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ABSTRACT 

The development of floriculture industlY in Ethiopia has created opportunities for the countlY and its citizens. Ethiopia is now gelling foreign exchange from flower export and the industry has also created job opportunities for both urban and rural population. Women specifically are the dominant work force in the indUSl1y. Since it is a new phenomenon, the industlY has been assessed by few studies. Majority of the findings from researches and journals put in to question mark the farms labor and welfare system. In light of the findings, this study is neli' in its nature of assessing the positive impact of the 
industry on the employees. Thus it has an objective of assessing opportunities, challenges and position of female workers based on a case study of three flower farms in South west Showa zone (Sebeta) Or0111iya regional state. 

With the aim of the above objective sample survey was conducted, focus group discussion and Interview were held with female farm workers, managers and key informants and observation held by the researcher. The findings gathered from the above methods were analyzed both qualitatively and quantitatively. 

The result discloses that female farm workers in the selected farms get few opportunities and have challenges due to the poor working condition. They are also working in the low paid position. Income, selfconfidence, accesses for information, education and few incentives are some of the opportunities that female farm workers obtained after they get the job in the farm. On the other hand these workers come across challenges like: job insecurity, as majority of them do not have contractual agreements; low wage which does not cover their basic need,· lack of training on various issues that may expose them to health and other forms of hazardl· and if given may protect them from injuries; inadequate protective materials, lack of facili ties like: shower, rest room, cafeteria and clinic and the absence of labor union which is their constitutional right. 

Based on the findings, majority of women in the farms this study covers are found in low and less skilled position. Except for one farm, men employees occupy the farms managerial positions. And the managers in the farms under the study are aware of ihe challenges that female workers face through, however due measurers do not seem to be taken to cope with the problems listed above. 

Accordingly, the paper concludes that female workers in the flower industry have both opportunities and challenges and (but) are in the low job position. The challenges women face in the industry can be dealt with if the management gives allention for the issues. Due to managerial problems, workers are exposed for various challenges. Therefore the study recommends that farms should respect the constitutional right of workers and respect other laws and regulations like: labor proclamation, international Code of Conduct and Ethiopian code of practice. 
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CHAPTER ONE 
INTRODUCTION 

1;1 Backrgound of the Study 

Agriculutre is the backbone of Ethiopia' s economy and will continue to be for some time to 
come, as 80% of the population is engaged in agricluture, it covers half of the country's 
economy (Mol, 2005).The country's ecommoy is predominantly agricultural which 
contributes about 50% of the toal GOP (gross domestic product) accounting for 90% of 
export. Ethiopia ' s export is mainly dependent on primary products such as coffee, oil 
seeds, leather, vegetables and other goods (Ibid) . 

Acc.ording to the rilini stry of information, since recent years the ecomomic liberation and 
the strong ,conimitment of the govenunent to create a suppo11ive environment for the 
development of private sector have been instrumental to the growth of expo11 trade . One of 
these private sector export is cut flower (Ministry oflnformation, 2004 ). 

Producing and exporting cut flower became highly profitab le and created j ob opportunity 
for citizens in different countries. Israel, Netherlands, India, Kenya and Uganda are some 
of the countries that highly export flowers to the world market. Accordi ng to Sisay (cited in 
Ezana, 2007), the 20th century international trade in cut flower industry has shown a 
dynamic growth switching to demand driven marketing. Flowers might be a special 
economic sector. In most developing countries the floriculture mainly depends on forei gn 
markets and the domestic market doesn't get attention by many flower producers. Ethiopia 
is also one of African countries that export flower to forei gn countries. 

The Ethiopian govenunent is keen to encourage investors, offering them a five-year tax 
holiday, loan and duty-free import of machinery, chemicals and fertili zers. Regarding 
investment, the cllstom duty exemptions, income tax holidays, exemption from taxes on 
remittance of capital and loss carry forward are some of the incentives given for both 



domestic and foreign investors. Moreover, loan may be granted up to 70% of the total 
investment with 30% matching fund from the investor (MoTI, 2007). 

Flowers are highly perishable products and transported by airfreight to the main consumer 
markets. Availability of sufficient air cargo capacity at competitive prices with a daily 

,frequency is al so high importance for the existence and growth of flower fam1s (England, 
2005). 

Ethiopia is an extreme example of the development challenges facing Africa, with at least 5 
million people needing food aid to survive (Ibid). But hopes are raising that Ethiopia and 
its poor neighbors may be at a turning point. Horticulture is one area where private sector 
reforms have succeeded. 

The floriculture industry has expanded explosively. According to the Ethiopian Investment 
Agency record starting July 1992 up to December 200S, 339 farms have been licensed. 
Sixty-six of the li censed farms are operational while the rest are in pre-implementation and 
implementation stage. SOO-hectare land, which was covered by green house in 2007/200S , 
increased to 1200 hectare in 200S/2009 (EIA, 2009). 

Even though floriculture is a new plmeomena the export of cut flowers are increasing. 
Ethiopia's position among African suppliers of fresh cut flowers was relatively weak. For 
example in 200 1 Eth iopia was the 11th African leading flower exporter. But now Ethiopia 
is the second. According to Ato Tsegaye, director of EI-IPEA, (ETY May 27, 2009) Japan, 
Dubai and Russia are the dominant countries where Ethiopia exports flowers. 

According to Ethiopian Horticulture Producers and Exporters Association (EHPEA, 200S) 
Ethiopia has exported IS million cut flowers to the world in 2005106 with $22,900,000 and 
44S,144,926 in 2006/07 with $63,60 1,220 This report shows that fl ower industry' s product 
is increase yearl y. 

Producing hi gh value export products, such as flowers, supports the employment of many 
people (Ibid). Since its start in early 1990, floriculture had and is now employing around 
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70.000 people, mostly female workers (Ethiopia Today, 2007). These changes make it 
particularly interesting to investigate the effects of female formal labor participation on 
gender relations and values. 

1.2. Statement of the problem 

Floriculture is a new pheomena which has been assessed both its advantage and drobacks. 
Medias and dim·ent journals talk about the benefit of the industry and the opportunities it 
created for citizens who were jobless. 

Employment benefits obtained from the sector is also encouraging.The nature of operations 
in the production, harvesting, grading and packing is labour insentive. When all the licenced 
farms become operational 100,000 people are estimated to get job opportunity with 
additional social and economic benefits to the communities (Ethiopia today,2008). Since 
the majority of the farm workers are women both literate and illiterate individuals can earn 
salary and became bread winner to their family. They also developed sence of 
independence. 

To the contrary, some studies conclude that floricultre industry has negative impact on the 
life of the workers and the enviror1l11ent. The working condi tion in the industry and the life 
of the workers is in danger due to the chemicals and pesticides used in the farm and due to 
low wage (Ezana, 2007). Female farm workers are also over loaded in their house hold 
acti vity (Ibid) . 

According to Tigist (2007), " In addition to the chemicals that cause health problems 
women are exposed for verbal and physical violences and di scrimination. Workers al so 
don't have a right to organize labour union or association." 

Even though thi s issue is senstive and calls for researchers' attention, due to lack of 
awareness and unaviabilty of information, very few researches have been conducted on the 
challeges of the workers. The majority of the workers in the flower farm s, more than 80% 
of the total workers are female. These women who became breadwinner to their families 
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face a lot of violence and challenges 111 the working area though have some other 
opportunities. 

Therfore this study tri ed to assess the opportunities, challenges and position of female , , 
flower farm workers in three selected farms found in the south west showa region ( 
Sebeta), namely, Ethio Passion Agro p.L.e ( The famler Oda Flower Farm), Saron Rose 
and ET.Highland flora. 

1.3 Objective of the Study 

1.3.1 General Objective 

The main objecti ve of thi s study was to find out opportunities, challenges and position of 
women who are working in the flower indusrtry. 

1.3.2 Specific Objective 

Specifically this research has been designed to: 

assess the benifi ts and opportunities of female flower farm workers in the farm. 
examine the t:hallenges they face at work place. 

to assess the job position of female workers in the farms under the study. 
know the managers' view about women's working situation and their role in creating a 
conducive working environment. 

1.4. Research questions 

• What are the benefits female workers get in the farm? 
• What kind of change (positive or negative )happend in their life since they employed? 
• Are there challenges that female workers face while working in the farm? 
• What is the job position of female flower farm workers in the farm? 
• What is the role of the management in creating safe and healthy environment for the 

workers in the industry? 
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1.5. Operational definitions of key terms 

Flower Fann - A large farm land where van ous 

purpose. 

Discrimination- An act or treatment or consideration of, or making a distinction in favor 

of or against, a person based on the group, class, or category to which that person belongs 

rather than on individual merit. 

Gender Based Violence- Any kind of offensive act taking place in the work place or 

violence that results in, or is likely to result in physical, sexual or psychological harm or 

suffering to some one based on the gender. 

Sexual Harassment - Unwelcome sexual advances, requests for sexual favors, and other 

verbal or physical conduct of a sexual nature, to another employee, against his or her 

wishes. The harasser can be the employee's supervisor, manager, customer, coworker, 

Greenhouse - An enclosed glass house used for growing plants in regulated temperatures, 

humidity, and ventilation. A greenhouse is a structure with a glass or plastic roof and 

frequently glass or plastic wal ls; it heats up because incoming solar radiation from the sun 

warms plants, so il , and other thi ngs inside the building faster than heat can escape the 

structure . 

Pack House (post harvest section) - A room where flowers are selected and packed to be 

exported. 

1.6. Significance of the Study 

This research will create some understanding about the flower farm workers and the 

problem they are fac ing. Since the study also saw the opportunity and position of female 

workers it can encourage the farm owners to see the gap and fi ll the rest of the workers' 

interest. lt may also help them to give attention to their employees working condi tion. 
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Most importanly, it could be used as an indicator for the legislative bodies to give attention 
for the right of flower farm workers. This study will also be used as a source of information 
for various stakeholders such as: Ministry of Agriculture and Rural Development, Ministry 
of Labor and Social Affair, ILO, EHPEA, Ethiopian Horticultre Agency(EHA), Ethiopian 

, Envirorlment Autority (EEA) etc, and also give an insight for other researchers to do 
similar researche on the area. 

1.7 Ethical consideration 

The researcher has given due attention and concern to ethical issues, as it is mandatory in a 
research. First the researcher has clearly explained the purpose and objective of the 
research for the farm workers, managers and key informants to forward clear impression 
about the study. The confidentiality of the information has been explained to them and their 
unwillingness to reveal their, ages, salary and other information, has been respected. Every 
picture taken in the farm is based on their agreement. 

The participants have been informed that any information is obtained will be kept in 
confidence and will not bring any physical or psychological harm. A researcher has 
gathered information about the society's culture not to commit offence unknowingly 
especially while conducting interview and focus group discussion. 

Moreover, participants have been clearly informed their right not to tell or any information 
that they do not want; to walk away at any stage of interview or di scussion; to escape any 
question that is personal and even to pause the recorder when they feel uncomfot1able. All 
information gathered from the Survey, Interview and FGD are held after an agreement of 
every respondent orall y. 

].8 Limitations of the Study 

The researcher has faced a lot of challenges while conducting thi s research . The mam 
challege was unwillingness of the farm owners to open their door for the researcher. 
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The second challenge was convincing farm workers to be interviewed after the survey 

gathered since they think that the management will punish them if they give detailed 

information. However, the managers of the three farms were very cooperative to arrange 

workers to fill the questionaire and have interview. 

Searching and preparing a conducive environment for FGD participants was another 

challege for the researcher. Informants shyness and unawareness to some sensitive issues 

like: Sexual violence, sexual harassment and HIV limit the researcher to obtain first hand 

inrnformation from the farm workers. In addition, as the study area is far from Addis Ababa 

and farms are found far places, financial constraint was also part of the problem that 

limited the researcher to achive the entire goal succesfully. 

1.9 Organization of the paper 

The paper is organized in five chapters. The first chapter deals with the Introduction part 

with sub division of background of the study, statment of the problem, objective of the 

study, research questions, definition of key terms, significance of the study, ethical 

consideration and limitaions of the Study. The second chapter includes literature review 

and Feminist thought on women employment. The third chapter deals with research 

methodology and the study area profile. The fourth part includes data presentation, analysis 

and findings. And the last chapter, chapter five contains the Summary, Conclusion and 

Recomendations. 
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CHAPTER TWO 
REVIEW OF RELATED LITERATURE 

2.1 Floriculture Overview 
2.1.1 The Development of Floriculture Globally 
Producing and exporting flowers started in 20th century globally. "Cut flowers are 
internationally traded as high value commodity. World -wide, retail trade is worth over US 
$ 25 billion per annum .The largest markets are Germany, Japan and USA. The retail value 
of each of these markets is 3-5 billion US$ per annum" (Sudan Tribune, 2008). 

Spencer (2008) explains that, the flower industry works like a simple chain: growers grow 
flower, sellers obtain. Then the flowers are sold to vendors or to wholesalers before 
consumers buy them in bunches or bouquets. Floriculture (as a major non traditional 
agricultural export sector) continued to increase tremendously in terms of acreage and 
flower varieties (UWEA, 2006). Exported cut flowers from the Netherlands to Germany 
are the primary component of the international flower industry and as well as a significant 
part of the European trade, which by itself accounts for a big part of the world trade (Ibid). 

In American continents Colombia is the United State major supplier. Japan gets its cut 
flower supply from the more diverse base, with New Zealand, Europe, the Philippines, and 
Taiwan being the most important ones. On the supply side, few sellers group dominate the 
industry. The Dutch Flower Group and Surely Group are the largest flower suppliers in the 
European market. Both of them have divisions that deal with wholesale, imports and retail. 
Their sub-companies also perform the process of production and distribution throughout 
the year (Spencer 2008). 

There are about twenty to thirty types of cut flowers in the international sales. Rose, 
Chrysanthemum, Tulip, Lily, Carnation, Gerbera and Freesia are the most popular. Within 
each of these flower types there are many varieties and each year new ones are released. 
This is because, in addition to agronomic characters, novelty is an extremely important 
factor in the successfu l market ing of new varieties. 

8 



Table I: Main cut flower Exporters from 2004-2005 

Country Export value (US$ Million) 

Holland 1,590 

Colombia 430 

Israel 135 

Thailand 70 

Kenya 70 

Ecuador 50 

Italy 50 

Spain 45 

Zimbabwe 35 

New Zealand 30 

Australia 10-30 

(Retneved from http://www.mdgbangla.org) 

As the above table shows Holland, Colombia and Israel are the first three leading exporters 

to the world market. Among those twelve leading export ers, only Kenya from African 

countries competes to the world cut flower market. 

Since floriculture becomes a worldwide export commodity and main income source for 

many countries, countries also have different experiences, as it is a newly emerged 

industry. For example Roses have become one of the top fi ve sources of export revenue for 

Ecuador. In just five years, Ecuadorian roses have become the new status fl ower in the 

United States that help generate $240 million a year and tens of thousands of jobs in this 

once-impoverished region north of Quito. (Mena and Silvia, 2005) 

Costa Rica is al so one of the countries that export flowers to the world market. In Costa 

Rica, which grows large quantities of leather leaf ferns used as a green accent for flower 

arrangements, the expanding industry has run afoul of neighbors and rai sed charges of 

government lack of ability and ineptitude in protecting worker health. (Ibid) A study by a 
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professor at Costa Rica University between 1994 and 2000, reveals that the occupational 

health situation in the Costa Rican floriculture industry as very poor (Tenenbaum, 2002). 

Colombia is the largest flower exporter in the world after Holland (see table 1). Hence the 

industry is playing a vital role in generating an income for the Colombian people. 65% of 

the workers in the Colombia floriculture industry are women out of the 800,000 of 

Colombians who depend on the flower industry for their livelihood. The country now 

supplies about 60 percent of the U.S. flower market and the government counts on the 

industry to serve as an important alternative to coca, the basis of cocaine. Flower exports 

were up to 29 percent in 2005 over 2004. Even though workers in Colombia flower farms 

face similar problems but their working condition is better than other countries (Ibid). 

However the industry also caused health problem for many of its workers. According to the 

studies by the International Labor Organization and the Catholic University (ILO, 1999), 

showed that women in the industry had more miscarriages than average and more than 60 

percent of all workers suffered headaches, nausea, blurred vision or fatigue. 

Sylvie Jolly, a television journalist with Radio-Canada, reported in February 2002 on some 

of the problems in Ecuador's floriculture industry. "Many of the pesticides used in the 

industry have been banned from use in the United States or Canada, because of the hazard 

they present to humans." Regarding work practices, she says, "because owners don't want 

to lose time by waiting for pesticides to dry or disperse: Immediately when the spraying is 

fini shed, workers have to go back to cut roses while leaves are still wet with product 

(Thompson, 2003). 

2.1.2 African countries experience in the flol'iculture industry 

Among African countries, Kenya is the fi rst fl ower exporter to the world market (see 

table 1). It is true that Kenya is the leading exporter of fl owers to Europe, commanding 25% 

of tOlal sales. As a result Kenya beats Israel and Colombia, which are second and third, 

respecti ve ly. And it is no wonder that every year, at least extra 200 hectares of land are put 
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under flower farms - arguably the fastest expansion rate in the world. (News and Press, 

2005). 

The Kenya horticulture industry also employs over 50, 000 people, and therefore indirectly 

supports hundreds of thousands of Kenyans (ETI Briefing, 2005). Among those workers in 

flower farms are predominantly women. Insufficient protections for cold store workers lack 

of potable water, scarcity of clean water to wash hands before eating are some of the 

complaints of Kenyan flower farm workers. Many workers complaining of work-related 

illness unfairly dismissed or intimidated to prevent them from complaining further or 

seeking compensation (Ibid). 

Due to this, NGOs, govenunent, industry and other stakeholders formed the Horticultural 

Ethical Business Initiative (HEBI) in Kenya to work together to assess the situation for 

workers on flower farms and create a common code and social auditing methodology. 

HEBI members hoped that this in turn would enable workers and management to address 

issues arising from the improved audits (Ibid). 

The cut flower industry has exploded recently in Tanzania also . Floriculture production in 

the country is increas ing even though pesticide is poisoning the workers. In the 1980s, 

according to an International Labor Organization (ILO, 2000) report, pesticides poisoned 

368,000 Tanzanian people annually. On the cut flower industry there cited in the study: a 

shortage or lack of material safety data sheets and instruction manuals; worker ignorance of 

the identity and hazards of chemicals, improper storage of chemicals; lack of emergency 

treatment for accidental poisonings; no training for operators to recognize early signs of 

accidental poisoning, improper use and maintenance of personal protective equipment 

(when provided), and inadequate di sposal of waste are some of the deficiencies in pesticide 

handling li sted by Tanzanian government.(Ibid) 

Flower farming has been promoted in Uganda's exports arising out of the need to diversify 

its exports as new foreign exchange earner. Majority of workers in Uganda cut flower 

farms are women. A research conducted by Uganda Workers' Education Association 

(UWEA, 2006) reveals that these women face a lot of problems like: sexual harassment, 
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short period of maternity leave and lack of childcare facilities for those breast-feeding. 

Pregnant workers are not given any special treatment till delivery. 

Flower farm workers in Uganda similarly are subjected to various challenges and violence . . 
For example the few workers who are aware of their rights, the supervisors are gagged for 

fear of losing their jobs and victimizing. In some instance, treatment may depend on the 

workers past record with the supervisors (Ibid) . 

2.1.3 Floriculture in Ethiopia 

Ethiopia has long been known for exporting agricultural products like coffee and oil seeds 

to foreign countries. Agriclutre is the rock-bed of Ethiopian's economy. It plays a key role 

both in the development of the nation as well as in the well being of its people (Mol, 2004). 

Ethiopia possesses enormous natural potential resources by virtue of its endowment. Its 

endowments are likely to facilitate and enhance its development in the agricultural, agro­

industrial, construction and tourism sectors. Ethiopia is exerting efforts to create a more 

business-friendly atmosphere. Modestly speaking the country has been a destination for 

investment opportunities, which has assured potential for investment fortunes (Ministry of 

Information, 2005). 

As a result, recently horticulture became one of the sectors that many local and foreign 

investors are interested in . So the export of cut flowers is increasing and grows to be one of 

Ethiopia's export goods. 

Ethiopia's burgeoning fl ower industry developed out of the European flower market, which 

began in the n011hern part, and expanded rapidl y at the end of 20'h century into the 

southern. Until 2000, one third of traded cut flowers were grown in southern areas, mainly 

East and South Africa (Jimma Times, 2008). Ethiopia has now also become one of the 

places where the industry is booming. The climate is one of the reasons that cause Ethiopia 

preferable for flower production . According to Ethi opian embassy in china: 
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Over two decades have elapsed since Ethiopia started exporting horticulture 

products. Ethiopian agro climate condition makes it suitable for the production of 

a broad range of fruits, vegetables as well as cut flowers. The range of altitude, 

temperature and soil variability of the country has created an enormous , , 

ecological diversity and a huge wealth of biological resources. 

In reference to the above mentioned study, Ethiopia has globally competitive advantage in 

the production of roses in quality, freight cost and production cost. The major flower 

varieties produced in the country and entered in to export business includes, Roses, Allium, 

Carnation and Carthamus Statice (Yellow, purple, White) (Spencer, 2008). 

The total number of licensed projects increased from 235 in 2006 to 339 in 2008 with 

aggregated capital of 12.2 billion birr. Out of them 139 of the projects with an aggregated 

capital of 5.7 bil lion birr are owned purely by foreign investors and the rest owned by local 

investors and foreign investors joint with domestic ones (EIA, 2009). The Ethiopian 

floriculture demand in the international market is very high. For instance the Ethiopian rose 

competes in quality with roses grown in Holland as well as in Columbia (Ibid) . 

To grow high quality roses the altitude plays a vital role, because the countl)"s 

diversified agro ecology varies in terms of altitude, soil classification and other 

natural resources especially with the provisions of all the necessGl)' agronomic 

practices and inji-astructure requirements. Ethiopia has a comparative 

advantage in the production and export of cut flowers as a result of its suitable 

agro-ecological conditions locations and relatively low labor cost. (MOl, 2005) 

In add ition to the climate, the attractive incentives government offers cheap labor and 

production cost have attracted not only domestic investors but also foreign investors from 

Europe and Middle East. 

Ethiopia which is located in the horn of north-eastern part of Aji-ica, popularly 

known as the horn is regarded to be a gate way of investment opportunities due to 

the availability of natural resaurces, good power supply and communication 
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facilities, political stability, investor Ji"iendly policies, relatively cheap labor, easy 
access to markets, incentive bonanza etc. (Ethiopia Today, 2007) 

A score of investors from the Netherlands, Germany, India and Israel have secured licenses 
f~r floricultural development covering 450 hectare of ' land in 2006 (Mail & Guardian 
online, 2007). The number of foreign investors and the land they get is increasing yearly. 
"The reason for the growing involvement and interest of investors in the Horticulture and 
Floriculture industries is the renewed commitment of the government to reactivate the 
agricultural export sector." (Ibid) According to the statistics from Ethiopian Investment 
Agency more than 1000 hectares of land taken by 139 foreign investors until Dec 2008 
(EIA, 2009). 

Moreover, the Ethiopian Horticulture Producers and Exporters Association believe 
fl oriculture has become a flouri shing business in Ethiopia; the country would take the lead 
among African countries in the industry if on-going efforts continue unimpeded (IRROB, 
2007). 

Ethiopia was expected to earn more than $125 million from flower export in 2007, a five ­
fold increase on the 2006 figure . For example last year (200712008) the coffee sector 
exported around 170,888 tons and earned $525,203 million, which doesn't have a 
sign ificant change from the previous year. But the flower sector exported 1, I 05 ,5 million 
stems and gained $111 ,731 which has $48. 132 difference from the previous year (MOTI, 
2008). 

For thi s reason many believe, though coffee remai ned to be the Ethiopia's top foreign 
currency earner for over hal f a century, it may be dominated by flower sales reaching 
unprecedented numbers. The IRAN DAILY (2007) confirms thi s idea by saying: "the smell 
offlowers is displacing the aroma of coffee as a driving force in the Ethiopia economy." 
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2.2 Women Working in Industries 

2.2.1 Women's role and position 
Even though, women cover the majority of agricultural work, they remain as invisible parts 
of the development that is taking place in our country. "That women playa substantial role in 
development is no longer a disputed fact. As mothers and housewives, they engender the 
labor force and sustain and maintain households through cleaning, cooking, fetching water, 
collecting fuel wood and caring for the young, the sick and the old" (Tanzran, 2005). 

Even if women are found to be the major food producers, policy makers, development 
planners and agricultural service deliverers still perceived farmers as only males (FAO, 
2005). For this reason, women find it more difficult than men to gain access to valuable 
resources such as land, credit, agricultural inputs, technology, extension training and 
services that would enhance their production capacity. 

Women participate in every kind of job opportunities even though women's labor does not 
get the appropriate attention and acknowledgment (Evans& Barbara, 1989) . Women were the 
lowest-paid workers in most job classification and more likely to be employed in seasonal 
and temporary work because a particular society saw their participation in the paid work 
force as a temporary phenomena short step in their progression towards the expected adult 
roles of wife and mother (Mercedes, 1997). In agro- based developing economies, women are 
responsible for household food security and contribute to the production of marketed 
agricultural produce. 

In terms of where they are employed, more women are engaged in agriculture in the 
1011'- growth and transition economies. In the high growth economies (Australia, 
Hong Kong, Indonesia, Japan, Korea, Malaysia, New Zealand, Philippines, 
Singapore, and Thailand), they are found more 111 the service sector, and are 
increasing in the industrial sector (Pineda, 2006). 

In Africa, wOlllen undertake about 90% of the work involved in food 'crops' processing and 
providing water and fuel wood for the household and 80% in food storage and transport frolll 
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the farm to the household (Evans& Barbara, 1989). Furthermore they contribute 90% of the 

labor for hoeing and weeding, and 60% for harvesting and marketing and processing of 

agricultural products (Tanzran, 2005). Women's participation in the labor force sector, a 

status in employment, and incomes compared to those of men are as varied as the national 

economies with in a country depending not only ' on economic trends but also on cultural 

factors and national policies (Pineda, 2006). 

These trends are explained by changing patterns of work. There is an increase in export -

oriented manufacturing exemplified by enterprises located in economic zones, which employ 

80% women on the average. "Service industries such as data processll1g, 

telecommunications, tourism, finance and insurance, which also employ more women, are on 

the rise" (Ibid.) 

The supply side cause of women's employment in export factories in developing is more 

simple and universal: like men, the need and want to work (Tinker, 1990). As a result even 

women not previously in the labor fo rce, recently they dominantly flock to the export 

factories. Their reasons for waiting to work are primarily economic to enhance individual 

and fam ily income - but there are also social ami cultural factors invo lved. In most 

developing countries the structure of the economy does not provide many modern wage jobs 

for women, most of whom are concentrated in inferior employment in farming, domesti c 

service in the informal sector (Ibid). 

Many jobs are conceived as 'male' or 'female' preserves fo r which members of the opposi te 

sex are not considered. This is especially apparent in certain professional and supervisory 

occupations, which are reserved for men, and in some low skilled blue-collar jobs for which 

only women are thought fit (ILO, 1984). 

2.2.2 Possible opportunities 

Women who work outside home may get better opportunities than those who don't. Those 

who spend their day at work can have access for information and new teclmologies. Women 

develop self-confidence when they have a j ob because being an employee makes a different 

life style for a woman. Earn ing income is the major benefit that women get when they start 
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working outside home. They may also have a better attitude for themselves and can control 

their reproduction. 

Others point to the changed supply of female workers due to increased longevity and 

decreased fertility, resulting in significantly different life patterns no longer defined by the 

rhythms of pregnancy, child birth, and lactation (Evans& Barbara, 1989). 

Historians and economists debate the cause of these changes. Certainly the managerial 

revolution and the growth of the service sector drove much of the economic change in the 

twentieth century. Creating job opportunity to women Economic growth and ralsmg 

productivity raised real wages for both men & women significantly (Ibid) 

2.2.3 Challenges women face at work place 

Working women face a lot of challenges at the work place. High discrimination, gender 

division of labor, sexual harassment, low wage, gender based violence, lack of union are 

some of the challenges that women face at their workplace. Women are usually exposed for 

those mentioned and other problems due to many reasons. 

According to Hale (1996:8-9) cited in (Pineda, 2006) women are flexible in the 

following sense: They are recruited when needed and more easily dismissed when 

the time comes to move on. They have always been vulnerable to temporwy, part 

time work without proper agreements or trade union rights. They are paid less, 

particularly if they are young and inexperienced. As a result they suffer from 

"increased insecurity, intensity of work, health and safety risks, disregard for 

family responsibilities, and problem of organizing. 

Lack of or li tt le education, being un-skilled and lor semi-skilled worker, lack of awareness 

about rights and being female at the labo r force are also major causes for their challenges. 

"Globalization al so adj usted the labor market because it has led to three main trends in the 

labor market: flexibili zation , informal ization and migration. These trends are built on 
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gendered realities that place women in more vulnerable, disadvantaged, and marginal ize 

position in relation to men" (Ibid). 

Whatever the case, employers who have greater access to cheap pools of suitable female 

labor gain a huge advantage at tlie expense of di splaced and exploited women workers. 

However, technological developments also lead to polarization in the work force between 

the high status and multi-skilled specialists (mostly men), and the semi-or -low skilled 

flexible workers (mostly women). When jobs require higher skills due to teclUlological 

trends, women who have less access to training tend to be displaced. (Ibid) 

2.2.3.1 Low Wage 

In 19th century the Women' s Industrial Council in England and similar organizations raised 

women's employment as a public issue and investigations found out that women 's 

employment as a problem. They give serious attention for wage difference between men 

and women and the effect of women's industrial employment on their physical and moral 

health and on home and fami ly life. (Pennington & Belinda, 1989) 

Even when fully employed, large numbers of people lived in poverty because of the 

unevermess of wage-rates and the existence of casual labor in many industries. Inadequate 

or irregular earning came to be seen as a maj or cause of poverty (Ibid). New employment 

oppOltunities within so-called "free zones" and "export processing zones (EPZs)" can help 

women rebuild their lives as well as their country's economy after wars or natural di sasters 

OLO, 1999) 

However the wage earned by women workers in different export industries is typicall y 

lower than average wage for the manufacturi ng factors as a whole. There are many reasons 

for thi s. Kessler, (1990) believes that custom or tradition played uncalculated but an 

acknowledge role in case of men and women wage because they are gendered : 

A critical part of the chemical mix that de(ermined the wage of workers in general 

involved something intangible called 'custom '. If a male worker was paid 

according to some formula (hat reflected (he value of what he produced and (he 
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difficully of replacing him, he was also paid according 10 whal he and olher 

workers Ihoughl he was worlh. 

So according to Kessler, custom or tradition influenced male and female wages in different 

ways. 

As cheap labor in export-oriented industries meant to earn more dollars for the country, 

women are oftentimes subjected to super-exploitation and deplorable working condition. 

Many women workers who are unorganized, unheard and/or invisible have to make do with 

stagnant wage while prices escalate (Pineda, 2006). 

The job characteristics of these industries also fit well with the needs and characteristics of 

female labor constrained by sexual division of labor. Readily learned skills requiring 

manual dexterity and patience with tedious tasks make women appropriate workers. 

conditioned as they are by culture and extensive experience with sewing, food processing, 

and other household tasks (Tinker, 1990). 

Since Export industries are typ ically of more resent vintage that dominate most thi rd world 

manufacturing sectors: thus their workers are younger, have less seniority and receive 

lower wages. Export industries are also usually labor intensive and must be competitive on 

the world market: they consequently pay less than tariff-protected (Ibid). 

2.2.3.2 Harassment at work plaee 

For young girls limited by education, family, poverty and geographical location the 

move to work outside the home only reaffi rmed their dependent status and reinforced 

their familial responsibilities, and in the factori es their yo uth and naivety made them 

vulnerable to exploitation (Mercedes, 1997). Among thi s vulnerability, sexual 

harassment is very common at work place. Sexual harassment is any unwelcome 

sexually determined behavior, such as:- phys ical contact, a demand or request for 

sexual favo rs, showing pornography, any other phys ical, verbal or non-verbal conduct 

of a sexual nature. 
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According Mena & Silvia (2005), 

A woman, as an individual, can suffer any kind of violent action, or be the victim of 
a crime, just like a 111an. But women are also the victims of another series of crimes 
based on their condition as women. A serious of social and cultural factors allow 
for such forms of aggression. Women may become victims of violence due to their 
comparative physical weakness, and their culturally assigned sexual role of docility 
and submission. Men then apply the power that they are given by the different 
sexual and social role that they are assigned; this is manifested in a variety of 
situation, including the workplace. 

Jimma Times (2008) also sees female flower farm workers challenges and said, "Women 
workers are particularly vulnerable to exploitation, sexual harassment, no maternity leave, 
overcrowded housing and low wages." The issue of sexual harassment and abuse has been 
given little imp0l1ance in the labor sphere. Cultural stereotypes and prejudices prevent 
people from considering such incidents to be crimes. Since women confront and put up 
with similar aggressions in the home, sexual harassment and abuse in the work place is not 
considered a unique situation. (Mena. and Silvia, 2005) 

2.2.3.3 Health problems 

There are ILO standards (P ineda, 2006), which aim to protect working women's health, 
particularly during and after pregnancy. These include excluding women from types of work 
involving exposure to lead and radiation, and prohibition of night work and overtime work 
for them. There are conventions which say that women should as much as possible not be 
made to carry heavy loads and to underground work in mines. 

Ethiopian Labor Proclamation No 377/2003 Article 92 states that an employer shall take 
the necessary measure to safeguard adequately the health and safety of the workers. The 
proclamation specifi ca ll y ensures women's health in Article 87. The Article says, 
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- It is prohibited to employ women on type of work that may be particularly hazardous or 

harmful to their health. 

- No pregnant woman shall be gIven an assignment outside permanent place of work 

provided; however, she shall be transfer to another place of work ifher job is dangerous to 

her health or pregnancy as ascertained by a medical doctor. 

Moreover, CEDA W also give emphasis for pregnant woman's health condition. Art 11 

says, "In order to prevent discrimination against women on the grounds of marriage or 

maternity and to ensure their effective right to work state parties shall take appropriate 

measure to provide special protection to women during pregnancy in types of work proved 

to be harmful to them." However working women especially in labor intensive industries 

are highly exposed for various health problems in developing countries (Tinker, 1990). 

The case of floriculture workers is the same as workers in multinational cooperation. 

Jimma Times (2008) for example, reveals that flower farn1 workers develop health 

problems as a result of being exposed to dangerous chemicals and working conditions on 

the job. "Workers are forced to work long hours, can be di smissed at will and often handle 

dangerous chemicals without the proper protective equipment." 

2.2.3.4 Lack of labor union 

Labor union can be one way of empowering women at work pace. According to one 

employee in Canadian garment factory (Mercedes, 1997), the lesson of trade union 

activism lasted a lifetime she said. Being a member of labor union helped her to learn how 

to speak in front of others and developed self-confidence. This is because that attending 

various meeting asking questions about different issues help women to know about their 

rights and duties at work place. 

According to Pelmington & Belinda (1989), there are different reasons, which cause absence 

of union and affected women workers to organize themselves in the late 19th and early 20th 

Some of them are the character of women's occupation; they generall y employed as semi­

sk illed or unskilled workers among whom, has less awareness about uni on; their wage is the 

second reason. Since majority of the women earn low wage it is difficult for them to pay 
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According to Saito and Weidman (1 991 ), this is particularly true in the case of Sub Saharan 
Africa where women provide most of the labor and make key decisions for many 
agricultural practices. In many parts of Ethiopia, women are the main labor providers to , 
produce food items for household consumption with the exception of ploughing and 
sowing, which is mainly reserved for men, Ethiopian women participated in every aspects 
of Agricultural Production such as weeding, harvesting and post harvest activities. 

According to Zenebwork cited in Tigist (2007), although women played a very 
considerable role in Agricultural product ivity, most records and the society underestimated 
or completely ignored their participation .For example Official Census records are mostly 
reflecting gender biased results which grouped men as fam1ers and women as housewives 
or domestic workers, though the reality makes women an integral part of the product ion 
process and expose them to dual responsibilities as domestic and productive workers. 

This women's participation in production, applies not only to food production which is 
long recognized as primarily a women's activity, but also increasingly to other agricu ltural 
activities that range from processing and marketing to cash cropping and animal husbandry. 

On the other hand , the role of Ethiopian women has not been restricted to subsistence 
farming only instead they are engaged in different income generating activities. In the 
recent years, with the spread of Commercial farms, Ethiopian women begun to be 
employed as plantation workers because of the labor-intensive nature of the farms 
especially in the floricul ture industry. The new initiatives taken by the government to 
expand number of Commercial farms especially those, which are engaged in the production 
of different fl oriculture products seemed profit able to the state. In these farms there are 
large numbers of Ethiopian women who are employed by the different organizations 
because of the special necessity to employ women than men (England, 2005). In other 
words flower fa rm production requi res very sensitive, active, patient and caring personality 
that is commonly associated with women character (Ibid). Due to thi s stereotypica l 
thinking most of the farm s tend to recruit more women than men. 
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Even if women are highly employed in these industries various studies reveal that women 

working in the floriculture industry are disadvantaged due to various challenges they are 

exposed to. In Ethiopian case very few studies have been conducted on the area. The 

finding of majority of the researches is similar. Safety and health issues, labor union, 

working hours, equality of treatment, type of employment, medical and other facilities are 

major issues raised by the researchers (ILO, (2000), Tigist, (2006), Ezana, (2007) and 

Taddese, (2008). 

According to Tigist female workers in the industry are not provided with adequate wage 

and benefits. They are also assigned to time taking and low paid jobs. Ezana al so finds out 

unequal treatment of male and female workers and job insecurity due to lack of contract 

agreement. Similarly Taddese's research reveals lack of labor union and absence of 

freedom to form association a major workers problem in the floriculture industry. 

Even though these and other works have assessed the working condition of fl ower farm 

workers none of them assessed the opportunities and management' s role in creating 

conducive working environmeni. Hence the researcher got interested to fi nd out whether 

female flower farm workers are benefited by the job opportunity they are provided with 

and whether the management plays a vital role to tackle female workers challenges by 

creating safe working envi ronment. 

2.4 Feminist thought on women employment 

Feminist theory aims to understand the nature of inequality and focuses on gender politics, 

power relations and sexuality. While generally providing a critique of social relations, 

much of femini st theory al so focuses on analyzing gender inequality and the promotion of 

women's ri ghts, interests, and issues. Themes explored in feminism include di scrimination, 

stereotyping inequality in all social , political and employment objectification (especially 

sexual objectifi cation), oppress ion, and patriarchy. (Lovell , 2003) 
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Feminist theorists begin from the realization that, in the context of a patriarchal society, 

men and women live different lives and consequently, have different experiences. There is 

an attempt to understand the power and privilege differential exhibited between men and 

women. By analyzing its origin, feminists developed different theories to address this 

paradigm, 

Different feminist theories have different perspective about women and employment. 

Marx ist feminism fo r instance believes that Primary source of female oppression is the 

capital ist economic system i.e. inferior position of women linked to class-based capitalistic 

system and family structure within this system (Ibid). Marxist feminism arises out of the 

doctrines of Karl Marx, whose theory is centered less on the material aspects of life than on 

the more broadly defined social ones. It sees women's subordination as a consequence of 

the introduction of private property and then women became the property of men and the 

first oppressed class. 

Since women always have unpaid work (housewife) and most low paying and boring jobs, 

their oppression caused by their economic dependence in the family but also in the work 

force, according to Marxists thi s keeps an exploitable reserve labor force (Gimenez, 1998). 

Capitalism creates a systematic inequality; Marxism understands thi s inequality to arise 

from processes, which are intrinsic to capitalism as an economic system. A minority of 

people (the capitalist class) own all the factories/energy sources/resources, etc. which 

everyone else depends on in order to live. 

The great majority (the working class) must work out of sheer necessity, under conditions 

set by the capitalists, for the wages the capitalists pay (Lovell , 2003). Since the capita li sts 

make their profits by paying less in wages than the value of what the workers actually 

produce, the relationship between the two classes is necessari ly one of irreconcilable 

antagonism. The capi talist class owes its very existence to the continued explo itation of the 

working class (Ehrenreich, 1976). 

Drawing upon a Marxist study of class oppression, social feminists argued " the capitalist 

economic system oppresses women as a group, just as it oppresses the working class as a 
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whole" (Ibid). According to social ist feminists this capi talist system of women's oppression 

can be eradicated when women workers stand in solidarity with each other. When 

industrialisation changed the way in which the system produces goods, women's lives 

changed completely (Lovell, 2003). Socialist feminism attempts to overcome these 

problems through the product ion of historically situated accounts of women's oppression 

that focus on both capitalism and patriarchy. 

On the other hand, liberal feminists do not challenge capitalism or patriarchy or any other 

fundamental structures of society, but rather look for the removal of barriers that prevent 

women operating effectively in the public sphere on equal terms with men (Ibid). The 

emphasis ofliberal feminism is on inequality between men and women in the public sphere 

of life - employment, education and politics. They explain women's exclusion or inequality 

with reference to ideas of female inferiority or incapability that inforn1 the upbringing and 

education of both men and women. 

Consistently with the above theories women in the fl oriculture industry are exploited for 

low wage and division oflabor. Female workers in the industry earn less than male workers 

since there is division of labor. Women are forced to inter this labor force due to their 

economic dependency on family or husbands. In add ition to the capital ist system they are 

oppressed by the patriarchal nature of the society. Employers and co-workers express their 

superiority over female workers in the course of gender based violence and harassment. 

Women are considered as caregivers and emotionally attached with flowers so the 

floriculture industry hi ghl y demands female labor than male. However, thi s preference in 

the fl oriculture industry exploited them for various challenges. Women are looked-for for 

their nursery ability and assign in tedious, low skill and routine job i.e. caring flowers but 

men are needed for mascu line labo r which is high paid and have more value than the 

female one. 

Since both men and women provided equal labor force there should not be any kind of 

discrimination in the case of payment and access for benefits. To guarantee thi s equality 

lows and rules should be issued from the legislative body. 
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2.5. Legal and ethical provisions 

2.5.1 Ethiopian Labor Proclamation 

The Ethiopian labor proclamation revised in 2004 clarifies the workers and employers 
employment relations at the work place. The proclamation has about 191 Articles that 
guarantee the rights and duty of workers and employers obligation. Article 12, specifically 
states the employer' s obligation like: to provide worker with necessary working materials; 
to pay workers wage; to respect worker's human dignity; to defray the cost of medical 
exanlination of; to all the necessary occupational safety and health measures etc. The 
proclamation also secures workers' right for annual, maternal and sick leave with payment. 

2.5.2 International code of conduct 

The international code of conduct is organized by International Flower Coordination (IFC) 
inorder to improve Labour, Social , Health and Safety Standards; Use of Pesticides and 
Chemicals and Environnlental Protection Standards in the floriculture industry. The code of 
conduct mainly focuses in the above three major issues. The ICC developed these standards 
based on a participation and discussion with Flower Producers, Importers, Supermarkets, 
NGOs, International Unions and Specialists in Europe, Africa and South America (lFC 
2004). 

The Guideline integrates the Universal Declaration of Human Rights; Covenant on civil 
and political ri ghts, Covenant on economic, social and cultural rights and the relevant core 
ILO Labour Conventions. Since it does not force companies to follow the guideline, the 
ICC simply provides information for companies to improve their working environment 
with the purpose of getting better compet ition in the market. 

2.5.3 Ethiopian code of practice for the floriculture industry 
Ethiopian Code of Practice was developed by the Ethiopian Horticulture Producers and 
Exporters Association (EHPEA) and called EHPEA Code of Practice for sustainable 
flower production. The code of practice was prepared to provide a mechani sm that enables 
the Ethiopian flori cu lture sector to achieve the highest performance standards inorder to 
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obtain and safeguard its continuous improvement and sustainable development thereby 

improve competitive position, by ensuring: 

• Long term economic viability of the sector 

• Sustainable and safe development and skills enhancement of labour force 

• Continuous and responsible management of the environment 

• Active contribution to the commwlity in which they operate 

• Enhancement of consumer health and safety 

(EHPEA code of practice, 2007) 

The code of practice was issued in 2007. However, issues that are raised in the code are very 

limited in its implementation by many flower farms. 
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CHAPTER THREE 

METHODOLOG'y \ 

--" . Designing a research is the process of making all decisions rel<ited"rcJ1he research project 

before they are carried out (Blaikie, 2000)_ The steps of the research that is study area, 

methods of the study, sampling techniques, source and instruments of data co llection, data 

collection procedure and methods of data analysis are discussed under thi s section. 

3.1 Study Area 

Conducive policies set to promote free market economy, sustainable peace and good 

governance has witnessed the commitment of Ethiopia to achieve the 2015 Millennium 

Development Goal and become competitive in the global market. Taking advantage of these 

favorable policies, a number of domestic and foreign investors are undertaking different 

investment initiat ives throughout the country (Ethiopia Today, 2007). 

Floriculture is one of the investment areas that attract both domestic and foreign investors to 

invest their capital in different parts of Ethiopia. Oromiya is one of the regions where such 

significant development endeavors are taking place. The region's suitable climate, excess 

water and ferti le soi l are among others that make the place preferable for flower production. 

Above 70% of flower projects are found in Oromiya region (Ethiopian Investment Agency, 

2009). This has made floricu lture to become second production next to coffee in the region. 

Sebeta, the study area, is one of the towns found in the Southwest Showa zone of Oromiya 

regional state where a number of flower projects operate next to Holleta (west Showa zone) . 

Sebeta has an area coveri ng 87572 hectare, 87% of it covered by agriculture and 0.4% or 

357.3 hectare taken by floriculture industry. Its altitudinal variation ranges from 1800 to 

3335 meters above sea level. Its temperature varies from 12.50C to 24 .30C, which is su itable 

for the flower production. Majority of the population of Sebeta are engaged in agriculture 

and some of them work in the recent ly developed flori cu lture industry (Sebeta town 

Administration). 
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According to the information from Sebeta investment bureau there are about eighteen flower 

farms in Sebeta out of which eleven of them are on production. These farms have created job 

opportunities fo r about 2979 people. When as by the time the rest seven farms start 

production more than 6000 people will have job in the farms. The study conducted in three 

flower farms found under the administration of Sebeta town. The tlu-ee farms selected based 

on their long years of operation and number of workers. The farm managers and owners 

compliance also contribute for the selection. 

3.2 Profile of farms under the study 

3.2.1 Ethio Passion PLC 

Ethio Passion Private Limited Company is found at Alemgena while their head office is 

found in Addis Ababa. It is a share company owned by France and Ethiopian investors. The 

company started operating in Ethiopia in 2004 and officially started exporting flower on 

March 2006. The fa rm generally holds 20 hectare but only 6 of its total area is on 

production. Amelia, Sorraya, Sunlight, Moulin Rouge, Black Bacara, are types of flower 

found in Ethio Pass ion show house. Sweet Candia, Friendship, Teracota and Azafran are 

flowers for commercial. Holland, Russia, Japan and Dubai are countries where the farm 

exports those fl owers. The farm has about 200 employees of whom about 85% of them are 

female workers. The term of employment in the organization is permanent after three 

months of contract. SalaIY is therefore paid on a monthly bas is (Production Manager of the 

farm). 

3.2.2 Saron Rose 

Saron Rose is found in Sebeta town Dima woreda. An Ethiopian Investor owns the farm. It 

was establi shed in 2006 and start production in May 2007. Saron Rose landed in 20 

hectare. 6 hectare of the land is on production and 4 on expansion. The farm started 

working with 20 million birr, other than now the capital is estimated to be about 35 million 

bi rr. There are about 250 workers, 48 of them are permanent and the rest are dai ly laborers. 

Out of 48 permanent workers only 5 of them are women supervisors who were promoted 

from green house and pack house. Male permanent workers in the farm are hired based on 
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their profession (majority diploma holders). Among the daily laborers women constitute 

90% Spray workers in the farm get frequent milk supply. 

The farm exports various types of flowers to Dutch and Dubai. Milva, Upper Gold, Upper 

Class, High& Magic, High & Peace, Black Backra are some of the flowers that the farm 

exports ( Saron Rose Production Manager). 

3.2.3 ET Highland Flora 

ET Highland Flora also found in Sebeta town Dima woreda, 29km far from Addis. ET 

highland farms star1ed expor1ing flowers to the international market around December 

2005. The farm covers 20 hectare and 12.4 of it is covered by green house. The faml has 

about 420 employees, 390 of them are women. The teffi1 of employment in the organization 

is peffi1anent after three months prohibition period. Every employee has the right to ask 

peffi1anent position if he/she works 90 days in the company and no wage difference 

between women and men is applied. The faffi1 export different verities like: Alyssa, Aqua, 

Bibi , Duo Unique Poeme, Tropical Amazon, Valentino, Viva, Wild Calypso etc. Starting 

from July 2007- July 2008, they sent 19 million stems (ET Highland Farm manager). 

3.3 Methods of Study 

Both qualitative and quantitative methods were employed in the study. The quantitative 

method was used as a supporter for the qualitative one. Both methods used by many 

researchers in order to obtain quantifiable and subjective information. "We need both 

quantitative and qualitative indicators and methods of data col lection to measure gender 

inequality and bui ld a more accurate picture. The quantitative and qualitative data should 

compliment each other" (Beetham and Justina, 2007). 

3.3.1 Quantitative Methods 

Quantitative method has been employed for the purpose of co llecting primary data through 

survey method. "An important feature of the use of quantitat ive is their highly structured 

nature" (B laikie, 2000). Since it dea ls with the 'external' rea lity quantitative research 
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conceived as reliable and valid (Ibid). There fore the researcher used structured 
questionnaire for gathering primary data in the study. 

Table 2: Quantitativc method study dcsign 

Study Arca Flower Farms Womcn Samplc Sizc(lO% of 
Scbcta Town Population Employccs) 

Alemgena Ethio Passion 170 17 women 
Woreda P.L.C 

Dima Saron Rose 18 women 
180 Woreda 

Dima ET Highland 39 women 
390 

Woreda Flora 

Total 740 74 

3.3.2 Qualitative Methods 

One way to emphasize the strength and minimi ze the weakness is to use more than one 
method in a study. A researcher can cover the weakness of one method with the strength of 
another (Best and James, 2008). Combining method is appl ied in many social science 
researches. According to Axinn and Lisa (2006) "All methods have strength and weakness. 
Combinations of multiple methods that achieve thi s counterbalancing aim are a particularly 
valuable." 

Qualitative methods are al so considered important to gender researcher for evaluating the 
nuances of many of the social phenomena important to an analysis of gender relation that 
can not be easily quantified by numerical stati sti cs or values (Denzin and Lincoln, ( 1994). 
In order to obtain detailed and consistent information the researcher therefore used the 
fo llowing des ign to co llect the needed data . 
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Table: 3 Qualitative method study design 

Qualitative Number of female Number of Number of key 
Instruments 

Methods farm employees Managers informants 
used 

-Interview Interview 
6 (2 from each farm) 6 8 

guide 

-FGD 12(4 from each fa rm) FGD guide 

- Observation 

Total 18 6 8 

3.4 Data source 

The study employed both primary and secondary sources. Farm workers, supervisors, Fam1 

managers in the three farms and key informants are the primary data sources of the research 

through survey, interview and FGD. Relevant documents like: office documents, alillual 

reports from different offices, magazines, books, published and unpublished researches 

from ILO, Ministry of Trade and Industry (MoTI), Ethiopian Investment Agency (EIA), 

EHPEA and websites were reviewed through document analysis as secondary sources. 

3.5 Sampling Technique 

3.5.1 Quantitative Sampling Techniques 

Female flower farm workers have been selected purposefully due to the nature of the study. 

First the researcher selected three farms (ET Highland, Saron Rose and Ethio Passion) by 

using lottery methods from 11 fl oriculture industries, which are found in Sebeta. After 

selecting three industries the study was co llected from the total number of 740 female farm 

workers, by taking a sample of 74. 

To determine the sample size (74) the sampled population (10%) taken from each farm i.e, 

17 female workers from Ethio Passion PLC, 18 from Saron Rose and 39 from ET Highland 

by using random sampling using fi ve interva ls from the attendance list. Female workers 
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who were present at the data collection date had equal opportunity. Therefore a cross­
sectional study was employed by using structured questionnaire. 

3.5.2 Qualitative Sample 

According to their long years expenence and willing to participate, 4 workers, 2 
supervisors and six managers were participated in the interview. The researcher conducted 
a Focus Group Discuss ion, with two groups of farm workers each with 6 individuals. The 
FGD discusscent were selected purposely from different departments who are active and 
recommended by their colleagues . Key informants were selected from Ethiopian 
Horticulture Agency, Sebeta investment and women's affair bureau, Sebeta Health Center 
and St.Gebrel Clinic at Sebeta for the interview. 

3.6 Instruments used for Data Collection 

Sunrcy Questionnaire 

Questionnaire is one of the tools that have been used to gather primary data in the study. 
Before developing the main questionnaire pilot study made by selecting 15 female flower 
farm workers to examine the type of the questions and improve the quality of the 
questionnaire. After taking of the feed back from the pilot survey the questionnaire revised 
and the main questionnaire developed. 

The questiofUlaire has both open and close-ended questions so choices were provided for 
close-ended question and blank space for open-ended questions to gather comprehensive 
responses. The survey questi onnaire has five parts: personal infom1ation, job related 
information, questions regarding opportu nities, challenges and position. To make it more 
communicative and clear, it was translated from Engli sh into Amhari c language. 
Enumerators wi th good educational background who speak both Amharic and Oromi ffa 
were hi red to assist the respondents who can hardly read and write. They have been given 
proper training about the aim of the study and the content of the questiolU1aire . 
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Interview 

Qualitative methods, such as open ended interview questions, which often involve the use 
of topic guidelines, have been used to generate rich infoffilation and to validate the sample 
survey findings. Hence, in order to gather fresh information from the study subjects, face to 
face interview was conducted with six (two from each farm) female farm employees and 
six managers, three from ET Highland, two from Saron Rose and one from Ethio Passion. 

Key infoffilant discussion was held with different professionals and stakeholders working 
in the area, to increase the validity and depth of the finding. Interview with key informants 
conducted through independent guidel ine considering their special position they held in 
different bureaus and professions. As a result, propagator from Kenya (At Saron Rose), 
Nurses at Sebeta Health Center, Trainers at EHPEA Training Department, and responsible 
individuals from Ethiopian Horticulture Agency (EHA), Sebeta Investment Bureau and 
Women's Affair Office were contacted to gather ample information. The findings of key 
informant discussion were used for triangulation of primary and secondary data. All the 
interviews were conducted by the researcher herself using an interview guideline. 
Moreover the interview was held after all interviewees gave their consent orally. 

Focus Group Discussion (FGD) 

The Focus Group Discussion has been arranged with the purpose of supporting the data 
obtained from the survey and Interview. Two groups organized for the FGD each 
consisting of six individuals who are farm workers . The discussion was arranged outside 
the farm . Nine questions used as a guideline for the FGD and tape recorder used for 
recording the discussion 

Obsen'ation 

Personal observation was undertaken in the three farms: Ethio Pass ion, Saron Rose and ET 
Highland by the researcher herself. Different pictures were taken in support of the 
observation in gathering first hand information , for this reason this method helped the 
finding to be more reliable and valid. 
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3.7 Data collection procedure 

The data collection procedure started with the survey. First the questionnaire has been 
distributed to 74 female farm workers. After finalizing the sample survey the researcher, 
has conducted the interview with six female farm workers and six farm mangers. After that 
the FGD arranged to support the information obtained from the survey and the interview. 
Personal observation of the farm has been undertaken since the beginning of the fieldwork. 

3.8 Methods of Data Analysis 

Data from primary and secondary sources were analyzed by using statistical tools and 
qualitative description to answer research questions. Data gathered from the survey was 
summari zed into SPSS program and analyzed by descriptive statistics that is frequency and 
percentage. Thus tables and fi gures were used to support the discussion. Furthem1ore, the 
data collected from in-depth interview, key informant di scussion, FGD were taped thus 
transcription was essential to use the data for qualitative description. Photos taken at the 
time of observation was also used to support some ideas. The Ethiopian labor 
Proclamation , FDRE Constitution, CEDA W, African Charter and the International Code of 
Conduct were the secondary sources of informat ion that the researcher used to analyze 
findings. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSES AND DISCUSSION 

This chapter has two parts. The first part is about socio-demographic background of the 

workers and the second part deals with the analysis based on the finding from both 

quantitative and qualitative methods. The analysis flows according to the specific 

object ives stated in chapter one by combining findings from the survey, interview, FGD 

and observat ion. 

4.1 Socio -Demographic Background of the Respondents 

The survey finding reveals that the majority of female flower fa rm workers are at the young 

age. The reason is the tasks in the industry are labor intensive that needs young workers 

who are able to hold the burden. 

Table 4: Distribution of respondents by their age 

Aae groups Frequency Percent 
<18 10 13.5 

18-30 52 70.3 

31-40 5 6.8 

41-50 4 5.4 

>50 3 4.1 

Total 74 100 

As shown on tab le 4 the majority of the respondents (70.3%) are between the age group 18-

30 years. There are also workers who are less than age 18 (13.5%) and above age 30 (16.3 

%). The floriculture industry is known for its young laborers, as it is labor intens ive. 
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Figure 1: Percentage distribution of respondents by their Birth place 
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According to the above figure, migrant workers dominate the labor force at the floriculture 

industry. More than half (51.4 %) of the respondents who are driven by the unemployment 

are migrant from different Regions (out ofSebeta town). The migrant workers who came to 

Sebeta were, after they are informed that the industry employs a large number of female 

workers. The majority of them came from Jimma, Ambo, and other towns of Oromiya 

region. There are also workers who came from long distance like Amhara region and 

Tigray. 

Table 5: Percentage distribution of respondents by their Educat ional level 

Level of Edncation Freqnency Percent 

Illiterate 26 35 

Basic education 5 6.8 

Elementary ( 1-6) 18 24.3 

Junior (7-8) 9 12.2 

Secondary (9-10) 9 12.2 

Preparatory (11-12) 6 8.1 

Diploma I 1.4 

Total 74 100.0 
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Individuals who are both illiterate and literate have the chance to be hired in the industry. 
Table 5 for example shows that 35 % of the respondents are not able to read and write. 
Those workers who were never attended school are the dominant labor force of the 
industry. 

There are also workers who are at elementary, junior and secondary level 24.3%, 12.2% 
and 12.2% respectively and 8.1 % of the respondents are at the preparatory level. Majority 
of the workers who are at secondary and preparatory level have a chance to be promoted in 
to the supervisor position. One respondent who is a diploma holder is agronomist in one of 
the fan11S under the study. 

Table 6: Charactuistics of respondents by their marital status 

Marital Status Frequency Percent 
Single 35 47.3 

Married 24 32.4 

Widowed 2 2.7 

Divorced 13 17.6 
Total 74 100.0 

As depicted in table 6, the number of single female workers is greater than other marital 
status. Nearl y hal f (47.3%) of the respondents are single and 32 .4% are marri ed during the 
survey. Due to family responsibili ty the nature of the work in the industry might be 
diffi cult fo r marri ed women than to the other groups. The data from the survey al so show 
that 2.7% and 17.6% of the respondents were widowed and divorced respectively. 

In floricultural industry workers li ving in a group with fri ends and co-workers are very 
common. 
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4.2 Female workers opportunities in the farm 
The findings from the survey, interview and FGD reveal that workers have some 

opportunities and benefit s in the farm, even if the benefits they get differ from one farm to 

the other. 

4.2.1 Job opportunity 

Floriculture industry has become one of few industries that provide high job opportunities 

especially for female job seekers. According to the survey conducted with 74 female 

workers in three flower farms, all of the respondents believe that the industry has created 

high job opportunities for young female. "The floriculture industry is playing a signifi cant 

role in creating job opportunity. Until 2006, more than 20,000 people are hired in the 

industry above 70% of who are female" (Akerma, 2007). 

According to ILO study (2000), the floriculture industry plays a significant role in 

promoting the overall economic growth in addition to generate hard currency. Spec ifica ll y, 

since the industry is labor intensive it creates huge j ob opportunity and seemed to have a 

contribution to the reduction of poverty, unemployment and other social problems. 

The data in the three farm s under the study revealed that female workers outnumbered male 

ones. For example in Ethio Passion PLC out of 200 workers I70 of them are female which 

means 85% of the total workers population. In Saron Rose out of 225 workers 180 of them 

are women . Similarly in ET High land out 420 workers female laborers constitute 390. 

These findings clearl y show that flower industry is highly dominated by female workers. 

According to Ethio Passion Manager, " thi s is because women are bet1er pro fessionals in 

caring fl owers as they do for the ir children. Therefore they are pre ferable for the job than 

their counterparts." 

Requirements at the time of employment in the industry are not common. The management 

does not post any vacancy t hire new employers rather when the industry is in need of 

laborers; workers themselves dissemi na te the informat ion to others. Saron Rose manager 

said, "The ind ustry does not have labor shortage. People come dai ly to ask if there is a 

vacant place or not. Th us we do not bother that much when wo rkers leave the fa rm ." 
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Out of 74, 65 (87.8%) of the respondents said that they were not asked any kind of 

requirement at the time of employment. Majority of them were only asked their name, and 

then hired. Six respondents were asked to bring their birth certificate to crosscheck their 

age. Therefore according to the finding any woman who is interested to work can get the 

job that is provided. In relation to the question pregnant woman, 91.9 % of respondents 

declare that, s ince there is no pregnancy test at the time of employment, pregnant woman 

also can have a chance to get a job in the industry, if her pregnancy is at early stage and can 

not be recognized. The rest (8.1 %) of them did not response to thi s question. But majority 

of respondents in the interview believe that since the management gives maternity leave for 

female workers, it is possible for a pregnant woman to be hired. 

Women' s independence and participation in productive work has long been a big issue of 

many feminists and theoreti cians in the fil ed of feminism. Liberal feminist for example, 

argue that women should have equal participation with men in the employment arena. So it 

is a good 0pp0l1unity for a woman to work outside home. The job opportunity in flower 

farm s, even if it has some challenges (like health, wage, facilities etc .), has also created a 

lot of positive changes (l ike income, self confidence, Info rmation access etc .) and enhanced 

female flower farm workers' life. According to the survey fi nd ing fo r instance, 55 or 74.3% 

of the respondents believe that there is a positive change in their life after they get job in 

the farm. 

Table 7: Percentage distribution of respondents who got positive change 

Getting positive change Frequency Percent 

Yes 55 74.3. 

No 19 25 .7. 

Total 74 100.0 

The majority of respondents (73%) agreed that the positive change has taken place in their 

li fe especiall y with regards to their income, household expense coverage, se lf- confidence, 

access for information, are some of the main points as benefi ts they got due to the job 

opportunity in the farm. 
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Beyond the obvious economic benefits women in developing countries often cite various 

non economic benefits to explain why they appreciate, with out necessarily enjoying, their 

work in the labor intensive factories. These benefits include the ability to earn independent 

income and spend it on desired consumer purchases or save for marriage or further 

education; the ability to support their families and repay their debt to parents; the 

opportunity to delay marriage and child bearing; the opportunity to enjoy some personal 

freedom and the companionship of other women etc. (Foo &Lim, 1987; Lin, 1986) cited in 

Tinker, (1990). 

An interviewee also said that the reason I am. working in the farm is not only for the wage, 

rather it creates me an opportunity to know people and have some kind of independence." 

All interviewee and FGD discusscent agree with the idea. 

4.2.2 Income 

Even though the salary workers earn in the farm is low and not enough for their living 

expense, but when workers are asked whether the salary has brought any positive change, 

majority of them agreed earning money itselfis a positive change in their life. 

According to Tinker, (1990) 

Lower wage in export industries than in manufacturing as a whole don't however 

mean that these workers are poorly paid relative to all others in the economy. Wage 

earned by women in export factories are also usually higher than what they could 

earn as wage laborers in alternative low skilled female occupations, such as farm 

labor, domestic service, most informal sector and other service sector activities. 

Figure 2: Percentage distribution of respondents by their financial independence 
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The majority of the respondents (92.5%), who believe there is a positive change, agree that 
working in the farm has created financial independence for them even though they are less 
paid and do not fully cover their medical insurance. They explain that their salary can cover 
some of their household expenses. 

One of the interviewee said, " I know that our wage is very small and do not fit with living 
expense, but I always think that something is better than nothing because I had nothing 
before I get job in the fam1" and she added that "now I can even contribute for my house 
hold expense." Similarly a focus group di scusscents (who lives with parents) also believes 
that the salary they get from the fam1 is low, but it makes them to cover their monthly 
expense. So they do not expect their family to pay for their education and their transport. 

According to ET Highland farm manager, fl oriculture industry created a wide job 
opportunity for those who were jobless and dependent on their family. She agrees that 
although the income workers get from the farm is not enough for their living expense; it is 
a good opportun ity for them to earn money without long years of experience and education. 
Wage influence on the life of the workers has two sides. One is the pos itive change for 
those who live with parents or their husband, the other paradigm is little or no change for 
those who live alone and pay for house rent. However Marxist believe that the dependence 
of women on men, and the attempt to pursue a high wage strategy for men, may have led to 
relatively low wages for women (Gimenez, 1998). 

4.2.3 Household expense coverage 

Out of 55 respondents, who have accepted that the farm created a positive change for them, 
35 (63.6 %) of them responded that the money they get in the farm made them to cover 
their household expenses. The rest (20) of them do not agree that, they are not able to cover 
the expense though there is a posi tive change in their li fe. 

In Ollr society it is the husband who is responsible to cover all expenses including 
his wife's clothes and cosmet ics. So women are usually hOllsewives and dependent 
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on their husband's income. There/ore, they lace a lot 0/ problem at the time 0/ 
divorce. But now things are changing, lor example I work in the farm so I earn 

some money, which helps me to cover half 0/ my expense, said one of the 

interviewees. 

According to the study by Zelalem (2007), 47% of the respondents have been earning less 

than 150 birr annually before they get employment in the farm. But after they start working 

in those companies, 72.5% of the respondents are able to earn 2976 birr annually. 

[n the same way respondents consider the income they get from the farm as a tool that 

helps them to cover some household expense. Even if workers earn low wage they believe 

that the salary made some difference in their life. However a life change goes beyond the 

household coverage like; change in families' life, nutrition and health condition. 

4.2.4 Self confidence 

Working outside home is uncommon for women who are w1educated and housewives. 

However, after the development of flori culture industry in Ethiopia a number of women got 

job in the industry. This job opportunity has created a means for female workers to develop 

sense of independence and self-confidence. Besides the income, majority of farm workers 

believe that they have developed sense of independency after they are hired . 

Figure 3: Percentage distribution of respondents who believe they develop confidence 
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The above figure, for example, shows that 48 (87.0%) respondents out of 55 (who sa id 

there is appos itive change) proved that working in the farm increased their self confidence 
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as a working woman in the society and their family . A discusscent in the FGD also agreed 

with this. 

Before I got a job in the farm I was at home helping my parents especially my 

mother in house hold activity. Therefore I always ask my father money for anything 

that I need for personal expense, which apparently has negative psychological 

influence. But after I was employed here, I never asked money from my father. Now 

I even sometimes give some money to my mom and I feel very much independent 

and have developed high self-confidence in that respect. 

Based on this finding, we can conclude that these industries are not only helping female 

workers in paying salary by providing the job opportunity but also helping them to change 

their self-esteem and have a positive attitude for themselves. 

4.2.5 Access to information 

Most of the respondents believed that access of information on different issues are better 

after they started working at floriculture industry. They get information through the radio 

or from their colleagues. 

Figure 4: Percentage distribution of respondents by their access to information 
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22 (40%) respondents, out of 55, said they are exposed for information after they start 

working in the farm. This is because in some industries there is a speaker at the gate of 
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22 (40%) respondents, out of 55, said they are exposed for infom1ation after they start 

working in the farm. This is because in some industries there is a speaker at the gate of 

each green house and in the pack house, which helps workers to listen news, dramas and 

music. However the researcher observed that workers in one of the farms under the study 

(ET Highiand) only have this chance. As the manager explained the speaker is a gift from 

local NGO called 'KULECH'. Other farms also have been given the speaker but they do 

not give attention to adjust suitable place for that. 

Ayelech one of the interviewees from ET Highland said, "After I start working in the fan11 

I am able to control my birth because my friends told me how to use contraceptive" Having 

di scussion on various issues with colleagues is also taken as a source of information by 

many of femal e workers. They believe that they get solution for different family problems 

when they di scuss each other. 

4.2.6 Access to education 

Majority of the farm workers are illiterate or at a low educational level. Some of them have 

quit their education due to different reasons. But after the industry has been established a 

number of girls started their education since they able to cover their tuition fee. 

Accord ing to table 8 (see Annex I) , 45.9% of female workers have started education at 

night since they get job in the farm . The reason behind thi s is they become capable of 

covering their education and transport fee. But the rest of the respondents didn't start 

learning because of some family responsibility and lack of interest. table 8 

1 was grade four when my father is died five years age and J would have been a grade 

nine student by naw. But J couldn't continue 111y education because 111y mother was 

unable to cover the household expenses and my education fee . Afler J was employed 

in the farm, J managed to continue my schooling because J can cover the education 

fee by myself J will be grade six next year ", said one of the interviewee. 

All of the farms under the study (Ethio Passion PLC, ET Highland Flora and Saron Rose) 

adjusted the working hours for workers to start evening classes. Workers in the two farms 
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entrance and exit time adjustment created an opportunity for workers to attend night 

classes. 

4.2.7 More incentives 

Regarding the incentives transportation, health insurance and promotion are some of the 

incentives that are provided for some workers but none of them get school benefit or 

education under the farms' sponsorship. Salary increment also considered as incentive for 

the workers. 

Figure 5: percentage distribution of respondents regarding salary increment 

OJ Those who got 
increment 

CJ Those who 
don'lget 

When they are asked if they ever get salary increment, about 72% of respondents admitted 

that they get salary increment every six month. Sometimes bonus will be given for those 

who perform best and have not been absent from their job in the month. Permanent workers 

also get annual, maternal and sick leave. All the above mentioned benefits and 

opportunities are analyzed from the workers point of view. Ever since the workers in the 

farm do not have deep knowledge about laws and regulations, rights and duties they focus 

on minor things like wage and incentives that can be easily compromised. 

4.2.8 Working hours 

According to the Ethiopian labor law, a worker should work daily for 8 hours and 48 hours 

weekly. So as the following figure shows, even though majority of the workers perform 

their tasks within 8 hours, still there are some of the respondents who work more than eight 

hours. Especially Saron Rose farm workers as they do not have weekly rest, they work for 
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hours. Especially Saran Rose farm workers as they do not have weekly rest, they work for 

about 56 hours weekly, which completely disagree with the Ethiopian labor proclamation 

Article 61 sub Art, 1 "Normal hours of work shall not exceed eight hours a day or forty 

eight hours a week. " 

Figure 6: Percentage distribution of respondents in relation to working hours 

• Those who 
work 8 hrs 

Those who 
o work 81010 

Out of 74 respondents 71 (96%) of them said that they work for eight and less than eight 

hours per day. The rest three respondents, work for 9- 10 hours. Workers in the interview 

said that working hours in the industry varies depending on the amount of production in the 

farm. If there is high production, the working time goes 10-12 hours daily especially the 

workers at post harvest section. Every work done that exceeds eight hours per day taken as 

over time and paid. The pack house workers usually are on duty for over time thi s 

sometimes affects workers' night classes but at the exam time students are permitted to go . 

Almost all of respondents said that over time tasks are done with payment. With out 

payment no one will be wi ll ingness to do more than eight hours but sometimes the 

management may force workers to work over time especiall y pack house workers at the 

time of high production. This is because after harvesting it is the duty of pack house 

workers to pack the flowers in to boxes and make ready for export. 

Since majority of them work for about eight hours, 52 (70%) out of 74 respondents believe 

that they are not overl oaded. The rest 22 (30%) believe that they are overloaded and need 

some kind of consideration. According to the management and the interview with key 
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informants additional jobs or overtime tasks in the farm done based on additional payment 
or overtime payment. Therefore, working over time can be considered as a benefit fo r those 
who are low paid. 

4.2.9 Increased access to maternity leave' 

Matern ity leave for female workers is a constitutional right, which is stipulated under the 
Constitution of Federal Democratic Republic of Ethiopian 1995 . Article 35 Sub Art. 5 of 
the Constitution, Article 88 of labor proclamation and Article 11 of CEDA W, guaranteed 
working women right for maternal leave. A pregnant worker shall have maternity leave 
with her full payment. The duration for the leave depends on the health of the mother and 
the ch ild. The labor proclamation stated the minimum duration of three months or 90 days 
of leave with pay before and after her del ivery . 

Table 9: Number ofrespondcnts who sa id there is maternallcave in the farm 

Maternal leave 
How lono 

2 months 3 months Total 
Yes with Pay 3 47 50 
Yes without Pay 0 3 3 
I don't know - - 15 
No - - 6 
Total 3 50 74 

The data from the survey find s out that female workers are entitled for the maternal leave 
in the farm . However, some interviewees informed that a pregnant woman get maternal 
leave if she works for two years and above. A stud y by Uganda Workers' Education 
Association (UWEA, 2006) in three farms reveal that women in the farm are not entitled 
for maternity, 

According the intervi ew with the management workers in the farm are provided with 
maternal leave, Regarding thi s one of the ET Highl and manager said "If a woma n works 
more than three months or after prohibition period , it is our obliga ti on to give maternal 
leave, Therefore every permanent female worker is ent itled for 3 months maternity leave," 
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4.3 Challenges of female flower farm workers 

4.3.1 Work related challenges 

A hostile work place creates safety and health concerns on several levels, ranging from a 

lack of training and safety information to physical assault. Distractions while working can 

lead to take improper safety precautions, resulting in on-the-job injuries . The effects of a 

hostile work place can be reflected in acute as well as chronic stress reactions (Mena & 

Silvia, 2005). 

According to this study, chemicals and pesticides, lack of training, job insecurity, low 

wage, labor and human rights like absence of union, discrimination, sexual harassment, are 

some of the primary safety and health hazards and challenges for female flower farm 

workers. While these challenges affect both men and women, women working in the 

industry have additional safety and health concerns, and some safety and health hazards 

have a greater impact on female fann workers. Inadequate physical protections, their 

educational and living status, are factors that add to women's concerns. 

4.3.1.1 Lack of Training 

Table 10: Number of distribution of respondents by their access to on job training 

Farms 
Getting of 

ET Highland Flora Saron Rose Ethio Pass ion 
Total 

Training 
Yes 22 6 14 42 

No 17 12 3 32 

Total 39 18 17 74 

As shown on table 10, except Saron rose, more than half of the workers in ET Highland 

and Eth io Passion have got trainings on different ski ll s. But majority of the workers in 

Saron Rose did not get the chance to be trained. That may have effect on their work and 

performance in the farm and expose them for injuries that affect their entire life. 
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As a result inadequate information and lack of education and training, about work place 

safety and health greatly concern women workers in the fam1 (since they are more than 

80% and take no protection). The culture and attitudes of fann workers, supervisors, and 

managers about health and safety training often overlook risk taking and unsafe work 

practices. Because at the time of employment a new worker does not get adequate training 

about the type of the job and the work environment in general. 

While new employees in flower industry are not always provided with information and 

training on how to work correctly and safely, opportunities to learn through practice may 

be inoperative. Female workers are not always given sufficient opportunity to learn or test 

new skills . Due to the hostility that often accompanies it, women in particular do not 

benefit from the formal training, which is conUllon among their male peers. The 

management says men are given the formal training due to the nature of the work they are 

directly contacted with chemicals. Majority of the interviewees and FGD discusscents 

believe that they wou ld have been more secured if they had training at the begilU1ing of 

their employment. One of the interviewee said, 

1 did not gel any lraining when 1 slarl working in Ihe greenhouse. The supervisor 

showed me how 10 bend and harvesl flowers then 1 started doing whal 1 have been 

told afier 30 minuets. 1 Ihink il is a good work culture if new employees gel some 

training and clear in/ormation how to pel/arm Ihe lask and how to prolecllhemselves 

pam hazardous exposure. 

Training and personal development education in the floriculture industry is a very essential 

quality criterion for the workers . On-job training is al so a fundamental issue for workers in 

any industry. The kind of traini ng may vary but trainings about health and safety issue 

should be mandatory for a ll workers in the farm as it is the legal ri ght of every worker. 

Female workers ri ght to get train ing IS stated specificall y in CEDA W article 11(sub 

article 1.c) "Women also have the ri ght to all benefits and conditions of service and the 

right to receive vocational training and retraining including apprenticeships, advanced 

vocational training and recurrent training." Contrary to thi s article, the on-the-job skill-
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based training done in flower farm is usually by observation, rather than by direct 
instruction. This learning method is frequently inadequate for the workers. 

According to the survey finding workers in the three farms have been trained only on few 
subject areas within long period of time. When we compare the three farms, workers in 
ET Highland Flora have better access for training than Ethio Passion PLC and Saron 
Rose. 

Table 11: Number of respondents who had access to 'on job training' 

Farms 

Types of trainings ET Highland Saron Ethio Passion Total 

Flora Rose PLC 

011 Chemicals Yes 6 , 
4 13 (40%) ,) 

& Pesticides No 16 3 10 29 (60%) 
Total 22 6 14 42 (100%) 

011 safety issues Yes 4 4 3 11 (26.2%) 

No 18 2 II 31 (73.8%) 
Total 22 6 14 42 (100%) 

Oil gellder Yes 3 1 5 9 (21.4%) 
issues No 19 5 9 33 (78.6%) 

Total 22 6 14 42 (100%) 
Oil health alld Yes 21 - 12 33 (78.6%) 
HIVIAIDS No 1 6 2 9 (21.4%) 

Total 22 6 14 42 (100%) 
Oil h IImall Yes 4 2 3 9 (21.4%) 
rights alld No 18 4 1 I 33(78.6%) 
obligatioll Total 22 6 14 42 (100) 

As shown on table 11 from the total respondents (42) who were taken on job training 40%, 
26.2%, 21.4%, 78.6% and 2 1.4% of them trained on use of chemicals, safety issues, gender 
issues, health and J-1IV/AlDS, and human right and ob ligation respectively. The number of 
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respondents those have been trained, about chemicals, is very insignificant. Even though 22 
respondents in ET Highland said that they have got training, only 6 of them have been 
trained about chemicals. Similarly out of 14 trained people in Ethio Passion PLC only 5 of 
them were trained about chemicals and pesticides. In Saron rose, very few respondents 
(only three people) got the training. This finding clearly shows that farm managers don't 
give much consid(>ration to train their workers about chemicals and pesticides. Since flower 
industries use different kinds of chemicals and pesticides, each worker in the farm is 
exposed to chemicals (Akerma, 2007). However female workers in the farms under the 
study have very limited knowledge about the issue. 

The lack of tra ining or lack of knowledge about those hazardous chemicals will have a 
negative effect on the life of workers. Faci litating training to protect workers from any kind 
of injuries at the work place is not the kindness but the duty of the employer, as it is issued 
by the Eth iopian labor proclamation Article 92 . The article clearly explains that "An 
employer shall take appropriate measures to ensure that workers are properly instructed and 
notified concerning the possible hazardous of their respective occupations and the 
precautions necessary to avoid accident and injury to health; ensure that directives are 
given and also assign safety officer; establish an occupational, safety and health 
committee." For thi s reason, the above mentioned points in the proclamations should be 
obligations of every employer (not moral obligation) at any industry who follows the 
proclamation. 

Moreover, workers were asked if they have got training on safety issues and personal 
protective equipments (PPE). The resu lt of the survey disclosed that inadequate training 
about PPE has given for very few workers in the three farm s. 
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As it is mentioned above flower industries are highly users of chemicals and pesticides that 

exposed workers for different kinds of health problem. But the survey finds out that even 

though the management is aware of this fact, it does not facilitate trainings about Safety 

issues and protective materials. As table II, clearly shows insignificant number of . 

respondents 4 persons both in ET Highland and Saron rose trained about safety materials 

and only three persons have got training on safety issues in Ethio Passion. 

Even though managers In the entire three farms claim that all workers have access to 

trainings whereas very few respondents (II individuals) get training about safety and 

protective materials . Similarly many informants in the interview said that workers in the 

farm are facing a lot of challenges due to lack of knowledge on how to use PPE. As they 

are hardly informed about the type and toxicity of chemicals and pesticides, workers in 

greenhouse do not use properly the safety materials they are provided. The researchers also 

observed that while women working in the greenhouse with out wearing gown and gloves, 

which expose them for the chemical contamination. 

The employers' ignorance of training contrad icts with the Ethiopian labor proclamation Art 

92 sub art 3, which states employer's responsibility to provide workers with protective 

equipment, clothing and other materials and instructing them of its use. As a result, workers 

who handle chemical (spray group) do not even know the type of the chemicals they are 

dealing with. 

In addition to training about chemicals and PPE, workers were asked on the survey whether 

they had training opportunity on gender issues like: sexual harassment, violence or 

di scrimination. Out of the 22 respondents those who got training at ET Highland Flora only 

3 of them were trained about gender issues and gender based violence. The rest, 19 

workers, never got train ing about gender issue. Except one, respondents from Saron Rose 

were not also given the training. The data from Ethio Passion al so reveals that few people, 

five, were given the training on gender issues out of 14 respondents. 
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Awareness on gender issues can help female workers to protect themselves from various 

gender based challenges and harassment. Very few of them who have been trained also 

believe that training on gender issues and about women rights is very essential and useful 

infomlation for female flower farm workers. 

Another question that was raised, if workers were trained about HIV and other health 

issues, greater numbers of respondents in ET highland than Ethio Passion said that they got 

training. 21 individuals from ET Highland and 12 respondents from Ethio Passion were 

given training about HIV/AIDS. None of the respondents from Saron Rose have been 

trained about HIV. In relation to thi s finding, one of the informant in the interview claimed 

that the management do not often try to facilitate such kind of training for the workers. 

When nurses came from Sebeta Health Center to educate workers about HIV, the 

administration wouldn ' t a llow therefore lack of knowledge about reproductive health and 

HIV exposed femal e farm workers for serious problems. The data gained from FGD 

discloses that, unwanted pregnancy and HIV are also other problems that female workers 

are expenencmg. 

An interviewee said , 

Majority of us do not have knowledge about sexuality, as it is unusual to talk with 
-

fam ily and friends about it. Even here in the farm except few, workers feel 

uncomfortable to talk. Therefore at the time of relation ship female workers will be 

exposed for unwanted pregnancy since they do not know how to prevenl it. This 

regularly leads women 10 have illegal marriage. But if we were learnt about 

COnlraceptives here, it would have been good. 

In add ition to these problems female farm workers are not aware of their ri ghts and duty. 

The contract agreement paper in the two farms (ET Highland and Ethio Pass ion) does not 

specify the ri ghts and obligation of workers. And workers also did not get training on ri ghts 

and obligation at the work place. As a result the farm workers hardly know the level of 

their rights in the farm. Knowledge about rights and duties at the work place is a very 

essential thing in any work place. Any worker in any industry should be aware of workers 

right and duty. 
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The survey result shows very few respondents were trained in the area of workers right and 

duties. Especially workers in Saron rose couldn' t get the chance, only two people answered 

that they have got the train ing. Respondents from ET Highland and Ethio Passion are also 

few, four and three individuals respectively. When their training is limited to observation 

and when they lack formal training, women feel they are at a distinct di sadvantage. 

4.3.1.2 Job insecurity and low wage 

Table 12: Percentage dist r ibution of respondents' employment status 

E mployment Status Signed contract agreement 
Yes No Total 

Permanent 18 13 31 (42%) 
Contract 14 3 17 (23%) 

Daily Laborer 0 26 26 (35%) 
Total 32 42 74(100%) 

Majority of the respondents, 31 (42%) said they are permanent workers in the farms under 

the study, 17 (23%) are contract workers and the rest 26(35%) are daily laborers. However, 

out of 42% respondcnts, who consider themselves as a permanent worker, only 23.3% of 

them have signed a contract agreement with their employers. 14(18 .9%) contract workers 

out of 17 (23%) signed an agreement paper al so. All respondents (26) who are dai ly 

laborers do not sign agreement phper. When they were asked if they have received a copy 

of their agreement paper out of the total signed respondents (32) who are both permanent 

and contract, only 12 of them received the copy of the agreement. 

This lack of knowledge among the workers and management' s ignorance uncovered 

workers for job insecurity, which contradict with the labor proclamation Article 7, "Where 

the contract of employment is not made in written form , the employer shall, within 15 days 

from the conclusion of the contract, give the worker a written and signed statement." Since 

majority of respondents do not received copy of the agreement, they do not have job 

assurance wh ile they work in the farm. Due to thi s reason, wo rkers accept whenever they 

are fi red from their job. 
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Even though, the managers of the three farms (Ehtio Passion Private Limited Company, 
Saron Rose and ET Highland Flora) claim that the wage of the employees differ according 
to their work experience, there are experienced workers who earn equal wage with new 
comers. The researcher also observed that the difference that results from their experience 
has insignificant difference in their wage. The average payment of women laborers is found 
to be eight birr per day, which means one birr per an hour. Where as daily laborers in other 
field like construction get 20-25 birr per day. 

From the total respondents, 63% of workers' wage ranges between 200 and 300 birr. (See 
table 13 AIUlex I) The wage workers are paid in the flower farm is very low when it is 
compared to the workload they perform in the farm. According to the survey finding more 
than half of the respondents are paid 8-10 birr per day. BegilUlers at Saron rose and Ethio 
Passion get 8.50 birr and 8 birr at ET Highland per day. 

The Marxist explains that women's wage is incomparable with the work loads that they 
perform as a result they will be dependent of men' s. This is because employers argued that 
the wages for males needed to be living wages or family wages - sufficient to support a 
family (Lovell, 2003) . Similarly, female workers in the flower farm earn less than those of 
men. Cel1ainly male and female workers assigned in different section but female workers 
provide equal labor force with thei r counterparts. An interviewee says 

The salmy we and the men earning vary due to the work we are pel/orming. However we 
can also do what men are doing except spraying like: transporting flowers ji-om green 
house to pack house, pUlling them in to cold room labeling their size, and so on. To be 
honest the labor worh chemical spraying and construction, done by men workers are so 
simple when it is compared with what we are doing in the green house and post harvest 
section. 

In another farm the researcher observed that women transporting flower from green 
house to pack house. But they earn simi lar to the green house workers. 86.5% of 
respondents in the survey complain that the salary they get in the farm is not enough for 
tasks they are performing in the farm. They said the salary they are ea rning doesn't 
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even cover for half of the work they perform. All of them from the interview argue that 

the amount of money they earn can not be compared with the workload they are 

expected to bear and it is not enough to satisfy their daily needs, let alone fulfill their 

family expenses. Moreover, the wage does not consider the current living expense that 

rapidly increases from time to time, in which it hinders them to balance their demand 

with their wage. 86.5% of them from the survey claim, they are unable to meet the 

month with their monthly salary, so it is very difficult to fulfill families' basic needs . 

Even if workers claim about the low wage, they also accept the salary as one of the 

opportunity they get from the farm. 

There is salary increment in the farms but the amount of the increment is very low and the 

duration is not fa ir regarding the workload in the farm . 53 (74%) of the respondents got a 

salary increment of 50 cents to I birr with in six months. Workers may get add itional 

payment whi le they work overtime or on holiday but bonus for performance, for holiday 

and at the time of high profit is rare in flower farms. Out of 43 respondents only 6 of them 

got a bonus for their perfornlance and attendance (See table 14 Annex I). 

Despite the fact that women are provided with employment opportunity in the flower farm, 

they sti ll remained to be poor and suffer from the heavy workload that they encounter both 

in the field and in the household. In addition, since most flower farm organizations pay 

simi lar wage, employees are not that much encouraged moving from one flower farm to 

other. A discusscent in the FGD said : 

Workers always Ihink 10 change Iheir working farm 10 anolher bUI Ihe same Ihing 

will happen in Ihe olher farm. Therefore Ihey prefer alone place nol 10 loss Ihe 

incremenl Ihey even gelling. Because, when an experienced workers hired in 

anolherfarmlhey hire as Q beginner since Ihey canna I gel experience paperjrom 

where Ihey were serving earlier. Therefore, Ihough Ihings are bad, we would like 

10 work in one place nollO miss Ihe incremenl. 

Even though workers face chal lenges in the farm, they prefer to stay than changing their 

profession. The limited option of employment doesn't also give these women ample 
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opportunity to leave the work and find another. This may be attributed to the reality that 

most of the employees are uneducated. On the other hand, these women are willing (ready) 

to tolerate the above stated challenges (not to disturb their household responsibility) instead 

of finding some other better jobs since the flower famls are found near to their village. 
, ' 

4.3.1.3 Over time and weekly rest 

A number of workers in ET Highland work over time relative to the other farms. Except in 

ET Highland, green house workers in Ethio Pass ion and Saron rose do not work over time. 

Only pack house workers work overtime in the two farms. But in ET Highland, greenhouse 

workers work over time daily at the pack house. This is because there is high production 

rate in ET Highland than Ethio Passion and Saron Rose. So, workers at ET Highland can 

get a better income at the end of the month. When they are asked for how many hours they 

work over time, out of 34 respondents 30 (88.2%) of them work 2 to 4 hours daily (See 

table 15 AIUlex I). But at the time of high production workers are forced to work even for 6 

and more hours contrary to the labor proclamation Art 62 which says over time not to be 

exceeds 2 hours in a day. 

In addition to over time payment if workers assigned to a task at their day off or on publ ic 

holidays they will get twice of their daily payment that increases their wage some how. But 

the labor proclamation put the day off work and holiday work separately from over 

timework because the proclamation states that workers should get 2 y, of their daily salary 

when they work at their weekly rest and in public holiday. Nevertheless, none of the farms 

pay 2 y, for the task performed both in holiday and rest day. Even occasionally the 

management give another rest day and order them to work with the usual payment. Thus 

thi s day off exchange disturbs thei r social life and social programs. Sometimes after thei r 

day off missed out once, workers will get difficu lty to ask their compulsory rest day. 

Every employee in any organization and industry should have a day off weekl y and 

workers at any type of job must work only for six days. The day off depends on the nature 

and type of the work. Workers in ET Highland and Ethio Pass ion have a weekly day off. 

But contract workers in the two farm s do not get week ly rest day as these workers are 
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considered as daily laborers. In the contrary weekly day off is only given for permanent 

workers (managers and office workers) in Saron Rose (See table 16 Annex I). 

According the data from the interview Saron rose workers have a day off within fifteen 

days that means they work for fourteen days without day off. Ethiopian labor proclamation 

377/2003 Article 66 says, "A worker shall be entitled to a weekly rest period consisting of 

not less than twenty - four non-interrupted hours in the course of each period of seven 

days" workers in the farm are not aware of this labor right. Thus almost all of them believe 

that it is the willing of the management to offer day off weekly. Hence they just accept 

whatever the management gives. 

4.3.1.4 Lack of labor association 

Lack of labor association in the flori cu lture industry is the main issue of different studies 

conducted on the area. A study conducted in Uganda flower farms (UWEA, 2006), reveals 

that farm workers face a lot of problems due to lack of association in the farm. As a result 

workers don't have any access or way to express their feeling freely and voice their 

concern. According to Tigist's (2007) finding also, a research on four flower farms, 

workers in flower industry are suffering due to the absence of union at the work place. In 

the same way thi s study looked at female farm workers' challenges because of the labor 

union absence. 

Simi larly the data gathered from the thre~ farms reveal that there is no labor union in any of 

the farms under the study. But few respondents said that there is a union in the farm, which 

shows that some workers even do not know the non-existence of the association. II of the 

respondents answered they even do not know whether there is association in the farm or not 

(See table 17 Annex I) . According to the production manager of ET High land, the reason 

for the absence of the union is lack of interest among the workers and unaware of the 

procedure to organize the associat ion. So she claims that the labor and social affair bureau 

is the responsible body to handle this issue. But the workers complain that the management 

does not give attent ion even though they raised the question to be organized. An 
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interviewee said that the existence of labor association is very helpful for the workers to get 

credit for their question and to have secured working condition. 

Similar to the finding of Jimrna Times (2008) and Taddese (2008), one of the key 

infonnants from Ethio Passion said, " let alone the management to raise the issue, workers 

fired when they try to organize their colleagues to form union. We are aware of it and know 

how to foml the union, we also have interest but in fear of losing our job we would like to 

keep silent until they become positive for the idea." This workers labor right that is 

guaranteed in the proclamation and the constitution has been violated. 

4.3.1.5 Lack of facilities and safety equipments 

Lack of adequate fac ilities like clinic, restroom, and cafeteria were the primary in the three 

famls under the study. In a hostile environment, where women already feel vulnerable, 

calling attention to these problems is not always possible or productive. One of the 

interviewee explained that, even though everyone fee ls that rest room is essential for the 

workers in the farm, none of them have complained to the administration about the lack of 

adequate restroom fac ilities because they don not think it is their right to ask. 

The availabi lity and cleanliness of restrooms facilities are major concerns of farm workers. 

Even though there is a separated rest room only in Ethio Passion, workers in the farm 

mentioned that they do not use the restroom at lunchtime due to its dirtiness. In addition to 

the suffocation, the room does not have chairs or bench. There fore workers prefer to eat 

their lunch and take a nap out side. 

They also suffer due to absence of rooms to change their clothes and put their stuff and 

lunch boxes. So it is common to put luggage and lunch box at the green house or around 

the work place. Ass istant manager of Saron Rose admitted "we did not think to build a 

house for workers to put their things but we put few boxes in each green house for their 

clothes, but to be honest, 1 really do not know where they put their lunch box." Workers 

who are in the pack house eat and take rest on the floor; but for greenhouse workers it is 
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very hot to eat there so they prefer to eat outside, under the trccs and every where near to 

the greenhouse. 

Picture 1 : Workers taking rest under the green house after lunch 

As the above picture indicates female workers are forced to eat lunch under green house's 

shadow and rest there. For a visitor it is common to see people sleeping everywhere at 

lunchtime. 

Respondents to the survey said that toilet facilities, when available, arc filthy or are some 

distance from the place they are assigned. Since the location where toilets are constructed is 

far, female workers from each greenhouse and pack house should travel long way to use 

the toilet. The supervisors are also not happy to permit workers to go to the toilet. For this 

reason, they arc forced to hold their urine for a long period of timc that cause kidney 

problem for majority of female workers especially who are in the greenhouse. 

One of the key informants from Ethio Passion said, "There were two toilets in the farm one 

is near to the pack house and the other far at the back. Recently they closed this one and all 
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of us are forced to go to the one, which is too far for pack house workers. Therefore we 
usually hold our urine and urinate at lunchtime." 

The situation is similar both at Saron Rose and ET Highland. There are toilets in the farm 
but in a very di stance location the same as Ethio Passion. The toilets in Ethio passion and 
Saron Rose are clean but have no toilet paper and were not equipped with running water or 
sanitary napkins. The lack of water, in the toilet, for washing up was also a problem. 
Women have a more frequent need for washing, especially during monthly menstrual 
cycles. 

The availability of shower in the farm for greenhouse workers is unthinkable. The shower 
in the farm is only avai lab le for spray group because they have exposed to the chemicals 
and pesticides. But workers in the green house have also exposure to the chemicals and 
suffer from the hot temperature those who work in the greenllOuse 

Though Saron Rose manager claim that shower is available for every body, wo rkers 
complain that the shower gives service at the working hours while they are on duty then it 
will be closed at lunchtime and after 4:30 in the afternoon. Just for propaganda purpose 
they say there is shower but they are not using it. So the use of its presence in the fann is a 
question for the greenhouse workers . A worker from green house sa id "Rather, it would be 
better if they construct rest room for us than the shower. It is worthless" 

Regarding protective materi als, workers are provided with poor safety material s. As per the 
researcher's observation, greenhouse workers in Saron Rose especially use no personal 
protective equipments (PPE). Thus scar and skin irritation on the hands of female flower 
farm workers, who work both in greenhouse and pack house, are common. This is because 
that at the time of harvest ing, greenhouse workers are exposed to chemi ca ls when they put 
fl owers in the bucket, wh ich has post harvest water (water mixed with chemical). Even 
though they are given gloves sometimes, majority of them often work without gloves due 
to lack of knowledge and size of the materials, as a result the management does not enforce 
puni shment for worke rs who do not use PPE. 
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4.3.2 Gender Based Challenges 

4.3.2.1 Discrimination 

Gender di scrimination at the work place is common in third world countries especially in 

export industries (Tinker, 1990). For the question that, if they have ever faced 

discrimination in the fanll 37.8% of respondents agree that there is discrimination in the 

farm. Among them, 4 respondents claim that they had gender di scrimination by their co­

workers and supervisors. Even though they know it is their right to apply to the 

management when they are subjected to discrimination by supervi so rs, only one of them 

did and the rest three kept quite. 

For the question whether there is some discrimination in giving training and promotion 

30(40.5%) said there is no discrimination at the time of promotion rather workers get 

promotion accord ing to their experience and educational level. However 23 (31 %) of the 

respondents said there is discrimination at the time of promotion, traini ng and in salary 

increment and promotion. An interviewee also said, 

The management discrim inate workers when it gives increment and promotion. For 

instance there are women who have been hired with me and earn beller than me 

now. For promotion especially, someone has to be active and talkative to be 

promoted in to supervisor position. If you are quite and calm you will be 

disadvantageous. They often da not consider the experience you have thus usually 

we are confused with the criteria of promotion. 

Alternati vely, African Charter Article 13 stipu lates, state parti es shall ensure transparency 

in recruitment, promotion and dismissal of women and combat and punish sexual 

harassment in the workplace. The management on the contrary claims that education and 

performance are the only criteri a through which workers get promot ion. 

4.3.2.2 Sexual Hal-assmcnt 

Formal labor has been overwhelmingly male dominated for years, and on many jobsites 

women are not welcomed . Sex di scri minati on and anti-women alt itudes are still ex tensive 

on work place, despi te the fact that sex d iscri mination is illegal (Mercedes, 1997). This 
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discrimination affects all women in some form or the other. Working women have no 
exception. In fact, working women most commonly face the reaction to women taking new 
roles, which belong to male domains within patriarchy. Sexual Harassment at work is an 
extension of violence in everyday life and is discriminatory, exploitative, thriving in 
atmosphere of threat, terror and act of vengeance. Even though the number of respondents 
who have faced sexual violence in the farm is few, it does not mean that women are safe 
from sexual harassment. 

Table 18: Percentage distribution of respondents by their exposure to violence 

Exposure to violence Frequency Percent 

Yes 14 18.9 

No 60 81.1 

Total 74 100.0 

According to the survey, 14 people said that they have faced a gender-based violence at the 
work place that can be sexual, verbal or physical. Out of the fourteen respondents majority 
of them (11 of them) claim they have faced verbal violence by their supervisors and only 
five respondents admitted that they encountered sexual and physical violence too. 

Studies find that sexual harassment is still endemic, often hidden, and present in all ki nds 
of organizations (Ibid). Yet it is sti ll not always viewed as a problem, which has to be 
systematically tackled. Even though respondents on the survey conceal the presence of 
sexual harassment, the finding from the in-depth interview and FGD reveals that sexual 
harassment is the issue of female farm workers. 

As Mena and Si lvia, (2005) stated, sexual harassment is all about express ion of male power 
over women that sustain patriarchal relations. It is used to remind women of their 
vulnerabil ity and subjugated status. This patriarchal power can be revealed by subjecting 
another person to an unwelcome act of physical intimacy, like grabbing, brushing, 
touching, pinching. 
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People' s understanding and knowledge about sexual violence detennine their attitude and 
action towards it. Since a ll of the workers have different idea about harassment there are 
acts that are not considered as harassment. In addition to this misunderstanding, fearing or 
being shy about the subject matter affects the finding of the survey. So explaining the 
meaning of harassment was essential as a result few respondents disclosed that sexual 
harassment could happen in the fam1 by male co-workers. The production manager of 
Saron Rose said , "As both male and female workers are in the same compound female 
workers might encounter violence or harassment by their male colleagues but I do not think 
serious things like rape could be happen because the management directl y fires the worker 
who dares to commit such insane act." 

Female workers who have male supervisors especially those who work in the greenhouse 
have a chance to be the subject to sexual harassment. But according to the researcher's 
observation maj ority of greenhouses in the three farms have female supervisors that 
decrease women exposure fo r harassment. A key informant who came from Kenya also 
said , 

The degree of sexual harassment in Ethiopia is less than Kenya; this is because in 
Ethiopian jlower farms, majority of the workers in the green house and pack house 
are women so are the supervisors since they are promoted in their working place, 
supervisors are usually women. Therefore the chance is velY rare for female 
workers to be sexually harassed by their supervisors or colleagues. 

However thi s can not protect or secure female workers from sexual attacks as they spend 
their lunchtime everywhere under the greenhouse. Hence, there w ill be a high possibility to 
be harassed whether verball y or sexuall y. Majority of the workers understand sexual 
harassment as an act for sex but showing a person any sexuall y explicit visual material, in 
the form of pictures; making an unwelcome remark or request with sexual connotations, 
like sexuall y explicit compliments; making sex ist remarks; being engaged in any other 
unwelcome conduct of a sexual nature, which could be verbal, or even non-verbal, like 
staring to make the other person uncomfo rtab le, mak ing offensive gestures are signs of 
sexual harassment (Mercedes, 1997). 
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Several studies have shown that female flower faml workers suffer from gender and sexual 

harassment, a factor associated with low job satisfaction as well as psychological and 

phys iological health symptoms and workplace injuries. Mena & Silvia (2005) also said 

harassment by co-workers and/or supervisors were an important predictor for symptoms of 

increased psychological and physiological distress. 

Sexual harassment is a serious problem for female workers anywhere . Sexual harassment in 

the workplace is not only an issue of equal employment opportunity or equality of 

treatment but it is also increasingly recognized as human rights issue since it violates laws 

by perpetuating sex discrimination in employment. Under Article 35 sub Art 3 of Ethiopian 

constitution and Art icle 11 of CEDA W women are entitled with the right of equality in the 

field of employment without any kind of di scrimination and violence. Since it is their 

human right, an employer is responsible to take all kinds of appropriate measures to 

eliminate discrimination against female workers including sexual harassment. 

We can al so call sexual harassment acts like requests by supervisor for sexual favors from a 

junior in return for promotion or other benefits. It is also sexual harassment for a boss to 

make intrusive inquiries into the private li ves of cmployees, or persistently ask them out. It 

is sexual harassment for a group of workers to joke and laugh amongst themselves about 

sexual conduct in an attempt to humiliate or embarrass another person. 

Sexual harassment in various forms is a fact of working women life, for most women, the 

problem is gaining increased attention in all workplaces and civi l rights remedies are more 

aggressively pursued, many are beginning to see it not only as an issue of employment 

di scrimination, but as a rea l workplace safety and health issue as wel l. The International 

Human Right Declaration, CEDA W, Beijing Plat Form, Ethiopian Constitution, labor 

Proclamation and even the International Code of Conduct are some of legal provisions that 

give due attention for harassment as women human right. 

However, the researcher observed that there are no written materi als that rule the farm 

workers by explaining what harassment means and the step of sanctions. So the puni shment 

for committing sex ual harassment varies in each farm. Moreover, due to lack of training on 
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Gender issues and harassment in the farm, majority of the w09rkers are not aware of how 

and where to report if harassment happens. A trainer from the Ethiopian Horticulture 

Producers and Exporters Association said, 

The association has training department to eliminate this and other challenges of 

farm workers ·but the farm owners and mangers are usually unwilling to facilitate 

trainingfor their workers. This is because, it is not mandatory for afarm to train its 

workers so owners do not want to pay for the service. Consequently we have 

prepared some posters on some basic issues like safety and heath issue, Gender 

violence (farm policy on harassment) and personal protective clothes (PPC) in 

three languages: in Amharic, English and OromifJa. 

However, the researcher observed that except ET Highland, the rest do not post the posters 

in the farm. Even some workers in the ET Highland are not clear with the poster in the 

wall . Another trainer from EHPEA training department said, 

Sexual harassment training for all employees clears perceptions and understanding 

of sexual harassment, impact of sexual i,arassment on individuals and 

understanding of the policy and complaints mechanism. Setting up a mechanism 

does not mean that there is sexual harassment in their workplace . . Prevention is 

always better than cure, and being aware of things before hand always helps. It is 

very difficult to change employee's attitude towards sexual harassment without 

employer's close scrutiny. 

Though employers are responsible for the security of every worker in the farm, they are not 

that much concerned for their workers ' problems. Labor proclamation article 12 says it the 

obligation of an employer to keep register containing weekly rest days, public holidays and 

leave utilized by the w0rker, health condition and employment injury of the worker. Thus, 

it is very useful if employers also document the results of any sexual harassment complaint 

or investigation and inform all employees that it is their obligation to report sexual 

harassment if they either experience or witness . 
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4.3.3 Health associated challenges 

An increasing numbers of women enter the labor market concerns about their health and 

safety is growing. In addition to the primary safety and health hazards faced by all flower 

farm workers, there are safety and health issues specific to female workers. The large 

percentages of females within the floriculture industry and the serious health and safety 

problems unique to female farm workers have a direct effect. Safety and health problems in 

flower farms do not cre.ate b~Iriers to women entering and remaining in the field. In tum, 

the large numbers of women workers in the industry could not change the environment in 

which these safety and health problems arise or continue. 

Facing health problem is one of the major issues for flower farm workers. The different 

types of chemicals that are used in the flower farms are claimed to pollute the environment. 

Even though these chemicals are very crucial to grow hea!!.!}y flowers cause both long and 

short term damages on the health of employees and the environment in general. Since the 

maj(Jfity of the farm workers "re women, they are vulnerable to different diseases Cl!'.lsed 

by the polluted environment. According to Brassel and Rangel, (cited in Tigist (2007)) 

most of the health problems faced by flower farm workers includes: headache, dizziness, 

nausea, diarrhea, skin eruption, fainting, premature birth, congenital malformations, 

reduced femod "bility, miscarriage, ddective birth, respiratory problem and so on. The 

survey finding support majority of the above mentioned health problems. 

Figure 7: Percentage distribution of respondents in relation to health problem 
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Gender issues and harassment in the fann, majority of the w09rkers are not aware of how 

and where to report if harassment happens. A trainer from the Ethiopian Horticulture 

Producers and Exporters Assoc iation said , 

The association has training department to eliminate this and other challenges of 

farm workers but the farm owners and mangers are usually 1ll1willing to facilitate 

training for their workers. This is because, it is notmandatOlY for a farm to train its 

workers so owners do not want to pay for the service. Consequently we have 

prepared some posters on some basic issues like safety and heath issue, Gender 

violence (farm policy on harassment) and personal protective clothes (PPC) in 

three languages: in Amharic, English and OromifJa. 

However, the researcher observed that except ET Highland, the rest do not post the posters 

in the farm. Even some workers in the ET Highland are not clear with the poster in the 

wal l. Another trainer from EHPEA training department said, 

Sexual harassment training for all employees clears perceptions and understanding 

of sexual harassment, impact of sexual harassment on individuals and 

understanding of the policy and complaints mechanism. Selling up a mechanism 

does not mean that there is sexual harassment in their workplace. Prevention is 

always better than cure, and being aware of things before hand always helps. It is 

very difficult to change employee's allitude towards sexual harassment without 

employer's close scrutiny. 

Though employers are responsible for the security of every worker in the farm, they are not 

that much concerned for their workers' problems. Labor proclamation article 12 says it the 

obli gation of an employe r to keep register conta ining weekly rest days, public holidays and 

leave utili zed by the worker, hea lth condition and employment injury of the worker. Thus, 

it is very useful if employers also document the results of any sexual harassment complaint 

or investi gation and inform all employees that it is their obligati on to repol1 sexual 

harassment if they either experience or witness . 
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chemicals or fertilizers, fainted at the time of pesticide spraying and injured by sharp. 

materials at the time of construction etc. Other job related health problems like kidney 

problems; back pain, dizziness, skin irritation are not the management's head ache. 

According to CEDA W, Article II Sub article I (f) : "Working women have the right to 

protection of health and to safety in working condition, including the safeguarding of the 

function of reproduction." Nevertheless respondents in the interview complain that their 

working condition in the fann is unsafe and do not have heath insurance. One of an 

interviewee said, 

When] started working here ] had menstruation disorder. ] did not see my 

menstruation for six months. ] did not tell to the manager and even to my 

supervisor because] know that they won 't cover my medical expense thus] went 

to clinic and was examined with my personal expense. The doctor told me that it 

might be the cause of chemicals. After that when]took medicine and became ok 

But ] still have afear that may happen again. Anyways this is not only my case my 

friends also face such kind of menstrual disorder sometimes. 

The working situation by itself forced employees to stand for long hours and perform their 

jobs. As a result, employees suffer from various pains li ke back pain, kidney problem and 

other related diseases . Their problem is also aggravated by the inadequate supply of safety 

materials like gloves, warm clothes and boots for those who are working in the refrigerated 

room. A medical nurse from Sebeta Health Center confirmed that female faml workers are 

regular patients from flower industry. Dizziness, headache, TB, kidney problems and skin 

irritation are the major health problems that cause the workers to come to the health center. 

The head nurse suggested that chemicals and pesti cides are primary causes of the above 

problems and the workload in the second place. 

According to Ezana (2007) , the employees work in a very difficult working environment, 

which exposes them to ex treme hot and ex treme cold temperature rooms i.e., greenhouse 

and refri gerated room respecti ve ly. Those employees who work in the greenhouse do not 

get ventilated or fresh ai r whi le those who are in the refrigerated room suffer from cold 
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related disease like bronchitis, tuberculosis, tonsillitis and others. The researcher also 

observed women working in a very high temperate in propagation room. 

If all workers have regular medical checkup it would , be easy to cure patients before they 

are seriously injured. But regular checkup is only provided for the spray group (only men). 

Workers in the green house or pack house (more than 80% women) do not have access for 

regular medical checkup even if they are also exposed for chemicals and pesticides. 

HIV/AIDS is another major health issue that the researcher finds out in the farm. 

According to the information from HIV I AIDS officer at Sebeta Health Center, workers in 

the farm are highly exposed to the diseases for a number of reasons. One is lack of training 

or awareness about the disease and its transmission mechanisms. As the survey finding 

shown above (see table II) majority of fam1 workers did not get the chance for training 

related to health and HIV I AIDS in the farm. The officer blames farm managers for their 

unwillingness to let experts from the Heath Center to educate workers. 

Another reason is high turnover of workers for better salary and incentives. Since turnover 

is common in the flower industry workers are exposed to date different people when they 

move from one place of work to another. An informant from Saron Rose said , 

Female workers usually date male workers ji-om construction and spray group. When 

{hey leave the farm, their partners will have affair with other new comers. Majority of 

the workers do not use condoms as it is considered as shameful to buy it ji-om shop. 

Hence if the workers get training they will be able to practice safe sex. Now the 

management puts condom boxes in available place for all workers, this might help 

workers to think of protection. 

Moreover, female workers who migrated from different places face both financial and 

social challenges. This arises from their feeling of loneliness and exposure to attacks. As a 

result, they usually need some kind of security and start dating some one who can protect 

them from this .In add ition to that since femal e farm workers are paid low they make 
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search for someone who can share their household expense, said Ato Alemu HIV / AIDS 

officer at the Health Center. 

A discusscent in the FGD shares her experience: 

When I was working in another farm, I started dating someone in the farm. He was 

a sprayer. I earned 7 birr per day and he earned 10. After we become very close, 

we had experienced unsafe sex and 1 became pregnant. We even did not have H1V 

test when we got married (not legal) and stared living together. After I gave birth, it 

was hard to pay for house rent and cover our household expense with his salary. So 

he took me to his parents' house but lately it became difficult for me to live with his 

mother. Therefore 1 returned to my family and back to work in the farm and earn 

340 birr monthly. The money assists me to raise my child because my x husband is 

not helping any more. (She did not take HIV test still). 

The HIV health officer informed the researcher that there are workers in the farm who 

are HIV positive and majority of them started taking ART. All of them do not want to 

tell the managers about their situation hence they work even in a very rough situation 

which makes their health status very weak. Though workers took HIV test and know 

the result, they are not comfortable to tell the management in fear of losing their Job. In 

relation to thi s, one of the managers said that workers encouraged taking HIV test and 

will be assigned to less contaminated area if they are positive and informed the 

management. 

4.4 Job position of female workers in the farm 

High job opportunity for women and their position in the farm is paradoxical. Though 

majority women get employment in the farm they are found in low skill and low paid 

position, which are in greenhouse and post harvest sect ion. This is due to the reason that 

these work places are very tiresome and need workers patience to perform the task 

appropriately. Therefore spraying chemicals and construction (better paid position) 

considered as male intensive work done by male labor. Workers themselves believe that 
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these positions are not suitable for women due to the toxicity of chemicals, as it is believed 

that women could be pregnant at any time and are weak for such kind of heavy tasks. 

Table 19: Tasks performed in flower farm in ~ifferent position 

Administration (office work) Green house 

Production manager- Managing the - Preparing and raising flower beds 

production 

Farm manager-hire and fire workers 

-Passing messages 

- Deal with customers 

-Weeding paths 

-Bending flower stems 

-Planting 

-Cleaning the green house 

Department manager- controls the -Carrying organic wastes 

work in the respective departments 

Secretarial work 

Supervision 
-Quality control 

-Following the productive process 

-Coordinate workers 

-Arrange chemical spraying programs 

-Take workers attendance 

- Following the transportation process 

-Harvesting flowers 

-Pruning 

Pack house 
- Arranging stems 

-Cleaning the post harvest area 

-Classifying, cutting and measuring flowers 

-Packing flowers according to their varieties 

-Collecting trash 

-Carrying flowers to the cold room 

Chemical spraying and constriction Cleaning 
Spray chemicals according to the farm -Clean the compound and offices 

program -Cleaning workers bath room 

Construct green house at expansion and -Cleaning cold storage room 

repair when it is necessary 

Female workers in the farm are assigned to labor intensive job positions like in greenhouse 

work, pack house, cleaning. Workers perform their tasks in these sections in a very 

uncomfortable environment especiall y working in greenhouse work needs patience and 

tolerance with the high temperature. Female workers in the green house are responsible for 

the healthy growth of flowers. If a plant gets infection with a disease it is the worker who is 

responsible to inform supervisor. 
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Pack house or post harvest section is also another tedious work place for workers. Unlike 

the green house, workers suffer from the low temperature here. The nature of the work 

forces workers to stand for the whole day, which has a negative effect on their health. 

Cleaning and supervision is relatively less tiresome. Women' at the managerial position are 

very rare in the flower farm. The researcher in the visit observed that only one of the farms 

have female managers. 

Similarly, ET Highland is one of the famls that have female farm manager. "When women 

are at the managerial position in the flower industry, the working situation of female 

workers is differing", said ET Highland manager. Workers in ET Highland for example do 

not hesitate to report any kind of violence's they experience and they have good 

relationships with the manager. A discusscent in FGD said, 

The manager in our farm is very responsive person. We feel af ease fa falk fa her 

about our problems including personal. She protects female workers ji-om any kind 

of violence even it happens outside the farm. Jfthefarm manager was male I do not 

think workers will complain for each problem they face in the farm. 

The level of their education may limit female workers from a better position in the farm. 

But there are many graduate women who fill the criteria for the managerial position. 

However child bearing and rearing were rose as causes by many farm owners not to hire 

female managers 

4.5 Management's view about female workers situation 

"An employer shall ensure that the work place and premi ses do not cause danger to the 

health and safety of the workers and take appropriate pre-executions to insure that all the 

processes of work shall not be a source of or cause of any hazards to the health and safety 

of the workers" (Ethiopian labor proclamation 377/2003 Art. 92 Sub art. 6). Managers of 

the three farms were interviewed to find out how they are playing their role in creating both 

opportunities and friendly environment for the farm workers. The obtained results are 

di scussed below. 
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"-According to the International Code of Conduct, Special measures have to be t ' 'en to '~, , 

protect drinking water sources, growld water, surface water, rivers, dikes and lakes have~g", - "'" 

be taken and Special attention qlUSt be given to the protection of the fauna and flora in,side 

the farm and the surroWlding areas (IFC, 2004). In line with this code the managers at the 

three farms has conducted risk assessment at the beginning and at the time of expansion to 

find out envirorunental and labor condition risks. Conducting risk assessment is a very 

essential issue at work place especially like flower farms. 

As the industry uses different chemicals and pesticides to grow healthy flowers the 

management is responsible for the type of the chemicals used in the farm. WHO has 

leveled the chemicals according to their toxicity and banded some which are very 

dangerous to the human beings. Even though they are unable to show the li st of banded 

chemicals, managers in the three farms confirmed that only less toxic chemicals are used in 

the farm to safeguard the workers health. 

Chemical containers and toxic wastes are treated under management supervIsIon m 

accordance with acceptable procedure. Containers by any means are not released for 

personal use but regular safety and health training do not give due consideration by the 

management. It is believed that workers can protect themselves by observing the working 

situation in the section. Not to pay service charge to training givers, managers usually do 

not get interested to contact EHPEA's training department. 

A sign for no-entry at the time of chemical spraying and re- entry after spraying at the gate 

of green house is very mandatory to protect workers from the chemical infection .So 

production managers of the two farms (Ethio Pass ion PLC and ET Highland flora) put a 

sign at the green house gate, indicate the type of the chemical or pesticide, its level of 

toxicity and the duration of no- entry and re- entry time. The Farm manager at ET Highland 

also explained, 

The sign that we put at the green hOllse is very crucial if 110t workers will be 

highly exposed to the chemicals. We also told supervisors to inform green house 
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workers to go out at the time of chemical spraying. As majority of them are not 

literate we also put a common sign in red to prohibit them to enter. All these 

things are done to protect our workers from any kinds of accident since it is our 

responsibility. 

For the absence of regular medical check up and clinic in the farm, the production manger 

of Ethio Passion said, "The farm would like to facilitate medical check up for all workers 

but due to nwnber of the workers and hospital costs we only facilitate regular medical 

check up for spray group as they are highly exposed for chemicals." 

All of the three farms do not run clinics rather workers who are trained by Red Cross give 

first aid when accident happens. lfthe injury is serious the patient will be taken to the clinic 

in town. ET Highland refers workers to private clinic called St. Gebrel in Sebeta town. 

Workers from Ethio Passion and Saron Rose are sent to Sebeta Health Center. According to 

one of the nurse in St.Gebrel Clinic "ET Highland flora sends workers if they are seriously 

injured. The farm has a referral paper which tells the patient's name and the type of 

accident. Then we give the patient the necessary treatment and deal the medical charge 

with the management not the patient." 

The managers said that workers in the farm do not have fac ility problems like toilet, pure 

drinking water and hand washing facilities. But shower, rest room, clinic and cafeteria are 

still the missing ones, which are the management's long run plans. 

The cause for the absence of labor union in the farms under the study considered as lack of 

interest among the workers that contradict with the infonnation gathered from the workers . 

On the other hand workers in the interview reveal their interest to be organized . 

Organizing workers or labor association helps both the management and workers but farm 

owners fear the questions that could be raised so they don't encourage their employees to 

form labor association. 
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However, the management believes that women are hard workers and productive in the 

farm. One of the manager said, if women were not the dominant labor of the industry the 

production might be opposite to the present situation. However the salary workers earning 

is, contrary to their contribution for the industry. The management compromises the low 

wage by saying that workers also get income from agriculture (some workers have land). 

Unlike the two farms, annual leave and sick leave is given only for permanent workers in 

Saron Rose. All green house and pack house workers are daily laborers no matter how long 

they work in the farm. But now the administration is on the process of preparing the 

contract paper. 

To protect any kind of gender based violence and harassment in ET highland 'Farm policy 

on harassment' poster that is prepared by EHPEA is posted at the gate of pack house in 

Amharic and Oromiffa language. Thus workers at the farm are aware of what violence 

means and where to apply. As the general manager in ET Highland is female, workers do 

not hesitate to report any kind harassment. The manager at ET Highland said, 

Female workers can be exposed to violence and harassment in and outside the farm. 

if a woman is harassed in the farm compound and informed the management the 

individual will be fired with out any excuse. But if the case happens outside the farm 

by any body to our workers, we directly contact the police station and accuse the 

person. Regardless of time we will follow the case. Because we do not want our 

workers to be hurt and they should not develop sense of insecurity. 

Consequently the manager even protects workers if violence happens to them outside the 

farm. Saron Rose and Ethio passion managers do not believe that any kind of harassment 

happens in the farm. This is because workers do not know where to apply their case 

therefore the management is hardly able to know the existence of the issue. Even if 

managers have some ignorance about femal e workers condition in the farm , there are 

opportunities to create mutual understanding between the two parties. Managers in the farm 

are plarming to erad icate workers problems some how. The managers' ini tiative, in the 

three farms, to bu ild rest room, cafeteria, clin ic, and prepare contract paper is a hopeful 

beginning for the workers security in the farms. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

5.1 Summary 

This study is designed to find out opportunities, challenges and job position of female 
workers in three selected flower famlS around Sebeta. The study employed both qualitative 
and quantitative research methods to gather information to answer the research questions. 

According to the finding from the survey female workers believe that they have 
opportunity for income and are now able to cover some of their household expenses. 
Majority of respondents developed confidence after they get the job in the farm. Though 
they are few, workers also have access to information and started their education since they 
are able to cover their tuition fee. Salary increment, transport, health insurance and 
promotion are the incentives female fann workers get from the organization. 

Despite the limited opportunities that female workers have they also face vanous 
challenges in the farm. Majority of the workers ' about 75% have health problems: back 
pain, gynecological problems, headaches, dizziness, nausea, kidney problem, skin 
irritation, and resp iratory problems are some of the common disorders that flower farm 
workers encounter. These problems are aggravated because the employers fail to provide 
the employees with the appropriate safety materials and basic trainings. Lack of knowledge 
due to absence of training about reproductive health and HIV also pushed workers 
unwanted pregnancy and HIV/AIDS. 

Regarding employment condition, except Saron Rose, workers in Ethio Passion and ET 
Highland are permanent. However the data from the survey and interview revealed that 
majority of them did not sign contract agreement paper and get the cope. Luck of work 
experience paper and severance pay (for permanent one) is another challenge for workers 
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when they leave the organization. Consequently workers take a picture (while they are 
working) for their working evidence. 

Absence of trade union in the three farms is another problem that limits the wo~kers to ; , exercise their right. Farm managers have given many reasons for this. The three farm 
managers claim that lack of interest and harmony among the workers are the obstacles th2t 
discourage the management to organize the workers or let them to organize themselves. 
Low level of workers education is also raised as a reason. Moreover the management thinks 
promoting and organizing trade union (labor association) is the responsibility of the 'Labor 
and Social Affair bureau of the Zone. 

On the contrary, respondents said that the management deliberately discourages them to 
organize themselves in fear of the many questions that workers may raise. In one farm 
workers get fired when they raised this issue. In fear of such kind of action workers prefer 
to keep silent even they have a lot to ask. The absence of workers' association has 
discouraged employees to forward their complaints and get appropriate solution for their 
grievances. 

The farm workers wage is the issue that is raised in many studies. Similarly workers in the 
three fanns under the study are paid low. On average workers earn nine birr a day whether 
they are penn anent or daily laborer. Thus majority of the respondent are under the range of 
200-300 birr salary. This may lead to a conclusion that workers are struggling to cover their 
basic needs with this small amount of money in the face of the ever ri sing cost of living. 
Since there is no labor union they have no place to file their compliant over wage. As a 
result workers had a general strike in one of the farms to get salary addition. 

On the concept of facilities , the study finds out that workers are not provided with 
necessary and basic facilities. Clinics, rest rooms, shower for green house workers, 
cafeteria and room for storing personal properties are not available in the farms. Therefore 
workers eat their lunch everywhere and take rest under the green house. Trained people in 
two farms give first aid though it not satisfactory compared to the ri sky working condition. 
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Regarding working hours, except Saron Rose, workers in the two farms work 48 hours 

weekly. Over time is common in all farms for post harvest workers. But the over time goes 

above the limited hours in the labor proclamation. Workers may work from three up to , 
seven hours at high production and high export seasons. Moreover, problems such as lack 

of medical insurance/medical expenses coverage/, sick leave, annual leave, as well as other 

benefits and rights of employees are the factors that made employees more vulnerable in 

the floriculture industry. 

While female labor dominates the floriculture industry, women are in low paid position 

under the studied farms. 98% of female farm workers are in green house and pack house 

earning small amount of salary. Except ET Highland 's manager, department mangers, 

agronomists, assistant managers and production managers in the three farms are men. It is 

fact, majority offemale laborers are illiterate and have poor educational background. 

The finding from the interview with the managers indicated that though the management 

knows the above-mentioned challenges, except some minor improvements, the 

management does not seem to play a vital role to make the working enviromnent 

conducive. Managers have a plan to solve all problems in the farm but due to high turnover 

of managers some' planed actions left out from taking effect. Constructing cafeteria, rest 

room, clinic, and develop contractual agreement paper is the short run plan of the farms 

under study. Nevertheless, high wage increment, labor association on job training, 

experience paper, severance pay and medical check up are not listed in the management 's 

to do li st. 
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5.2 Conclusion 

Nowadays, commercial fan11S, like floriculture, are expanding in Ethiopia, assuming an 
increasingly prominent role in the growth of the country's GDP. Ethiopian floriculture 
industry becomes one of the flourishing sectors that generate foreign currency for th'e 
country. 

Recent initiatives by the government of Ethiopia to promote this sub-sector have met with 
private sector interest. Before 2002 there were only 25 farms but now the number of 
licensed farms increased to 339. This sector is providing employment opportunities for 
both men and women. However the number of women farm workers in floricu lture highly 
exceeds the number of men. This is due to the fact that women are more suitable and 
professionals on caring flowers. 

Women working in the industry have different opportunities like high job opportunity 
income, confidence, and access to information, access to education, some incentives, fair 
working hours and maternal leave. 

On the other hand workers are exposed for problems like lack of training, job insecurity, 
and low wage, excess over time and absence of weekly rest, lack of labor association, lack 
of facilities and safety equipments, di scrimination, sexual harassment and various kinds of 
health challenges. 

Regarding their job position female workers in the three farms under the study found in low 
paid position that is greenhouse and pack house. 

To conclude, even tough female labor is preferable and dominates the sector women 
working in the farm deal with a lot of challenges with few opportunities they are provided, 
and almost all of female farm workers found themselves in low position and are less paid. 
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5.3 Recommendations 

The findings in this study depict that, even if women have some opportunities in the farm, 

they also are encountered various job related, health and gender based challenges. These 

challenges are aggravated by the management's ignorance of workers labor and human 

rights related queries. As a result the following points are recommended. 

For farm managers and owners 

1. Women represent the majority of the workers in the flower faml. As they are the assets 

to the sector, farm managers and owners need to value and give credit to their unlimited 

contribution. Organizations engaged in this industry should provide their employees with 

the appropriate privileges, wages and rights in order to motivate the workers, to increase 

their productivity and develop their sense of belongingness to their respective farms. 

2. Facilitating regular training in the farm helps workers to protect themselves from any 

kind of injuries caused by lack of knowledge because trainings can bring attitudinal 

changes among the workers and also raise awareness on self-protecting mechanisms. 

Trainings and information programs are also essential in order to enhance accident 

prevention and safe work practices therefore the managers should facilitate regular on job 

trainings. 

3. Farms should also take into consideration the side effects that result from the use of high 

toxic (banded) chemicals in the flower farm, affecting the health of their employees and the 

envirOllllent while they maximize their profit. Employers should, hence, not force their 

employees to work in a greenhouse where strong chemicals are sprayed before certain 

period of time. 

4. Farms should cover the medical expense of their workers since farm workers are 

subjected for various health problems due to the chemicals and their working condition. In 

order to minimize the rate of sickness that results from the type of j ob that workers 

perform, employers should create a convenient work envirollllent. They should therefore, 
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provide their employees with faci lities such as sitting benches in the packing rooms, 

sleeping rooms that could be used during sickness and should also employ mechanism such 

as shifting workers from one working area to another. 

5. All farms should have meeting with the workers monthly or under certain period of time. 

This will hel p the management to understand workers challenges and interest that leads to 

find out so lutions. Otherwise workers interest and devotion for their job won't get due 

consideration. 

6. The management in the farms under the study should also develop a committee for 

receiving workers' compliant on harassment and noti fy the sanction procedure of 

offenders. 

7. Even though the managers' ignorance is the cause of many challenges for employees 

they don't want to take the blame. Therefore employers should have an obl igation to take 

care of their employees and not deny the constitutional rights of workers to form an 

association. 

For employees 

8. Employees should be aware of their legal rights and be strong enough to organize and 

mobili ze themselves so that their gri evance or problems could be addressed. There should 

be unity among the workers to tackle their challenges in the work place. 

9. Female workers, especially, are advised to take HIV test before they have sex with and 

use condoms in order to prevent themselves from unwanted pregnancy and the 

transmission ofSTDs like HIV/AIDS. May be condoms should be available in every farm 

with campaigns to rai se awareness also. 

10. Providing breakfast for employees at Ethio Passion is very encouraging. Therefore it 

will be very good for the workers if other farms also provide food as incentives for 

employees. 
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For the government and organizations 

II. The government bodies of the region should assess the implementation of laws and 

regulations in the flower industry. Since people' s life is under the umbrella of the industry , , 

their constitutional right should be respected. Therefore the Sebeta administration ~ffice 

has obligation to faci litate auditing system in the flower farms that are under the 

administration. 

12. Codes like the ICC and Ethiopian code of practice should be mandatory, to be followed 

by all flower farms. EHPEA also should review the code and add specific rules about 

workers' right and safety in the industry. The association and Ethiopian Horticulture 

Agency in collaboration with concerned government bodies should take strong action 

against farms, which don ' t obey the code and violate the law. 

13. It is the belief of the researcher (based on the findings) that in order to ensure the 

benefits of the farm workers in the industry, the government should take the lead in 

protecting employees by introducing rules and regulations to be implemented by the 

employers. It is also recommended that the government should not only introduce rules but 

also enforce them. Women's organization and labor organization should also pressure the 

government to guarantee the female farm workers' rights. 
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Annex - I 

Table 8: Percentage distribution of respondents who start education 

Access to Education Frequency Percent 

Yes 25 45.9 

No 30 54. 1 

Total 55 100.0 

Table 13: percentage distribution of respondents in relation to their wage 

SalaIC' Range F r equency Percent 
<250 24 32.4 
25 1 - 300 22 29 .7 
30 1 - 350 23 3J.J 
35 1 - 450 4 5.4 
Total 73 98.6 

74 100.0 

Table 14: Number of respondents who get additional payment 

Reason Total 
Additional Over time Work on 
Payment Bonus pay holiday I and 2 

Yes 6 21 8 8 43 
No 0 0 0 0 0 

Total 
6 21 8 8 

43 

Table 15: Number distribution of respondents who work over time 

Fa rms Name Total 

ET Highland 

Over time F lora Saron Rose E thio Passion 

Yes 23 8 3 34 

No 14 10 14 38 

Total 37 18 17 72 



ii 
! 

Table 16: Number distribution of respondents by their weekly rest in their respective farms 

Weekly rest FHrIll name Total 
ET 

Highland Saron Ethio 
Flora Rose Passion 

Yes with pay 34 0 15 49 
Yes without 

0 0 I I 
Pay 
No 4 18 I 23 

Total 38 18 17 73 

Table 17: Number of respondents in relation to labor union in respected farms 

Farms Name Total 
Labor Union ET Highland Saron Ethio 

Flora Rose Passion 
Yes 

0 4 4 
0 

No 32 14 13 59 
I don't know 7 4 0 11 

Total 39 18 17 74 



Annex - II 

Picture 3: Workers fetch water for their household 

Picture 5: Green house workers themselves flower to pack house 



Picture 6: No-entry and re-entry sign at tbe green house gate at Etbio Passion PLC 

Picture 7: Farm workers staff lounge at Etbio Passion , 



Annex - III 

Questioner for employees 

Hello, I am a student from Addis Ababa University in the Institute of Gender studies. This 

research is conducted in partial fulfillment of my MA Degree. This study questionnaire 

survey is des igned to find out the Opportunities, Challenges and position of female flower farm 

workers. Therefore I sincerely request you to fill the questions of thi s survey genuinely. All 

answers will be kept confidential and your identity taken as anonymous. 

Make circle for the correct answer you chosen. 

I. Personal Information 

1. Sex 1) Female 2) Male 

2. Age I) Under 20 2) 20-30 3) 31-40 

3. Level of education 

4)4 1-50 5) above 50 

I) Unable to read and write 

4) Junior secondary (7-8) 

7) Diploma 

2) Can read and write 3) Primary (1-6) 

5) Secondary (9- 10) 6) Preparatory (11-12) 

8) Degree and above 

4. Marital status 

I) Single 2) Married 3) Widowed 4) Divorced 

5. Number of children 

6. Place of birth 

1) Sebeta town 2) Around Sebeta 3) Other town, specify _____ _ 

7. With whom are you living now? 

I) Own fami ly 

4) Alone 

II. Work Related Information 

2) Parents 3) Friends 

5) Other _______ _ 

8. Name of the farm you are work ing currentl y ______________ _ 

9. How long have you worked here? 

a) What is your duty in the farm ? 

b) What is called your positi on? 

10. Did you work in other fa rms? 

I 



1) Yes 2)No 

11. If yes, for how many months/years? 

12 . Are you employed as 

I) Pem1anent worker 2) Contractual 3) Dai ly laborer 

13 .a. If you are pennanent or contractual worker did you sign a contract agreement with your 

employer? 

J)Yes 2)No 

b. If yes, have you received the copy of the agreement paper? 

J)Yes 2)No 

14 . Are you provided with necessary protecti ve materia ls regularly? 

I) Yes 2) No 

a .. If yes, how often? 

2) Every tlu·ee month 3) Every six month I) Monthly 

4) Yearly 5) Any time when it is necessary 

b. If no, how are you doing your task? 

I) With out protective material 2) With old material s 3) I bought myself 

III. Question r egarding opportunities 

15. What is your monthly salary? 

16. Do you think your salary is worth enough for your work? 

1) Yes 2) no 

17. Do you think your salary is enough for yo u and your fam ily to meet the basic needs? 

I) Yes 2) no 

18.a. Have you ever get addi tional payment? 

I ) Yes 2) no 

b. If yes, what is the reason? Is it for? 

I) Bonus 2) ovel1ime 3) holidays 

19.a. Have you get salary increment? I) Yes 2) No 

............................................................................. 



••••••••••• • ••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••• 
b. If yes, how often? I How much is that? _____________ _ 

20. What kind of benefi t have you got lare you getting from the farm? 

1) Transport allowance 

4) Promotion 

2) Re-fund for medical cost 3) Educat ion fee 

5) Provident fund 6) All of them 

2 1.a. Is there maternity leave w ith fu ll pay for fe male workers? 

I ) Yes 2) yes without salary 3) No 

b. If yes, fo r how long? 

22. Is there sick leave if someone gets sick? 

1) Yes 2)No 

23 .a. Have you ever undergone in any training to develop your personal skill and job 

carrier? 

I) Yes 2) No 

b. If yes, what kind of train ing have you undergone? 

About chemicals and pesticides 

Gender Issues (reproduct ive 

Health, violence etc) 

Safety materi als 

Health and HIV 

Rights and duties 

Othersl if any 

24. How many hours do you work dail y? 

Yes 

25. Do you thi nk that you are over burdened? 

How many times 

1) Yes 2) No 3) I don' t know 

26. Do you have a weekly paid day off? 

J) Yes 2) Yes but no payment 3) No 

27. How much do you get when you work on your day off? 

I) Double of daily salary 2) dail y sa lary 3) no payment 



28. How much do you get when yo u ,,-a rk on national holidays? 

I) Double of da ily sa lary 2) dailv salary 3) no payment 

29 .a. Do you work overt ime? I) Yes 2) No 

b. If yes . fo r how many hours do you wo rk for over time jobs weekly? _____ _ 

30. How do you work fo r overti me? 

I) With paymcnt 2) without payment 

31 .a. Do you think that your li fe has been changed alter you get n job in the farm? 

I) Yes 2) no 

b. If yes . what kind of opportunity yo u think you have got nner you became farm 

worker? 

Earning income 

Sense of independency 

Exposure for informat ion 

Education 

Abel to cover household expenses 

Abel to cover chi lcircn 's' eciucation fee 

Positive change in hea lth and nutri tion 

Any other, specify _______________ _ 

32.a. Does the fa rm have workers' associat ion? 

I) Yes, there is 2) no 

b. If there is. are you a member of the association? 

I) Yes 2) no 

c. Ifno, what is the reason? 

33 . If there is. do you think the associat ion helps the workers in sulvi ng their problems 

with the management ? 

I ) Ycs 2) n0 

IV QUl'sti oll!'i regarding l'h :llkngcs 

~..t .: 1. Hnyc YtHI!:ICt .. 'd :lIly kino ofcl j sc ri lllill~!\ion b(,l'~lISl' nr~!llll ~L'\ '.) 



I ) Yes 2) no 

b. If yes. I\'hat kind of discriminat ion was it , specify? 

c. How did you react lo r it? 

I ) Apply to the management 2) kept quite 3) Other _____ _ 

35 .a. Have you faced any kind of violence by your co-workers, boss or other male workers 

in the farm? 

1) Yes 2) no 

b. If yes, what kind ofviolcnce? (Multiple choices are possible) 

Sexual I ) Yes 2) no 

Verba l/Psychol ogical I) Ycs 2) no 

Phys ical I ) Yes 2) no 

36.a. Have you faced sexual harassmcnt at your work place? 

I ) Yes 2) no 

b. If yes what was vou r reaction? ___________________ _ 

37.a. Does the management punish workers who harasses or discriminate female workers? 

I) Yes 2)no 

b. If yes, what kind of punishment? 

I) Deduct salary of the person 

2) Fire from the work place 

3) Warning 

4) Any other, specify 

38.a. Are there any specific criteria for recru iti ng female worke rs? 

I) Yes 2) no 

b. If yes . specify 

39 .a. Do pregnant \\'omcn get the chance to be hired? 

I ) Yes 2) no 

b. Ifno, what kind of measu re will take the managemcllt if you get pregnant? _ 

~O.a. Have you faccd health probkll1 afte r you become farll1 I\ 'orker? 

I)Yes 2)no 



b. If yes, what kind of health problem have you faced? (Multi ple chose are possible) 

Pers istent cough 

Kidney problem 

Rapid weight loss 

Serious wound or injury 

Skin rash or irritation 

Tuberculos is 

Asthmati c 

Frequent headache 

Gynecological problem 

Miscarri age 

Other, spec ify ____ ______ _ _ ___________ _ 

41 .1f you have been thJOugh the abow health problems what do you think the reason is? 

1) The work is tiresome 

3) Due to long working hours 

2) due to the chemicals 

4) lack of rest 

5) Other, specify ______ _ 

42. Does the fa rm cover yo ur medical cost for accident/ inju ry which is job related or 

happened at work place? 

1) Yes 2) No 

43. Do you carry out regular medical check-up at the fa rm' s cost? ~ 
1) Yes 2) No ~)<y .' 

V. Questi ons rega rding posit ion 

4~. What is the pos iti on for the majo rit\, female "'olters? 

1) Green house 

4) Supeni sioll 

7. Olhe r. speci ry 

2) Pack ing hou se 

5) Produclion management 

~ 5 .a. 15 there a chance to gel pro molion in till' f,:lrIn" 

/"c ( 

3) Constructi on 

6) rvlanagcmcnt 

, 
\~ 

J 



Annex -IV 

In te rview guideli ne for the farm workers 

I. What is your .lob position in the farm? 

2. For how many yea rs or months you worked here? 

3. HOI\" much does a new comer earn at the beginning? 

4. Are you provided with adequate protecti ve materi als for your task? 

5. Do ,·ou th ink the job opportunity in the industry has brought any positive change? 

G. Do ,'ou wo rk over time? How with payment or with out') 

7. H av~ vou ever faced or heard any kind of violence or disc riminat ion in the farm? 

8. How do you ex plain the management 's role in crea ting friendly work ing environment fo r 

the "'orkers? 

9. Is there labo r un ion in the farm" Have you heard about it" 

I O. Do " orkers get regular training in the farm" 

II. Docs the farm covers your medical expense? 

12.1n your opin ion what do you suggest to the management in order to meet your interest? 



Annex - V 

Inte rv iew questi ons for the farm managers 

I . Name of the fa rm? _____________ _ 

2. Position in the farm? _ _ __________ _ 

3. Area under cultivation? ___________ _ 

4. How do you rate the work of female workers in your farm? 

5. Do the workers have labor union? Irno. what is the reason? 

6. Do you put signs of no-entry and re-entr\' at the green house gate at the ti me of chemical 

spraying? 

7. Do employees get safety and health trainings regu!3r1y? 

8. Do you faci litate regular medical checkups for all employees? 

9. Have you received a report for any violence against female workers? If yes what kinds of 

measure have taken? 

10. What is the work posit ion of majority of women? 

11. How much do you pay for the workers? Do vou think it is enough for the liv ing standard? 

12. Do female employees have a separate place for storage their personal be longings, eating 

food and taking rest? 

i:;. Is there any kind of incentives fo r female \\'orkers? 

14. What are the criteria you apply for workers promotion? Is there any chance for female 

workers to be promoted? 

15. Do you thin':: femal e employees are secu red from vio lence and health problems in the 

farm? 

16. What is your general opinion on the performance and product ivity of female workers? 

17. What kind of plans measures arc you planning to improve the working condit ion? 



Annex - VI 

Focus Group Discuss ion guideline 

I. HO\\' do you explain the working condition in the farm? 

2. What kind o rch~l l enges you face at the wo rk pl ace? 

3. Are you aware of your rights? 

4. What is , 'our opinion abou t workers' and management 's relation? 

5. Are female \\'orkers treated equall y with men? 

6. Is there any kind of violence or harassment by co-workers, supervisors and managers? 

7. What is your attitude about HIV and sexually transmi tted disease? 

8. Are you shl isfied with the opportunities that you are provided? 

9. What do you recommend to the management regrinding your wo rking situation? 
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