opportunities. According to sources, the travel and tourism sector of Ethiopia
supported 2.2 million jobs or 8.3% of total employment in the country (Embassy
of the Federal Democratic Republic of Ethiopia in London, UK, 2019). However,
the total contribution of travel and tourism to the GDP in Ethiopia has shown
a decrease of 33.7% between 2019 and 2020 (6.8% in 2019 to 4.3% in 2020)
(WTTC, 2021), possibly due to political instability in the country and impact of
COVID-

19. Statistics show that the percent of the employed population aged ten years
and above in service and sales work in Ethiopia has shown a significant increase
during the past decades among the female population (29.6% in 2005, 40.5% in
2013, and

54.3% in 2020) while it remains almost constant for males at about 21% (CSA,
2006; CSA, 2014; CSA, 2020). However, several studies have shown that
women employed in the hospitality sector have not fully secured their rights and
privileges and that they are exposed to several forms of abuse. Shortage of trained
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human power, non-competitive compensation package, non-conducive working
environment, low customer satisfaction, and poor-quality standard in smaller
hotels, cafés and restaurants in Ethiopia is still a concern for the development
of the hospitality sector (Kidane-Mariam, 2015; Ashagre, 2018; Aschale, 2013).

Although most Ethiopian women are still engaged in the informal sector, in
recent years many women have joined the formal labour market. However,
there are challenges that women in the hospitality sector face, including gender
discrimination, unequal pay and low wages, and an unsafe working environment.
Besides, engagement in wage work while they continue to shoulder their
traditional domestic responsibilities has increased their burden. The recent
outbreak of COVIDI19 and its impacts on the lives and livelihoods of women
can be significant. Reports indicate that the pandemic outbreak has worsened the
working and living situations of female workers. As the pandemic and its effects
are unlikely to disappear soon, the research results can contribute to right-based
and pro-low-income group policymaking and implementation.

1.2 Objectives of the Study

The overall goal of this study is to examine the state and emerging trends of
female wage labour in cafés and restaurants in Addis Ababa and the challenges
at their workplace, households, and communities. The specific objectives are to:

* Assess the socio-demographic characteristics of waitresses in cafés and
restaurants in Addis Ababa.

» Assess the bargaining power, income, and benefits of waitresses in cafés
and restaurants in Addis Ababa.

* Examine the state, trends, and working conditions of waitresses in cafés
and restaurants in Addis Ababa.

* Explore the impacts of the COVID-19 outbreak on the social, economic,
and health of waitresses in cafés and restaurants in Addis Ababa.

1.3 The National Context: An Overview

This section aims to ensure that the assessment is based on a sound understanding
of the context in which female wage workers in the service sector (waitresses
in cafés and restaurants) operate in Ethiopia. The context describes the specific
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areas within the field that the assessment covers. During the assessment, and
in developing responses to the findings, the national economic environment
has been considered with a specific focus on the tourism sector development.
This section also provides a review of the policy environment regarding women
empowerment concerns in the context of the hospitality sector. The contextual
information gathered at this stage is used to discuss how policies are implemented,
to show the needs of female wage workers (waitresses) in the hospitality sector,
and to identify gaps in policies, proclamations, regulations, and operational
guidelines on labour relations.

The Economy

With more than 117 million people in 202 1" Ethiopia is the second-most populous
nation in Africa after Nigeria and the fastest-growing economy in the region.
Ethiopia’s economy experienced strong, broad-based growth averaging 9.4% a
year from 2010/11 to 2019/20. Ethiopia’s real gross domestic product (GDP)
growth slowed down to 6.1% in 2019/20 due to the coronavirus pandemic
(World Bank, 2021). Industry, mainly construction and services accounted for
most of this growth.

Ethiopia is one of the poorest countries, with a per capita income of $850,
aiming to reach lower-middle-income status by 2025 (National Planning
Commission, 2016). The World Bank analysis revealed that consistent higher
economic growth brought positive trends in poverty reduction in both urban and
rural areas. The share of the population living below the national poverty line
decreased from 30% in 2011 to 24% in 2016 (World Bank, 2021). According to
the World Bank, Ethiopia’s main challenges are sustaining its positive economic
growth and accelerating poverty reduction which requires significant progress in
job creation and improved governance (World Bank, 2021).

The Ethiopian government has launched a new 10-year development plan
running from 2021 to 2030. The scheme aims to sustain the economic growth
achieved under the GTPs by emphasizing the initiative of the private sector.

1 <https://www.macrotrends.net/countries/ETH/ethiopia/population-growth-rate'>Ethiopia  Population
Growth Rate 1950-2022</a>.www.macrotrends.net. Retrieved 2021-08-20.
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Despite several challenges, studies (Mitchell & Coles, 2009; Mitiku, 2015) have
shown the positive contributions of the private sector in the development of
the hospitality industry as a means of generating foreign currency, income tax
generation, creation of job opportunities, and building the country’s image.

Figure 5: Employed population aged ten years and above in service and sales work by sex
according to 2005 and 2013 national labour force surveys.
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The share of different economic sectors in Ethiopia’s Gross Domestic Product
(GDP) shows an increase in the manufacturing industry’s contribution while
the role of agriculture declined between 2009 and 2019 (O’Neill, 2021). The
share of agriculture in total GDP was 33.9%, that of the manufacturing sector
was approximately 24.8%, and the services sector contributed about 36.9%. As
shown in Figure 1, the percentage of employed population aged ten years and
above in service and sales work has shown a significant increase among the
female population (29.6% in 2005 to 40.5% in 2013) while it remains almost
similar for males in about 21% (CSA, 2006; CSA, 2014). According to the 2020
Urban Employment Unemployment Survey (CSA, 2020), the percentage share
of the employed population of urban areas in the service sector accounts for
54.3%, which increased from 47.9% in 2014.

The Tourism Sector

Diversification of the economy is a vital route to sustainable development in the
hospitality industry. A study (Robinson & Jonker, 2016) argued that tourism could
be considered a valuable development opportunity and vehicle for economic
development for Ethiopia. Tourism can provide work opportunities; support
small, medium, and large enterprises; lead to skills development in tourism and
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support services; contribute to rural development; and improve infrastructure.
Tourism has several benefits and has been vital in the social and economic
development of several countries in the world. Tourism boosts revenue, develops
a country’s infrastructure, facilitates cultural exchange between foreigners and
citizens, and creates job opportunities. The 2017 UNCTAD report, titled the
‘Economic Development in

Africa Report 2017: Tourism for Transformative and Inclusive Growth’ argued
that tourism is an engine for inclusive growth and economic development
(UNCTAD, 2017). According to the UNCTAD report and several other studies
(Muhanna, 2007; Rogerson & Saarinen, 2018; Mbaiwa, 2005; Saner, Yiu, &
Filadoro, 2019), tourism can enhance socio-economic development, poverty
alleviation, trade, fostering regional integration, and structural transformation if
it operates within the proper policy context.

According to the Growth and Transformation Plan II (GTP II) (2015/16-
2019/20), Ethiopia intended to improve the market system of the tourism sector
and increase the variety and number of domestic tourism service providers
(National Planning Commission, 2016). The travel and tourism sector of Ethiopia
supported 2.2 million jobs or 8.3% of the total employment (Embassy of the
Federal Democratic Republic of Ethiopia in London, UK, 2019). According to
Wild Frontiers, Ethiopia is a hidden gem that many travellers overlook, with
the most UNESCO World Heritage Sites than any African country including
Egypt (Wild Frontiers, 2020). Wild Frontiers listed the 22 best places to visit
in Ethiopia® with cultural diversity, archaeological pedigree, and natural beauty.

However, despite the abundance of tourist attraction sites, the country has
seen a significant decrease in the contribution of tourism to the GDP and the
employment opportunities it creates. For example, the 2021 annual research
report of the World Travel and Tourism Council (WTTC) revealed that the total
contribution of travel and tourism to the GDP in Ethiopia has shown a decrease

2 These include Addis Ababa, Adigrat, Arba Minch, Awash National Park, Axum, Bahir Dar,
Bale Mountains National Park, Danakil Depression, Gheralta, Gonder, Harar, Jinka, Lalibela,
Langano, Mago National Park, Mekele, Meket, Nazret, Nechisar National Park, Simien

Mountains, Turmi, and YirgaAlem as per their alphabetic order.
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of 33.7% between 2019 and 2020 (6.8% in 2019 to 4.3% in 2020) (WTTC,
2021). The report also showed that the total contribution of travel and tourism

to employment has decreased by 25.3% from 1.98 million jobs in 2019 to 1.48
million jobs in 2020 (WTTC, 2021).

To attain tourism development, developing an integrated training program,
ensuring a system of evaluating competence, and ensuring human resources
development have received greater attention during GTP II. To produce capable
human resources in the culture and tourism sector, GTP II emphasized working
in collaboration with higher education institutions, TVET colleges, research and
development institutions, and professional associations. In this regard, expanding
employment opportunities for women and youth has been one of the strategic
directions laid in the GTP II culture and tourism development plan. The tourism
sector in Ethiopia has received particular attention recently. According to GTP
II, Ethiopia plans to improve the existing tourist destination sites and develop
several new tourist attraction sites that meet international tourism standards
(National Planning Commission, 2016).

The capital city, Addis Ababa, is not only one spot of tourist attraction; it is
a transport hub and the center for national, regional, and global institutions.
Addis Ababa is strategically positioned to leverage tourism for Ethiopia. It has
a busy airport hub; numerous cultural, archaeological, historical, and religious
attractions; is home to the African Union and the United Nations Economic
Commission for Africa; has expanding transport infrastructure; and rapid
construction of new hotels. This lends the city to tourism growth. The city is
being speedily developed as an immediate intervention in tourism development.

Despite a plethora of untapped tourist attractions, Ethiopia’s tourism infrastructure
is in its infancy. Tourist products are poorly maintained, access to tourist products
is inappropriately expensive, there is limited marketing to attract tourists to
come to the country, and a lack of marketing of tourist attractions once they
are in the country (Robinson & Jonker, 2016). One of the critical factors in the
development of tourism is attracting and retaining tourists by providing quality
service and customer care (Jonker, 2004). The poor-quality standard in smaller
hotels and restaurants in Ethiopia is a concern in tourism development (Kidane-
Mariam, 2015). According to a study on the challenges and prospects of the
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Ethiopian tourism industry, lack of promotion, limited physical infrastructure,
misperceptions regarding the country, and shortage of trained human power are
the main challenges of the industry (Sintayehu, 2017). A study on employees’
perception of staff turnover in four-star hotels in Addis Ababa (Ashagre, 2018)
revealed that a non-competitive compensation package and a non-conducive
working environment are the principal causes of turnover. Another study (Aschale,
2013) has also argued that the tourism industry in Ethiopia has been crippled by
low-quality regulation and, inspection, poor and traditional marketing strategies,
poor management and unskilled human resource operation, high staff turnover,
employment based on kinship and ethnicity, and low customer satisfaction. The
Ethiopian tourism development policy has also acknowledged these limitations
in managing national marketing and promotional strategies (Ministry of Culture
and Tourism, 2009). The policy in particular identified domestic challenges such
as the limitation of trained human resources and shortage of trained workforce
as a hurdle to the development of the industry.

Improving the quality-of-service delivery in the tourism industry through
capacity development is one of the critical areas of focus in Ethiopia’s Ten Years
Development Plan 2021-2030 (Planning and Development Commission, 2020).
The principal objectives of the tourism development plan are: to develop the
country’s tourism resources through the involvement of the community and all
stakeholders; to develop a competent workforce and improve service quality; to
strengthen global competitiveness by implementing aggressive marketing and
promotion strategies, and to increase the socio-economic benefits from tourism
development. Increasing the proportion of people who received training in hotel
and tourism management services from 23% to 59% is envisioned in the plan
as an important target to realize the country’s tourism development objectives.

Unemployment

Like many developing countries around the world, Ethiopia is faced with
the challenge of generating employment for a rapidly-growing and youthful
population (World Bank, 2017). Ethiopia’s working-age population is projected
to continue growing given its high fertility rates. The size of the working-age
population is estimated at 48.3 million (56% of the total population) in 2012 and
is projected to reach 81.7 million (61%) in 2032 and 117 million (68%) in 2050
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(Bekele & Lakew, 2014). As a result of rapid population growth, rural-urban
migration, and limited employment generation capacity, unemployment and
underemployment continue to be a central social problem in Ethiopia. Despite
encouraging trends in female participation in the labour force (which increased
from 73% in 2012 to 76% in 2014 and 81% in 2016), women’s representation in
the formal sector and professional jobs is not comparable with that of men; only
one third (32%) of women worked in professional positions (Beyene, 2015).
A World Bank study has also revealed that women’s employment rates and
labour force participation rates are lower than those for men in each age group
(World Bank, 2017). As a result, unemployment and underemployment are more
prevalent among women than men, and more employed women are concentrated
in the informal economy. As a result, Ethiopia’s National Employment Policy
and Strategy (2009) outlined strategies for mainstreaming gender in employment
generation. The strategies include affirmative action, targeting women as
beneficiaries of skill and business development programs, and establishing child-
care centers for working mothers. The government has also launched the Plan of
Action for Job Creation2020-2025 to support job creation in Ethiopia through
driving innovation, policy reform, inclusiveness and advocacy (Job Creation
Commission, 2020).

The 2013 national labour force survey provides data on the size, distribution,
and socioeconomic and demographic characteristics of the employed and
unemployed populations in Ethiopia. According to the survey (CSA, 2014),
nearly half of the total employed population (47.9%) were in skilled agriculture,
forestry, and fishery* 33.7% in elementary occupations4, and 8.7% in service and
sales. Among those in the service sector, waitresses and bartenders accounted for
about 15%. Of those employed in service and sales work in major towns, 59%
were females; 80.3% in Mekele, 70.3% in Gondar, 63.6% in Bahir Dar, 57.1%
in Adama, 63.7% in Hawassa, 56% in Addis Ababa, 57.1% in Dire Dawa, and

3 Including Market-oriented skilled agricultural workers and subsistence farmers, fishers,
hunters and gatherers

4 Elementary occupations consist of simple and routine tasks which mainly require the use of
handheld tools and often some physical effort (ex. Cleaners and day labourers).
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57.8% in Jimma). A higher ratio of the female population employed in the urban
service sector in the major urban areas might imply that the service sector is more
favourable for women’s employment compared with men. This might show
that female employment in the service sector is not only a driver of growth but
also indicates women’s significance to the sector’s potential to grow. Women’s
employment is also an important coping mechanism in response to economic
shocks, which is a common phenomenon in urban areas (Argaw, 2019).

Based on the analysis of the Public Sector Development Programme (PSDP)
I and II's significant development challenges, the Ten-Year Development Plan
(20212030) concludes that the high economic growth registered over the past
decade has not created sufficient job opportunities and failed to increase the
standard of living for most citizens (Planning and Development Commission,
2021). According to the development plan analysis, the urban unemployment
rate has shown an upward trend in both sexes. The unemployment rate increased
from 18% in 2009/10 to 18.7% in 2019/20. In terms of gender composition, the
urban unemployment rate of men in 2009/10 was 11.4%, while it was 25.3%
for women; and it increased to 12.2% for men and 26.1% for women in urban
areas in 2019/20. Therefore, the Ten-Year Development Plan has put forward the
target to reduce the rate of unemployment in urban areas from 18.7% to 9% by
creating job opportunities for 15 million citizens.

Lack of adequate jobs and long unemployment duration becomes a challenge
for urban youth in Ethiopia, and it is especially difficult for women to get a
job. Young women exit unemployment much slower than men, and the exit rate
increases with age (Berhe, 2021). Berhe’s study revealed that the incidence of
unemployment increases with an increase in urban size; unemployment is higher
in major urban areas as compared with small and medium towns. While the
economy has demonstrated impressive reductions in unemployment, women
have not benefited as much as men. They have significantly higher unemployment
rates than their male counterparts and are often confined to the informal sector
(Broussard & Tekleselassie, 2012). A case study in the hospitality sector in Addis
Ababa (Molla, Kedir, & Nasir, 2018) has shown that women’s participation in the
industry is dominantly in lower positions and insecure jobs such as waitressing,
housekeeping, and front-line services.
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Women Empowerment

The right to have access to opportunities and resources is one of the five pillars
of women’s empowerment. The other components of women’s empowerment
are women’s sense of self-worth; their right to have and to determine choices;
their right to have access to opportunities and resources; their right to have the
power to control their own lives, both within and outside the home; and their
ability to influence the direction of social change to create more just social and
economic order, nationally and internationally.’ According to Millennium Project
Task Force on Education and Gender Equality (Millennium Project Task Force
on Education and Gender Equality, 2005), the core of empowerment lies in the
ability of a woman to control her destiny. Access to employment (earned income)
improves women’s position within the household, gives them greater control
over the distribution of such earnings and household resources, and generally
improves their status and strength in society (Sharma & Sharma, 2015). As
stated in the first Annex of the UN’s Beijing Declaration and Platform for Action,
women’s empowerment is central to eradicating poverty. To be empowered,
women must have equal capabilities (such as education and health) and equal
access to resources and opportunities (such as employment). They must also
have the agency to use those rights, capabilities, resources, and opportunities to
make strategic choices and decisions. And to exercise agency, women must live
without the fear of coercion and violence. Women’s economic empowerment can
be achieved by targeting initiatives to expand women’s economic opportunities,
which means more and better job opportunities for women across a broader
range of sectors.

Because gender inequality remains prevalent worldwide, women’s empowerment
and gender inequality are frequently highlighted in the development agendas of
different countries (Bayeh, 2016). In Ethiopia, women still experience significant

5 UN Secretariat, Inter-agency Task Force on the Implementation of the International
Conference on Population and Development’s Programme of Action, ‘Guidelines on
Women’s Empowerment” [www.un.org/popin/unfpa/taskforce/guide/iatfwemp.gdl.html].
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gender inequalities and economic marginalization. They have limited access to
and control productive capital resources such as land and finance and extension
and training services needed to increase and improve their economic capabilities
and participation (Lynch, 2020).

The military government (1974-1991) put women’s issues on its political
agenda. The 1987 Constitution of the PDRE government (Article 36) stated that
women and men have equal rights. Furthermore, the state shall provide women
with special support in education, training, and employment, and ensure suitable
working conditions (PDRE, 1987). Despite such encouraging constitutional
provisions, little practical and affirmative action was taken on behalf of women
(Bekana, 2020). A major change in women’s issues took place after the change
of government in 1991 with the establishment of the Women’s Affairs Section
in the Prime Minister’s Office. Ethiopia is committed to promoting gender
equality and women’s empowerment and has adopted several institutional and
policy measures that support these goals. The 1997 Ethiopian Constitution,
the 1993 Ethiopian National Policy on Women, the 2005 Family Law, and the
Growth and Transformation Plan (GTP) I, II and the Ten Years Development
Plan - a path to prosperity (2021-2030) are milestones that further gender
equality and empowerment. To strengthen accountability, the government also
issued Proclamation No.1097/20186, which requires all government institutions
to address women’s issues in policies, laws, and development programs and
projects.

The formulation of the ‘National Policy on Women’ in 1993 was a significant
step in giving better attention to women’s issues in the country. The production of
the policy was facilitated by the establishment of the Ministry of Women Affairs
(MoWA) for the first time in Ethiopian history (Semela, Bekele, & Abraham,
2019). The introduction of a women’s policy was critical because it identified
the broad areas that required specific policy attention to address gender issues in

6 Proclamation no.1097/2018.A proclamation to provide for the definition of the powers and
duties of the executive orangs of the Federal Democratic Republic of Ethiopia.
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all social sector policies, including education and health and women’s rights and
protection from domestic violence and Harmful Traditional Practices (HTPs).

The government of Ethiopia has made a solid commitment to integrating
gender into policy and strategic planning instruments. In this regard, women’s
empowerment was one of the cross-cutting issues in the Growth and GTP II.
According to the strategic directions of GTP II (National Planning Commission,
2016), women would be empowered to take part in the struggle against poverty
reduction by enabling them to participate at different levels of the country’s
economic, social, and political activities. The strategy aims to develop women’s
empowerment, participation and ensure their benefits. The strategy planned
that the economic and social sectors would take into account women’s equity
and empowerment. According to the strategic plan, the post-2015 sustainable
development goals and regional goals should be aligned with the country’s
context and strategic areas and implemented accordingly to improve the
economic benefits of women and ensure gender equality.

Mainstreaming gender in employment generation is emphasized in Ethiopia’s
National Employment Policy and Strategy (Ministry of Labour and Social
Affairs, 2009). The strategy identifies that women’s representation in the formal
sector and professional and white-collar jobs are not comparable with that of
men. Similarly, unemployment and underemployment are more prevalent among
women. The strategy thus argues that poverty reduction hinges on addressing the
specific constraints facing women in the labour market. The strategy proposed
skill development, access to productive resources, and social and economic
protection through institutional support to successfully improve women’s labour
force participation and presence in the formal sector.

The recently revised labour law7, Proclamation No.1156/2019, enacts the
working conditions of women (Article 87). The conditions include protecting
women from discrimination based on their sex, giving priority to women if they

7 Proclamation No.1156/2019, Labour Proclamation
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get similar results with men when competing for employment, promoting other
benefits, protecting against termination of the contract of employment during
pregnancy, and administering maternity leave. The revised bill grants female
employees a minimum of 120 days of maternity leave (Article 88). This includes
one month of pre-natal leave and three months of post-natal leave. In addition, the
bill extends the probation period of employees from 45 days, where it currently
stands, to 60 days (Article 11).

The gender and social inclusion plan of the Ten-Year Development Plan
(20212030)8 concerning women is to develop their overall capacity and facilitate
their all rounded participation in the country’s economic, social, and cultural
affairs (Planning and Development Commission, 2020). In this regard, the plan
ensures that women get their fair share from the development endeavours in
an institutional manner. In addition, the targets include safeguarding women’s
security and rights, ensuring their participation and protecting their benefit from
economic development, and creating conditions where women are free from
physical, sexual, and emotional abuse.

1.4 Organization of the Report

This report is organized into four sections. The first section presents the study’s
general background, objectives, and an overview of the national context where
the economy, tourism sector, unemployment, and review of policy and legal
documents related to women empowerment are provided. Section two discusses
the study’s methodology, sample size estimation and sampling procedures, data
collection and management, challenges and limitations, and data analysis and
reporting. Section three presents the results and discussions of the findings.
This section of the report offers a detailed analysis and discussion of the socio-
demographic characteristics, working conditions, nature of the job, income,
and benefits, voice and agency, job security, challenges, and the impacts of the
covid-19 outbreak on women waitresses in Addis Ababa. In this section, selected

8 Planning and Development Commission (2020). Ten Years Development Plan: A Pathway to
Prosperity (2021-2030). Federal Democratic Republic of Ethiopia.
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discussions are also presented to identify factors that determine waitresses’
income and the challenges at the workplace.

Finally, section four presents the conclusions and recommendations of the study.
2.  Methodology
2.1 General Approach

This research was designed to examine the state and emerging trends of female
wage labour in the service industry (cafés/restaurants) and the challenges they
face at their workplace, households, and communities, including the impacts of
the Covid-19 pandemic. The study is based on primary data from a questionnaire
survey of waitresses and in-depth interviews with selected waitresses with more
than three years’ service and with managers/supervisors of cafés/restaurants,
interviews with relevant government officials, focus group discussions with
waitresses with more than three years of work experience, and secondary data
sources from a review of empirical study reports.

The questionnaire survey applied a combination of both purposive and probability
sampling methods. Three sub-cities in Addis Ababa (Arada, Kirkos, and
Bole) were purposively selected. The selection of sub-cities primarily focused
on representing areas with a higher concentration of cafés and restaurants to
reflect various dimensions of waitresses’ challenges in the service sector (cafés/
restaurants).

2.2 Sample Size Determination and Sampling Procedure

Representative samples of waitresses in cafés/restaurants were the study subjects
of this research. Cochran (1963:75) developed the following equation for large
populations to yield a representative sample for proportions. The sample size
for the research was determined based on the assumptions of the required level
of precision (e=5%), confidence level wanted (Z= 1.64), and the estimated
proportion of an attribute that is present in the population (p=50% is considered
as it yields the maximum sample size (q =1-p).

72 pq
n=———73"

(¢)
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By applying the above formula, the required sample size was estimated to be
n=269~270. The sample size determination used 90% confidence, considering
that the quantitative survey is supplemented with qualitative data from a higher

number of participants.

The study followed the following sampling procedures:

L]

Locations with a higher concentration of cafés/restaurants in the city were
identified ineach sub-city (Arada, Kirkos, and Bole), and cafés/restaurants
with more than five waitresses were listed. Caution was taken while listing
target restaurants/cafés suitable to examine the state of waitresses and
emerging trends and the challenges they encounter. On the one end, bars,
and small-sized bars/restaurants were excluded as waitresses’ earnings
in such situations are more related to commercial sex work than salaries
from employment. On the other end, waitresses in the star labeled hotels
and restaurants were also excluded as their rights were well protected by
labour law.

A systematic random sampling method was used to select cafés/restaurants
from the list to participate in the survey. All the available waitresses were
approached for the survey. The managers and supervisors of the cafés/
restaurants also participated in in-depth interviews.

Participants for the FGDs and in-depth interviews were identified during
the questionnaire survey based on the information waitresses provided and
their willingness to share their experiences.

Officials and senior experts in relevant government offices (Labour and
Social Affairs, Women and Children Affairs, Trade and Industry), trade
unions, and others were targets for in-depth interviews. As a result, the
KlIs provide information essential to understand the perceptions of
relevant offices on the challenges waitresses face at their workplace and in
their households.
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Table 44: Summary of the number of study participants by the method of data collection

Method of data collection = Number of participants (respondents)

270 waitresses (90 from each sub-city - Arada, Bole

uestionnaire surve .
Q Y &Kirkos)

13 officials from Federal Ministries and SubCity
offices of Addis Ababa city (Labour and Social
Affairs, Women and Children Affairs, Trade and
Industry)

Key-informant interviews

53 participants (23 café/restaurant managers and
In-depth interviews supervisors, 27 waitresses with more than three
years of experience as a waitress)

Focus group discussions 18 participants in three groups (waitresses with
(FGDs) more than three years of experience as a waitress)

2.3 Data Collection

The field data collection was conducted in the first weeks of June 2021. Six
female data collectors and a supervisor were trained for two days and deployed
to conduct the questionnaire surveys and interviews. The researchers conducted
the FGDs and in-depth interviews. Official permission was sought from the
concerned local administration, and respondents were approached with respect
and asked for their consent. All possible efforts were made during and after the
questionnaire interviews to ensure the privacy of the respondents. Therefore, the
study applied anonymous coding to ensure confidentiality, and the name of the
survey respondents was not written on the survey questionnaire. Questionnaire
surveys were carried out in the presence of only the enumerator and the respondent
to maintain the interviewee’s privacy. Moreover, respondents were informed that
their participation was voluntary and they were free to interrupt or discontinue
the interview at any time. However, the KII participants (government officials,
café, and restaurant supervisors and managers) were requested by a letter written
from FSS to give their views. We have, therefore, used their real names in this
report.
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2.4 Data Analysis

Verification of the primary data quality, as part of the analysis, was made on-site.
The researchers checked all the filled-in questionnaires to assure the completeness
and consistency of the answers. All the verified questionnaires were encoded,
and an in-depth analysis was made using SPSS version 23. Different tables and
graphs were produced to oversee the pattern and relationship between the study
variables. Chisquare tests were also made to explore the significance of the
relationships, and multivariate regression analysis models were constructed to
investigate the determinant factors of waitresses’ income and the challenges they
encounter at the workplace. Data from qualitative sources were thematically
organized and used to substantiate the study findings. Triangulation of findings
from different data sources (quantitative and qualitative) was used as a principal
approach of this study. Direct quotes are provided in boxes whenever appropriate
to substantiate critical points.

3.  Results and Discussion of Findings

This chapter analyses and discusses the state, trends, and working conditions of
waitresses in cafés and restaurants in three sub-cities of Addis Ababa using data
from the questionnaire survey, focus group discussions, and in-depth interviews.
The results are presented in nine sections. The first section describes the
sociodemographic characteristics of the waitresses that include age, migration
status, reasons for migration, religious affiliation, marital status, housing, and
living arrangements, and education and training-related information. Subsections
3.2 — 3.7 present results and discussion of waitresses’ conditions of work, as
it is at the core of paid work and employment relationships. According to the
definition provided in Article 2(7) of the Labour Proclamation, ‘condition of
work’ means the entire field of labour relations between workers and employers,
including the nature of the job, their income, benefits, and promotion on the job
ladder, bargaining power, voice and agency, job security, and challenges at the
workplace including workers health and safety (with a particular focus on the
impacts of COVID-19 pandemic), legal rights and responsibilities. The definition
also includes physical conditions and mental demands in the workplace. Finally,
subsection 3.8 discusses the determinant factors of waitresses’ income and the
challenges they encounter in the workplace based on multivariate regression
models.
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3.1 Socio-Demographic Characteristics of Waitresses

The age structure of most of the surveyed waitresses was in the age group of
18-29 (81%); 16% were 30 years and above and 3% accounted for children
under 18. As regards their religious affiliation, nearly all waitresses (98%) were
followers of Christian denominations (84% Orthodox and 13% Protestants, and
1% Catholic). Followers of Islam and other religions account for only 2%.

Figure 6: Distribution of Respondents’ Birthplace by Region
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Regarding the place of birth by region, only 15.6% of the waitresses were born
in Addis Ababa while 84.4% of them were born in regions outside Addis Ababa.

Accordingly, nearly half of the waitresses (46.3%) came from Ambhara, 16.3%
from Oromia, 15.6% from SNNPR, and 4.4% from Tigray. The remaining 1.9%
came from other regions. In a more detailed observation (Figure 2), the significant
majority of the waitresses who came from the regions were of rural origin (75%
from Ambhara, 69% from SNNPR, 67% from Tigray, and 61% from Oromia).

According to the survey data, of those who migrated from the regions, 58%
came to Addis Ababa after 2011, 35% between 2001-2010, and 7% before
2000. The mean age of waitresses during their migration to Addis Ababa was
14.3 years. The primary reasons cited for their migration were looking for job
opportunities, better education, and adoption, as reported by 39%, 35%, and
16% of the waitresses who migrated from regions.
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Figure 7: Reasons for migration
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The survey also gathered information concerning marital status, family formation,
fertility, and the number of dependents. More than two-thirds of the waitresses
(69%) were not married; 23% were married, 4% were divorced, and 4% were
living in cohabitation. Slightly higher than one-fifth of the respondents have
given birth.

Figure 8: Living Arrangement
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A quarter of the waitresses (26%) have dependents living with them (an average
of 1.9), while more than half of them (55%) have dependents living elsewhere
(an average of 2.7 dependents) whose livelihood depends upon them.

Concerning their living arrangement, more than a quarter of them live alone
(27%). About a quarter of them have a family (including those living with their
spouse and children) while the other quarter lives with their siblings. One in
every ten of them lives with their parents, 8.1% live with their friends, and other
living arrangements account for 6.3%. Regarding the housing situation, more
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than three-fourths (75.6%) rent from a private household, 12% live in a house
rented from the government, and 8% live in their own house.

Figure 9: Housing ownership
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Education and training-related data were also collected. According to the survey
data 59% of the waitresses had a secondary or higher level of education (40%
secondary education, 15% TVET certificate, and 4% degree and above). Besides,
20% of them were studying to advance their education level during the survey
while 80% were not. However, 90% of those not studying have a plan to improve
their education level. Most of those who were pursuing their studies (90%) were
studying at secondary and above levels (secondary-26%, TVET-43%, and degree
and above22%). In addition, the waitresses were asked if they ever had received
any skill training as a waitress. According to the survey result, one-fifth of them
(20%) had received training in waitressing and related fields.

Figure 10: Educational level of the surveyed waitresses
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The surveyed waitresses were asked about their total years of experience as a
waitress and how long they worked in the current café/restaurant. Half of the
waitresses have an overall experience of four or more years, and 29% have two-
to three years of experience.

Figure 11: Years of Experience as a waitress (total and in current café/restaurant)
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Thus, about a quarter of the waitresses in cafés/restaurants were new entrants
with only one year or less experience in the job. On the other hand, more than
half of the waitresses (54%) served in the current café/restaurant for one year
or less, one-fourth of them (24%) served for two to three years, and 22% of
them have been in the current café/restaurant for four or more years. The finding
revealed high turnover among waitresses. Waitresses including the experienced
ones change their place of work frequently.

3.2 Waitress’s Income, Benefits, and Promotion on the Job Ladder

The employment of waitresses can be projected to grow along with the growth
of the service sector in Ethiopia. In addition, the national development strategy
focusing on tourism is believed to give a positive ground to attract more
waitresses to the sector. According to the current study (Figure 9), more than
a quarter of the waitresses (28.2%) were previously students, slightly more
than one-fifth (20.4%) were in a similar job in another café/restaurant, 16.5%
were paid housekeepers, 8.1% unpaid housekeepers, and 8.1% were job seekers
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before they transited to their current job. The remaining 17% were in other jobs,
including day labour and petty trade. As shown in Figure 12, only one-fifth of the
waitresses were in the sector while the remaining 79% shifted from other jobs
(such as housekeeping, casual labour, petty trade, etc) or they were students —
indicating that working in cafés and restaurants in Addis Ababa is a transitional
job.

Figure 12: Previous occupation of the waitresses
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Regarding experience and skill, most waitresses who participated in the FGDs
had similar opinions; most of the time, those who have had prior work experience
are hired. At the same time, those without experience are also hired if they meet
certain other criteria. The most important consideration made by employers is
the overall attractiveness of the prospective waitress and her willingness to wear
skimpy (revealing) clothes as demanded by some cafés/restaurants while rejecting
those with more experience and knowledge of the occupation. As waitresses get
old, their chances of being employed elsewhere become slim. Thus, they are
forced to stay in the same establishment for over 5 years. Waitresses who gain
weight are considered unsuitable for the job and under too much pressure they
resort to other activities like dishwashing, cleaning, and the like. The dress code
forcing waitresses to wear miniskirts and shirts showing cleavage is an immoral
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act that causes injury to dignity, feelings, and self-respect; it interferes with their
ability to do their job and leaves them vulnerable to sexual harassment. Article
32 of the Labour Proclamation (Proclamation No. 1156/2019) states an act of
an employer contrary to human dignity and morals to be sufficient cause for the
termination of the employment contract without prior notice. However, because
of the difficulties of getting other jobs, waitresses choose not to complain against
their employers or leave their job.

According to discussants at Kirkos and Bole Sub-city, most employees learn
while on the job that some of the cafés/restaurants employ waitresses without
any skill training. Most of them learn how to serve while working, not through
training. According to one of the discussants at Bole, illiterate young women
that come from rural areas are not preferred by employers. The reason is that
the nature of the occupation entails submitting orders in writing which requires
some education and skill. Thus, the most desired waitresses are literate girls and
those with over 5 years of experience.

An expert from the Ministry of Women, Children and Youth Affairs (MWCYA)
described café/restaurants as a source of job opportunities for youth and a
prospect to scale up the tourism industry and as an entry point to contribute
to economic growth. Besides, women working in this sector have double
responsibility using the income from waitressing for their personal needs and
to support their families. The official also mentioned that the café/restaurant
business serves as an entrepreneur’s entry into the hospitality sector. In addition,
the café/restaurant business is also a strategic source of jobs for young university
and college graduates as other sectors are becoming saturated. According to an
expert at Arada Sub-city Labour and Social Affairs Office, the opportunities that
the café/restaurant industries bring to women are income from the job (salary and
tips) and the possibility of meeting new people. A youth affairs team leader at
the Ministry of Trade and Industry, also noted that the café/restaurant industries
bring job opportunities to youth, especially the experience to transit to high-level
hotel sectors (such as star-label hotels).

The average income the surveyed waitresses earned per month was ETB 3254.
This income largely depends on an average regular salary of ETB 911 (28%) and
tips from customers which amounts on average to ETB1956 (60%). 12 percent
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of the total income of the waitresses comes from service charges and income
from other sources. The initial average salary of the waitresses when they were
employed as a waitress in the current café/restaurant was ETB 630. Considering
the average duration of their employment in the current café/restaurant (2
years), the relative increase in salary was 45%. Therefore, the waitress’s salary
increase is not an increase in real income; it instead compensates for the average
inflation rate. In 2020, the average inflation rate in Ethiopia amounted to about
20% compared to the previous year.” Ethiopia doesn’t have a law governing the
minimum salary for private employees. According to the Regulation for Federal
Civil Servants Position Rating, Grading and Salary Scale (Council of Ministers
Regulation Number 455/2019), the minimum base salary of the lowest job grade
is ETB 1100, which is higher than the average salary scale of waitresses.

Figure 13: Distribution of average monthly income of waitresses by source
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The tipping culture seems to have evolved from gratitude for good service to
becoming almost a norm. In hotels, bars, cafés, and restaurants, customers
voluntarily leave tips for the workers that have served them. As revealed in this
study, tips in the cafés and restaurant industry amount to more than twice their
monthly salary. Therefore, tips likely affect the waitress’s income level as it
accounts for most of their income. While practice suggests quality service as an
essential factor for tipping, it shows that other factors affect the amount of tip

9 https://www.statista.com/statistics/455089/inflation-rate-in-ethiopia/
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left by customers. For example, one study (Cho, 2014)'° found gender dynamics
to be important such that waitresses whose customers deemed them attractive
tended to tip more than others. Other factors mentioned were bill size, alcohol
consumption, meal-type and quality, and personality type. A detailed analysis of
factors that affect waitresses’ income is presented in section 3.8.1.

Physical assets are proxy measures for income and welfare that generally increase
aggregate lifetime consumption and improve a household’s well-being over an
extended time horizon. As shown in Fig 14, the significant assets the waitresses
possess include a mobile phone (84.8%), bed (54.1%), stove (53.3%), TV/radio
(39.3%), and chair/table (35.6%). Further analysis of asset ownership over time
shows an increase compared with their status before they were employed in their
current job. Although the assets owned were essential items for personal use in
daily life, the finding might help to show the interplay between women’s labour
force participation and asset ownership.

Figure 14: Physical Asset ownership status of waitress before and after the current employment
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Nonfinancial incentives are types of rewards that are not a part of an employee’s
pay and generally inspire and engage employees in ways that money alone
would not. For example, most employees in low-pay jobs are more interested in

10 Cho, S. B. (2014). Factors Affecting Restaurant Consumers' Tipping Behaviour. Journal of the Korean
Society for Quality Management, 42(1), 15-32.
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the nonmonetary attention granted to them by their employer, and it makes them
feel how valued, trusted, and essential they are in the organization. Respondents
were asked to report which non-wage benefits they have received from their
employer in the previous 12 months, such as food, housing, transportation,
health, education, and training cost coverage. According to the result, food was
the only item they got as a benefit (28.5%) while an insignificant few had access
to other benefits Figure 15.

Figure 15: Nonfinancial benefits received from the current employer in the past 12 months
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According to the current study’s findings (Figure 13), the income and benefits of
waitresses are reported as improving for slightly more than half of the waitresses.
In contrast, 46% of them reported a decrease in income. One possible reason
could be the COVID-19 pandemic which disrupted the service sector starting
from its first report in Ethiopia in March 2020. As per the assessment of the
Brookings

Institution!" for instance, between March and October 2020, three in every four
households experienced a reduction or total loss of household income. A report
on

n  https://www.brookings.edu/blog/future-development/2021/05/28/social-assistance-in-
ethiopiaduring-covid-19/
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Table 45: Distribution of household expenditure classified by household expenditure

quintile
Expenditure Expenditure quintile 5 016 HCE
item | ’ 3 4 5 Total National Survey
Food 279%  325%  27.5%  32.1% 29.8%  30.1% 44.9%
Housing 19.1%  28.8%  36.0% 28.8% 21.5% 26.9% 20.0%
Health 0.6% 1.0% 1.4% 2.8% 2.6% 2.1% 1.4%
Transport 9.7% 8.8% 9.1% 6.0% 12.1%  9.4% 3.5%
Education 2.6% 2.4% 2.9% 2.0% 4.4% 3.1% 0.4%

Communication 10.7%  7.1% 5.2% 5.4% 5.0% 5.9% 3.5%

Social/family

128%  8$8%  89%  8.6%  123% 103% | -
support
gl"th‘“ga“d 55%  3.8%  3.6%  89%  64%  6.0% | 5.0%
ootwear
Recreation 18%  21%  06%  08%  13%  12% | 0.7%

Other expenses  9.2% 4.9% 4.8% 4.5% 4.5% 5.0% -

Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% | -

the short-term impact of COVID-19 on Ethiopia’s economy from the International
Food Policy Research Institute (Aragie, Taffesse, & Tamiru 2020)'? argued that,
in particular, the urban poor would be the most affected as they lose real incomes
in the range of 6.6 to 8.5%. According to their analysis, the income losses would
result in a 3.5% rise in the national poverty headcount.

12 Aragie, E., Taffesse, A. S, & Tamru, S. (2020). The short-term impact of COVID-19 on Ethiopia’s
economy through external sector channels: An economywide multiplier model analysis (Vol. 154). Intl
Food Policy Res Inst.
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Figure 16: The trend in income and benefits as a waitress compared to the situation before three
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This study also explored the share of the total expenditure waitresses spent to
cover living costs and the amount spent on social commitments. As shown in
Table 45, food and housing account for 57% of the spending; family support is
the third significant expense followed by transportation and mobile phone airtime
minutes - the two together account for about one-fifth of the total spending;
education and health expense accounts for 5% of the income altogether.

As expected, the waitresses in Addis Ababa spend more on transport, education,
and mobile telephone service expenses. The percentage distribution of the
allocated resource per expenditure item resembles an almost similar pattern across
expenditure quintiles. For example, the average food expense accounts for 30%,
which varies between 27.9%-32.5% across expenditure quintiles. According
to the Ethiopian household consumption — expenditure (HCE) national survey
result (CSA, 2018)"* food and housing account for nearly two-thirds (65%) of
household expenditure, which was 57% in the current survey.

The Ethiopian Labour Proclamation (No.1156/2019) recognizes benefits (such
as periodical payments, cash benefits, disablement payments, and dependents’
benefits) for employees who got injured while performing their duties (Article

13 CSA (2018).The 2015/16 Ethiopian Household Consumption — Expenditure (HCE) Survey. Results For:
Country Level Statistical Report.Statistical Bulletin585.
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105-110). In organizations where there is a labour union, workers can include a
package of agreed benefits in their collective agreement.

Waitresses’ benefits and the chances of promotion to higher jobs in cafés/
restaurants were one of the FGD agendas with senior waitresses. The FGD
participants agreed that tips are the only benefit that they receive in their
workplace. Another element mentioned by waitresses as a benefit is meeting with
new people and forming friendships. Among the new people that waitresses meet,
some intend to do good and can be charitable. As some discussants mentioned,
some establishments provide waitresses with allowances on special occasions
like national holidays. An FGD participant at Arada sub-city mentioned that
one of the benefits employers emphasize is the provision of bread and tea a
day, which is inadequate fare. But there are times when waitresses hide and eat
more of whatever they can access but if they are caught eating a meal that they
are not allowed to, they have to pay 150-250 birr as a penalty. The participant
further elaborated that there are no sympathies when there is property damage,
like the breaking of glassware, as the price is deducted from the waitress’s salary.
On top of this, the participant stressed, the salary is barely enough to cover the
transportation cost of the waitresses.

Discussants at Bole also noted that cafés/restaurants provide their waitresses
with a portion of the service charge that the establishment collects. In rare cases,
it was noted by a waitress (with experience of 14 years) that there are promotions.
But these promotions are limited to instances where waitresses are promoted to
cashiers. However, the same waitress that made this observation has never been
promoted.

For someone who starts as a waitress, promotion is less likely; it takes several
years for those who succeed. To be promoted, one should ideally have some
higher qualification, but this is not crucial. Instead, personal qualities like a
good work ethic, politeness, excellent communication skills, and ambition are
important. The waitress has to work hard to impress her manager/supervisor and
then, she may be promoted to the position of senior waitstaff.

The opportunities for a promotion differ from establishment to establishment.
For example, some cafés/restaurants provide a salary raise of 50 Birr every six
months.
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Box -1

Waitresses’ perception of their opportunity for promotion
The opportunity for a promotion differs from establishment to establishment. In this
particular café where I am working, promotions are possible if a waitress fulfills
specific criteria. These are punctuality and hard work, good personality and work
ethic, certifications and a higher level of literacy, and respect towards supervisors and
managers. [Waitress — 23 years old — unmarried]

There is no path to promotion, and the salary is not satisfactory. Even with an
experience of 7 years, the waitress is paid the same amount of salary as a new
employee. [Waitress — 25 years old — unmarried]

The establishment does not have the space to incubate promotions. The only way a
waitress can better herself is by seeking employment in other establishments with
better pay. [Waitress — 35 years old — Married]

The only path to promotion for waitresses is a cashier’s position. Still, since the
cashier’s salary is not satisfactory women prefer to work as waitresses and earn tips
from customers rather than get a promotion to a cashier’s position.

[Waitress — 29 years old— Married]

Most waitresses, however, mentioned that the chance for waitresses to get
promotions in cafés/restaurants is rare. If there is a chance of promotion, it needs
two to five years of service in the establishment to be promoted. Views of the
waitresses on promotion opportunities are shown in Box 1. In addition, waitresses
were asked about the non-wage benefits they obtain by working in the cafés/
restaurants such as safe and affordable housing, food provisions, transportation,
training, and the like, Box - 2.
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Box -2

Waitresses’ perception of the benefits they are entitled to
There are no benefits other than a meager monthly salary. In most cases, waitresses
earn more tips than their salary; other larger cafés/restaurants provide their employees
with the service charge they collected from customers. In addition, some cafés/
restaurants organise training for their employees. [Waitress — 28 years old— married]

Tips are the primary benefits we obtain. But some establishments hire waitresses
living within the vicinity of the café/restaurant to avoid transportation hassles. In
addition, they provide them with other benefits, including lending a hand to waitresses
with family burdens and providing waitresses with skill training to build their capacity
further. [Waitress — 23 years old— unmarried]

There are no benefits except for the salary and the freedom to seek better opportunities
when the job is no longer satisfactory. The fact that the waitresses earn tips can be two
to three times more than their salary. [Waitress — 26 years old — unmarried]

There is nothing to be gained from being a waitress; it is all a waste of time. [ Waitress

— 27 years old— unmarried]

According to the Hotel and Tourism Federation, the only benefits waitresses
enjoy are the tips they collect along with the occasional provision of a meal like
other employees. According to an official of the hotel federation, the provision of
transport services is not feasible in the industry since establishments like small
cafés cannot sustain that kind of service for long. Interventions regarding wages
are also said to be difficult due to the difficulty of enforcing a minimum wage,
which has, in fact, not yet been ratified. According to the officials, salary raises
are ideally implemented depending on the performance of an employee. Labour
unions are meant to facilitate the implementation of such rights to raise women’s
bargaining power, voice, and agency (discussed further in the next section of the
report). But at present, there are no labour unions in most cafés and restaurants
despite the efforts of CETU and the Hotel and Tourism Federation.
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Box -3
Supervisors’ perception of the benefits of waitresses

Due to the ungrateful nature of the employees, the establishment provides no benefits

except the regular salary. [Male Supervisor]

The establishment does not provide any benefits apart from letting the waitresses
keep the tips they collect. So, naturally, these tips increase on holidays and other

special occasions. [Male Supervisor|

Waitresses working a full day at the establishment are provided with food and pocket

money during holidays and other special occasions. [Male Supervisor]

The establishment makes modifications to the waitresses’ salaries as deemed
appropriate.
The establishment provides breakfast for morning shift employees and dinner for

afternoon shift employees. [Female Supervisor]

Employees in this establishment receive breakfast and brief training benefits that help

them acclimate better to their new environment. [Female Owner]

There are benefits like food and tips when working in this establishments, and needy

employees are given living quarters and specialized trainings. [Female Supervisor]

3.3 Bargaining Power, Voice, and Agency

The Ethiopian Labour Law is legislated to ensure worker-employer relations are
governed by fundamental rights and obligations to enable workers and employers
to secure durable industrial peace, sustainable productivity, and competitiveness.
Inaddition, the law provides a working system that guarantees the rights of workers
and employers to establish their respective associations freely. Article 4-8 of the
Labour Proclamation outlines the form of a contract, specifics of employment
contract, and consequences of failure to comply with the legal provisions in
detail. According to the Proclamation, a written employment contract should
specify the name and address of the employer, type of employment, workplace,
rate of wages and the method of its calculation, manner, and interval of wage
payment, and duration of the contract. It also stipulates that both parties must
sign the contract.
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Concerning the contract of employment not made in writing, Article 7(1) of
the Proclamation states that “Where a contract of employment is not made in
writing, the employer shall, within 15 days from the conclusion of the contract
give the worker a written and signed letter containing the elements specified
under Article 6 of the Proclamation.” Thus, the law obliges employers to sign a
contract agreement with the employee or provide an employment letter. However,
according to the result of the current assessment, only one-third of the waitresses
have an employment contract (26% had permanent employment, and 6% had a
short-term employment contract). In comparison, more than two-thirds (68.5%)
of the waitresses in cafés/restaurants do not have either a contractual agreement
or a written letter of employment.

According to the FGD discussants, waitresses form informal associations
focusing on strengthening their economic situation and cooperating in times of
need. The waitresses also help each other by covering each other’s shifts in cases
where an absence occurs. The employees also raise funds to help colleagues
who need assistance. While the waitresses raise their grievances heard, they are
hardly heard. Some leave the establishment peacefully, while some waitresses
are subjected to insults and other forms of verbal abuse from their employers. On
rare occasions, the voices of the waitresses are heard.

Figure 17: Percentage distribution of waitresses by type of employment contract
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Joining a trade union is ideally believed to have several advantages. For example,
it helps workers negotiate better wages and benefits, negotiate better working
conditions (such as more holidays or improved health and safety), provide
worker protections, and give them general advice and support. In this regard, the
current assessment gathered information on the availability of labour unions in
the organizations (cafés/restaurants) and whether the waitresses are trade union
members. However, of the total respondents, only 5.6% mentioned the existence
of a labour union in the cafés/restaurants they worked and only 3.3% of the
surveyed waitresses were members of labour unions.

Figure 18: Number of hours waitresses work per day
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According to CETU and officials of the Hotel and Tourism Federation, waitresses
let alone form unions are not yet assertive regarding fundamental things. For
example, waitresses cannot negotiate a salary or a promotion. Nevertheless, the
Federation makes efforts to resolve issues of contractual mistreatments while
also overlooking cafés/restaurants’ practice of deduction of an income tax from
salaries and the payment thereof to the relevant government office. However,
it should be noted that the federation has its focus mainly on star-label hotels,
and they have difficulties in reaching cafés and restaurants with a relatively low
number of employees.

Box 4 presents direct quotes from the perspectives of the waitresses who
participated in the study regarding their bargaining power and agency.
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Box -4
Waitresses’ perception of bargaining power, voice and agency

There are no unions formed in any official capacity, but employees cooperate on
occasions like funerals, weddings, and the like by raising money and participating in
other ways. The waitresses are generally vocal concerning their rights, but there is no

satisfactory change regarding salaries. [Waitress — 35 years old— Married]

The employees have formed an equb and have also formed companionships that
have enabled them to help each other out in times of need. While that is the case,
the employees are unable to bargain for salary increases. [Waitress — 23 years old —

unmarried]

The employees of this particular establishment do not have a labour union. We have
collectively submitted a letter requesting salary raise, but there has been no response.

[Waitress — 25 years old— unmarried]

Employees have an equb within their circle, and the employees in this establishment
are often vocal about their salary and its increase. Even though requests are voiced,
however, no response is yet received. The employees have not formed labour or other

unions that operate in any significant capacity. [Waitress — 25 years old— unmarried]
There are no unions formed but employees have a support structure of sorts. When
it comes to salary raises, no grievance is heard by the establishment. [Waitress — 29
years old— Married]

The employees of this particular establishment have collectively submitted a letter
requesting a salary raise but there has been no response. The employees also don't
have a labour union. [Waitress — 28 years old — Married]

There are no unions or other types of collaborations among waitresses. Salaries are

not paid on time, and making a salary raise is an unlikely prospect.

[Waitress — 25 years old— Married]

According to the head of the Women Affairs Office of CETU, waitresses are less
likely to form unions since most do not stay in one establishment for long and
are likely to move to another café/restaurant. Another reason is the opposition of
establishment owners to the formation of labour unions.
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Box -5

Supervisors’ and managers’ perceptions of women’s position in their
establishment

The establishment gives the most critical responsibility to women because the
establishment believes that women have a better edge at shouldering responsibilities

than men. [Male Supervisor]

The establishment believes that men and women are equal but women are more
dependable in managerial roles than men. But this particular establishment has been
unable to appoint a woman with responsibility, as the establishment has not yet found

a female employee (waitress) with an admirable work ethic. [Male Supervisor]

Women are more likely to maintain a healthy relationship with customers. In our
establishment, waitresses outnumber waiters, and responsibilities are awarded to

women more than men. [Male Supervisor]

Positions of responsibility in these times are often awarded to women as most men
are susceptible to many shortcomings and problems; the establishment also prefers to
communicate with women in solving problems and addressing issues. [Male Assistant

Manager]

As this establishment has several branches, most of the staff comprises females, and
there is a promotion opportunity that has enabled waitresses to become supervisors.
[Male Manager]

3.4 Job Security

Job security is typically defined as an employee’s perception that their job, or
an important feature of their job, is secure (Michalos, 2014). An employee’s
job security can be impacted by the work terms described in the employment
contract, by legislation governing labour termination in the jurisdiction she
works in, by labour organizations such as unions, and by economic conditions.
Employees may also feel more or less secure depending on the behaviour of their
employer. The perception of their job security as described by the waitresses is
presented in Box - 6.
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The FGD discussants were asked about the level of job security of waitresses
in cafés/restaurants. According to the discussants, very few waitresses in the
establishments have a contract. Even if the waitresses have substantial experience,
they are likely to be fired when they show noticeable signs of aging and weight
gain. When waitresses are absent because of an emergency, the employer is
likely to employ someone else in their place.

Box -6

Waitresses’ perception of their job security

There is no contract for employees; they stay as long as they are willing and leave
their posts freely without fear of circumstances, as employers are only concerned
about their business rights. [Waitress — 32 years old — Married]

There is no guarantee for keeping jobs in this establishment; this is partly due to a
lack of contracts; employees remain if and only if they feel comfortable. [ Waitress —
35 years old— Married]

Contracts are casually discontinued, and firings are recurring even for the smallest of
offenses committed by waitresses. [Waitress — 29 years old— Married]

There is no guarantee of keeping jobs in this establishment, partly due to a lack of
contracts. As a result, employees remain in the establishment if and only if they feel
comfortable. [Waitress — 24 years old — Unmarried]

Even though waitresses have no contract with the establishment, they have taxpayer
identification as their salaries are taxed. [Waitress — 31 years old— Unmarried]

Waitresses often opt to forgo the contract to seek other more lucrative options.
[Waitress — 25 years old — Married]

The establishment does not make employees permanent workers until after a 3-month
probation period. But during this time, if we are found to have made a mistake,

we risk getting fired. But there would be many warnings before that happened.
Employees are only fired when they are caught engaging in fraudulent activities, and
even then, there are cases where an employee is left with a warning. [Waitress — 28
years old— Married]

The most prominent outcome of quitting a job as a waitress is working in another
similar establishment. However, often, the original establishments do not give
their waitresses compensation when they leave the establishment of their own
will. Moreover, while moving to another café/restaurant requires a written work
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experience or a letter of recommendation, this letter is rarely provided in most
cafés/restaurants except in larger hotels. According to Article 12 (8), the Labour
Law obliges employers upon the termination of a contract of employment or
whenever the worker so requests, to provide the worker, free of charge, with a
certificate stating the type of work he/she performed, the length of service and
the wage he/she was earning. Waitresses requesting a certificate are sometimes
considered disrespectful, and employers often respond aggressively, further
opting to retain severance payments and salaries while the waitress departed.
Waitresses mostly had to leave the establishment while they are on good terms
with an employer. Otherwise, they would risk alienation affecting their prospects
of employment in another establishment.

Box -7
Supervisors and managers’ description of the practice on contracts

Our employees are not permanent workers until the 45-day probation period ends.
After the probation period, they are employed permanently. Within the probation
period, the establishment maintains the right to discontinue the employment
contract. Most employees also leave on their own accord without informing us.
Their stay at our establishment generally depends on how satisfied they are with the
tips they earn. [Male Supervisor]

Even though the establishment has never hired waitresses with a signed contract
agreement, it makes its best effort to facilitate the departure of its long-lasting
employees with the benefits package and payment as per the law [Male Supervisor|

There is a guideline that the establishment follows. According to it, we institute a 45

day probation period, but most waitresses don’t last that long; if they do, a permanent

contract is provided. [Female Owner]

The Waitresses don’t want to be under contract as they don’t wish to stay in the

establishment for a significant amount of time. [Male Owner]

As employees come through the involvement of brokers, it is hard to find waitresses

that stay for the long haul. In addition, they come and go within a day’s notice, which

affects establishments’ business. [Male Supervisor]

The FGD participants discussed the different scenarios concerning employment
opportunities when their contracts are terminated. There are opportunities for
waitresses to be hired elsewhere. If they have other skills, waitresses can even
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pursue better-paying occupations. Waitresses only leave their employment if
they find better opportunities elsewhere. According to the Women’s Department
of the Confederation of Ethiopian Trade Union (CETU) and the secretary of the
Hotel and Tourism Federation, the job security of waitresses is given a dismal
concern by stakeholders. The concerned offices do not often operate within the
bounds or supervision of local authorities due to a lack of oversight over small
establishments (cafés/restaurants). In most of these establishments, contracts are
nowhere to be found when it comes to hiring waitresses. Contracts exist only in
large hotels that operate under the supervision of several entities. One reason for
the absence of a contract was the nature of their hiring which often involves the
service of brokers.

3.5 Challenges in the Waitresses Life

Waitresses” workplace is full of challenges from several dimensions such as
interpersonal relationships, physical working conditions, work performance,
and time management. Waitresses have a high level of social interaction as they
routinely communicate in person with co-workers and customers. However,
communication with customers may not always go positive; there are times when
waitresses deal with discourteous customers. As the customer’s satisfaction rests
on their performance as a team, waitresses are primarily responsible for the work
outcomes of cafés/restaurants.

Waitresses’ work demands the involvement of a lot of physical activity. Usually,
they spend long hours on their feet, continuously moving from the beginning
to the end of a shift. Their work can be intense, especially during busy hours
when they are under pressure to swiftly and proficiently serve customers. They
routinely handle heavy trays loaded with heavy trays of food, dishes, and drinks.
Work related strain is a common complaint of waitresses, causing sore muscles.
For example, a waitress can burn her hands and arms from carrying boiling
plates, and a slight misstep can cause a steaming hot beverage to splash onto
her body. However, they can minimize such injuries by learning proper lifting
techniques and being attentive to their work. For example, a focused waitress
moves smoothly between her tables and the kitchen to quietly deliver food,
refill water glasses, and clear finished serving ware. A waitress also maximizes
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her earnings by quickly serving her customers, clearing their dirty dishes, and
preparing the tables for new diners.

As arule of thumb, waitresses have to be familiar with the menu while taking the
orders, address any dietary restrictions or special requests, and deliver food and
drink without hovering or being intrusive. In addition, they need a strong sense
of the kitchen’s rhythm and the time needed for each dish. While serving guests,
they replenish the service area, clean as needed, and help other waitresses with
their tables when the need arises. As a standard, they are expected to maintain
a friendly appearance. Waitresses are also exposed to sick customers and co-
workers and are susceptible to communicable diseases such as COVID-19.

Research on the major challenges of the hospitality industry in Addis Ababa
(Aschale, 2013) summarised what is seen in the hospitality industry in Addis
Ababa as follows:

Employing based on kinship, ethnicity, or religion; paying meager
wages and salaries;, imposing unpaid extended working hours
and inconsistent working shifts; provision of poor quality food;
undermining, insulting and humiliating, unexpected firing and
chasing out without wages or salaries at the eleventh hour;
discrimination and stigmatization, spiting, finger scratch, and
biting, sexual harassment, rape, and abduction, illegal recruitments
and denying rights; and so forth are the fundamental debilitating
activities that most hospitality owners, managers, Supervisors,
attempt and do.

Frustration about routine job activities, lack of promotion, and little recognition
make employees unhappy, and they eventually leave to find less stressful work
and comfortable workplace management. As the study found out, employees
express their frustration in various ways:

In response to these issues, employees may engage in acts of
resistance or revenge such as seeking better salaries and working
conditions by leaving their current job. They may also participate
in unethical behaviours such as theft, bribery, and tip collection.
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They may deliberately deliver poor-quality service and waste time at
work. Employees may also cause conflicts with their supervisors or
colleagues (Aschale, 2013).

Regarding the challenges faced by waitresses, FGD participants mentioned
that males primarily occupy leadership positions in cafes and restaurants and
therefore put different kinds of pressure on female co-workers. For example,
some male supervisors/managers carry out sexual violence against waitresses
by threatening to fire them if they don’t comply with their sexual demands.
At other times whenever a customer is angry, all the blame is shifted to the
waitresses, leading to verbally abusive insults. The waitresses also usually find it
hard to deal with the behaviour of a variety of customers. Some customers harass
waitresses and ask for their phone numbers and for a date. Emotional, verbal, and
physical assault are recurring problems that waitresses face at their workplace
partly because society looks down on them and considers them to have lower
social status. Employers are never on the side of waitresses in instances where
altercations take place.

Figure 19: The waitresses perceived likelihood of losing their job
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According to the survey result, only less than half of the waitresses were free of
the threat of losing their job. More than half of them perceive a chance of losing
their job (39% likely and 14% very likely). The respondents were also asked
if they have other employable skills than being a waitress, and it was found
that more than one-third of them (36.7%) have employable skills in other fields.
These include cookery (37.4%), hairdressing (12.1%), clerical skills - related to
accounting, secretary, IT, management, marketing, and the likes (35.4%), and
other skills in technical areas such as tailoring, construction, health care, and the
likes (15.2%).

Figure 20: Percent of waitresses who encountered different challenges and problems at the

workplace

Lack of break time I 32.2%
Lack of transportation I 31.9%
Denied rest and leisure time GGG 25.6%
Exposure to health hazards GGG 23.3%
Emotional abuse GGG 21.9%
Lack of food and drink G 15.2%
Lack of toilets and water facilities G 15.2%
The inconvenience of work shift TG 14.3%
Physical abuse GGG 11.1%
Sexual harassment and abuse G 10.0%
Denied access to education IEEG—— 6.7%
Problems related to reproductive health IEE— 8 5.6%
Low salary compared to males | 5.2%
Discrimination during the recruitment EG——_— 4.8%
Discrimination in promotion EE—— 4.4%
Discrimination in non-wage benefits I 4.1%
Denied access to health care I— S 3.3%
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The survey result revealed that waitresses face several challenges (Figure 20).
Lack of break time and transportation problem is mentioned by nearly one-
third of them. More than one-fifth of the waitresses complain of denial of
rest and leisure time and exposure to health hazards. Between 10-15% of the
waitresses reported lack of toilets and water facilities, lack of food and drink, the
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inconvenience of the work shift, and different forms of abuse (physical abuse
and sexual harassment). A few of them, less than 6%, also mentioned different
challenges related to access to education, problems related to reproductive health,
low salary compared to males, discrimination during recruitment, promotion,
and access to non-wage benefits, and denial of access to health care.

Café/restaurant customers respond well to attractive servers. As a result, many
cafés/restaurants base their business models on attractive young waitresses in
expressive uniforms. However, workplace sexual harassment is inevitable in
this sector for almost every woman. A systematic review and meta-analysis of
the prevalence of sexual violence in Ethiopian workplaces (Worke, Koricha, &
Debelew, Prevalence of sexual violence in Ethiopian workplaces: systematic
review and meta-analysis, 2020) revealed a high prevalence of sexual violence
and sexual harassment. As is stressed explicitly by a study on sexual harassment
in hospitality workplaces is poorly understood but widely experienced by women
(Worke, Koricha, & Debelew, 2021). Furthermore, a book written on causes,
effects, and challenges of sexual harassment of waitresses in Addis Ababa noted
that workplaces like hotels, bars, and cafeterias are accompanied by the work
nature that makes waitresses the most vulnerable to sexual harassment affecting
their personal and career development (Tasew, 2012).

Waitresses experience difficult working conditions even when they are not
harassed. They do not have health insurance or other benefits at the workplace and
often cannot get time off when they are ill and afford to pay health care costs in
private clinics. In addition, shifts are irregular at many cafés/restaurants, making
it difficult for waitresses to make arrangements for schooling or child/elder care.
As shown in Section 3.2, the regular salary pay is low, and their livelihood is
dependent on the tips that they get from customers, which is not dependable as
a regular income source. Waitresses, in general, earn some of the workforce’s
lowest wages for a job that is both physically and mentally demanding. The
working conditions and poor pay make waitressing a challenging way to earn a
living.
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The types of challenges that waitresses face while working in cafés/ restaurants
are diverse. The challenges relate to the nature of the work, social norms and
responsibilities, discrimination, violation of rights, harassment, and unfair
treatment. Besides the survey result discussed above, interviewed waitresses with
more than three years of experience in the sector portrayed several challenges
waitresses encounter (Box 8).

Trade union officials are aware of the violations of the rights of waitresses.
But as waitresses are selected and employed to attract customers, most of the
customer base are males, leading to challenges, including sexual remarks and
harassment. Hotels and restaurants with rooms create an environment that often
leads waitresses to a sexual encounter. According to an official of the Hotel
Federation, there are no reporting mechanisms on violence in such facilities and
waitresses are unlikely to report such cases due to fear of retaliation by their
employers.
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Box -8
Waitresses’ perception of the challenges they encounter

Pregnant employees do not get any leave until they are 9 months pregnant, and even then, they
will most likely lose their job. The most prominent problems faced by waitresses are related to
transportation issues, family matters, rights violations, and sexual and verbal harassment at night.
[Waitress — 25 years old — Unmarried]

Pregnant waitresses have no choice but to leave their employment, as the establishment is not even
concerned about giving its employees annual leave or sick leave. In addition, there are incidents of
trespass on the rights of employees that are often solved with mediation and discussion. The one
problem remaining is the lack of transportation. [Waitress — 32 years old — Married]

There is a significant amount of verbal and emotional abuse within the establishment. [Waitress — 23
years old — Unmarried]

There are guaranteed leaves for pregnant employees. When an employee requires a leave of absence
due to other circumstances, the establishment often maintains the right to replace a waitress as they
please. Cases of mistreatment and violations of rights are sometimes noticed. Another issue of note is
the lack of transportation. [Waitress — 25 years old— Unmarried]

Waitresses are also made to work outside their workspaces in kitchens and cleaning facilities. The
customers have several issues and problems, but the establishment often ignores these red flags
favouring the bottom line: economic gain. [Waitress — 25 years old — Married]

There are no leaves for pregnant waitresses unless they leave the job on their own accord. In one
instance, a waitress was 9 months pregnant and was still working; the establishment replaced her
the day she gave birth. So, there are right violations, and while that is the case, night shifts are a
concerning issue as there is a lack of transportation. [Waitress — 29 years old— Married]

The establishment does not make employees permanent workers until they have worked for a 3-month
probation period. But even after we were made permanent workers we would risk getting fired if
we made a mistake. But there would be warnings before that would happen. Employees are only
fired when they are caught engaging in fraudulent activities, and even then, there are cases where
an employee is left with a warning. Pregnant employees are unlikely to be compensated. They are
otherwise subsequently replaced as there is no incentive in keeping them employed. Employers are
unwilling in giving more rewarding jobs to women in the establishment. There is also discrimination
based on physical appearance, weight, and other details that a waitress has no control over. [Waitress
— 28 years old— Married]

Pregnant waitresses have no choice but to leave their employment, as the establishment is not even
concerned about giving its employees sick leave or maternity leave. [ Waitress — 30 years old—Married]

Maternity comes with many problems that could lead to a loss of employment. Night shifts are also
unchangeable as shifts are discussed and established before employment. Waitresses are subjected
to a damaging amount of verbal and emotional abuse directed from customers; there is also the issue
of degrading gestures that belittle the occupation of being a waitress. Theft and robbery are big
problems waitresses are exposed to due to night shifts. [Waitress — 26 years old — Married]

The priority given to physical attractiveness by employers hurts waitresses. Cases of mistreatment
and violations of rights are sometimes noticed. Another issue of note is the employer’s insistence
that waitresses wear short dresses. [Waitress — 28 years old — Unmarried]
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Sub-city officials in the relevant line offices (Labour and Social Affairs, Women
and Children Affairs, and Trade and Industry) provided us with a broader
perspective regarding the challenges that waitresses in the cafe and restaurant
industry face. An expert from Arada sub-City Women and Child Affairs Office
described several challenges that waitresses encounter at the workplace. These
include sexual harassment, lack of promotion opportunities, a meager salary
scale, lack of employee benefits, replacement of pregnant women by others, lack
of contracts, and if there is any, not sufficiently citing the employee’s rights
in the contract. The relevant government offices at the sub-city level strive to
ensure that waitresses get compensated for overtime work and enforce leaves for
pregnant employees working in cafés and restaurants.

According to an expert from Bole sub-City Trade and Industry Office, the lives of
waitresses seem to be ever stagnant, as they never manage to leave the occupation
behind. Waitresses cannot partake in other work since they work full-time. The
major problem faced by waitresses is the salary scale. The salary is low due to the
assumption among employers that opportunities for tips justify the low salaries.
Another expert from Bole sub-City Women and Child Affairs Office also reported
that establishments like cafés and restaurants are not keen on hiring or retaining
pregnant women to work for them. Besides, the establishments’ propensity to
hire women is not based on experience and skill but on physical attractiveness
and age. There are also instances where waitresses are subjected to assault and
abuse from their employers. The safety of waitresses is challenging to ensure.
The most frequently stated issue is that these establishments host quarrels and
fights that expose waitresses to physical harm. As a result, waitresses stay for a
very short period in a given establishment, which is a testament to the unstable
nature of the occupation. Some establishments also force their waitresses to dress
in revealing clothes that they find uncomfortable but are liked by customers.

According to the Director of Women Mobilisation and Participation Enhancement
Directorate in MWCYA, waitresses in the cafe and restaurant industry face
challenges regarding wages, social issues, and health.

Wage-related challenges: the wage is too low at the same time it is determined
by negotiation and depending on the bargaining power of the brokers. Besides,
the waitress job is not considered a profession; employment in most cases is
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facilitated with informal agents and networks of kin structure and friendship.
Social challenge: the job lacks social respect in society, and a waitress is
considered engaged in sex work (prostitution). The reason for this could be
that most of the waitresses are not trained. The owners of cafés/restaurants do
not engage waitresses in management; instead, they discuss with a supervisor.
The dress code, as well as the customer handling and relationship, is led by the
supervisor. Health challenge: although it is not substantiated by research findings
in a local context, it is expected that waitresses mostly suffer from back pain, leg
pain, and kidney problems because of spending a long time standing. Regarding
health, waitresses in cafés and restaurants are vulnerable to communicable
diseases such as COVID-19. Concerning work burden, waitresses have loads of
work, at home, and some of them also engage in part-time work to save money
for the family.

The Ministry of Trade and Industry official also described several challenges that
waitresses face at the workplace, in the community, and at home. The managers
give no space to waiters and are not willing to listen to their views or voice. Most
waitresses lack legal contract agreement, and their wage is not consistent. Their
pay is deducted for different reasons, such as broken utensils broken on their
hands, being late to work, complaints from customers, and the like. Second, the
social and psychological challenge is immense - the turnover is high because
most cannot accept mistreatment and abuse.

Working as a waitress is associated with going through stress and pain. Waitresses
earn a very small amount of salary and their income depends on tips. They work
long hours or work in different cafés/restaurants in most cases to cover living
expenses. Waitresses also shoulder the stresses due to abuse and mistreatment
from both customers and owners of cafés/restaurants. Based on their experience,
waitresses described how they evaluate the trend in challenges they encountered
within the past three years (Box-9).

The challenge in a waitress’s life is not only at the workplace but also at home.
Rigid gender roles in Ethiopian cultures place a significant burden on women
and girls, who are expected to sacrifice personal aspirations while handling
household responsibilities. As a result, there is a heavy workload on waitresses,
and most of the pressures have to do with raising a child.
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Box -9

The trend in challenges that waitresses encounter within the past three
years

There has been a decrease in many forms of abuse and harassment. There has also been
a decrease in instances of gender-based discrimination. At the same time, there is also
an increase in the number of available opportunities for women. [Waitress — 25 years

old— Unmarried]

There has been a decrease in many forms of mistreatment and gender-based
discrimination. The overall living condition of employees can also be said to have
improved. At the same time, there have been no improvements in providing benefits

and salaries for waitresses. [Waitress — 32 years old — Married]

Within the past 3 years, there has been a decrease in many forms of abuse, including
gender discrimination. However, newer opportunities are a rarity these days. [Waitress
— 35 years old — Married]

Many forms of mistreatment and abuse have been mitigated to a certain degree, and
instances of gender discrimination have become less recurring. However, other facets
like work opportunities, benefits, and living conditions have stagnated in the past 3

years. [Waitress — 23 years old — Unmarried]

There has been no change regarding abuse and harassment, and while income has indeed
increased; expenses have also proportionally increased. The assumption regarding job
opportunities was somewhat optimistic, but the reality has made it so that there isn’t

much to do even for the establishment itself. [Waitress — 29 years old — Married]

Instances of gender discrimination have become less recurring. Other issues like work
opportunities, benefits, and living conditions have been unchanged within the past 3

years. [waitress - 26 years old - Married]

Furthermore, as per the FGD discussant’s observation, the establishments are not
sympathetic to the waitresses having children and shoulder several household
burdens. Those with children are especially exposed to a stressful workload,
and the pressure is further intensified due to the responsibility of raising a child.
The workload becomes significant in cases where a waitress has to go to school
at night. Things have worsened within the past 3 years, especially regarding the
living conditions, cooperation among waitresses, the willingness of employers to
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extend courtesy, and the rights afforded to pregnant women. Generally speaking,
waitresses are living under dire conditions in recent times, as no one seems to be
willing to listen to and help alleviate the issues they face on a day-to-day basis.
This is possibly related to the rise in living expenses and lack of inspection from
the concerned labour offices.

3.6 Efforts to reduce the challenges

All the research participants were asked about issues related to reducing the
challenges that waitresses face and the gaps that exist in that regard. Some of the
aspects emphasized were the practice of maternity leave, facilities such as toilets
and changing rooms, transportation facilities, housing, and a system through
which violations of rights, harassment, and unfair treatment can be reported to
the management.

Box - 10

Waitresses’ perception of efforts made by employers and other parties to
reduce the challenges

No apparent efforts are being made regarding reducing the challenges the waitresses face;
challenges persist regarding leaves, changing rooms, transportation, and living situations.
[Waitress — 32 years old — Married]

The most fruitful efforts made by the establishment comes in the form of making pregnant
waitresses comfortable, providing leaves, restrooms, and changing rooms. But unfortunately,
there has been no improvement in the efforts put forth regarding improving transportation
issues. [Waitress — 35 years old — Married]

Maternity leaves are facilitated for pregnant employees; the establishment also houses
changing rooms and restrooms. But it does not provide transportation options. [Waitress —
23 years old — Unmarried]

There is maternity leave in effect. While rest and changing rooms are sufficiently provided,
changing rooms are merely modified storage rooms without privacy. Other benefits like
transportation assistance and housing are not provided. [ Waitress — 25 years old — Unmarried]

There are no leaves provided in cases where a waitress is either pregnant or has given birth
unless, of course, a doctor provides sick leave, in which case the waitress is awarded a
3-month maternity leave. The establishment, on another note, provides sanitary rooms and
occasionally transportation services. [Waitress — 25 years old — Married]

Government bodies do not do anything; no one responds to the problems that waitresses
face. So instead, the establishment opts to let go of pregnant
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waitresses rather than extending courtesy to them. There is also no

provision for transportation. [Waitress — 29 years old — Married]

Employers cause most of the problems that waitresses face. Whenever a
mediating party comes over to discuss the issues, the waitresses’ voices
are never heard as discussions are held behind closed doors where the

waitresses are not allowed. [Waitress — 25 years old — Unmarried]

No feasible efforts are being made to help waitresses; salaries are even
dispensed 15 days late. This gross incompetence and violation of an essential

bond between employee and employer have eroded the dependability of

the establishment (cafés/restaurants). /Waitress — 23 years old — Married]

Supervisors and managers provided their views on the efforts to reduce
the challenges waitresses face, including the establishment’s systems and

mechanisms for complaints handling.

Supervisors and managers stated that there are efforts in spreading a positive
message about gender dynamics, but the effort has not yet been sufficient. In cases
where waitresses are harmed, the line offices provide the required assistance.
According to an expert from Arada sub-City Labour and Social Affairs Office,
the efforts include enforcing the law providing three-month paid maternity leave
for pregnant employees, ensuring overtime compensation payment, and at least
one day off per week. In addition, work is being done to ensure waitresses’ safety;
these efforts start with ensuring that waitresses are provided with appropriate
work clothes and provide waitresses with safe workspaces. In addition, another
expert from Arada sub-City Trade and Industry Office further stated that they
evaluate the operational procedure of how the establishments operate.
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Box - 11
Supervisors and managers view the efforts to reduce waitresses’ challenges

There are generally no abuses directed at waitresses by the establishment, even
though there are cases where harassments come from customers, and these are often
addressed and reported by the establishment. [Male Supervisor]

There have been no instances of sexual assault as of late. The owner of the
establishment also uses her car to offer transportation to waitresses who work late
nights. [Female Supervisor]

There are generally no abuses directed at waitresses by the establishment, even though
there are cases where harassment is directed by customers. These harassments are
often addressed and reported by the establishment. [Female

Supervisor]

Waitresses indeed bring forth grievances, and these grievances are addressed
according to their nature. These grievances may include salary raises and other
issues. Their issues are generally addressed after mediation and discussion with the
waitresses. [Male Supervisor]

The establishment generally follows government-mandated regulations that employees
can take paid rest if an employee is sick. But this establishment maintains the right

to replace the waitress until a time comes when her health is no longer compromised.
[Male Supervisor|

There is a general policy that aims to address the pressures and challenges women
face in the workplace. An official from Arada sub-City Women’s and Children
Affairs Office states that they consult with the justice department and make an
effort to facilitate healthy negotiation between employees and employers in the
context of

Proclamation No.1156/2019 (Labour Proclamation). Some of the prominent
provisions in the Labour Proclamation are: Article 14 (b) on discrimination
against female workers, in matters of remuneration, on the ground of their sexual
orientation; Article 87 on the provisions of safe spaces (working conditions) for
women; and Article 92, which deals with obligations of an employer that an
employer shall take the necessary measure to safeguard the health and safety of
workers adequately.
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According to an expert from Arada Sub-City Labour and Social Affairs Office,
their office makes an effort to facilitate the creation of labour unions. However,
the role of their office is limited to raising awareness, and there is no way they
can force the establishments in any way. According to the information from the
office, there are 70 labour unions in their sub-city, while only half of the unions
are functional. An expert from Bole Sub-City Labour and Social Affairs Office
further reported that employers are not often keen on forming labour unions and
consciously block any such attempts.

Regarding the responsibilities that café/restaurants should have, the MWCYA
official raised several points. These include a need to exert effort to improve the
skills of waiters to increase tourist satisfaction and industry growth, application
of a standard in relation to minimum wage, dressing code, job training, safety, and
security. According to these officials, there should be a mandated authority to set
standards to create a gender-sensitive work environment and policy. Finally, the
officials stressed the benefit of empowering waitresses through training, income,
capacity to deliver the service, and assertiveness that helps to reduce the risk of
Gender Based Violence (GBV). Concerning the policy frameworks available
in addressing the challenges waitresses face in the cafe and restaurant industry,
the MWCYA official mentioned that the policy framework does not pay specific
attention to women in the sector.

The official further stated that as part of the trade certificate renewal criteria,
the establishment should have a minute showing the discussion with the
workers, contract agreement, documentation of how cases are handled, medical
check-ups, training, and how conflicts and others are resolved. However, the
implementation of such management standards shows a significant gap. The
quality of the sector’s services is rarely checked; monitoring happened only
rarely by the mandated sector during AU meetings. The Trade and Industry
official also described the challenges that government organs encounter while
enforcing policies on waitresses in the cafes and restaurants industry. The lack
of human resources in the Ministry and other relevant offices, both in number
and level of competency, is a major challenge to enforce the policy. He also
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mentioned that service providers and other relevant bodies are not aware of the
policy and laws, and hence their level of accountability is low. Furthermore, only
a small budget is allotted for awareness creation, implementation, and follow-
up. According to the official, the government and the business system are more
focused on the customers’ comfort than the service provider’s situation.

3.7 The Impacts of COVID-19 Outbreak on Waitresses

The COVID-19 outbreak has affected all segments of the population and is
particularly detrimental to some social groups. Because of their interaction with
many people, waiters working in different food and drinking establishments
have a higher risk of contracting COVID-19 and transmitting the infection to
others (Toy & Hernandez, 2020). These spaces also pose particular challenges
for transmission control because of both human behaviour and the way the
coronavirus spreads. Being indoors with prolonged close contact, loud talking,
not wearing masks, and drinking alcohol indoors are risky behaviours that
can make people less risk-conscious and increase the potential of getting the
infection. As one of the countries with limited trained human and material
resources, Ethiopia is expected to be affected most by the global COVID-19
pandemic (Ministry of Health, 2020). The café/restaurant is one of the sectors
that needs attention as people with mild or no symptoms could continue to
work or travel and continue transmitting the COVID-19 pandemic.* A recent
study (Lan, Wei, Hsu, Christiani, & Kales, 2020) identified services and sales
workers as one of the five occupation groups with the most COVID-19 cases;
others include healthcare workers, drivers, and transport workers, cleaning and
domestic workers and public safety workers.

This study gathered data from different sources to explore the impacts of the
COVID19 outbreak on waitresses’ social, economic, and health in cafés and
restaurants. When asked how they were affected by the COVID-19 pandemic,
salary reduction, lack of essential services (such as food, sanitation, and the

14 https://lwww.who.int/docs/default-source/coronaviruse/getting-workplace-ready-for-
covid-19.pdf_
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like), and social isolation/stigma at the workplace were identified by 23.1%,
26.4%, and 29.7% of the waitresses respectively. Other challenges mentioned
were harassment /abuse at the workplace (13.0%), being infected or exhibiting
symptoms (11.9%), discrimination for being infected or exhibiting symptoms
(10.8%), domestic violence (9.7%), and harassment /abuse at home (8.9%). As
seen from the result, about one-third of the waitresses lost their income due to
the impact of COVID-19. The impact is not only on the workers, but employers’
sales have also decreased, and some of the employers were unable to provide
food and other services to their employees. Social isolation and stigma associated
with COVID-19 was the other challenge that waitresses encountered.

Figure 21: Challenges waitresses encountered due to COVID-19
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Aside from the fact that the World Health Organization (WHO) advisesl5
physical distancing, keeping rooms well-ventilated, and avoiding crowds, the
physical situation of most cafés and restaurants in Addis Ababa did not meet the
protocol, and several of them were conducive for COVID-19 transmission.

15  https://www.who.int/emergencies/diseases/novel-coronavirus-2019/advice-for-public
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Figure 22: Measures taken by employers to control the spread of COVID-19 at the workplaces
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According to the results of this assessment (Figure 19), more than two-thirds of
the cafés/restaurants encouraged waitresses and customers to wash their hands
by providing water and soap facilities, implementing social distancing, and
providing hand sanitizers to waitresses to control the spread of COVID-19 at the
workplace. However, more than half of the waitresses (55%) reported that they
did not work in a ventilated environment and only 37% of the cafés/restaurants
provided face masks to their workers. Despite being one of the necessary
precautionary measures to control the spread of the COVID-19 pandemic, only
a quarter of the cafés/restaurants dare to deny service to clients entering the
cafés/restaurants without wearing masks. Furthermore, few (less than one-fifth
of the cafés/restaurants) organized awareness raising sessions or implemented
quarantine measures where the worker felt infected or exhibited symptoms.

The FGD discussants at Bole illustrated the health, economic, and social
impacts of COVID-19. They mentioned that some had lost their employment
due to the pandemic while also getting sick and suffering economically. For
example, some waitresses have been unable to pay their rent or cover their living
expenses with the meager income they earn. Some waitresses were forced to
migrate abroad (especially to Middle East countries) to remedy the economic
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and social pressure caused by the spread of COVID-19. Though their salaries
have remained unaffected, the impact of the pandemic has reduced the number
of customers and significantly reduced the income waitresses earn from tips.

Box — 12

Supervisors’ and managers’ perceptions of how COVID-19 impacted the
establishment

The establishment follows every regulation and rule set by the government to mitigate
the spread of COVID-19 at its best. The efforts made by the establishment include the
use of sanitizers and the provision of treatment and leave for infected employees. [Male

Supervisor]

COVID-19 has influenced our establishment in that it was closed for 9 months and
discontinued its employees’ employment; it started the service very recently. [Male

Supervisor]

There has been no employee downsizing due to the spread of COVID-19. Even though
the establishment is under pressure, it remained in a closeknit relationship with its

employees. [Male Assistant Manager]|

The establishment follows all the government regulations, and the precautions are
carefully implemented because this is a significant public health issue. [Male Assistant

Manager]

COVID-19 has a profound effect on waitresses, resulting in a decrease in the tips they
get, and many have lost their jobs. This establishment has cut a significant workforce,

though the remaining employees’ salary has not been affected. [Female Supervisor]

As one of the discussants mentioned, COVID-19 has affected her salary to
decline from 600 to 300 birr for over 8 months. She noted that the waitresses
owe their health to God and not to the establishment’s efforts, as no sanitary
facilities were provided. Despite her being able to protect herself from the virus,
one waitress stated that since she lost her job, she had difficulty taking care of her
children. According to one of the discussants from Arada, she did not have a job
for 4 months, and due to that very reason, she had to resort to washing clothes for
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money. COVID-19 had several impacts. According to the interviewed waitresses,
the impact of decreasing income of the waitresses is the most significant.

Box - 13

Waitresses’ perception of how COVID-19 impacted them

COVID-19 has harmed waitresses as there is a significant decrease in the number of
customers, which has, in turn, led to a reduction in tips. However, our establishment
keeps its employees and continues paying their salaries. [Waitress — 29 years old —
Married]

COVID-19 has had adverse effects, and while some have lost their jobs, salaries remain

unaffected. [Waitress — 32 years old — Married]

COVID-19 has harmed waitresses as there is a significant decrease in the flow of
customers. But apart from that, the establishment has reduced the number of employees
or cut their salaries. [Waitress — 23 years old

— Married]

Waitresses have not yet been infected with COVID-19 in our establishment. Still, the
spread of the virus has caused economic problems due to the ever-decreasing number
of customers, and hence the subsequent decrease in tips the waitresses collect. There
have also been instances where contracts were discontinued until the employees
voiced their concern to overturn the establishments’ decision. However, the salaries of
the waitresses have also remained unaffected as it is already a small amount. [Waitress

— 28 years old— Unmarried]

COVID-19 has caused an economic crisis among waitresses. But there has yet been

no firing of employees in the establishment. [Waitress-23 years old -Unmarried]

The CETU officials also illustrated the diverse economic, social, and health
issues that emerged with the spread of COVID-19. The social impacts include
stigma as waitresses are likely to make contact with others exposing them to the
virus. The economic implication was observed in cases where waitresses lose
their jobs or a part of their salary and benefits. According to the official of the
Hotel Federation, enforcing quarantine has led to further abuse and humiliation
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of women in their households. CETU and the Hotel Federation of the trade union
have made strides in mitigating contractual mistreatments. For instance, the
deduction of income tax from salaries and payments is overlooked by many cafés
and restaurants. And pushing for ratification of government policies, including
waitresses in small cafés and restaurants, is within their plan.

According to the COVID-19 protocol, violation of contracts is a punishable
offense. The enforcement of social distancing within cafes and restaurants and
the introduction and enforcement of shifts for employees and waitresses are also
part of the protocol. According to an expert from Arada Sub-city Labour and
Social Affairs Office, their office has made strides in mitigating violations against
the protocol. However, there have been a diversity of issues that came along
with the spread of COVID-19. As a result, some employers have been forced to
let go of a significant portion of their employees, causing great economic and
social distress. For example, another expert from Arada sub-city Women’s and
Children Affairs stated that their office tried to ensure that pregnant women were
distanced from work environments. An official from Bole Labour and Social
Affairs also mentioned the government has made strides in minimizing the
pressure of taxation on the hotel industry as the sector has been severely aftected
by the pandemic. According to an expert from Bole Women and Child Affairs
Office, their office established a monitoring team to overlook how establishments
handled themselves during the pandemic.

3.8 Determinants of Waitresses’ Income

We examined the factors that affect the income of waitresses in cafés and
restaurants using multivariate regression models. The regression models were
used to investigate demographic and socio-economic factors’ ability to predict
the waitresses’ income from different sources. A regression technique is a
helpful method in survey research of the real world to deal with complicated
problems that cannot be meaningfully reduced to a laboratory setting. Pallant
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(2016)'¢ suggests using a standard multiple regression to assess relationships
among variables and answer the fundamental research question of multiple
correlations. The standard regression analysis in this report is based on a survey
of waitresses in three sub-cities of Addis Ababa. Four regression models were
constructed to explore the factors involved in the dependent variables (income
from different sources): Model I: Total income, Model II: Salary, Model III:
Tips, and Model 1V: Income from other sources. The independent variables
(predictors) used in the model were age, number of dependents living together
with the waitresses, number of dependents living in another place, education
level, skill training, current schooling, migration status, presence of labour union
in the café/restaurant, employment contract, duration of working in the current
café/restaurant, total years of experience as a waitress, and working hours per
day.

Table 3 presents the key results of the models such as the standardized regression
coefficients (f), significance level, the F-values, and R2 are also included. All
the models explained a significant amount of the variance in the dependent
variables: model I (F (12, 257) = 2.901, p <.001, R2=.119); model II (F (12,
257)=4.203, p <.001, R2=.158); model III (F (12, 257) = 3.401, p <.001, R2=
.137) and model IV (F (12, 257) =3.348, p <.001, R2=.135).

The standardized coefficients (f3) output is interpreted by looking at the direction
of the effect and its relative strength.

Age - Age is marginally a significant predictor of the income in the model for tips
(B=-.12, p <.1), implying that the amount waitresses earn from tips decreases
with an increase in age. Contrarily income from other income sources (such as
working on a part-time basis for other cafés) increases with age (B=.22,p <.01).
The result indicates that older waitresses compensate the income that they fail to
earn from tips by engaging in additional jobs.

16  Pallant, J., 2016. SPSS Survival Manual: A Step-by-Step Guide to Data Analysis Using IBM SPSS, 6th
EdnMaidenhead: McGraw-Hill.
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Education - As expected, education is a significant predictor of income. The
total income waitresses earn increases with an increase in their educational level
(B =- .18, p <.01). The number of tips that they also earn similarly increases
with an increase in the education level of waitresses (B = .15, p <.05). However,
as there is no requirement for education to work as a waitress, the income from
salary and other income sources is not determined by education level. Education,
however, is likely to provide waitresses with the skills necessary to satisfy
customers’ needs and encourage their clients to give them more tips.

Migration status - The migration status of waitresses is found as a significant
predictor of their income. Even though the greater majority of the waitresses
(84%) are migrants from other regions, their total income is lower than those
born in Addis Ababa (B =- .16, p <.05); and the waitresses earning from tips is
marginally higher for those born in Addis Ababa (f =- .11, p <.1). However,
migration status is not a significant predictor of income from salary and other
income sources. The reason could be that communication and social skills are
necessary to develop the ability to provide appropriate services to café/restaurant
customers and understand their behaviours and needs, hence increasing the
chance of getting more tips.

Employment contract - As shown earlier, more than two-thirds of waitresses do
not have a written contract. Our model revealed that the contract situation does
not predict the waitresses’ total income, tips, and income from other sources.
Unlike the consensus that workers in unionized organizations are more likely to
receive benefits, are less likely to live in poverty, and have higher wages than
those working in non-unionized ones, the finding revealed otherwise. In contrast,
waitresses with written employment contracts earn less salary (B =-.15, p <.05).
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Table 46: Multiple linear regression analyses models of factors determining waitresses’

income from different sources

Model I: Model II: Model Model IV:
Independent Total income Salary III: Other sources
variable Tips

B Sig. B Sig. B Sig. B Sig.
(Constant) .000 .002 .000 178

- - * sk
Age 0.04 .534 0.02 735 012 .089* 0.22 .002
Number of
dependents - - -
living 0.02 723 005 424 0.05 449 0.00 .989
together
Number of ) )
erendents living 0.03 .630 0.03 .640 0.03 .565 001 .884
in another place
* *
Educationlevel ~ 0.18 2% 002 760 015 22" o010 139
Received skill -
training (Yes/No) 0.02 .797 0.05 443 0.02 812 0.04 .551
Currently studying -
(Yes/No) 0.05 .460 0.03 .601 0.03 591 0.07 271
Migration ) 011% - ) )
- : *

status (non. 016 * 010 .096 011 .064 007 237
migrant, migrant)
Is there a labour
union in your - - - -
organization (Yes/ 0.07 2/ o001 86 009 168 g1 BM
No)

Model I: Model II: Model Model IV:
Independent Total income Salary III: Other sources
variable Tips

§ Sig. B Sig. B Sig. B Sig.
Do you have
an employment

: - k%

contract with your 0.00 .960 015 .016 0.06 369 0.10 .105
employer (Yes/
No)
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Duration

of working

as a

waitress in - .023* - - -

the 0.18 * 0.01 896 0.01 44 0.29 000

current

café/restaurant

(in years)

Total years of

experience as a 0.08 .338 E) 13 -091* E) 08 340 0.25  .002%*x*

waitress (in years) ' '

Working hours per - .010* .000%* - .001* - %

day 0.16 * 030 ™ g1 e a1 004
R>=.119 R>=.158 R?>=.137 R*=.135
n=269 n=269 n=269 n=269
F (12,257)= F (12,257) F (12,257)= F (12,257)=
2.901,p < =4203,p< 340l,p< 3.348, p <.001
.001 .001 .001

Note: * p<.1, ** p<.05, *** p<.01, **** p<.001

Duration of working as a waitress in the current café/restaurant - Working as
a waitress is a negative predictor of income from all the sources analyzed in the
models. The length of time working as a waitress in the current café/restaurant is
a significant predictor of total income (f = - .18, p <.05) and income from other
sources (B =- .29, p <.001). The result suggests that a waitress working longer
years in a café/restaurant is a negative predictor of her income from all sources.
Lack of promotion in job career and salary could be one of the reasons for not
seeking extended employment in their employment.

Total years of experience as a waitress - total years of experience is a negative
predictor of income from salary (f = - .13, p <.1). However, those with more
years of experience are likely to get higher income from other sources (f = .25,
p<.01).

Working hours per day - According to the assessment result, a quarter of the
waitresses (25.2%) work for more than 8 hours per day. However, as revealed in
the model more hours work enabled waitresses to earn a higher salary (f =- .18,
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p <.05) but this does not translate to an increase in their total income (f = - .16,
p < .01) as they earn significantly less tips (B = - .21, p <.01) and their income
from other sources is also significantly lower (B =- .11, p <.1).

Overall, from among the 12 variables used for the construction of the model,
seven of them (age, education level, migration status, employment contract,
duration of working in the café/restaurant, total years of experience as a waitress,
and working hours per day) were significant predictors of income of waitresses
in one or more of the models. In addition, four of the variables in model I,
three in model II, four in model III, and four in model IV were significant at
(p < .1).17 Despite evidence showing household size and dependency ratio
as significant factors in reducing household income (Rahman, 2013; Peichl,
Pestel, & Schneider, 2012; Tuyen, 2015), the number of dependents was not
a significant predictor of income waitresses in any one of the models. More
surprisingly, factors such as skill training, current schooling, and the presence of
labour unions in the organization were not significant predictors of waitresses’
income.

3.9 Determinants of Waitresses’ Challenges at the Workplace

A descriptive analysis of the waitresses’ challenges at the workplace is provided
in section 3.5. In this section, we further analyze the factors responsible for the
challenges at the workplace using a regression model (Table 4). Data on each of
the challenges'® (discriminations and violations of rights) that waitresses faced
at the workplace (Figure 17) were transformed into a continuous variable as a
dependent variable. According to the frequency table (Table 4), slightly over
a quarter of the waitresses encountered no challenge at the workplace, nearly

17 In this research p<.05 are considered as significant and factors with p<. are also interpreted as
marginally significant.

18 Waitresses challenges at the workplace include discrimination in promotion, discrimination during
the recruitment, discrimination in non-wage benefits, unfair salary compared to men, exposure to
health hazards, lack of transportation, sexual harassment and abuse, emotional abuse, physical abuse,
the inconvenience of work shift, lack of toilets and water facilities, lack of break time, denied rest and
leisure time, lack of food and drink, problems related to reproductive rights, access to education, and
access to health care.
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half of them encountered 1-3 of the challenges, and the remaining quarter of the
waitresses encountered multiple challenges (4+) at the workplace. As a result,

the degree of the challenges encountered (the dependent variable) has values
between 0 and 12.

Table 47: Challenges waitresses encounter at the workplace

Frequency of challenges Number of o
encountered respondents

0 71 26.3
1 52 19.3
2 44 16.3
3 34 12.6
4 22 8.1
5 16 59
6 11 4.1
7 10 3.7
8 6 2.2
9 0.4
10 2 0.7
12 1 0.4
Total 270 100.0

Similar factors (independent variables) used as factors affecting the income
of waitresses (Section 3.8.1) were used to determine the factors in waitresses’
challenges and problems at the workplace. The predictors used in the regression
model are age, number of dependents living together, number of dependents
living in another place, education level, skill training, current schooling,
migration status, presence of labour union in the café/restaurant, employment
contract, duration of working in the current café/restaurant, total years of
experience as a waitress, and working hours per day. The regression model
explained a significant amount of the variance in the dependent variable (F (12,
257)=2.354, p <.01, R2=.099).
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The number of dependents living together with the waitresses - The number
of dependents living together with the waitresses is a significant predictor of the
challenges waitresses encounter in the workplace (3=.21,p <.001), implying that
the challenges in the workplace increase among waitresses living with a higher
number of dependents. The finding shows that having dependents increases
obligation of waitresses to make more money to satisfy their household’s
livelihood expenses. As revealed by a study on coping mechanisms of food-
insecure urban households in Ethiopia (Argaw, 2019), it is not the household size
per se but rather the presence of a higher number of young dependents in a given
household that predicts a higher level of stress to cope with livelihood insecurity.

Table 48: Multiple linear regression analyses model of factors that determine waitresses’

challenges and problems at the workplace

B Sig.
(Constant) .349
Age .020 787
Number of dependents living together 210 00 *
Number of dependents living in another place .029 .628
Education level 114 .087*
Received skill training (Yes/No) .034 .599
Currently studying (Yes/No) .003 .966
Migration status (non-migrant, migrant) 139 .027%%*
Is there a labour union in your organization (Yes/No) .066 .300
Do you have an employment contract with your employer (Yes/ 0% 606
No)
Duration of working as a waitress in the current café/restaurant

-.066 413
(in years)
Total years of experience as a waitress 162 .048%*
Working hours per day -.047 444
R?=.099
n=269 F (12,257)=2.354,p < .01

Note: * p<.1, ** p<.05, *** p<.01

Education - Education is a significant predictor of income (B=.114, p <.1). The
extent of the waitresses’ challenges in the workplace increases with an increase in
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their educational level. The result may not imply that those with lower education
do not have such a challenge; rather, it means that waitresses with a relatively
higher level of education/awareness are likely to report the discriminations and
violations of their rights.

Migration status - The migration status of waitresses is a significant predictor
of waitresses’ challenges in the workplace. Migrant waitresses (migrants from
the regions) are more prone to face different challenges (B =.139, p <.05) than
the nonmigrants (those born in Addis Ababa). The finding is alarming as most
of the waitresses (84%) are migrants from other regions and are susceptible to
several challenges at the workplace. Challenges such as lack of break time, lack
of transportation, lack of rest time, exposure to health hazards, and emotional
abuse are at the top of the list.

Total years of experience as a waitress - Total years of experience working as
a waitress predict waitresses’ challenges in the workplace (f =.162, p <.05).

Generally, of the 12 predictor variables used, only four (number of dependents
living together, education level, migration status, and total years of experience
as a waitress) were significant predictors of the challenges waitresses encounter
in the workplace. Whereas age, the number of dependents living elsewhere,
skill training, current schooling, labour union in the organization, employment
contract, years spent working as a waitress, and working hours per day were not
significant predictors of the challenges waitresses encounter in the workplace.

4. Conclusions

Women’s employment rate and participation in the labour force in Ethiopia is
lower than those of men, and the unemployment rate for women is much higher
in urban areas than for men. As a result, the government of Ethiopia has launched
a plan of action to support job creation through policy reform, inclusiveness, and
advocacy. In this regard, the hospitality sector offers a valuable development
opportunity and vehicle for the economic development of Ethiopia as it supports
8.3% of the total employment opportunities in the country. Statistics show that
the percentage of the female employed population aged ten years and above in
service and sales work in Ethiopia has significantly increased during the past
decades. However, several studies have shown that the rights and privileges of
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women employed in the hospitality sector have not yet been attained. Women
in the sector are exposed to several forms of abuse and exploitation and in
consequence, the services offered in this important sector are compromised.
The goal of this study was to examine the state and emerging trends of female
wage labour in cafés and restaurants in Addis Ababa and the challenges at their
workplace, households, and communities.

Waitresses in cafés and restaurants in Addis Ababa are generally young migrants,
mainly from rural areas of the Amhara, Oromia, and SNNP regions. They are
primarily unmarried and have dependents living with them or send remittances
to their family back home. In their early adolescence, waitresses migrate to
Addis Ababa, principally looking for job opportunities, better education, and
adoption by relatives. Three-fourths of them live in rooms rented from private
house owners. Nearly two-thirds of the waitresses have a secondary or higher
level of education, and a fifth of them have hotel service-related vocational
training. About a quarter of the waitresses in cafés and restaurants in Addis
Ababa are new entrants with only one year or less experience, indicating that the
waitressing job is the most viable opportunity for young graduates and female
migrants. Still, these young women would also have the opportunity to transit to
star-label hotels as they gain new skills and experience. In addition, the national
development strategy with a focused emphasis on the tourism sector also gives
further positive ground to attract more women to join the sector.

According to the current employment practices of cafés and restaurants,
experience and skills are secondary in the choice for waitresses. Instead,
relatively young age, overall physical attractiveness, and willingness to wear
revealing clothes are the most important considerations made by managers and
owners of cafés and restaurants in hiring waitresses. Older waitresses and those
who gain weight are not considered suitable for the job and hence are forced to
resort to other activities like dishwashing, cleaning, and the like. Very few of
the waitresses, however, are promoted to a supervisor’s position. Waitresses’
basic salary is the lowest by all standards, while the nature of the job is both
physically and mentally demanding. They earn most of their income from tips
that customers voluntarily leave to the workers that have served them. However,
tips depend on the waitresses’ handling of the customer, physical attractiveness,
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and customer flow. Other factors, including bill size, alcohol consumption,
meal type and quality, and personality type, also determine the size of the tips.
Lack of tips is a significant factor that leads waitresses to look for work in other
establishments. For instance, more than half of the waitresses interviewed served
in their current place of work for less than one year, which shows the existence
of high level of employee turnover in the sector.

For most employees in low-paying jobs, nonfinancial incentives and benefits
generally inspire and engage them in ways that salaries alone cannot describe.
Yet, according to the study result, food is the only item waitresses received as
a benefit. And, only a very few of them had access to other benefits such as
housing, transportation, health insurance, education, and training. According to
the assessment, employment in the waitress’s job contributes to asset ownership.
Essential items that waitresses owned for personal use in their daily life have
shown an increase after employment, showing a positive association between
women’s labour force participation and asset ownership. Concerning living
expenses, food, house rent, and family support are expenditures that account for a
significant share of the waitresses’ income; other expenses include transportation,
mobile phone airtime, health, and education.

The presence of trade unions and formal employment procedures in establishments
are essential means for expanding women’s agency and enhancing their ability
to make decisions and take advantage of opportunities to improve their lives.
Even though the Ethiopian Labour Law puts an obligation on employers to sign
a contract agreement with their employees or provide an employment letter,
more than two thirds of the waitresses in cafés and restaurants do not have a
contractual agreement or a written letter of employment. On the other hand, the
availability of a labour union in cafés and restaurants is uncommon, and officials
of trade unions emphasised the de-motivation of establishments’ unionization
of their employees. Instead, waitresses mostly have an informal cooperation
system among themselves (such as equib) to raise money to support each other
on occasions like burials, weddings, and the like and address other personal
problems.

Most waitresses in cafés and restaurants come through the involvement of
brokers, and their job security is affected mainly by the lack of legally binding
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contracts or employment letters. Besides, a letter of work experience is rarely
provided to waitresses in most cafés and restaurants when they leave their
establishments. Due to the absence of oversight on small establishments (cafés/
restaurants), the concerned government offices do not often operate within the
bounds of their labour supervision. The study’s findings have shown that simple
misunderstandings with supervisors or other employees and noticeable signs of
aging and weight gain could lead to dismissal. Also, waitresses themselves do
not want to have a permanent engagement. They often opt to forgo the contract to
seek other more lucrative options. Waitresses’ extended stay in an establishment
generally depends on how satisfied they are with the tips they earn, as tips are
their primary income source.

Waitresses are primarily responsible for the work outcomes in cafés and
restaurants. Their workplace is, however, full of challenges that come from
several dimensions. The most prominent challenges refer to the nature of
the job itself, interpersonal relationships, social norms and responsibilities,
discrimination, violation of labour rights, meager salary, lack of benefits and
promotion opportunities, harassment, and unfair treatment. Many cafés and
restaurants base their business models on attracting business by deploying
attractive young waitresses in expressive uniforms. The work nature in these
establishments is accompanied by several forms of abuse and assaults that make
waitresses the most vulnerable. At the same time, society also looks down on
waitresses due to their lower social status. Males being primarily in leadership
positions in cafés and restaurants, incidents of attempting to perpetrate sexual
abuse and assault, and threatening to fire waitresses if they do not comply with
their sexual demands are expected. In addition, pregnant waitresses in some cafés
and restaurants do not get their rights of maternity leaves respected and are likely
to lose their job when they give birth. On the other hand, employers are never on
the waitress’s side in instances where altercations occur between waitresses and
customers. Besides, lack of break time and transportation are recurring problems
that waitresses encounter at their workplaces.

The challenge in waitresses’ life is not only at the workplace; they also encounter
several challenges and burdens at home. The gender roles in Ethiopian cultures
place a significant burden on women and girls, who are expected to sacrifice
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personal needs to handle household responsibilities. As a result, women
shoulder massive workloads, and most of these have to do with raising children
and supporting the family. The establishments, however, are not sympathetic
to waitresses having children and shouldering several household burdens.
Those with children are especially exposed to a stressful workload at cafés and
restaurants and at home. The workload becomes more significant and challenging
in cases where the waitress has to go to school at night.

Efforts to address the challenges that waitresses encounter at the workplace is
complex. Factors such as high turnover make it challenging to deal with their
situation. They are unlikely to form unions as most are not permanent workers in
one establishment. Instead, they move to other cafés and restaurants when they
fail to earn sufficient income. Besides, most café/restaurant owners are unwilling
to allow the formation of labour unions in their establishments. The role of
relevant government offices (labour and social affairs) in enforcing policies and
the labour law in cafes and restaurants is limited to raising awareness. Both
the government and business owners are generally much more focused on
guaranteeing the café/restaurants’ customers’ comfort than protecting the rights
of the service providers (i.e. waitresses).

The COVID-19 outbreak has affected some segments of the population and
social groups more than others. Because of their interaction with many people,
waitresses have a higher risk of contracting COVID-19 and transmitting the
infection to others. According to this study, the COVID-19 outbreak has impacted
waitresses in several ways such as through salary reduction, a decline of essential
services (such as food, sanitation, and the like), and social isolation/stigma at the
workplace. One in every ten waitresses has been infected or exhibited symptoms
and about one-third of them lost their income. The impact was not only on the
workers, but employers’ sales have also decreased, and some of the employers
were unable to sustain their business and pay salaries.

Finally, the study investigated the determinant factors of waitresses’ income
and challenges encountered in the workplace based on multivariate regression
models. Based on the results of the regression models used to investigate the
ability of factors to predict the waitresses’ income from salary and tips, age,
education level, migration status, employment contract, total years of experience
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as a waitress, and working hours per day were significant predictors of salary
income or tips. Accordingly, nonmigrants, those with employment contracts,
and those with fewer years of service as a waitress were found to have a
higher salary. Likewise, a higher level of education, younger age, being a non-
migrant, and working for fewer hours per day predict higher income from
tips. Whereas, the number of dependents living together with the waitress, the
number of dependents living in another place, skill training, current schooling,
and the existence of labour unions in the establishment were not significant
predictors of the waitress’s income from any of the sources. Though the main
purpose of labour unions is to give workers the power to negotiate for more
favourable working conditions and other benefits through collective bargaining,
its importance for waitresses in cafés and restaurants in Addis Ababa is weak.
According to the result of this study, skill training, as well as work experience,
have no relation with income level, which contradicts the assumption that work-
related experience strengthens the individual’s skill and is thereby reflected in
higher income.

On the other part, among the 12 predictor variables entered in the model to predict
challenges at the workplace, only four of them- the number of dependents living
with the waitress, education level, migration status, and total years of experience
as waitresses- were significant predictors. The challenges and stresses of the
waitresses increase with the number of dependents that live with them. The level
of stress is also significantly high among migrants and those who have more
years of experience as a waitress. Whereas age, the number of dependents living
elsewhere, skill training, current schooling, the existence of labour unions in
the organization, employment contracts, and working hours per day were not
significant predictors of the challenges waitresses encounter in the workplace.

Based on the findings of the assessment the following recommendations are
forwarded:
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Recommendations

» Labour unions give workers the power to negotiate for more favourable
working conditions and other benefits through collective bargaining.
However, their importance for waitresses in cafés and restaurants in
Addis Ababa has been weak. The Hotel and Tourism Confederation of the
trade union and relevant government offices should provide a workable
framework for the formation of unions and inspection of labour relations
in small and medium hospitality establishments.

» Several studies have revealed the existence of poor-quality standards in
smaller hotels, cafés, and restaurants in Ethiopia, which is a concern for the
development of the hospitality sector. Concerned government ministries
such as Culture and Tourism, Labour and Skills, Women and Social Affairs,
Trade, TVET, and higher education along with municipal authorities
should work on improving the hospitality service quality standard of front-
line workers (waitresses) through training and sustainable inspection.

» The hospitality sector is an important development opportunity and
vehicle for the economic development of Ethiopia as it provides significant
employment opportunities for young migrants, mainly from rural areas of
the major highland regions. However, the sector is less regulated, especially
in terms of guaranteeing the rights and privileges of women working as
waitresses (such as the formation of unions, lack of employment letters,
extended working hours per day, etc). Concerned government offices need
to strengthen their inspection and understand the several forms of abuse
female workers face in the hospitality sector.

»  Waitresses’ basic salary is the lowest by all standards, while the nature
of the job is both physically and mentally demanding. They earn most
of their income from tips that customers voluntarily leave to them. The
finding necessitates the need for establishing a minimum wage policy in
private enterprises in Ethiopia to protect workers, improve the economy
and motivate employees to higher standards of performance.
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PATG0 T4 HCE 2927 AG 0 LCEPT RTC avghaoC NA-9° NANHE @
ATSNTEEPT 0T POt Wt ET RTC ovgnaoC IC LR PhNLS
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1 EHPEA website
2 (DFPA, 2020)
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CIAAAN: (FLTT149° ATCREL UAT9° ao(\lFP PIA9° Pwits &CeT
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o WebET AL L AN 09°9° 1, 1930 (No.29)

o NVALT a0l AG PavidbOdh oo, 1948 (No.87)

o Pavf/i-2C O9°°1 T, 1949 (No.98)

o ANILL 4T TI0GT 0P, 1957 (No.105)

o HPHE ALl 09°9°1t, 1973 (No.138)

o PFANT AYHOM 09°9°y 1, 1999 (No.182)

* AAA 4 Alrd nefg 09°°r , 1951 (No.100)

© ALAAP ANG-C 09°9°1 T 1958 (No.111)

| .9 i (X EHPEA
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UL AN T/AANVHCT 7NN AL ALY OT PhhddA LT (HCS
AP TING o PweeRE®7 MRS AR hng 03 eoHPOC P10 AS
CUNTEN 9°NNdT AT ACIPE £ALT @m0 hh'LL oot LT
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4.4. POt WEAPT hfPH

3 Field observation and inspection report by EHPEA

329



PAFELP PANN ACA/PCENATC HCE PAT ML WetET g i aRANG +9PhC

P70, 25N AN 1.L7-

POPTT 9GS NFooalt TJAPC hAooAn BT AS OPFT 07700400 AT
ONT oA @M AS hOTLT IC A AIC W8P LLCITPA::
HAE A7 AS 9°CHo1rFr AC1LITT WILE® AE18 +HLCT POAFT7
AR GATPT LT 124D ARTETT CIND1L AS AT ACYTT 0P
9471 AL h2014 €9°C 7004 &6 e NFFmShé oo NECEFT
ONT  ACTOE LIFA NATCAL PCEANTC W96 F ALDTF “uNC
AOrE 000FE @17 012019 0HOE- 26 LCEPT CONAP +Tha AS oot
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4 EHPEA website

330



P2+ 7,77

PILLCH ALNAP ANG-CT AZINPLT POLLE P6-PFT7 INSOT 1028
AHLVI® ATL7IAL (AR P PCTNNTC AT ANDT “10C hhf 8 h'T
IC W22 FAG@ P70 oo EMEC NAI® AW sa-T COINP T 26D
Nao\é-FF@ PooM@7 AT Aovan - Hwé-@- TS h 20152017 &47°C
PHLLID WG ooGiTY CHOAMOT AS7 aowl £2L1 T 12017 AL 32%
A8 I PGSA:E ANLVI® AT8.LS4 POPTT AlvA FmPl (7LLLCT hS
ALNAR AWe-Cr N7LLNM77L oo\ +£71P PANTSLC avavlf +7046-P
AP HLLT OWPTFE QUTT Aoot NG P9LLS AS CAWLMT RCTTrT P7LIND
PalrA NP AG Mol 7700 ONNP AS W7 aowle £2.41 T1hA
700 090N AP ING 815 A::

AT WEART emS M3 STo- HNA®- 0TS 270062 158 “LL0EC
NHHLHG PA2e- ooIDF AL AG AT €26 AL MIPTT PooAP T Y1.L-T
AR P24 ARAT AG 032F AL WP A788N04 224D hHL£9° aNIC
POCH AT b9t A0 T9° h@3e9® oMM N99PEC NNdT NNCY -
A3 ATt AS PO WEART AL PULOG wEPT AAT ATAS T
N99L:L%F TN Coo@MC Cooql'h APMNm DTG RWi8.Lovdnt: (1771247
Noow /3P A5 TTUNC AT hand@ IC NPCOTF LAL-0:: 06490 0T
NALT L0 00T PAF® 719 AW75.027 AL AL ovMhd® PoLmena-
COI-FPAL MG VML AS WIADNT LT OC FLeH AT Wi
+hdd 2 ML EMC AG APL@ ATLOAS NATLANT ACTHS Aé-NT@-7
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(PLc, End Line Assessment of Empowering the Source Project, 2016)

5
6  (PLc, End Line Assessment of Empowering the Source Project, 2016)
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MAL DAV W 60% NAL PHTFE@ AG PovhhAT®- ACh? hovd-C NOAT
P00l - U= IC LN Awém- AT ACHTT +HI6-P A1 L7
POLLNTA API° AG T PAT® Wit ET N HALI O OAao-g ATTIG 4T
ATBLOTAN CHALE aP?° TTINNF OAMS AGS AL AD-O-T avflhT
097004 AS 0AAT AhAT A78A0T4 APTLLT 107 NHen®149° 12018
EHPEA h IDH trade initiative ,2C (eotP? 04mMS CTE24-9° héARI° TG T
S7°C aow it h 2013-2017 CAAT haod-C 9°M% N 36.6% 78717 PALA::S

50%

45%

40%

36% -

-

30%

25% G—-_ . . =0=TOTAL MANAGEMENT
) # - Middle management
20% —=—Top management
15%

10%

5%

0%

2013 2014 2015 2016 2017

=O=TOTAL MANAGEMENT 26,3% 27.2% 29,2% 33,3% 36,7%
«-Middle management 26,9% 28,1% 31,1% 35,7% 36,7%
~a-Top management 25,0% 256% 25,0% 28,9% 36,6%

PAATF Nhaod-(C 1T A6 PHF Aw-F h2013-2017 1 % (source: (Jochem
SCHNEEMANN (team leader), 2018)

(EHPEA, 2021)
(Jochem SCHNEEMANN (team leader), 2018)
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ALY hAL P hmete NPCTANTFC HCR P38 oo HI°nC LT
amsSace oobmh ZU° N°700<-F NNCS HCE Pwit5 TTunéT
buRLTTT AWEM T PAWEPT 4uRlbN7E PWLAT TTUNET D 74L4TTE
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PWET NNLm Paofl-CA oo TmF Ar8.mboo- AG A78.84-%
NAwss wits oo hoo14.4F  aodbddl AT850C AW Lm-79°
WeEmr9° MAooLl-C - AS TPIYE AG VIP oowlqk AL N0
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PaoAANTT aodrt TN AP NPT €24 AS huaet LuivkEC
AS NPLLBM P adPPCE AP £CA ANVT@: NFe?14 P909°
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TUNLON ATEDTT PWots TINGT 4.4 07 (NS NA 4,24 105 T
IC A0S 21 ::

NAWLm AS MW e+5 U0k CU-ATEN 17T 1T AL Pavfl-L.C Chdd®
TPINNE OAMSPT AG PA°LE AT oolhT N.mShC AHLWVI®
AN AG NMNCS HCE PWertd QNG 4oLLeTTICW LT TT0NGT
N34T NbLL ANN L4 LA PWiT5 AS hvdT “LL0EC
aPPC AS AWNT ML NG LCERT:
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PRV aomNEf MaT (NE AS TéE7 OmNe ooih- MNP AL
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