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Foreword
Industrial development is at the core of Ethiopia’s structural transformation agenda. The vision is
for Ethiopia to become a leader in light manufacturing both in Africa and on a global scale. This
industrialization boom will help sustain the rapid economic growth registered over the past 13 years and
put the country on the path towards becoming a middle-income carbon-neutral nation by 2025. The
Growth and Transformation Plan (GTP II) (2015/16-2019/20) places special emphasis on the development
of an export-oriented manufacturing industry in order to transform the structure of the economy so as to
enable the country to achieve rapid and sustainable growth and meet the SDGs by 2030, including SDG
9 on Industry, Innovation and Infrastructure.
This study entitled “Women in Manufacturing, jointly commissioned by the Ministry of Trade and Industry
and UNDP Ethiopia, is indeed very timely and will have a significant impact on policy discourse. This is
particularly important as the country pursues an aggressive industrial transformation agenda towards
economic growth and human development. The chosen topic resonates well with the increasingly
important role that Ethiopian women are playing in the national transformation agenda and is also in line
with the objectives of SDG 5 on Gender Equality and Women’s Empowerment in the context of inclusive
and equitable development.
The report has posed plausible arguments and recommendations on the matter in order to pursue
concrete and harmonized actions that will address women’s right to pro-actively participate in public
and private spheres of development. The anticipated expansion of the economy’s industrial sector
should provide an equal opportunity for women to obtain decent employment in the manufacturing
sector. Addressing the challenges facing female participation in the manufacturing labor force will
catalyze the growth of the manufacturing sector in Ethiopia. In this regard, we wish to re-affirm the
policy’s imperative of creating and expanding job opportunities for women in the manufacturing sector
in order to advance the human development agenda and transform livelihoods. There is no doubt that
the untapped potential for increased women’s participation in manufacturing, especially in the recently
launched industrial parks and integrated agro-industrial parks, are major opportunity to ensure growth
and potential in this sector. We are therefore collectively challenged to ponder and offer solutions to
the critical gender issues in the manufacturing sector at various levels of value chains and to ensure that
women play their rightful role in the economy.
We wish to encourage policy makers and other readers of this report to carefully reflect on the proposed
recommendations and how to implement them. The report already provides a comprehensive
policy framework for addressing the drawbacks faced by women in the manufacturing sector. This
will complement the government’s on-going efforts to enact laws, policies and regulations to foster
an environment that enables the equitable participation of women. No sustainable growth and
transformational human development plan can be achieved without meaningful participation of
women. We re-affirm our steadfast commitment and readiness to promote women empowerment,
and to proactively facilitate their access and participation so they can contribute to Ethiopia’s industrial
transformation agenda.
H.E. Fetlework G/ Egziabher 		
Minister, 				
Ministry of Trade and Industry	

Ahunna Eziakonwa-Onochie
UN Resident Coordinator, UNDP Resident
Representative and UN Humanitarian Coordinator

					

_____________________________				_____________________________
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Executive Summary
Ethiopia’s government policies and development strategies are aimed at making Ethiopia a MiddleIncome Country by 2025. The country is now in the second phase of the Growth and Transformation
Plan (GTP II), but with one structural change in that it has shifted from agricultural-led to industrialled development in order to accelerate economic growth and job creation. GTP II aims to ensure
equitable and inclusive progress where youth, women and all communities can benefit from growth
in the manufacturing sector. To this end, the plan envisages creating 750,000 new jobs in medium and
large scale manufacturing industries by 2020. New job opportunities that will be created in textiles and
garments, leather and leather products, food and beverages, and pharmaceuticals, where 60 percent of
low and medium-skilled and 30 percent of high-skilled jobs are expected to be filled by women.
Gender-specific evidence concerning women’s participation, the constraints they face, and potential
interventions, as well as related national gender commitments, is invaluable to achieving these goals.
Despite growing evidence across the globe that there are many benefits of inclusive development in
market-driven sectors like manufacturing, there is a clear lack of adequate and reliable gender-specific
evidence on manufacturing, information that could drive policy decisions in order to ensure meaningful
participation and benefits for women in Ethiopia. In recognition of this need, the Ministry of Industry
(MoI) commissioned the Women in Manufacturing (WiM) Study in Ethiopia with financial support from
the United Nation Development Program (UNDP). The study was conducted by a multi-disciplinary team
from Hamen Consultancy Service PLC.1
This study was intended to help us develop a better understanding of critical gender issues in the
manufacturing sector at various levels of value chains in priority sub-sectors in the manufacturing
industry in order to be able to devise possible interventions. Specifically, this study hoped to uncover the
existing situation, outlook and emerging challenges, including current assumptions, cultural attitudes
and prejudices regarding women’s participation and leadership in manufacturing; it was also aimed at
helping us develop a knowledge base and information framework that increases understanding in order
to improve women’s participation and benefits.
To achieve these objectives, the study applied a combination of quantitative and qualitative
methodologies using primary and secondary data sources, covering seven priority manufacturing subsectors, namely: i) Textile and Apparel; ii) Leather and Leather Goods; iii) Agro-processing Industries; iv)
Metal, Engineering and Automotive Industries; v) Chemical Industries; vi) Pharmaceuticals; and vii) ICT
and Electronics Manufacturing Industries. The study was conducted between January and April 2017.
However, internal and external stakeholder consultations and workshops continued until June 2017.
The WiM study applies the concept of women’s economic empowerment using the market system
development approach. In this approach, women are primarily considered suppliers of labor (supplyside) and employers/entrepreneurs (demand-side). Using this approach, the study analyzes whether or
not the labor market is gender-inclusive/friendly. In other words, we answer questions such as, ‘Does
the labor market respond to growing market needs and the special positions and conditions associated
with women?’. The study further identifies constraints that limit the responsiveness of the labor market
and opportunities to make the market inclusive of women without compromising competitiveness. The
study also analyzes the availability and quality of key elements that enable the labor market to respond to
women’s needs. These elements include: access to support resources, facilities and services; empowering
women’s leadership, agency and voice; and policy (laws and regulations, including informal cultural rules
and norms).

1
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Participation and Benefits of Women in the Manufacturing Sector

The rapid growth of the Ethiopian economy over the last decade has resulted in increased women’s
participation in the labor force. This study identifies clear gender patterns with respect to women’s
participation in the Ethiopian economy, both in general and in the manufacturing sector in particular.
Women’s overall participation in the labor market has grown and has now reached 77.8 percent.
However, a significant proportion of this participation (36 percent) is in the informal sector. In terms of
sector patterns, time series data trends between 2004/05 and 2013/14 show that women’s participation
in the agricultural sector decreased by 10.8 percent2. Most of this decrease was due, however, to a shift
towards services rather than manufacturing. In terms of the composition of the labor force in comparing
men and women, the ratio of women in manufacturing increased by only 4 percent during the same
period. As of 2014/15, women’s overall participation in large and medium scale manufacturing industries
is still low, holding steady at 33.3 percent3.
Analysis of the primary data collected through the surveys conducted for this study found that women
who participate in the manufacturing sector are on average less educated, younger (28 years-old on
average) and earn much less (only 77 percent of what their male counterparts earn) even after taking
education and experience into account. Furthermore, about 62 percent of women on average migrated
from rural areas/regions, confronting them with new challenges. According to the KIIs, the number of
women who moved to job locations from other areas/regions, especially to new and emerging large
companies, is estimated to be as high as 70-90 percent.
In terms of employment patterns among women in the formal sector, the secondary data collected
revealed gender patterns similar to those observed during the primary data analysis. Women dominate
more in labor-intensive and low-skill jobs in sub-sectors such as agro-processing, textile and apparel, and
leather and leather goods manufacturing. Specifically, women continue to be highly over-represented
in low-pay, low-skill jobs, clerical work, services and elementary occupations, whereas men tend to
be over-represented in skilled jobs, managerial positions, plant and machine operation, assembly and
related roles/occupations. However, increased women’s participation was also observed in emerging
manufacturing sub-sectors such as ICT manufacturing, but women still tend to be over-represented in
the lower-skill strata in production jobs.
Similar gender segregation patterns were observed in female participation in value chains within a given
sub-sector. For instance, employment gender patterns in the garment industry demonstrate that there
is a high concentration of women in low-skill jobs and factory floor operations. Women constitute 60
percent of the garment production workforce in the cutting stage and 95 percent in the sewing stage,
but only 15 percent of the labor force in the finishing stage.
Although the pattern of women being concentrated in lower-skill intensive stages of the value chain is
present in all sub-sectors, the gap is more prevalent in high-skilled jobs or traditionally male-dominated
sub-sectors such as the chemical and metal engineering industries. For instance, women only account
for 10 percent and 20 percent of high-skilled production workers in these sub-sectors, respectively.
There are key business incentives that cause employers to prefer women to men in certain subsectors and value chains. Women are considered: i) faster; ii) quality-oriented; iii) careful, trustworthy,
dependable, committed; iv) able to work long-term in routines jobs; v) obedient to leadership, able to
follow organizational rules and procedures. They are believed to be more placid and likely to maintain
peace at work; vi) and they are believed to be more stable than men. Despite such business incentives,
where employers prefer women over men, there has been limited progress in terms of increasing the
number of women in high-paying jobs and leadership positions.
2
3

Note that the number of women in the agricultural sector in absolute numbers has increased. The decrease is reported as the percentage
of women in agriculture out of the total number of women in the entire labor force.
Author’s calculation based on CSA data.
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Women are under-represented in leadership in almost all sectors. Nationwide data shows that among
all sectors4, the percentage of companies with a female director is lower (4.5 percent) in Ethiopia than
in Sub-Saharan Africa (15.9 percent). Women constitute only 8 percent of directors in all manufacturing
sectors. The ratio increases to 13 percent when the sample includes small manufacturing firms. Even
in women-owned companies we see a similar pattern of few females in leadership roles. An interview
conducted with workers also confirmed this data. Over half of women in the quantitative survey and
almost all women in the qualitative survey indicated that women are under-represented in management
positions. The major reasons stated included: i) society’s perception that women are not good leaders
and a biased belief that men are the ‘right leaders’; ii) owners and managers perceive manufacturing
management tasks as ‘difficult’ for women; iii) a lack of gender-responsive organizational systems, rules
and norms (organograms, recruitment and promotion systems); iv) managers believe that a lack of
relevant skills/training are the reason women are under-represented in managerial positions; v) women
participating less often in competitions due to low self-confidence, less inclination to take risks than men,
and their own self-perception regarding the industry and their capabilities.
Furthermore, there are no support structures where women’s voices and concerns can be heard and
addressed since they are both under-represented and under-served in labor unions and sectoral
associations, both as members and as leaders. A lack of women’s networks and mentoring programs
within the manufacturing sector and within company structures exacerbates this pattern.
With regards to female business owners, ownership among women in large and medium scale
manufacturing firms is about 16 percent on average. If the sample is restricted to small firms, women
ownership increases to 22 percent. This gender gap is not only due to the low number of female business
owners in manufacturing, but also their participation patterns. The patterns observed in Ethiopia are
most in line with literature56 on developing countries in general, and Sub-Saharan countries in particular.
The patterns regarding women-owned firms reveal that they tend to be smaller and concentrated in
low-productivity, low-technology, low-growth sectors. Specifically, female ownership in Ethiopia tends
to be highest in the textile and agro-processing sub-sectors of the manufacturing sector.
The literature also shows that women-owned firms have both lower productivity and profits. For instance,
a recent paper7 that used the CSA’s Large and Medium Scale Manufacturing Firms Survey shows that
women-owned manufacturing firms have lower productivity than male-owned firms. Another recent
paper8 that used data from the World Bank shows that the reason for this underperformance is related
to the choice of sub-sector.
Women entrepreneurs in male-dominated sectors outperform women entrepreneurs in the sectors
in which women traditionally participate. However, their numbers are low and, in some cases such as
engineering, they do not have any presence at all, even at the informal or micro scale levels.
Benefits

The findings from the analysis of both the quantitative and qualitative data on the financial (remunerations)
and non-financial benefits of participating in the manufacturing sector for female workers and
entrepreneurs reveal a complex picture. In some cases, the responses seem contradictory. This study
provides a discussion on these results by triangulating the responses to different questions and results
from the quantitative and qualitative surveys, as follows:
4
5
6
7
8
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Inter-country World Bank enterprise data.
Xavier Cirera and Qursum Qasim (2014), “Supporting Growth-Oriented Women Entrepreneurs: A Review of the Evidence and Key Challenges”, Innovation, Technology & Entrepreneurship Policy Note 92210.
Hallward-Driemeier, Mary (2013), “Enterprising Women: Expanding Economic Opportunities in Africa”, The World Bank.
Dennis Essersa, Kelbesa Megersaa, Marco Sanfilippoa (2016), “The Productivity Disadvantage of Female Owned Firms: Evidence from
Ethiopian Census Data”, Preliminary Draft.
Salman Alibhai, Niklas Buehren, Sreelakshmi Papineni, and Rachael Pierotti (2017), “Crossovers: female entrepreneurs who enter male
sectors: Evidence from Ethiopia”, The World Bank.

Looking at the positive outcomes, the manufacturing sector creates jobs and income, for many of them
for the very first time. The vast majority of respondents (78 percent) reported improved income and 63
percent reported that their family’s standard of living improved after they obtained their current job
compared to the situation they were in beforehand. This figure jumps to 89 percent and 88 percent,
respectively, for those who were engaged in unpaid family work and household chores and otherwise
unemployed before joining the sector and obtaining their current job. In addition, almost 60 percent
of men and 63 percent of women workers expressed satisfaction with their current job and about the
same proportion of men and women (>60 percent) stated that they would still choose to work in the
manufacturing sector if they started their career today. Furthermore, a significant portion (52 percent)
expects to remain employed in the manufacturing sector for the next three years. This is consistent with
the expectation of both men and women to remain in the industry for the next 15 years on average.
The positive responses reported above seem to contradict the actual income and living expenses data
we observed. The distribution of wages and living expenses shows that for most workers, especially
women, the wages they earn barely cover their basic living costs. In fact, on average, about 40 percent of
wages earned by manufacturing workers go towards paying for housing. This number is even higher for
low-income workers, where rent accounts for as much as 50 percent to 60 percent of a worker’s wages
according to the KIIs and FGDs. This finding is further confirmed by recent studies910 that examined the
benefits of obtaining employment in the manufacturing sector for unskilled workers using a randomized,
controlled study. The study found that by the end of the year, two-thirds (67 percent) of workers had left
their job. The reason for this, they believe, is that employment in the informal sector pays just as much
but entails fewer health risks. FGD participants described this as one of the reasons why many migrate
to Middle Eastern counties to work as housekeepers. For example, at one textile factory, three out of five
FGD participants were ready and willing to migrate to the Middle East. Furthermore, at some companies,
the total annual net loss of workers exceeds 90 percent. Such high turnover has made hiring and training
a costly and constant hassle for companies (KIIs with company leaders). The study also identified women
returnees who emigrated to the Middle East because they were uninformed of existing opportunities,
and who now work in manufacturing.
In the study, most women identified higher pay, opportunities for career advancement, and flexible work
schedules as qualities a workplace must offer, i.e. an environment that attracts, satisfies, and encourages
workers to remain in their jobs. Taking these qualities as parameters, a high proportion of women rated
their job as poor (46 percent). In terms of career advancement and promotion to managerial positions
the results were even worse: 53 percent of women gave a poor or very poor rating to their current job
in this regard.
In terms of other working conditions, there seems to be lack of flexibility in terms of accommodating
work-life balance for families/mothers. Limited maternity leave and basically non-existent childcare
facilities at firms stand out among the factors that severely affect the working environment. In addition,
about 40 percent of women reported that the firms where they work have no separate changing rooms
and 33 percent reported that there are not adequate bathroom facilities, even if they are segregated by
gender. This situation slightly improves in industrial parks/zones and export industries; however, even in
these industries and locations it was observed that bathroom facilities are often provided in a manner
that may affect the moral of female workers. For instance, there are firms where some bathroom facilities
are closed or not in use, or where their use is restricted by time and monitored by male supervisors.

9

Blattman, C and S. Dercon (2016), “Occupational choice in early industrializing societies: Experimental evidence on the income and health
effects of industrial and entrepreneurial work”, CEPR Discussion Paper DP11556
10 https://www.nytimes.com/2017/04/27/opinion/do-sweatshops-lift-workers-out-of-poverty.html?_r=0
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Another factor that workers reported as having a negative affect on the quality of the working environment
was lack of adequate ventilation (27 percent) and adequate health and safety measures (27 percent). This
is consistent with the finding11 that in Ethiopia the manufacturing sector poses greater health hazards for
workers than other sectors. Occupational health and safety issues are becoming a growing concern that
in some cases even cause permanent disability among workers.
Policies and Programs that Support Women in Manufacturing

Looking at relevant laws, policies, regulations and selected programs from the perspective of gender, we
see that most of the existing policies and regulations are geared towards creating an environment that
enables equitable participation and benefits for women in the workplace. For instance, the Ethiopian
Constitution (1995), the Revised Family Code (2000), regional and international instruments including
ILO conventions, Ethiopian Labor Proclamation No.377/2003, among others, guarantee women’s equal
rights to employment, promotion, pay, and pension transfer entitlements, as well as the right to form
associations, affirmative action provisions and prohibitions against discrimination.
Promoting the empowerment of women and youth, ensuring their effective participation in the
development and democratization process, and enabling them to equitably benefit from the outcomes
of development are some of the overarching strategic objectives of GTP II. In addition, the priority sectors
targeted in GTP I, II, and the Ministry of Industry’s 2025 strategic plan include sectors with a concentration
of women. Furthermore, the special focus on Small and Medium Scale Enterprises (SMEs) and SME
clusters are among the enabling environments that can facilitate the entry of women entrepreneurs to
manufacturing.
The Ministry of Women and Children Affairs (MoWCA) has also developed and supported gender-specific
policies and strategies aligned with national strategies in order to increase women’s participation and
benefits. These, among others, include the National Action Plan for Gender Equality (NAP-GE) and the
National Women’s Development and Change Package. The MoWCA recently developed the Women’s
Development and Change Package (April 2017) to guide development efforts to effectively institutionalize
and increase women’s participation and benefits. The new package is comprehensive and based on
analysis and lessons learned, and it segments women into women farmers, pastoralist women and urban
women, etc. The gender gaps identified and strategic interventions proposed by this study are well
aligned with a gender-specific national strategy.
Despite the presence of laws, policies and regulations that help increase women’s equitable participation
and safeguard occupational health and safety, their practical implementation and enforcement lags
far behind. There are limitations in terms of awareness and effective enforcement, as well as a lack of
leadership commitment, gender support structures and limited institutionalization12. As a result, there
are gaps in a range of issues, including ensuring women’s entry into the right sectors with the right skills,
and the gender pay gaps that still persist today despite women working the same jobs.
The range of incentives targeting manufacturing and industrial parks could be considered emerging
opportunities that will facilitate effective implementation of the rules and regulations stated above.
However, the study found them to be gender-neutral with no gender-specific support structures
such as daycare, gender targeting, or affirmative action provisions that could facilitate both increased
participation and improved benefits for women in the manufacturing sector.
Similarly, there are different programs that support the Ethiopian industrialization transformation agenda,
both from the government and development partners. The Kaizen (factory improvement) program and
capital lease financing are examples that the study reports as opportunities for empowering women in
manufacturing.
11 Blattman, C and S. Dercon (2016), “Occupational choice in early industrializing societies: Experimental evidence on the income and health
effects of industrial and entrepreneurial work”, CEPR Discussion Paper DP11556 \
12 MoWCA (2017); National Women’s Development and Change Package.
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The Ministry of Industry launched Kaizen (factory improvement) as a pilot program. It is now run and
managed by the Ethiopian Kaizen Institute (EKI) and is in its second phase of implementation after
being adapted to the Ethiopian context. It improves productivity through attitude changes and work
organization/systems. The Ethiopian Kaizen model is called E-TIISO (Test step-by-step, Institutionalize,
Implement, Sustain and Own). Gender has been added as one of the key performance indicators, as well
as training disaggregated by gender, and EKI is the most gender-balanced organization. The KIIs also
revealed that gender-specific changes such as breastfeeding areas, separate changing rooms, bathroom
facilities and better health and safety measures provided at some of the companies implementing the
Kaizen approach are embedded in organized workplace outcomes. Misconceptions about Kaizen and
its values and gender-biased mindsets of men and women call for systematic gender analysis and the
engendering of all Kaizen systems.
The Development Bank of Ethiopia (DBE) recently began offering collateral-free capital lease financing
targeted at Small and Medium Scale Enterprises (SMEs) with 6 employees or less for a total capital of
500 thousand to 7.5 million ETB. Capital lease financing could potentially provide new opportunities
for Women in Manufacturing as it responds to key challenges that hinder both the start-up and growth
of female-owned businesses. SMEs, manufacturing and agro-processing businesses are among the
top capital lease financing priorities targeted at women. Expanding SME Agency structures, the DBE’s
institutional arrangement (increased staffing, branches and districts) and the use of the media would
increase awareness of the program and expand women’s outreach opportunities. The DBE’s positive
experience with women in terms of credit worthiness and improved repayment capacity, in both regular
and special loan programs, such as the Women Entrepreneurship Development Program (WEDP), has
instilled greater trust in female clients/applicants. However, neither planning nor capital lease financing
performance details are sex-disaggregated, thus they lack gender-specific targets or indicators. DBE’s
capital lease financing data, procedures and systems are found to be gender-neutral, hence it was difficult
to see the impact of the initial capital lease financing results on women entrepreneurs. This calls for
gender-sensitive systems and actions. SME clusters needs to focus on gender targeting and information
on opportunities must be widely shared through existing WACA structures and women’s networks. The
SME cluster structure needs to provide gender-specific facilities such as separate bathroom facilities.
Challenges Faced by Women in Manufacturing

Challenges that female workers face include: i) low pay; ii) skill gaps; iii) limited training and lack of
career advancement opportunities; iv) poor working environments and inadequate health and safety
measures; v) limited information, education and communication (about jobs and opportunities); iv)
gender-blind organizational rules, systems and norms (e.g. recruitment, performance, promotion
systems; organizational culture; absence of mechanisms to report and address sexual harassment ) and
violence (both on and off the work premises); vi) limited sexual and reproductive health knowledge and
services; vii) gender biases and cultural barriers; viii) weak university-industry linkages and poor schoolwork transitions.
Most issues related to low pay and working environment quality/appeal were thoroughly discussed while
covering the participation and benefits issues stated above. Other aspects are highlighted as follows:
Skill Gaps, Training, Career Advancement Options and Access to Jobs/Information

Female workers tend to participate in the lower-skilled intensive levels of value chains and in lower-skilled
intensive sectors and jobs. There are several factors that contribute to this trend. First, women generally
tend to be under-represented in higher education, i.e. there are less women enrolled in universities. For
instance, in 2014/15, the proportion of women undergraduates was 34 percent13. This is even more so
the case in fields such as engineering. For instance, as recently as 2014/15, women constituted only 30
percent of the student body in engineering and technology fields in all university programs.
13 Education Statistics 2007 E.C. (2014/15). Federal Democratic Government of Ethiopia, Ministry of Education. http://www.moe.gov.et/
statistics/asset_publisher/mlyNlPkHf57h/document/id/48426?inheritRedirect=false&redirect=http%3A%2F%2Fwww.moe.gov.
et%2Fstatistics%3Fp_p_id%3D101_INSTANCE_mlyNlPkHf57h%26p_p_lifecycle%3D0%26p_p_state%3Dnormal%26p_p_mode%3Dview%26p_p_col_id%3Dcolumn-1%26p_p_col_count%3D2
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Moreover, there are gender stereotypes and a widely held gender-biased societal norms that consider
jobs such as machine operators and other technical positions at factories to be ‘men’s work’ and ‘too
difficult for women’. This, in turn, creates disincentives for women who wish to pursue these career paths.
High numbers of company leaders wrongly assume that men are more suited to technical fields such as
engineering.
One way to solve the skill gap mentioned above is through on-the-job training and career advancement.
However, such opportunities are limited. More than half of workers (both men and women) reported
that they do not receive in-house training. This figure is almost 85 percent when it comes to formal
training outside the firm. Both types of training, when offered, focus on production techniques and a
significant proportion of workers find them to improve their skill level. However, almost 85 percent of
workers reported that attending training did not increase their chances of being promoted to a higher
position.
Only 57 percent of men and 55 percent of women reported there being opportunities to move up the
career ladder. In other words, many workers see themselves as stuck in their current positions long-term.
Almost 60 percent of women report that there is no formal or informal mentoring provided at the firm
to serve as a support system, and Human Resources offers no system to support systematic progress and
growth.
Even when women have the required skills, the task of searching for a job is daunting. They lack
information and the process is very costly. Even after they join the industry after a costly job search,
various aspects make progressing up the career ladder very difficult. For instance, society’s perception
that they are not good leaders or fit for managerial positions, has made it very difficult for women to join
the ranks of managers and directors.
Women who are able to get past this stage and demand roles and pay that are commensurate with their
skills/training/experience suffer from the phenomenon of backlash against assertive women. They tend
to be labeled as ‘difficult to work with’.
Reproductive Health, Harassment and Cultural Barriers

Most norms and cultural perceptions tend to discourage the progress of women towards leadership
positions. This context lowers women’s earning potential and discourages them from pursuing careers
in higher-skilled technical fields. The following figures support these observations: (i) over 30 percent
of firm representatives disagree when asked if it is acceptable for women to earn more money than
men (19 percent of men and 12 percent of women disagreed with this statement); (ii) 31 percent of
firm representatives believe that male workers are more suited to technical fields such as science and
engineering and 25 percent of firm representatives believe men are better suited to leadership positions.
In contrast, 18 percent of both men and women workers expressed their disagreement with women
earning more than men and 34 percent of men workers and 24 percent of women workers believe that
men are more suited to leadership positions.
The manufacturing workforce, especially at the low-skill low-wage level, is dominated by young people
in sexually active ages, who are mostly uneducated migrants from rural areas. They also tend to be less
informed about potential challenges and available family planning services. As a way of coping with
the financial hardships of a low salary and high cost of living, particularly the high cost of rent, female
workers tend to rent a house as a group or cohabitate with male partners in informal marital relationships.
Combined with a low level of awareness with regard to reproductive health and family planning, and
lack of services in this regard, this living arrangement, in many instances, results in unwanted/unplanned
pregnancies and an increased risk of contracting HIV/AIDS and STDs.
According to KIIs with leaders and workers, such unwanted and unplanned pregnancies and informal
marital relations are becoming commonplace and seriously affecting the economic advancement and
opportunities of female workers as well as the industry’s future sustainability.
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Key Challenges Faced by Women Entrepreneurs

This study expounds on gender gaps in the ways women and men manufacturers start businesses. Most
men entrepreneurs state that they started their businesses to capitalize on a business idea they had. Most
women owners, on the other hand, started their businesses to earn more income in order to survive. In
other words, women entrepreneurs, in many instances, become entrepreneurs not because they are
familiar with the business or have done a feasibility study, but rather as a means of earning a living;
therefore, they tend to enter industries that have fewer entry barriers and profitability traps.
Access to Information, Financing and Market Constraints

Women business owners confront many of the common challenges faced by entrepreneurs in the
manufacturing sector. However, they also face their own particular constraints. For instance, women face
special challenges in relation to accessing the financing they need to enter and growth their businesses,
mostly due to a lack of access or control over resources that serve as collateral. Most must start-up their
business with their own financing, which is often very little, making growth and success quite challenging.
The finding in Ethiopia that women-owned businesses are credit-constrained is also confirmed for other
Sub-Saharan African countries14. Another challenge reported is access to the market and raw materials.
Women entrepreneurs who participated in KIIs reported that it is difficult to find new market opportunities
and when they do find such opportunities, a shortage of raw material limits their ability to respond to
market opportunities such as participating in trade fairs or other ways of linking to the market.
Although these constraints suggest that women are being under-served in the financial market in terms
of credit access, the literature15 shows that this is mostly due to the fact that women-owned businesses
tend to be smaller, younger, and less export-oriented. In other words, there is significant evidence that
larger, older, and export-oriented women-owned firms have just as much access to credit as their male
counterparts. However, the overwhelming majority is not in this position. Currently, there are attempts
underway to provide credit and increase financing, even to small firms. Such alternatives to collateral are
being piloted by some programs and financial institutions, including the Development Bank of Ethiopia
(DBE).
Women entrepreneurs face difficulties finding relevant information regarding buyers, suppliers,
relatively easy ways of securing loans and how to create relevant businesses. This is because most of
the information flow takes place within informal networks that women struggle to join due to cultural
barriers, and because they have less time for socializing and networking outside the home. This constraint
is significant since women-owned manufacturing businesses are under-represented and under-served
in key sectoral associations.

14 Reyes Aterido, Thorsten Beck, Leonardo Iacovone (2103), “Access to Finance in Sub-Saharan Africa: Is There a Gender Gap?”, World Development Vol. 47, pp. 102–120, 2013 15 ibid.
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Lack of Technical, Marketing and Management Skills and BDS Services

Women are sometimes unable to tap into existing opportunities such as loans for several reasons, one
of which is lack of business development support (BDS) services. Some key informants paid as much
as 30,000 ETB to consultants to obtain the support they needed to prepare a business plan in order to
secure a loan or grant.
There are some good practices related to applying integrated models, even throughout institutional
transformations, that have led to a shift in the position of women’s businesses in manufacturing (These
good practices are presented in Section 5). The final evaluation of the UNDP and Ministry of Work and
Urban Development (MoWUD) Entrepreneurship Development Program (EDP) demonstrated the value
and contribution of BDS services to SMEs owned by both women and men, and it proposed that there is
a need for more BDS service providers that support female business owners to an even greater extent15.
Similarly, USAID-funded programs such as the Livestock Development Program, also use BDS services
targeted at women entrepreneurs to empower women. The recent 2017 Women’s Development and
Change Package also stresses the lack of effective support for women-owned businesses to transition
from micro-small to medium-large.
Nevertheless, there is literature1617 with evidence contrary to this, particularly regarding business training
programs targeting women. However, context, effectiveness and quality of service matter.
Work-Life Balance, Social and Cultural Influences

Work-life balance affects the success of female entrepreneurs. Successful women tend to be those who
have strong family support networks, including their spouses, who help them succeed in business. For
instance, in some cases family members actively take part in managing the business; in others, family
members provide support at home by taking charge of the domestic work or childcare. Both types of
support give women the freedom to hold business meetings and meet with business partners, which
often goes against socially accepted norms. On the other hand, some businesses, especially SME owners
that live near their businesses, must leave important meetings or training opportunities to address family
responsibilities.
A recent study confirmed the above finding18. The study found that small and micro scale enterprises
located near the owners’ homes underperform in comparison to those located near customers and/
or raw material suppliers. This calls for improving access to affordable and accessible support facilities,
including childcare facilities.
The opportunity for women’s economic empowerment is immense, but so are the challenges. This calls
for coordinated efforts on behalf of stakeholders, the GoE and development partners, as well as the
utmost commitment of leadership. Key aspects of the proposed interventions are presented below.

15 Final Evaluation of the UNDP and MoWUD EDP. 2017.
16 Xavier Cirera and Qursum Qasim (2014), “Supporting Growth-Oriented Women Entrepreneurs: A Review of the Evidence and Key Challenges”, Innovation, Technology & Entrepreneurship Policy Note 92210.
17 David McKenzie and Christopher Woodruff (2013), “What Are We Learning from Business Training and Entrepreneurship Evaluations
around the Developing World?”, Oxford University Press.
18 Eyersualem Siba (2015), “Returns to Physical Capital in Ethiopia: Comparative Analysis of Formal and Informal Firms”, World Development,
Vol. 68, pp. 215-299.
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Proposed Strategic Interventions Clustered into Six Strategic Areas
Short Term 2017/18

Medium Term 2017/18-2020

Long Term 2021-2025

Education, Training and Personal/Business Development

Develop skills: develop service
contracts to address gender gaps
and company needs.
Provide gender support services
and paid apprenticeships for
female TVET/university students
with the support of leaders
and male champions of female
empowerment.

Develop gender equitable HR systems
and trainings that cover gender,
personal development, work ethics
and productivity needs by integrating
skills training and continued education
programs.
Facilitate the active joint engagement of
firms in the development of curriculums
and practical skills/internships.

Review and update TVET
curriculums to address gender
and manufacturing needs.
Build university-industry
linkages.

Information and Communication

Expand information networks and
services for jobs and businesses
(investments, loans, savings and
market services) into formal and
informal structures/networks;
identify and reward gender
excellence.
Conduct public awareness
campaigns using the media,
including media discourse and
dialogue.
Recognize and increase the
visibility of role models and
gender champions (men,
women).

Develop and deliver gender responsive
information and communication
strategies.
Enhance gender assessments/studies:
learning and sharing best practices
(as stand-alone or integrated existing
systems).
Promote women’s representations in
sectoral associations and among workers,
as well as women’s networks at sectoral,
sub-sectoral and company levels.

Invest in institutions that
facilitate information sharing
among entrepreneurs to
replace the prominent role of
informal networks and gender
biases, which limit the benefits
of existing opportunities.

Set new and strengthen existing gender inclusive structures, rules and incentives, with a clear
gender target and effective enforcement mechanisms

Establish gender structures in
industrial zones/parks, service
areas and companies.
Review mandates and train MoI
WAOs and sectoral institutes to
provide much-needed gender
support services to women in
manufacturing.

Mandate daycare services at industrial/
food parks.
Include gender targets/quotas in
incentive schemes for entry into industrial
parks; leadership and job entry into highskilled ‘male-dominated’ jobs/businesses.
Promote and effectively enforce
incentives and legal provisions.
Develop gender responsive
organizational structures and HR systems,
including transparent systems that allow
for skills/technology transfer.

Set gender markers for
investment screenings and
agreements.
Change existing three months
paid maternity leave to six
months by adding three
months of half-day pay with
cost sharing arrangements.
Start a public dialogue
on minimum wage law in
manufacturing and apply
systems in phases.

Gender-friendly working environment to enhance recruitment, retention, and worker productivity

Recognize and incentivize
companies that provide decent
pay and a better work-life
balance.
Create awareness regarding the
benefits of businesses having
better working environments.

Expand other support services (housing,
transportation, food, etc.) that increase
worker purchasing power.
Build pools of multi-skills that rotate in
different work streams.
Integrate incentive schemes for
companies that have made tangible
investments in support services.

Facilitate access to affordable
housing taking gender-specific
needs into account (suitable
facilities, safe and harassmentfree environment).
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Sexual and Reproductive Health Education and Services

Integrate Sexual and
Reproductive Health Services
(SRHs) into the factory workplace
(using existing company
trainings) and create formal
linkages (MoU) with RHS
providers to address other health
needs.
Initiate peer learning, cascaded
training of trainers programs.

Forge strategic partnership with relevant
stakeholders.

Inclusion of reproductive
education in the academic
curriculum.
Establish a policy that
integrates reproductive health
education and services as part
of standard industry planning
and reporting systems.

Change gender-biased culture and mindsets and build women’s self-confidence

Build women’s self-confidence
through targeted trainings,
mentoring and coaching,
involving leaders and male
women’s empowerment
champions.
Address common gender-specific
challenges (technical, business
and financial capacity) to realize
one’s full potential.
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Conduct targeted public awareness
campaigns to build a positive image;
change mind-sets and challenge gender
stereotypes through selected media
outlets.
Improve trade logistics, access to foreign
currency and efficiency of the tax system;
access to financing with gender targeting
and special support services, strategic
support areas for work-life balance;
improve access to information.
Develop technical and financial skills;
information and market access; selfconfidence; introduce mentorship
programs and role models.

Embed cultural values that
respect gender diversity in
schools, communities, and
religious institutions.
Create centers where women
can access key advice,
information and can easily link
up with support institutions
and strategic business partners.
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This WiM study report is organized into eight chapters. The first part is an introduction to the study
that provides information on background, objectives, and methodologies. The second section discusses
the participation of women in the manufacturing sector as both employees and employers. Next, the
benefits for women employees and employers that stem from their participation in the manufacturing
sector is discussed, Followed by the constraints/challenges faced by women in the manufacturing sector
as employees and entrepreneurs and, finally, we cover the strategic interventions and recommendations
for policy development and implementation plans.
1.1. Background and Context
The Government of Ethiopia is currently implementing various industry-friendly policies and strategies
that respond to the vision of transforming the structure of the economy and placing the country amidst
middle-income countries by the year 2025. For the industry sector in particular, the GoE has stated that
the objective is to “strive to realize the vision of our country becoming Africa’s leading and globallycompetitive light manufacturing industry, accelerating the growth and role of strategic heavy industry
development, laying the groundwork to create an industrially-developed country, thereby enabling its
people to benefit from an environmentally-sustainable industry by 2025”.
The country is one of the fastest growing economies not only in Africa but also worldwide, with a
sustained annual average GDP growth rate of 11 percent for the last 12 years. Since July 2015, the country
has been implementing its 2nd 5-year Growth and Transformation Plan, which helps to realize its vision
of becoming a middle-income country by 2025. Manufacturing is among the top priority sub-sectors on
the front line of sustaining growth and transforming the economy in the next 10-20 years. The priority
sectors for GTP II are agro-processing, chemicals and pharmaceuticals, textiles and garments, leather and
leather products, metal engineering, ICT and electronics, petrochemicals and biotechnology industries.
While manufacturing growth has accelerated over the last five years, its share of GDP remains less than
5 percent. Over the same period, manufacturing export performance has remained relatively low at 12
percent of national exports in 2014/15, which is substantially lower than the target that was established.
In 2012/13, the industry sector created 22,697 new jobs, 18 percent of which were filled by women.
Women comprise the largest employment cohort in the textile, leather and agro-processing sectors,
although there are challenges in terms of low productivity and low utilization of industrial capacity. While
the proportion of women employed in the industry sector increased from 7.3 percent to 8.4 percent
from 1999 to 2005, the percentage employed in agriculture also increased over the same period, from
71.8 percent to 75.5 percent. These performance differences across sectors have not been examined, but
would benefit from a detailed analysis.
Women-owned manufacturing enterprises are also coming into the picture despite the challenges they
face in relation to accessing investment capital and support for improving competitiveness and growth,
inhibiting their diversity in engagement and varieties, size and value in export trade.
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Over the next five years, the Ethiopian Government envisages the manufacturing sector to grow by
22 percent annually and to lead the overall GDP at a growth rate of 11 percent per year. The textile
and garment, pharmaceutical, and leather and leather products sub-sectors are expected to generate
56.2 percent, 42.4 percent and 35 percent, respectively, of the employment created in GTP II. The
manufacturing sector is highly constrained by low productivity and low wages, which impacts incentives
and capacity. Increased participation and benefits in this sector has the potential to make a significant
contribution to women in the manufacturing sector in terms of increased productivity and international
competitiveness among enterprises. More than one in every five households in Ethiopia are now femaleheaded, which is 22 percent of all households (CSA, 2014), and as such their employment conditions (for
example, flexibility) in manufacturing have taken on greater importance.
Contributions of Manufacturing to the Ethiopian Economy

Ethiopia, the second most populous country in Africa, has been one of the continent’s fastest growing
regions for more than a decade. It has been growing at a rate of 8 percent to 11 percent annually19. More
than 70 percent of Ethiopia’s population is still employed in the agricultural sector, but other services
have surpassed agriculture as the principal source of GDP. Industry’s share of GDP stands at 17 percent20
(Figure 1).

19 Central Intelligence Agency, World Fact Sheet.
20 Central Intelligence Agency; World Fact Sheet
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Why Study Women in Manufacturing

“Gender equality is more than a goal in itself. It is a precondition for meeting the
challenge of reducing poverty, promoting sustainable development and building good
governance” -Kofi Annan
Ethiopian women constitute half of the general population, now over 100 million, and have key roles
in households, and well as the country’s social, economic, environmental and political development.
Recognizing and harnessing this enormous potential is of critical importance for ongoing poverty
eradication, economic growth and job creation, as Kofi Annan asserts.
There is growing recognition of the value of gender equality and the empowerment of women on behalf
of international development organizations, governments and companies, where gender has been
reflected as part of global, regional and local commitments and policy frameworks such as the 2030
sustainable development goals, millennium development goals at the global level, the GTP and the
women’s development and change package at local levels, just to mention a few.
Globally, there is a range of evidence on the value of empowering women in general, and women in
manufacturing in particular. Detailed accounts of issues faced by women in manufacturing is provided
in the issues statement section. In this section, more rationale for empowering women and studying
women in manufacturing are highlighted. Some examples of these compelling reasons, among others,
are:
Empowering women promotes equal rights: Studies indicate that empowering women is first and
foremost a rights issue. The human rights perspective indicates that each individual should have the
right to realize his or her potential regardless of gender, thus inequality and discrimination are human
rights violations.
Empowering women in the workforce has proven to lead to better financial returns: A gender
diverse workforce has been proven to generate greater business returns according to Fortune 500
companies, which agree that companies with female representation outperform those without.
Empowering women leads to higher retention: Investing in and focusing on women’s empowerment
can boost retention and productivity among company staff and beyond (see the good practices cases
provided in this study as examples).
Empowering women is good for business: Studies show that empowering women results in higher
returns on investment, as shown in a number of the business cases in the good practices examples.
Empowering women results in multiple dividends for everyone: The empowerment of women
has a multiplier effect that entails added social and economic benefits for the entire society. This is
demonstrated by evidence that shows that when women work and earn income, they reinvest up to 90
percent of this income in their families and communities; while men only re-invest 30 to 40 percent.21
Women’s empowerment is a development goal in and of itself, as well as being key to achieving other goals
(global, national and sectorial development goals). Gender has become a key strategic objective of the
2030 Sustainable Development Goal and a critical element of the Ethiopian Growth and Transformation
Plan (GTP) II. The empowerment of women and youth is one of the strategic pillars of GTP II, which aims
to create jobs for women in manufacturing (60 percent semi-skilled and 30 percent high-skilled jobs out
of a total of 750,000 jobs that will be created).

21 https://www.globalcitizen.org/en/content/10-reasons-why-investing-in-women-and-girls-is-so/
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1.2. Problem Statement
The Ethiopian Government, through GTP II, aims to ensure equitable and inclusive growth where not
only youth and women but also all communities benefit from growth in the manufacturing sector. It
envisages creating 750,000 jobs in medium and large scale manufacturing industries by the year 2020.
New job opportunities will be created in textils and garments; leather and leather products; food and
beverages and the pharmaceutical industry, where 60 percent of the low and medium-skilled, and 30
percent of the high-skilled jobs are expected to be filled by women. In addition, there is significant
potential to increase their participation in upper management positions. There is no clarity with regard to
the impact of policies on women’s career choices, wherein minimum wage is also a policy issue. Besides,
it is not clear whether these policies impact women differently than men. Women are also far less likely
than men to be involved in professional and skilled activities.
The informal economy in Ethiopia is more attractive to Ethiopian women than the formal one. There is
no comprehensive data on the proportion of women employed in each of the priority manufacturing
sectors; however, there are indications that women have been gravitating back towards the agriculture
sector from the manufacturing and service sectors. There are no clear indications of where exactly
women are employed in manufacturing value chains. Some studies have been conducted on what
skills are required at each manufacturing stage in priority sector value chains, but these studies have
yet to be confirmed so as to inform decision makers and support greater involvement of women in
manufacturing sub-sectors. There is evidence of growing representation of women on the boards of
domestic manufacturing companies in Ethiopia, but more reliable information is required, especially
within manufacturing enterprises.
Furthermore, there is no clarity with regard to the impact of policies (Doing Business Indicators) on
a woman’s choice of occupation. The need for financing in the manufacturing sector is a challenge
for women-owned enterprises in particular, but it is still unclear whether or not this impacts women
differently than men. Generally speaking, there is a lack of understanding and clarity regarding the impact
on investment, diversity of business activity, growth, the informal sector, etc. Ethiopia has not established
a minimum wage for workers and this may have a greater impact on women. Evidence suggests that
women continue to be more disadvantaged than men in both rural and urban settings. For instance,
while male unemployment among the economically active population stands at only 2.3 percent, female
unemployment is 4.9 percent; i.e., there are twice as many unemployed females as unemployed males.
Women are also far less likely than men to be involved in professional and skilled activities (12 percent
and 20 percent of jobs, respectively), and are much more likely to work in services/sales and elementary
occupations. There are also twice as many women as men involved in elementary occupations and
twice as many men as women employed in primary skilled economic activities (agriculture, forestry, and
fishery).
More than half of employed women in urban areas, and two-thirds in rural areas, are either selfemployed or unpaid family workers. Women are also more likely than men to be engaged in unpaid
family work, this disparity being highly pronounced in rural areas. Furthermore, a substantial share of
employed women also report working in household-related activities , particularly in rural areas. In rural
households, household activities such as domestic chores, fuel/firewood collection, water collection
and food and supplies purchasing are ‘female’ activities handled by women about 92.5 percent of the
time, as compared to an average of only 8.5 percent of men taking part in these activities (CSA, 2013). A
recent World Bank report (2015) indicated that Ethiopia has relatively low wages for skilled and unskilled
workers in manufacturing industries and labor migration is prominent in the textile sector where low
wage workers, especially women, migrate to the Middle East.
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1.3. Study Objectives
As clearly stipulated in the TOR, the main objective of this study is to develop a better understanding
of critical gender issues in the manufacturing sector at various levels of value chains in manufacturing
industry priority sub-sectors, in order to devise viable interventions. The study is expected to provide a
look into the diversity of gender dynamics in the manufacturing sector and insights into interventions
and crucial ‘windows of opportunities’ in order to take a gender-based look into the manufacturing
sector. The specific objectives of the study are:
a. Identify and examine the existing situation, outlook and emerging constraints to increase participation
and to benefit women through employment and business development in the accelerated expansion
of the industrial sector and manufacturing sub-sector through GTP ll and GTP lll, and to identify
practical and strategic solutions to remove or modify the impact of those constraints.
a. Design and develop a knowledge base and information framework that builds understanding and
provides solutions that improve women’s participation and benefits in the industrial sector (and
manufacturing in particular) in Ethiopia, across all regions, enterprises (including all stages of the value
chain) and all priority sectors.
b. Assess current assumptions, cultural attitudes and prejudices concerning the inclusion or exclusion of
women in the manufacturing sector.
c. Identify and examine the situation and outlook for women in leadership in manufacturing (from basic
operator to the highest rung of the industry career ladder) as both employees and business owners,
and develop incentives to create improved leadership opportunities at both the operational and
company board levels.
d. Analyze industry-university linkages and recommend ways to create gender sensitive relationships
and strengthen networking among stakeholders.
e. Analyze how gender diversity improves performance in the manufacturing industry in selected
domestic and FDI companies in order to generate convincing business cases for the inclusion of
women.
1.4. Scope of the Study
The scope of the study on WiM stipulated in the TOR is very broad. The study team, MoI and key
stakeholders participated in the inception workshop held on January 17, 2017, where they came to a
mutual understanding on the basic scope and methodology of the study.
The scope of this study is to, from a gender perspective, assess and analyze women’s participation and
the benefits (financial and non-financial) that stem from this participation in priority sub-sectors; identify
the relative position of women by collecting qualitative and quantitative data on support services,
women’s key roles, leadership, voice and bargaining power within manufacturing enterprises; identify
women’s employment opportunities, working conditions and key barriers to inclusion and growth in the
labor market and investment (political, social, cultural and economic) to engage women and help them
benefit from the manufacturing sector; identify opportunities for women’s equitable access to export
and investment incentives and conducive environments that include relevant policies and strategies;
identify good practices related to women’s economic empowerment in the manufacturing sector from
among both local and/or international practices. In the end, this study is expected to propose policy and
interventions recommendations that are strategic and market-driven to bring about positive gender
outcomes in the manufacturing sector in Ethiopia.
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1.5. Methodology of the Study
1.5.1. Methodology: Concept, Framework and Key Study Questions
Key Concepts

The Women in Manufacturing study explores key gender issues that arise from the interface between
female economic empowerment and the market system. Any policy or intervention aimed at improving
women’s participation and benefits requires taking a look at the key concepts of participation that lead
to the economic advancement of women within the market system. In this regard, the study explores
trends, the existing and potential participation of women in the economy, in the manufacturing sector
in general, and in priority sub-sectors in particular. Issues regarding women’s participation and their
empowerment therein will be looked at through the dynamics of the manufacturing labor market.
Both women workers and women business owners have been assessed in relation to the extent of
their participation in terms of entering, growing and thriving within the industry. The study questions
how far existing and emerging opportunities have been reached, tapped into and utilized by women;
how substantive their participation is in terms of empowering them in light of the concept of Women’s
Economic Empowerment (WEE) within the market system. In this study, WEE is understood as economic
advancement resulting from improved access to resources and improved leadership (agency and voice).
The study further considers the enabling environments (rules, policies, norms and standards, including
cultural attitudes and prevailing norms at different levels) that help achieve and sustain the desired impact
on the benefits to women and the industry, sustaining these behaviors among people, companies, subsectors and society.
Women’s Economic Empowerment is understood in this study as economic equality: closing the
gender pay gap and increasing job opportunities and access to loans. But it’s also about breaking down
the barriers that hold women back: from discriminatory laws to an unfair share of family responsibilities
and housework. And it’s a game-changer for development: because when more women are given the
opportunity to work, that in turn increases the wealth of families, communities and entire nations.
Women’s Access to Resources: The ability to access the opportunities, services, and assets needed
to improve the economic position of female workers and entrepreneurs within priority sub-sectors of the
manufacturing sector.
Women’s Agency and Voice: Women’s participation and benefits improved when women became
aware that economic advancement requires more access to resources and agency, as well as enabling
environments in the way of rules, policies, standards, and norms. Both are key to empowering women.
Women’s agency is enhanced when women have the capacity to make decisions and act on opportunities
that lead to economic advancement. Agency is not only about acting on opportunities and decision
making . This tends to be described as women’s voice. This means that women have both the power
and capacity to speak up and influence decision-making at various levels, such as within the household,
during business transactions, or in local and national government policymaking processes.
6

A market system is understood as a dynamic space incorporating resources, roles, relationships, rules,
and results in which public and private actors collaborate and compete in the production, distribution,
and consumption of goods and services. Market system development focuses on catalyzing a process
that will result in a market system that is competitive, inclusive, resilient, and adaptive. Gender inclusive
market systems engage and benefit groups that are often excluded from, or even exploited by, traditional
market systems.
Enabling Policies, Rules, Norms, and Standards

Gender rules, roles, relations, norms -formal and informal, written and unwritten- and policies create
and reinforce power differentials that often entail unequal values, resources, the degrees of authority of
women compared to men, and determine the extent of their participation.
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Informal Gender Norms: Informal gender norms include gender-defined roles, taboos, prohibitions,
and expectations, such as whether or not it is appropriate for women to be present in public spaces or
hold certain types of jobs.
Gender Relations: Gender relations include the way in which two or more women and/or men are
connected and how they engage in relationships, partnerships, and friendships to either maintain or
change gender discrimination.
Formal Laws: Formal laws are rules of conduct formally recognized as binding or enforced by a
controlling authority. Laws related to gender issues include personal property and inheritance laws and
laws prohibiting gender-based violence, sexual harassment, and discrimination.
9

Policies: Policies include regulations, procedures or other governing principles that have been formally
adopted by an institution. They differ from laws in that they do not have legal standing; however,
they govern the management, decisions, and actions of institutions. These informal and formal rules
can empower, enable access to resources and opportunities, and improve women’s agency and voice.
To the contrary, these formal and informal rules or policies can also undermine this empowerment or
disempower women by excluding them from opportunities.
These rules influence institutions and people. They also govern how they behave towards one another,
and how they interact within a market system. Gender discrimination is perceived as normal, and hence
discriminatory beliefs are then replicated and reinforced among institutions and people within market
systems, resulting in structural barriers. Such structural barriers not only affect the empowerment of the
people involved, but also affect market growth and competiveness.
Improving women’s agency and voice will improve their ability to access the opportunities, services
and resources they need to improve their economic conditions and position over time. Gender
equality refers to a society in which men and women enjoy the same rights, opportunities, resources,
obligations, and benefits. Gender equality does not suggest that men and women are the same, but
that everyone has an equal value and the right to not be discriminated against based on their biological
gender or sex.
Empowerment is achieved when women and girls acquire the power to act freely, exercise their rights,
and fulfill their potential. While empowerment often comes from within the individuals themselves,
cultures, societies, and institutions can create conditions that facilitate or undermine the possibilities for
empowerment.
Gendered rules that govern households and communities, particularly informal rules, can either be
reinforced or they can evolve and change. For example, in many contexts, women are constrained by
household and communal norms that restrict their mobility outside the home or community. More
fundamentally, norms and relations within the household and community, as well as formal legal
restrictions, can determine how and to what extent a household member benefits from social and
economic opportunities, resources, and services.
A workplace is made up of the owners and managers of the enterprise, as well as the employees who
work for that enterprise. Formal and informal rules not only create barriers or opportunities for securing
work or income-generating activities, but also influence the quality of work, workplace conditions and
empowerment. For example, certain types of jobs can be disempowering, exposing women and men to
situations that may be unsafe. Occupational segmentation that results in unequal wages between men
and women is another issue of concern. Formal and informal rules shape how easy it is to change this
exploitative behavior. For these reasons, labor market issues, including concerns regarding job quality,
should be an integral aspect of creating inclusive market systems.
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Support institutions are important spaces where workers, businesses and entrepreneurs can access
resources, information, and services. Financial institutions are a type of support institution. Almost all
entrepreneurs require ongoing access to capital to operate and expand their businesses. Although a range
of financial institutions exist, in practice many women remain excluded from various financial services.
Studies show that access to credit continues to be a leading constraint facing women entrepreneurs
worldwide.13
Enabling environments play a significant role in shaping responsibilities regarding the design and
enforcement of formal rules. For example, governments implement formal rules such as policies and
regulations. These formal rules affect women and men in different ways, both unintentionally and
intentionally. Gender-blind policies and regulations can perpetuate gender inequalities. Where laws are
responsive to gender issues, their efficacy can be undermined by informal rules and result in uneven
enforcement.
Non-Economic Factors such as sexual harassment or Gender-Based Violence (GBV), education levels,
and reproductive health issues, affect women’s access and agency. For instance, sexual harassment or GBV
affects their ability to make and act on decisions having to do with their own economic advancement;
and this can have a negative impact on the economic productivity and social wellbeing of societies at
large. Analyzing how these non-economic factors affect actors within a market system can help programs
understand how to design more effective empowerment interventions.
Key Study Questions

Based on the conceptual framework, the broader study questions will provide the basic foundations for
both the quantitative and qualitative research methodologies applied to this Women in Manufacturing
study.
The questions that address the specific issues raised in the TOR were contextualized to each target
group. One of the initiatives included in these questions was the opening of several industrial parks in
the near future that would provide opportunities for women. The key issue here is to ensure that they
will fully participate and benefit from existing and forthcoming opportunities. This in turn raises several
key questions which can be categorized into three broader research areas, namely, i) participation
and benefits; ii) voice and agency (leadership, decision-making and bargaining power); iii) support
services (knowledge, skills, information, education, training, development services); and enabling
environments (national and institutional policies, systems, rules/regulations, mechanisms, norms,
including cultural norms, beliefs, perceptions). The key issues to be discussed through the quantitative
and qualitative research instruments in each broad category are presented below:
Question 1: Participation and Benefits (jobs, benefits and related constraints)
• Where are women concentrated? What roles, responsibilities and positions do they hold as workers
and entrepreneurs in manufacturing?
• How do we define benefits (wages and non-wages) incorporating the opinions of women?
• How are they participating in existing opportunities? How are they benefiting?
• What are the benefits compared to basic living costs?
• Are there differences among men, women, and different socioeconomic groups who participate in
manufacturing?
• Are there preferences among industries in terms of the labor mix of their workers? Which industries do
women prefer? Who do industries prefer and for what?
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What opportunities exist that help women enter the workforce, achieve stability and eventually move
up the career ladder? (This might include conditions and motivating elements for joining, staying and
leaving). What barriers/constraints hinder this?
• What business incentives do firms offer for hiring, retaining, and promoting women? Does the
organization see diversity (women) as an asset or liability? Why are they seen as an asset or liability?
• What motivation factors are in place to motivate women to join and remain in the manufacturing
industry?
• Does a high number of female participants mean there is a benefit to both women and manufacturing?
What does a low concentration of women indicate? Is there a lack of women who are qualified?
What challenges do firms face in attracting and placing women in areas, departments, sub-sectors or
positions where there are few women?
• How do women see themselves and their businesses/jobs after three years, five years and beyond?
Question 2: Agency and Voice (leadership, decision-making & bargaining power)
• How does women’s voice and decision-making power and/or a lack thereof affect their economic
advancement and ability to grow and thrive within the sector (including decision-making power and
bargaining power within the household and firms)?
• What positions do women hold as workers and entrepreneurs within firms, the sub-sector and the
manufacturing industry?
• What opportunities and barriers do women face in realizing their full potential and benefiting from
the industry; i.e., participating in leadership roles and moving up the organizational leadership ladder?
Question 3: Support Services (existing services) and Enabling Environments (policies, rules,
mechanisms, systems and norms)
Here we will explore questions such as: What opportunities and support services (such as information,
education, training and personal development opportunities) are provided to women workers? What are
the existing enabling environments, national and institutional systems and mechanisms (such as policies,
rules, regulations, standards, including cultural norms, perceptions) that could facilitate and/or prevent
the participation and benefits of women in manufacturing sectors?
• What are the existing systems and practices within organizations (information, education, skills
training, and other related supports) needed to enable women to prepare, join, retain and benefit and
grow within the manufacturing sector? This includes opportunities and systems within the firm that
facilitate career growth.
• Are there services and facilities that encourage work-life balance for women? (e.g., childcare facilities,
breastfeeding areas, bathroom facilities, safety and security measures, etc.)?
• Are support and coaching services made available (e.g., orientations, consultations, linkages, mentoring,
coaching, life skills, self-confidence building, etc.)? Which support services are valued most by women,
by men, by firms?
• How are general living and working conditions suited to women employees and female entrepreneurs?
• Are good local and international practices followed in this regard? Are the good practices aligned with
the GoE development models to be integrated into future policy recommendations and planning?
• How are existing policies, regulations, procedures and organizational norms affecting the participation
and benefits of female employees and entrepreneurs in terms of maternity leave, childcare facilities,
etc.?
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• What are the existing cultural norms and perceptions surrounding the participation of women in
the labor force in general and the manufacturing sector in particular? Are these cultural norms and
perceptions different for male and female workers, business owners, and leaders?
• What are the attitudes demonstrated by management towards women employees?
• Does management value diversity (women in the workforce and leadership roles) as an asset? Does
management see women workers/leaders as a liability? Why?
• What are women’s self-perceptions and attitudes regarding their impact on their participation and
benefits?
Particular Focus on Women-Owned Businesses:

The three broader research questions and issues raised within each category can also be applied to
women business owners and entrepreneurs according to their specific situations. The study will focus on
the following in particular:
• What existing opportunities -particularly for women in manufacturing- could help women start-up
and grow their businesses and become competitive within the market and industry?
• What motivates women to engage in that particular sector?
• Are women able to make use of and benefit from existing support services and incentives provided for
the sector by the government, sectoral associations and related stakeholders?
• What are the main challenges that these female business owners face in particular?
• How do firms value sourcing from women entrepreneurs and selling products to women-owned
business as buyers?
• Are there any businesses, traders or related networks, platforms, standards that help promote their
businesses and secure market share?
• How do female business owners see themselves and their businesses in next 3, 5 and 10 years?
• What are the critical challenges that female business owners face?
• What do women suggest should be done to grow and succeed in business?
1.5.2. Method22

This study employs a descriptive analysis approach to both quantitative and qualitative data generated
from primary and secondary data sources.
The primary data was generated by administering questionnaires meant to solicit both quantitative and
qualitative information. A total of 1064 workers were included in the sample, among which 816 were
women and 248 were men. The average age of the women in the sample is 28 whereas for men it is 30.
53 percent of the women and 35 percent of the men in the sample are married. 37 percent of the women
and 34 percent of the men in the sample have children. In addition, 16 percent of women and 20 percent
of men have at least one child under the age of five. Finally, 62 percent of the women and 38 percent
of the men in the sample immigrated from a different part of the country in search of a job. In order
to ensure that the sample of workers was representative, 49 companies were included in a stratified
random sampling manner from 7 priority manufacturing firms. The stratification used was as follows:
Nineteen textile and garment factories, nine from agro-processing, ten from leather and leather products,
two from chemical industries, two from pharmaceutical industries, six from metal and engineering, and
one from ICT and electronics were included. To ensure that the sample was representative of workers, 14
of the sampled firms are small scale. Gender-wise, 40 percent of the sampled firms are owned solely by
22 A detailed account of the sampling method and selected firms is provided in the Annex (section 9).
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men, 26 percent by women, and 33 percent are jointly owned by men and women with varying degrees
of women-owned shares. In terms of origins of investment, 15 FDI firms are included in the sample. In
terms of the ownership dimension, 4 percent of the firms are state-owned enterprises, 4 percent are
partnerships, 4 percent are share companies, 19 percent are sole proprietorships, and 69 percent are
private limited companies.
Data from secondary sources is used to describe existing trends. Among these sources, the study relies
on CSA time series data on large and medium scale manufacturing firms. In addition, several articles that
used data from the aforementioned database as well as the World Bank enterprise survey are cited.
Table 1.1: Statistical Summary of the Workers Included in the Sample
Women

Men

Total number

816

248

Average age

28

30

Married

433

88

Immigrated here

508

95

Have children

304

84

Have at least one child under the age of five

133

51

Table 1.2: Statistical Summary of Firms Included in the Qualitative and Quantitative Surveys
Qualitative Methodology Summary

Quantitative Methodology Summary (1064 Questionnaires)

28 manufacturing companies surveyed

49 firms (37 large and medium and 12 small firms in the enterprise
survey)

15 stakeholders consulted

19 textile and garment firms

15 organograms analyzed

10 leather and leather products firms

A total of 25 FGDs

9 agro-processing firms

44 KIIs

2 chemical industries firms

15 benefits matrices

2 pharmaceutical industries firms

15 constraints matrices

6 Metal and engineering firms

10 case studies/good practices

2 ICT and electronics firms

3 stakeholder consultation/validation
workshops

40 percent of the firms are owned by men, 26 percent by women, and
33 percent are jointly owned

Primary qualitative data was generated using participatory research methodology. This included Focus
Group Discussions (FDGs) and Key Informant Interviews (KIIs). In this study, 25 FGDs were conducted to
capture the diverse views and experiences of different sample group participants to clearly understand
the existing context of women in manufacturing and devise plausible strategic recommendations
that reflect the objective realities of firms, women and the environment therein. The qualitative data
generated through FDGs was reinforced through in-depth discussions with individuals with a deep
knowledge of the relevant topics of interest. The companies’ organizational structures and systems were
reviewed. More detailed information regarding these methodologies and how they were implemented
can be viewed in Section 9 (Annex).
In addition to the primary data mentioned above, relevant secondary data from various organizations
throughout the country was used, including the Large and Medium Manufacturing and Enterprise firms
survey, Labor Force Survey, CSA Time-Use Survey, and the World Bank Enterprise Survey and the Ministry
of Education’s Education Statistics Annual Abstract. Reviews of literature that reinforces or provides
context to the findings are also included.
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2.1. Current and Potential Contributions of Women to Manufacturing
Industries in Ethiopia

Key Message:

Ethiopia has high female labor force participation (77.8 percent as of 2013)
Among the women in the labor market, 36 percent are still operating in the informal sector. In terms of
sectoral distribution, the share of women in the agricultural sector decreased by 10.8 percent between
2005 and 2013/14. This shift is entirely towards the service sector. As of 2014, female workers comprise
33.3 percent of the workforce in the manufacturing sector (large and medium scale).
The fast growth of the Ethiopian economy over the last decade has been accompanied by a structural
shift from the agricultural sector to the service sector, while the manufacturing sector has not experienced
any meaningful increase in its share of the economy’s added value.
This trend is also clearly reflected in labor force data. Data from the National Labor Force Survey
shows that the share of the agricultural sector declined by 7.5 percent between 2005 and 2013.
This is accounted for by an increase of 5.8 percent in the service sector and 1.1 percent in other
sectors. On the other hand, the manufacturing sector’s labor share declined by 0.4 percent
In terms of gender, the move away from the agricultural sector is stronger among
female workers. Specifically, there was a 10.8 percent decline in the ratio of female
employees in the agricultural sector in relation to total female employment
. The shift is towards the services sector. In total, the share of female workers in the manufacturing sector
declined by 1.5 percent. In other words, the decline in the manufacturing sector’s labor share is due to a
shift away from this sector by female workers.
Another characteristic of women’s participation in the labor force is that participation is
high in the informal sector. The 2013 National Labor Force Survey showed, for example,
that in urban areas, 80.2 percent of males ages 10 and older participated in formal jobs
compared to only 62.4 percent of women. Conversely, a higher percentage of females in
that demographic held informal jobs (36.5 percent) compared to only 18.1 percent of males
. One should consider the above observations in the context that almost everywhere in the world,
women’s participation in the labor force has increased by a significant margin. In other words, the decline
in the share of female workers in the manufacturing sector relative to total overall female employment
means that the participation of female workers in the manufacturing sector did not increase at the same
speed as the rest of the economy.
A detailed look at manufacturing sector data shows that over the last decade the participation of women
has increased in relation to their male counterparts. Graph 2.1 shows that women account for 33 percent
of the workforce in the manufacturing sector (large and medium scale firms).
Further disaggregation of the data by gender to reflect the characteristics of each sector in terms of
workforce diversity reveals two basic trends (Table A1.1 in the Appendix). First, almost all sectors have
experienced an increase in the share of women in the sector’s workforce. Second, the textile sector
continues to be the sector with the highest participation of women. In fact, if we combine apparel
manufacturing and textiles, women constitute the majority of the workforce. At the other end of the
spectrum we have the manufacture of basic Metal, machinery and equipment.

14

Graph 2.1: The Participation of Women in the Manufacturing Industry (Gregorian Calendar)
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2.2. Gender Patterns in Value Chains
Existing and emerging manufacturing industries in general, and priority sectors in particular, provide
formal employment opportunities for youth and women. In addition, employment in the manufacturing
sector tends to be the sole source of employment for the majority of women, especially younger ones, and
for many it is their first job. This research assesses whether these employment opportunities are equitable,
sustainable, safe, empowering and provide opportunities to enter, grow and achieve sustainable benefits
in manufacturing and contribute to the industry’s productivity and competitiveness. Research indicates
that visible gender segregations are present among the different sub-sectors and value chains.
Women workers dominate in labor-intensive, semi and low-skilled sub-sectors, primarily textiles,
garments, leather and agro-processing. ICT and electronics, and pharmaceutical manufacturing are the
emerging sub-sectors that increasingly employ more women, especially on factory floors. The proportion
of women workers in metal and engineering manufacturing appears to be disproportionately low, where
women’s participation in technical production is low or even zero. This is followed by chemical industries.
Clear gender segregation is observed in different activities across value chains within each sub-sector as
well. Cultural assumptions and gender relations seem to have more weight than the skill sets needed to
perform the jobs in determining where in the value chain we tend to encounter women.
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Traditional Handloom Textile and Garments

Traditional hand-woven textiles provides employment opportunities for large numbers of the least
educated and most disadvantaged women, who have very limited alternative employment opportunities.
Traditional hand-woven textiles also shows distinct gender patterns in its value chain. Gender segregation
follows and is often an extension of traditional gender roles, wherein women dominate spinning. KIIs
with female business owners and key stakeholders reflected that there is high potential in traditional
textiles and garments provided that they receive ongoing support services in areas such as improved
designs, technologies and networking opportunities.
Regarding the concentration of the female workforce in textile values chains, the highest proportions of
women are working in Garment, knitting, spinning and dyeing, in that order. The gender disaggregated
activity profile of a vertically integrated factory is presented as an example (see Figure 2.2).
Not only are women engaged in the lower-skill intensive side of the value chain, but their participation
also diminishes as soon as the job becomes skill-intensive. For instance, it was learnt some years back
that cutting, when the job was manual and considered to be difficult, used to be dominated by men.
However, cutting has become a more female-dominated activity as it has become more automated.
According to the opinions provided in the KIIs, today cutting involves less skill-based work and offers
limited opportunities for growth and development. Finishing entails manual labor that is assumed to be
too intensive for women and hence their participation is less.
Figure 2.2: Gendered Value Chain Map within the Textile Sub-Sector
Gender Roles within the Garment Industry

Cutting
Male 40%
Female 60 %

Sewing
Male 15%
Female 95%

Finishing
Male 85%
Female 15%

Gender Patterns in the Leather Sector Value Chain

Managers and other key stakeholders indicated that leather value chains show clear gender patterns in
that the concentration of women is higher in tannery, footwear, leather articles and gloves manufacturing,
in that order (Figure 1.2).
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Figure 2.2: Leather Sub-Sector Gendered Value Chain Map
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Source: computed from COLOFON data, Netherlands Embassy in Addis Ababa

The proportion of women is highest in leather goods and garments, followed by footwear and tannery,
respectively. If it is further disaggregated, glove manufacturing is the top employer of women. In terms
of gender-based constraints, women in tannery have more OHS issues. Following the ban on export of
semi-finished leather, the proportion of women in tannery increased.
In general, the quantitative and qualitative analysis shows that there are specific patterns of participation
among women in the manufacturing sector. Specifically, women are concentrated in activities or subsectors or jobs that are:
• Extensions of their domestic roles (for example, food processing such as making ‘injera’, baking,
spinning) that do not require special training or skills. Such activities merely transformed unpaid
traditional women’s gender roles into formal employment.
• Tasks that require sitting, routines, which are monotonous.
• Activities where management assumes that ‘men can’t do them as easily since they require patience
and care’.
• Jobs that involve risks, extreme care, concentration, quality, and which are key ingredients of the
industry (e.g. ICT, pharmaceuticals).
• Jobs that have fewer entry barriers, especially in terms of educational qualifications or technology
skills.
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The work and contributions of women are highly valued by companies and are considered key for
business performance. The key reasons why companies -with some variations among sectors- prefer
women to men workers are because female workers:
• perform faster,
• assure quality; are careful,
• trustworthy,
• dependable and committed.
• They are able to perform routine tasks for longer periods of time,
• are obedient to leadership,
• and follow organizational rules and procedures.
• They are more placid, ensuring industry peace, as they are less known to participate in ‘worker strikes’
even on a global scale.
• Women are less opportunistic than male workers and relatively more stable than men.
Nevertheless, the above list of factors needs to be analyzed more in depth. While these aspects help
women enter the formal labor market, some factors might have negative implications as they may limit
women’s economic advancement and opportunities towards high-skilled and better paying jobs and
may also reinforce gender stereotypes.
2.3. Participation of Women in Manufacturing Employment: Where Are Female Workers
Concentrated and Why?
Key Message Regarding the Participation of Women in the Manufacturing Sector:

In general, in the Ethiopian economy, the proportion of women tends to be less in occupations
that are deemed high-skilled. For instance, the proportion of men and women in skilled agricultural,
forestry, and fishery jobs is 52 percent and 28 percent, respectively, whereas the reverse is true in
elementary occupations (27.4 percent men and 48.4 percent women). Similar trends exist in the
manufacturing sector. 48.08 percent of women work as low-skill production workers whereas only
27.6 percent of men perform similar roles. Furthermore, the proportion of women that work as
high-skilled production workers decreases as the tasks becomes more skill-intensive (35 percent in
textiles and garments and 15 percent in chemical and pharmaceutical industries).
2.3.1.Participation Profile from the National Labor Force and Time-Use Surveys

Before moving on to discussing the manufacturing sector, we will first provide some context on general
patterns regarding women’s participation. A clear gender pattern is observed in all sectors, wherein
women tend to participate in occupations with fewer skill requirements and entry barriers. Table 2.1,
from the 2013 Ethiopian Time-Use Survey,23 shows that compared to men, the proportion of women
tends to be very low in occupations such as managers, plant or machine operators, or skilled agricultural,
forestry, and fishery workers.
In part reflecting the skill gap in all sectors, women on average earn less than their male counterparts. For
instance, the 2013 National Labor Force Survey found that the average wage for male workers is 1,471
ETB whereas the average for women is 1008 ETB24.

23 The Federal Democratic Republic of Ethiopia Central Statistical Agency, “Ethiopia Time Use Survey 2013: How Women and Men Spend
Their Time”, Addis Ababa, Ethiopia.
24 The Federal Democratic Republic of Ethiopia Central Statistical Agency (CSA). “2013 National Labor Force Survey,” Addis Ababa, Ethiopia.
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Table 2.1: Proportions of Males and Females Ages Ten and Older, by Occupation
Major Occupational Groups

Male

Female

Managers

0.8

0.3

Professionals

2.3

1.1

Technicians and Associate Professionals

1.9

1.2

Clerical Support Workers

0.4

0.7

Services and Sales Workers

7

12.5

Skilled Agricultural, Forestry, and Fishery Workers

52.8

28.1

Crafts and Related Trades Workers

5.5

7.4

Plant, Machine Operators, and Assemblers

1.7

0.2

Elementary Occupations

27.4

48.4

Other Occupations

0.1

0

Not Stated

0.1

0.1

Source: The Federal Democratic Republic of Ethiopia Central Statistical Agency, “Ethiopia Time Use Survey 2013: How Women and
Men Spend Their Time”, Addis Ababa, Ethiopia.

Reflecting the general employment trends shown above, the gender-disaggregated distribution of
workers in the manufacturing sector in the survey shows that women tend to be less educated, younger,
and earn less than their male counterparts (Table 2.2). These general patterns are substantiated by a
more detailed discussion below.
Note that age, school year, and salary are the averages per industry (sub-industry).

Sometimes monthly income may not necessarily reflect base salary. Income sometimes appears high
due to production target incentives and attendance bonuses. These additional benefits are not uniformly
applied to all and are not available unless workers are eligible for such provisions.
Some organizations supplement low wages with other benefits such as company products (e.g., ‘injera’
on a daily basis or beer on a monthly basis). There are organizations that facilitate and support bulk
purchases of basic food supplies on a credit basis. Such provisions are identified as key support services
and benefits for men and women alike.
Lower-Skilled Positions: First, a clear picture emerges from the analysis of both the worker and
enterprise survey data collected: the majority of women are engaged in lower-skilled positions (See
Graph 2.2). Whereas 48.08 percent of female workers are unskilled production workers, only 27.62 percent
are. While 4.18 percent of men are production line managers, only 1.2 percent of women are. A similar
gap exists between men and women technicians, department heads, etc.
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Graph 2.2: Current Factory Job Type at the Factory by Gender
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Skill Level and Industry: When disaggregated by subsector, most women tend to participate as
production workers in the textile and agro-processing industries. A very small portion of them work
as production workers in metal and chemical industries (Graph 2.3 (a)). Furthermore, the more skillintensive the sub-sector, the more women are concentrated in less skill-intensive positions. For instance,
the smallest shares of high-skilled women production workers are observed in the chemical, metal
engineering, and pharmaceutical industries (Graph 2.3 (b)).
Graph 2.3 (a): Distribution of Women Working as Production Workers (Machine Operators and Factory Floor Workers)
The proportion of women working as production workers by industry
Agro-Processing industries
Textile and Garment
Leather and leather products
Chemical industries
Pharmaceutical industries
Metal and engineering
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ICT and electronics
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Graph 2.3 (b): Proportion of Women Working as High-Skill Production Workers
Proportion of high-skilled production workers by industry
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The following table shows how society’s perceptions of male-dominated fields such as engineering
affect female and male participation. Looking at each element discussed, men’s participation is clearly
favored. The perceived assumption that engineering is ‘difficult’ work for women relatively favors men
by a range of 8-10 points compared to the lowest point range calculated for women of 1-2 points (out of
a maximum of 10). The assumption that engineering is ‘men’s work’ again favors men’s participation, as
indicated by the fact that men scored higher. Men are assumed to have more self-confidence and skills in
these fields than women. One respondent differed in his opinion and asserted that there is no difference
in skills sets. Overall, the low score given to women demonstrated that women are less preferred and this
results in low female participation in those fields.
Table 2.2 (a) 1: Comparative Perceived Gender Differences Among Machine Operators (using proportional pilling- 10
being the most perceived gender differences, 1 being the least)
Key Issues

Respondent 1

Respondent 2

Respondent 3

Men

Women

Men

Women

Men

Women

2

9

1

10

1

5

5

7

3

7

3

10

1

8

2

9

1

9

1

10

1

10

1

6

4

6

4

6

4

Heavy work is better suited for men 8
Assumed skill sets of men and
women
Level of self-confidence/selfperception
Society’s perception of ‘men’s
work’
University/college
diversity/gender equity

Source: FGDs with male managers and senior engineers, March 2017
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2.4. Access to Information and Entry to the Manufacturing Workforce
Key Message about Job Searching and Workforce Entry

Job sourcing is localized and expensive: Both men and women tend to find out about job
vacancies on local advertisement boards or through word of mouth from friends and family. The
most frequently mentioned challenges faced during the job are lack of information and the high
cost. Lack of information is relatively higher for women, whereas the high cost of job searching is
more emphasized by men.
Limited sources from Universities/TVET programs: One way to reduce the job search cost is
to increase the link between universities/TVET programs and industries. At the moment, however,
this link is not working as intended. Internship programs suffer from poor discipline of interns and
inadequate supervision by the universities/TVET programs that send them. Women’s participation
in these programs generally tends to be less.
Localized Job Searching (Information):

Information regarding manufacturing jobs is localized. The primary source of information, for both
men and women, are local advertisement boards, followed by word of mouth as shown in Graph 2.4
below. Specifically, 46 percent of both male and female workers report that they find out about job
opportunities on local vacancy boards. The next most common way workers find information about
job opportunities is through word of mouth (friends, family members, acquaintances, etc.). This way of
accessing information about job opportunities is most common among female workers (33.7 percent of
women versus 28 percent of men).
Among the men and women who heard about a job opportunity from a social contact, the majority
did so from a close friend or family member, although this is more pronounced in the case of women.
78 percent of women who find out about an opportunity through word of mouth report that the
acquaintance was a friend or family member, whereas this is the case for only 56 percent of men (Graph
2.5). This reflects the limited network available to women outside of family and friends.
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Graph 2.4: How do you find about job opprtunities
How did you find out about your job?

How did you find out about your job?

Male

Female

On a Vacancy Board
Through friends, family or other acquaintances
Through an employment agency/broker
Other, specify
In the newspaper, radio, TV, internet
Checking directly at work sites
Through Kebele/Woreda Job search programs
Graph 2.5: Relationship with the person telling you about the job opprtunities
relationship with the job referee

Male

relationship with the job referee

Female

Family

Close friend

Work acquaintance (colleague)

Work acquaintance (Manager)

Kebele acquaintance

Place of worship acquaintance

Neighborhood acquaintance

Other acquaintance, specify
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Challenges and costs of searching for a job:

The localization of information regarding job opportunities is a major constraint that was identified
by the workers interviewed. As their informal networking opportunities are limited, this constraint is
more noticeable among female workers. This can be seen in Graph 2.6. 52 percent of women reported
information being a major constraint as opposed to only 42 percent of male workers who reported the
same.
The other major constraint is the cost of searching for a job as reported by 25 percent of male and 20
percent of female workers. This is partly related to the localization of job information. Traveling from
place to place to get information and attend interviews is expensive for a lot of workers.
Graph 2.6:Challenges faced during the job search
Challenges faced by workers while job searching

Male

Challenges faced by workers while job searching

Female

Limited access to job Information

Job searching is not affordable

Not knowing how to approach employers

Belief that employers won’t be inclined to hire me

Other, specify

One female worker gave a very good example, which is presented in Box 1 below.

Box 1: “If I had known about this job opportunity, I would not have suffered”: “I graduated
from a TVET program in auto-mechanics and took out a joint MSE government loan with a group
with men. After working together for a while, all the male members left me to fend for myself with
the machine and unpaid loan. I struggled alone, but finally sold the machine. I repaid the loan by
doing different jobs. I was helpless and did not know what to do for a living. I borrowed money
from my aunt and emigrated to the Middle East. After working there for a while, I came back ill and
even more frustrated. Then I found out about the garment industry, received trained and found
employment. Had I known about this opportunity, I would not have gone to the Middle East or
suffered”. KII with a female garment worker, March 2017

24

2.4.1. University-Industry Linkages

One of the ways to solve job search challenges (cost, time, distance), reduce skill incongruities, and
increase overall productivity is to increase University/TVET-Industry linkages.
Recognizing the essential role such linkages can play and also the significant role universities and
TVET programs can play as suppliers of qualified workers to industries, the GoE has invested heavily in
producing large numbers of graduates who are seeking entry to the labor market. University enrollment
(at the undergraduate level) reached 729,028 in 2014/201525, an increase from 21,265 in 1999/0026.
Enrollment in technical and vocational training (TVET) programs is also increasing (352,144 in 2014/1527
compared to 526428 in early 1999/00) in order to supply semi-skilled workers to growing manufacturing
and construction sectors29.
However, during KIIs with company representatives and key stakeholders, it was learned that university–
company linkages in manufacturing are not robust enough to serve as a stepping-stone to support
industry labor needs and the equitable participation of women in manufacturing. This is well observed in
the problems internship programs are facing.
Internships

Internships are one of the most common areas of collaboration among Universities, TVET programs and
manufacturing companies. Companies accept internship requests each year as part of an effort to comply
with the government’s policy on providing practical learning opportunities to prospective graduates.
Some of the challenges observed include the fact that there are few and in some instances no female
interns, especially in male-dominated technical areas. For instance, at one company, women constituted
about 5-6 percent of all interns (metal engineering).
Although internships are intended to build linkages between students and workplaces in order to
facilitate a smooth transition into employment upon finishing school, it was observed that the practice
has not resulted in the intended purposes.
The challenges cited as the reasons why internships do not achieve their intended purposes include:
• Poor work ethics among interns partly due to addictions to stimulants and alcohol. This has reduced
the desire of firms to take on interns.
• Less commitment to practical work. One company’s estimate shows that only 1 out of 10 interns
is committed, has good conduct and follows the practical trainings as per company expectations,
guidelines and rules (KII with a leader in the Metal area at an engineering company).
• Poor follow-up and supervision by the universities/colleges that provide the interns.
• Poor evaluation forms designed by the universities, which do not include work discipline, regular
attendance or related aspects that make prospective graduates and host companies accountable.

25 Education Statistics 2007 E.C. (2014/15). Federal Democratic Government of Ethiopia, Ministry of Education. http://www.moe.gov.et/statistics/asset_publisher/mlyNlPkHf57h/document/id/48426?inheritRedirect=false&redirect=http percent3A percent2F percent2Fw ww.moe.
gov.et percent2Fstatistics percent3Fp_p_id percent3D101_INSTANCE_mlyNlPkHf57h percent26p_p_lifecycle percent3D0 percent26p_p_state percent3Dnormal percent26p_p_mode percent3Dview percent26p_p_col_id percent3Dcolumn-1 percent26p_p_col_count
percent3D2
26 Education Statistics Annual Abstract 1992 E.C. /1999-2000/. Federal Democratic Government of Ethiopia, Ministry of Education. http://
www.moe.gov.et/statistics/- /asset_publisher/mlyNlPkHf57h/document/id/48205?inheritRedirect=false&redirect=http percent3A percent2F percent2Fwww.moe.gov.et percent2Fstatistics percent3Fp_ p_id percent3D101_INSTANCE_mlyNlPkHf57h percent26p_p_lifecycle
percent3D0 percent26p_p_state percent3Dnormal percent26p_p_mode percent3Dview percent26p_p_col_id percent3Dcolum n-1
percent26p_p_col_count percent3D2
27 Note that this figure includes students in government and non-government universities and colleges.
28 Education Statistics 2007 E.C. (2014/15). Federal Democratic Government of Ethiopia, Ministry of Education.
29 Education Statistics Annual Abstract 1992 E.C. /1999-2000/. Federal Democratic Government of Ethiopia, Ministry of Education.
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2.5. Patterns and Trends in Participation Among Women Entrepreneurs in Manufacturing
Key Message regarding the participation of women entrepreneurs:

The participation of women entrepreneurs, to a considerable extent, mirrors the participation patter of
female workers. Specifically, the findings in Ethiopia and literature3031 in developing countries in general,
and Sub-Saharan countries in particular, reveals the following patterns concerning women-owned firms:
i. Women-owned firms tend to be smaller.
ii. Women-owned firms are concentrated in low-productivity, low-technology, low-growth sectors.
iii.Women-owned firms have lower productivity and profit.
iv.This performance gap is mainly due to the choice of sector; i.e., female and male owned firms of similar
sizes operating in the same sector perform the same.
Several aspects of the manufacturing sector reveal the extent of the challenges that female entrepreneurs
in the manufacturing sector face.
Low Ownership Stake

First, in terms of participation, female ownership is far less than 50 percent in almost all sub-sectors of
the manufacturing sector. The exact figure depends on the way ownership is measured. Using the CSA
Large and Medium Manufacturing Firms Survey and defining ownership ratio as the number of female
owners out of the total number of owners, it was found that women own 20 percent of these firms. If, on
the other hand, ownership is measured by the ratio of the firm’s capital owned by women, the figure is
18 percent. A similar figure is obtained when the World Bank’s Enterprise Survey data is used, reflecting
that female ownership in the manufacturing sector is about 16 percent. If the sample is restricted to small
scale manufacturing, the figure reaches 22 percent.
Table 2.2: Profile of Women Participating in the Manufacturing Industry
Sector

199

199

19 99 20 00 200

20 02

7

8

Food
Products and
Beverages

20%

21%

24%

22%

22%

20%

Textile

9%

12%

10%

22%

19%

Apparel

9%

12%

8%

10 %

Leather Tanning and
Dressing

15%

15%

16 %

11%

Wood and Wood
Products

20%

27%

34%

Paper and Paper Products

27%

29%

Publishing and Printing

30%

Chemicals and Chemical
Products

20 03

200

200

200

4

5

6

19%

18%

19%

19.3%

22%

23%

23%

22%

17%

14%

17 %

18 %

26%

13%

22%

16%

20%

19%

13%

14%

18.9%

29%

14%

9%

15%

4%

4%

11%

35%

32%

23%

21%

246%

26%

12%

25%

28%

27%

24%

25%

29%

26%

25%

26%

21%

17%

16%

20%

18%

22%

23%

20%

14%

18%

21.1%

Rubber and Plastics

15%

17%

17%

20%

14%

14%

21%

14%

14%

17.2%

Other Non-Metallic
Mineral Products

23%

26%

19%

20%

22%

21%

20%

18%

17%

18.6%

Basic Metals

13%

12%

17%

15%

10%

12%

12%

16%

18%

20.3%

1

30 Xavier Cirera and Qursum Qasim (2014), “Supporting Growth-Oriented Women Entrepreneurs: A Review of the Evidence and Key Challenges”, Innovation, Technology & Entrepreneurship Policy Note 92210.
31 Hallward-Driemeier, Mary (2013), “Enterprising Women: Expanding Economic Opportunities in Africa”, The World Bank.
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Sector

199

199

7

8

Fabricated Metal Products 10%

12%

Machinery and
Equipment

37.5%

Motor Vehicles
Furniture

19 99 20 00 200

20 02

20 03

1

15%

200

200

200

4

5

6

7%

13%

13%

14%

14%

18%

16.2%

24.3% 55%

70%

54%

27%

13%

10%

25%

6.5%

25%

17.2% 5.9%

9.4%

13.5% 6.6%

2.7%

13.8%

5.4%

28.4%

10.3%

9.8%

8.7%

7.9%

94%

12.4%

12.2%

16.1%

8.5%

9.2%

Furthermore, the ownership structure differs across sub-sectors. Using data from the CSA Large and
Medium Scale Manufacturing Firms Survey, Table 2.3 shows that the ownership stake of women seems
higher in the textile and apparel, leather, and agro-processing sub-sectors. The time series data (Table
2.3) shows that the proportion of female business owners in textiles doubled between 1996 and 2013.
Low productivity in these sectors in turn hindered the performance of female entrepreneurs.
Low Productivity

In terms of productivity, women-owned firms seem to have lower productivity than their
male counterparts. For instance, recent research shows that even if manufacturing firms in
Ethiopia on average suffer from low productivity, the effect on women-owned firms is greater.
Research using CSA Large and Medium Scale Manufacturing Firms data shows that there is a
13.7 percent difference in labor productivity between female and male-owned firms in Ethiopia
One reason for low productivity among female entrepreneurs is tied to the sector in which they
choose to participate. Women entrepreneurs tend to participate in low productivity sectors. In
addition to low productivity, these sectors, (i.e., handicrafts, horticulture, etc.) have few entry barriers.
This causes these sectors to become crowded (market-saturated) with little room for growth
Further proof that the choice of sector is a dominant factor for low performance was provided in a recent paper
The study shows that women-owned firms in more male-dominated industries perform better in both
productivity and profitability.
This point is further illustrated by the following two graphs: (2.7 and 2.8). Whereas most male entrepreneurs
state that they started their businesses to capitalize on a business idea they had, most women owners
started their businesses to increase their income. In other words, women entrepreneurs, in several
instances, enter a business not because they are familiar with the business or have done a feasibility
study, but rather as a means to earn a living, which causes them to enter sectors that have few entry
barriers and thus lower profitability.
The literature also supports this finding. Xavier Cirera and Qursum Qasim (2014) show that in most SubSaharan African countries large portions of women entrepreneurs are ‘necessity’ entrepreneurs. They
participate in entrepreneurship because they cannot access formal labor market employment.
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Graph 2.7: Reasons given by women for starting a business
Reason for Starting a Business: Female Owners

Could not find employment
The business environment is good
An entrepreneur friend/household member as a role model
Other, specify
Wanted a higher income
Wanted a better work-life balance
Wanted to capitalize on a business idea I had

Graph 2.16: Reasons given by menfor starting a business
Reason for Starting a Business: Female Owners

Could not find employment
The business environment is good
An entrepreneur friend/household member as a role model
Other, specify
Wanted a higher income
Wanted a better work-life balance
Wanted to capitalize on a business idea I had
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Key Message on Women’s Leadership in the Manufacturing Sector
Managerial positions: Women are under-represented in managerial positions in almost all sectors
of the economy1. The data shows that the proportion of females in upper management positions is
8 percent for all manufacturing sectors. That proportion increases to 13 percent when the sample
is restricted to small manufacturing firms2. Comparative data shows that the percent of firms that
have females in upper management roles in Ethiopia is low (4.5 percent) compared to Sub-Saharan
Africa (15.9 percent).
Workers surveyed also gave a similar assessment. Almost 50 percent of women state that women
are under-represented in management positions. The reason most cited by both male and female
workers for this underrepresentation is society’s belief that women are not good leaders. Among
firm representatives surveyed, only 40 percent report that women are under-represented. Unlike
workers, more firm representatives cited lack of relevant skills/training as the reason for women’s
underrepresentation in managerial positions.
Workers’ Associations: A very large proportion of workers (77 percent) do not belong to workers’
associations. On average, 22 percent are not members even though there is already an association
in the firm. The large majority of workers agree (expressed by more than 75 percent of workers) that
not enough women are represented in leadership positions in these associations.
Women’s Networks: Around 90 percent of both female and male workers reported the nonexistence
of women’s internal and external networks/groups, which are important for companies to provide
as necessary spaces to share concerns and create solidarity.
Challenges: There is an organizational lack of systems or rules that ensure female leadership. Women
also do not participate in competitions due their lower self-perception, self-confidence and because
they are less inclined to take risks. There are gender biases on behalf of owners, leaders, and their
fellow women and men workers. Men are more often considered the ‘right leaders’. Assumptions
that manufacturing should be managed in a more aggressive, strict way potentially excludes most
women who are often considered mild-mannered and consultative in their behavior.
2.6. Women’s Leadership in Manufacturing

Gender parities in leadership are increasingly becoming a critical concern and part of a global debate.
Global evidence is growing in this regard, indicating the value of gender diverse leadership for improving
productivity and organizational performance. There are well-established business cases for private sector
corporate leadership as well. For instance, a study has shown a positive relationship between the share
of women in senior positions in a firm and the profitability of that firm.
Women’s leadership takes women’s voice and agency into account, in both formal and informal structures,
both within a company and outside of it, and the conditions that enable or limit opportunities for the
advancement of women. Voice is understood as the ability to speak up and be heard, and to shape and
share in discussions, discourse and decisions. Agency is the ability to make decisions about one’s own life
and act upon them to achieve desired outcomes that are free of violence, retribution or fear.
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Women’s Representation in Managerial Positions

In the case of Ethiopia, women are under-represented in leadership positions in all sectors,
including government. For instance, data from the 2016 World Economic Forum (WEF) global
gender gap report indicates that Ethiopia lags behind in women’s political empowerment,
scoring 0.231 out of 1.00 in terms of parity. However, significant improvements have been
achieved in female representation in politics and decision-making over the last decade. For
instance, women’s representation in the FDRE House of People’s Representatives increased
from 21.4 percent to 27.9 percent between the 2005 and 2010 legislative elections, respectively
. A similar figure (27.8 percent) was observed in the 2015 elections.
Although improvements are being made over time, women’s numbers in civil service, including the
judiciary branch, national legislative assembly, or senior/management levels, have not reached the critical
mass of 30 percent necessary to engender processes and decision- making and bring about change
Based on inter-country World Bank enterprise data, the percent of firms with female executive managers
in Ethiopia is low (4.5 percent) compared to Sub-Saharan Africa (15.9 percent). See the Figure below.
Women’s Leadership: Country Comparisons
Percent of firms with a female executive manager

All Countries

Sub Saharan Africa

Ethiopia

0

5

10

15

20

The 2013 Labor Force Survey further confirms the fact that women are not sufficiently represented in all
sectors. However, the level of underrepresentation differs across sectors. It shows that women make up
almost 50 percent of hotel and restaurant manager positions and retail and wholesale trade managers. On
the other hand, they make up only 11 percent of manufacturing, mining, construction, and distribution
managers (Table 2.4).
Analysis using data from the World Bank Enterprise Survey (2015) shows that when the sample is
restricted to the manufacturing sector, the proportion of female executive managers is 8 percent for the
entire manufacturing sector. That proportion increases to 13 percent when the sample is restricted to
small manufacturing firms.
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Table 2.4: Females in Managerial Positions Nationwide by Minor Occupational Divisions
Managerial Position

Total

Females

% Female

Managers

231,211

61,302

26.5

Chief executives, senior officials, and legislators

44,876

6,569

14.6

Legislators and senior officials

28,121

2,209

8.0

Managing directors and chief executives

16,755

4,360

26

Administrative and commercial managers

53,971

16,378

30.3

Sales, marketing and development managers

12,277

3,898

32.0

Manufacturing, mining, construction, and distribution managers

12,146

1,426

11.7

Information and communications technology service managers

4,360

1,446

33.1

Professional services managers

25,100

4,591

18.3

Hospitality, retail and other services managers

70,907

27,513

39.0

Hotel and restaurant managers

18,403

8,425

46.0

Retail and wholesale trade managers

33,301

14,712

44.1

Select Managerial Sub-divisions

Source: Helina Beyene (2015), “Final Report, National assessment: Ethiopia Gender equality and the knowledge society”, pp. 68

A statistical summary has also been generated from the quantitative survey that measures workers’
opinions regarding female representation in leadership positions, to give the case a more holistic view.
50 percent of workers state that women are underrepresented in management positions or are less
visible in leadership roles (Graph 2.10). Both male and female workers were asked what factors contribute
to this underrepresentation of women in managerial positions. Most workers (48 percent) state (Graph
2.11) that the perception held by society and industry-wide that women are not good leaders is the
main reason for this observed underrepresentation of workers in leadership positions. A lack of relevant
training/skills was also mentioned by a sizable portion of workers as another reason.
Graph 2.10: Opinion of Women on Whether or not Women are Sufficiently Represented in Managerial Positions
Are women are sufficiently represented
in leadership positions?

Male

Are women are sufficiently represented
in leadership positions?

Female

Under-represented
Over-represented
Sufficiently represented

31

A Study On Women Mannufactoring In Ethiopia

Graph 2.11: Workers’ opinion as to why women are under-represented in
Reasons for underrepresentation

Male

Reasons for underrepresentation

Female

Don't Know
The industry culture is biased in favor of men
Negative perception of women’s participation in the manufacturing sector
Lack of management support
Other, please specify
Perception that women are not good leaders
Lack of relevant skills/technical training
Lack of flexible work environments
Lack of self-confidence

Firm representatives were also asked to state their observations regarding the representation of women
in managerial positions. Close to 40 percent of firm representatives surveyed state that women are
under-represented in leadership positions (see Graph 2.12) both in their firms and the industry. A similar
figure obtained from worker surveys and firm representative surveys shows that the situation is wellrecognized by firms and workers alike.
Though the underrepresentation of women in leadership is acknowledged, the reasons cited by workers
and management differ. The main reason cited by workers is society’s disregard for women’s leadership
abilities. The response of firm representatives, on the other hand, indicates that a lack of relevant training/
skills is the reason, stated by a significant number of them (Graph 2.13).
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Graph 2.12: Firm Representatives’ Opinions on Women’s Representation in Managerial Positions in the Firm
Do you think that women are adequately represented in managerial positions in your firm?

Yes

No

Graph 2.13: Firm Representatives’ Opinions on Why Women are Under-represented in Managerial Positions in the
Firm
Reasons for underrepresentation of women in managerial positions

Lack of opportunities for women

Negative perception of women's participation in manufacturing

Lack of relevant skills/training

Lack of management support

Lack of flexible work environment

Detailed discussions were held during KIIs and FDGs, and organizational structure was assessed in order
to further understand the reason for this underrepresentation of women in leadership positions. The
discussions revealed several reasons for this underrepresentation in addition to the ones mentioned in
the quantitative survey.
First, in the KIIs it was indicated that women are less likely to take risks and enter competitions. Secondly,
they initiate negotiations less frequently, which are often critical for obtaining leadership positions.
Thirdly, when they do negotiate assertively, women experience ‘social backlash’, from which men are
immune, because such behavior does not conform to gender stereotypes. Company representatives,
including women, reported that women rarely apply for higher positions or senior technical areas when
the company advertises such positions. One company representative reported that when men become
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aware of these opportunities, they immediately demand a promotion and better pay. To the contrary,
“women are equally aware of these positions, but wait for someone to push them to apply” (KII with a
company leader). This statement confirms less negotiation and low application rates for positions among
women.
Female Representation in Workers’ Associations

Freedom of association is one of the constitutional rights enshrined in the Ethiopian Constitution
and Labor Law. It is also a core right of all workers and a prerequisite for social dialogue and collective
bargaining. However, both the roles and number of workers’ associations are declining over time.
Workers’ associations exist primarily in public and/or recently privatized companies with few existing in
private manufacturing companies.
The surveys show that most workers who are employed in the manufacturing sector do not enjoy this
right. A very large proportion of workers (77 percent) do not belong to a workers’ association (see Graph
2.14). On average, 22 percent of them are not members, even though there is already an association in
their firm; and to some degree, these numbers are higher among women workers than men. In addition,
few women are in leadership positions in these associations (see Table 2.5). Underrepresentation of
women, therefore, occurs in both firm and workers’ association management roles.
Graph 2.14: How prevalent is membership in a workers’ association?
Are you a member of a workers’ association?

Are you a member of a workers’ association?

Male

Female

Yes
No, because there is no workers’ association
No, although there is an association

34

Table 2.5: Women’s representation in workers’ associations (percentage of workers that said Yes to the following
questions about workers’ associations)
Men

Women

All Workers

Active Participation in workers’ association

64%

69%

68%

Are there any women in leadership positions in the association?

50%

54%

53%

Do you think enough women are in leadership positions in the association?

24%

29%

28%

Challenges related to workers’ associations/labor unions:

• Limited in number and technical capacities.
• Most general managers want to weaken unionization, for instance, by providing preferential treatment
to workers that do not join a union.
• Women’s working conditions are not sufficiently promoted as key agenda in collective bargaining.
• They do not exercise their rights and obligations properly in accordance with labor laws and directives
related to working conditions.
• Lack of skills within trade unions. In some cases, trade unions tend to be right-oriented rather than
contributing to the productivity of the enterprise.
Women’s Networks

Women’s networks serve as a necessary alternative leadership space where women do exercise their
leadership skills and acquire necessary experience and confidence. Despite the benefits of these networks
to workers in general, and female workers in particular, Graph 2.15 below shows that 87 percent of
workers indicated that such networks are not available at their places of work.
Box 2.1: Good Practices in Women’s Networks

”The team observed some promising emerging initiatives/experiences in creating women’s internal
networks/focus groups, which have become a source of inspiration to create solidarity in few firms. In this
regard, the women’s network established in March 2017 by Meta Abo/Diageo and the women’s focus
groups in the Bishoftu Automotive Industry are good examples. The former is new and has a very good
foundation. It conducts a series of capacity building efforts with an earmarked budget. The women’s
focus groups in Bishoftu have a long history and take the opportunity to identify and present women’s
concerns to management. They are led by the Women and Children Affairs Office.
Graph 2.15: Availability of Women’s Networks/Social Dialogue Groups in the firm
Is there a women's social dialogue club, association, or network in the firm?

Yes
No
I don’t Know
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Female Representation in Sectoral Associations

Sectoral associations are sources of information for business opportunities/business-to-business, skill
building, market linkages, and are used as spaces for advocating common agendas. However, women
are under-represented in almost all sub-sectoral associations. High membership fees, less representation
of women’s concerns in the agenda, and the multiple roles of women that prevent them from attending
meetings are among the reasons for this underrepresentation of women in sectoral associations according
to KIIs with representatives). For instance, in the Ethiopian Leather Association, it is only recently that 5
women SMEs joined the association after a reduction in registration/membership fees.
The Ethiopian Chamber of Commerce attempted to reach non-member women by widening its
information outreach to different women-focused associations. Key services like tax-breaks are also
extended to non-members.
Gender Target/Quota to Promote Women’s Leadership in Manufacturing

There are proven examples of good practices where leadership quotas have shown tangible results in
improving women’s leadership in a number of countries. The principle at the core of the arguments in
favor of gender quotas is that gender quotas can enable a more equitable representation of women
in leadership positions. Improving their descriptive representation may translate into more equitable
representation of women’s interests in decision-making, thus improving women’s substantive
representation. “Ruanda’s constitution set a minimum quota of 30 percent women on the boards of
publicly listed companies”32.
Opportunities for Initiating and Scaling Up

Companies and countries apply different approaches toward advancing women’s leadership; Norway
and Rwanda are notable in this respect. The Norwegian government uses leadership quota regulations
to increase gender parity and Rwanda is known for its excellence in advancing female leadership. The
question that remains is, what works best for women in the manufacturing industry in Ethiopia?
Increasing gender leadership parity calls for changing how we prepare future women leaders. This
has to start at home, in the family, and then progressively grow to schools, universities and ultimately
workplaces. There are some good leadership initiatives demonstrated by different organizations that
are being provided in communities, schools and universities. Such initiatives need to broaden their
horizons and enter the manufacturing sector. Some good practices that promote women’s leadership
are underway at the following organizations, to mention a few:
• IIE, Ethiopian Women’s Leadership Program with Addis Ababa, Gonder, Jimma, as well as Haramaya
universities.
• WISE leadership and women’s empowerment program that has already become involved in the
manufacturing industry, particularly in the traditional handloom sector, BDS services for women
entrepreneurs, and work with different value chain actors. In partnership with ILO, WISE provides soft
skills training and related skills upgrading for workers.
• AWIB leadership programs. AWIB organizes different leadership forums, tailor-made leadership training
and self-confidence building.
• IIRR gender and leadership programs. This has been stopped due to CSA law that prohibits rightbased engagement of international NGOs.
Such relevant programs need to be expanded to address the critical challenges that women in
manufacturing face in order to promote leadership and self-confidence among women.
32 Women, business and the law 2014; Removing Restrictions to enhance Gender Equality. The World Banks/IFC
(2014). Bloomsbury (www.worldbank.org or www.bloomsbury.com).
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Key Message about the benefits of participating in the manufacturing sector:

Low income in relation to living expenses (Graph 3.1 and Graph 3.1 b): The income that most
workers earn, especially women, is very low and barely covers their basic living expenses. For instance,
more than 30 percent of female workers earn less than 1300 ETB per month, whereas for men this figure
is 1800 ETB. On top of that, almost 35 percent to 40 percent of their income must go to housing (rent).
Considering the basic salary alone, they spend up to 60 percent of their income on housing costs alone.
Sectoral differences in terms of other benefits: Most workers report that they receive medical
expenses to cover work-related accidents. Similarly, a high portion of workers report receiving health
benefits and transportation allowances (services). In almost all of these aspects, the chemical and
metal engineering industries stand out as the worst.
Training: More than half of workers (both men and women) report that they do not receive inhouse training. This figure is almost 85 percent when it comes to formal training outside the firm.
Both types of training, when offered, focus on production techniques. Almost 85 percent of workers
report that these trainings helped them improve their skills but did not increase their chances of
being promoted to a higher position in the firm. However, men tend to have 2:1 times more chances
of a promotion compared to women, even if they take the same training.
Career advancement: Only 57 percent of men and 55 percent of women report that there is an
opportunity to move up the career ladder. In other words, a sizable portion of workers see themselves
as stuck in their current positions long-term. One issue may be lack of mentoring. In that respect,
almost 60 percent of women report that there is no formal or informal mentoring at their firm.
Practical skills gained: skills gained from employment/entering the job market is considered to be
invaluable benefits, and for some this paves the way to self-employment.
Satisfaction nonetheless: Despite the low level income, it was discovered that a large portion of
workers report increased income and improved living standards for their families since they obtained
their current job. This effect is strong among women who were unemployed or engaged in unpaid
family work before obtaining their current job.
3.1. Current Benefits for Women in Manufacturing
The benefits of participating in the manufacturing sector can be classified as monetary compensation
or other benefits. Data from the 2013 National Labor Force Survey shows that women constitute a
higher proportion of unemployed, unpaid family workers, and participate in informal jobs at a higher
rate. Hence, manufacturing provides formal job opportunities for many women, often for the
first time. This is of critical importance for women joining the manufacturing sector. However, results
from both the quantitative and qualitative analyses provide a complex picture regarding the benefits for
women in the manufacturing sector.
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3.1.2. Workers, Especially Women, Receive Low Wages Compared to their Living Expenses:

In all sectors and at a national level, women, on average, earn less than their male counterparts. For
instance, the 2013 National Labor Force Survey found that the average wage for male workers is 1471 ETB
whereas the average for women is 1008 ETB33.
This is also true in the manufacturing sector. As Graphs 3.1 and 3.2 below show, the income of most
workers, especially women, is very low and barely covers their basic expenses. For instance, more than
30 percent of female workers earn less than 1300 ETB per month, whereas the figure for men is 1800 ETB.
The low level of compensation is more glaring when compared to their living expenses. For instance, on
average, a worker’s housing costs fall between 35 percent to 40 percent of their income. The KIIs also
showed that in some cases the housing cost to wage ratio reaches 50 percent to 60 percent.
Box 2: A case of wages earned vs. living costs
A mother of four, who has worked in a textile factory for the past 28 years, stated the following: “I
dare say I grew up in this factory since I was hired when I was 16 years old. I have delivered four
children. During my time working here, my salary grew from 450 to 1600 ETB. However, the cost of
living cost has increased beyond imagination. For instance, my salary cannot even cover my 2000
ETB rent. I am surviving on family support and by doing additional part-time work during my free
time. My hope now lies in my children. One of my children is in college now. I do not want any of
my kids to be employed in a factory. If they are, they can barely make ends meet and nothing more.”
(KII with a working mother).
Graph 3.1 (a): Distribution of Monthly Wages of Male Workers
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33 The Federal Democratic Republic of Ethiopia Central Statistical Agency (CSA). “2013 National Labor Force Survey,” Addis Ababa, Ethiopia.
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Graph 3.1 (b): Distribution of Monthly Wages of female Workers

Distribution of monthly wages of women workers
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E5.1. What was your net income in the last full month from these different sources?

Comparing income and expenses is not straightforward. Although we can directly measure the income
of a female employee, her expenses depend on her family situation. If she is married, her housing costs
and other expenses go towards the whole family not just herself. As a result, it is difficult to determine
what share of the rent she pays. In order to arrive at a reasonable figure regarding cost of living, the
analysis of housing costs and other expenses should be restricted to workers who live alone in rented
homes. Figure 3.2 provides the distribution of rental costs for such workers in the sample.
Graph 3.2 Distribution Rental Expense for single Workers
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The above data and analysis shows that the wages earned by both male and female workers are low
compared to their living expenses. It also shows that women, on average, earn less than men. The first
assumption regarding this difference is that it is because women in the sector are less educated. Figure 3.3
confirms this hypothesis marginally; i.e., women in the manufacturing sector are less educated. However,
the difference is not very significant. As a result, it is unlikely that this explains the wage differences
observed between men and women in the sector. Therefore, a simple regression to test the factors
that may be contributing to the disparity was done. We found that even after taking education and
experience into account, there is still a 23 percent difference between wages received by female
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compared to male workers.
Graph 3.3 Gender-disaggregated Education Distribution
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3.1.3. Other Benefits
Free/Subsidized Food and Transportation Services

During a series of FGDs, KIIs and benefit/incentive matrices, free/subsidized food and transportation
services available to employers were listed among the top scoring benefits by both women and men.
Food provision varies from organization to organization; from nothing, to tea and coffee, breakfast, lunch,
and even dinner (for shift workers). The subsidized/free provision of food is more valued by women,
especially single women due the following reasons: i) it saves time (buying, cooking, packing and carrying
are time consuming); ii) it saves money that would have been beyond their means. One woman said:
“Given the low wages, having food on your plate without thinking how much it costs is the number one
advantage. Without this provision, we would have gone hungry and not eaten every day, which could
have affected our performance, because at some companies where there are no such services, you work
all day with no food or rest in between and it is too much stress and affects workers’ health”. In some
cases, workers fainted while on duty.
The modality as well as the quality of food varies from company to company. Three distinct models are
observed: i) free food service not in any way linked to their basic wages; ii) food at a subsidized price set
by the company (they pay the bare minimum). Some companies reimburse workers that did not eat; iii)
companies that inform workers of their food costs and this is discounted from their wages.
Though there are significant benefits to workers of providing subsidized or free food in the workplace,
only a few companies provide this benefit. For instance, among the workers interviewed, 62 percent of
them reported that the firm they work for doesn’t provide this benefit.
Regarding transportation, the basic fact is that most factories are far from the center of towns/cities.
Workers often work more than 8 hours (often 10-12 hours), some work in shifts (2-3 shifts), and they
are required to be punctual. Such conditions pose special challenges for factories and workers alike in
fulfilling their obligations. Most factories, therefore, respond by providing transportation services to and
from the manufacturing plants to central destinations. At companies where such services are provided,
they have been most valued by women and men workers alike. However, women give these services
the highest value due to the risk of traveling late at night. Even with access to transportation services,
traveling to and from collection centers pose risks and challenges for women, especially shift workers.
Despite being so important and how easy it is for companies to provide this type of service, transportation
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services are not adequately provided. Only 68 percent of workers claimed to have access to transportation
services (Table 3.2). As mentioned above, housing costs (rent) take up a significant share of workers’
income. However, only 5 percent of workers report receiving a housing allowance or provision. In other
words, despite the significance of other seemingly inexpensive benefits such as food, housing, and
transportation, companies are not providing them to the extent that would be adequate.
Table 3.2: Proportion of Workers that Report Receiving Other Benefits
Health expenses
for work-related
accidents

Medical
checkups

Transportation Residential
allowance/
housing/
service
allowance

Paid
medical
leave

Agro-processing

90%

80%

6%%

5%

97%

Textile

83%

63%

60%

4%

85%

Leather

72%

44%

88%

3%

81%

Chemicals

98%

81%

75%

0%

92%

Pharmaceuticals

98%

98%

88%

10%

98%

Metal engineering

98%

68%

93%

10%

92%

ICT

96%

64%

96%

13%

100%

Average of all sectors 80%

62%

68%

5%

85%

Source: own computation based on worker surveys conducted

While Table 3.2 shows a rosy picture, some limitations were reflected. Poor quality of services and
confidentially are among the issues raised regarding on-site clinic services. With regard to medical
coverage, costs related to reproductive health, pregnancy and delivery are often not covered.
Despite the fact that the overwhelming majority (81-100 percent) reported that paid medical leave is
stipulated as a benefit, some companies fail to apply it in practice. This is especially true for non-accident
medical leave and leave for accidents that occur outside the work premises. Enforcing the legal provision
of paid medical leave emerged as key challenge for workers in terms of receiving equal benefits. The
study team observed that a woman who had been ill, one of the FDG participants, was working due to
lack of paid sick leave (FGDs in a textile factory in the Constraints Section).
3.1.4. Training, Personal Development and Career Advancement

Although workers are paid low wages and their living expenses are high, short-term suffering may
be tolerable in the hopes of a better tomorrow. That, however, requires progress in terms of career
possibilities, earnings, etc.
Education and training is a key empowerment tool for such career advancements, especially for entrylevel workers with limited education and skills. For instance, skills gained through training are identified
as one of the single most important benefits/sources of motivation to join and stay in manufacturing
as mentioned by almost all KII and FGD participants, including SME employees across manufacturing
sectors. This was consistent across educational backgrounds. At the same time, companies reported that
the trainings provided resulted in significant and positive effects.
Box 3: Increased Productivity Integrated Training Program
A company representative reported a significant improvement (25 percent increase in productivity
within three years) after introducing an integrated program that included structural change, training
that covered gender and leadership, production incentives, managing grievances (Source: KII in
Ayika). The company raised worker wages by about 25 percent following a collective agreement
reached after establishment of a trade union3
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Despite the importance of providing the trainings mentioned above, a large majority of both men and
women workers (60 percent) reported that they have not received any in-house training (Graph 3.4). This
figure increases even more so in the case of formal trainings outside the firm. Specifically, workers were
asked if they had ever received formal training outside the firm where they work and almost 88 percent
of all workers reported that they had not received any such training.
Graph 3.4 Have you received in-house trining?
Have you received in-house training?

Male

Have you received in-house training?

Female

Not Applicable
Yes
No

A closer look at the skill types provided by both types of training shows that training predominantly
focuses on production techniques, as reported by 53 percent of women and 45 percent of men (Graph
3.5). Other skill types such as soft skills, quality control, financial management, life skills, etc. are given far
less weight than in-house trainings. This is especially the case with regard to reproductive health and
family planning training, which only 6 percent of both men and women reported receiving.
An overwhelming majority of workers who took either of the types of training mentioned above (inhouse or formal outside training) believe that the training increased their skills/productivity. However,
there is a difference across gender in terms of the role of training in helping workers move up to higher
positions in the firm. Whereas 10.2 percent and 21.21 percent (Graph 3.6) of men workers respond that
in-house and formal training, respectively, helped them be promoted to higher positions in the firm,
the corresponding figures for women are 6.57 percent and 7.14 percent. In other words, men seem to
benefit from trainings more, despite the fact that both workers received similar types of trainings.
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In the absence of wide spread on-the-job training, one option to increase benefits and career advancement
opportunities for women is mentorship by senior level women or men. As Graph 3.7 below shows, this
practice is not common either. Specifically, only 38.37 percent of women reported receiving mentoring.
Women and men workers who took part in the FGDs and KIIs also gave their views on different benefits
and support services. For example, Benefit Matrix 1 below indicates that women rated the benefits they
receive from the company by providing a relative score out of 10, 10 being in their opinion the best
and most relevant benefit to them. Financial benefits such as bonuses and production target incentives
got the highest scores. Other benefits including practical skills, meals, transportation services and
breastfeeding breaks are also among the highest valued (Benefits Matrix 1).
Benefits Matrix 1: Benefits, incentives and support services (proportional pilling out of 10 (10
being the top-rated benefits, 0 being the lowest-rated benefits).
Benefits/Support Services

Respondent
A

Respondent
B

Respondent
C

Free lunch

0

8

8

Knowledge/practical skills gained

10

10

10

Transportation services

10

10

10

Bonuses and incentives

8

10

8

Attendance bonus

8

10

10

Breastfeeding time

10

8

7

Food services for pregnant women

10

10

8

Source: FGDs with women in textile apparel, March 2017

3.1.5. Increased Income and Improved Family Living Conditions

Given the low wages compared to living expenses such as rent and the limited provision of other
compensating benefits, one would expect the satisfaction of workers in general, and female workers in
particular, to be low, and the sector to be characterized by high turnover. Despite the low level of income
and lack of benefit packages, Graph 3.4 below shows large portions of workers reported increased
income and improved living conditions for their families compared to their situation prior to obtaining
their current job. Specifically, when asked to compare their situation before and after they obtained the
job, 78 percent of women and 76 percent of men responded by saying that their income had improved.
Similarly, 63 percent of women and 61 percent of men reported improved living conditions for their
families after obtaining the job.
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Graph 3.5: Impact of in-House Trining
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Graph 3.6: Is there mentoring (formal and informal)for women working in the farme
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The increase in income expressed by the respondents, as well as the improved standard of living of their
families is more significant for women who were unemployed or engaged in unpaid family work prior to
obtaining their current job (see Table 3.3)34. This would indicate that the benefits to female workers in the
manufacturing sector are better in the ‘with-scenario’ than in the ‘without-scenario.’

34 The majority (about 70 percent of new entrants) are youth who have migrated from rural areas from different part of the country, high
school dropouts or graduates, who had been living with their families engaging in unpaid family activities.
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Table 3.3: Proportion of Women who Report Improved Income Compared to their Prior Situation
Previous
Employment

Number of
Women

It has
improved

It has
worsened

It is the
same

Permanent Wage Job

178

0.76

0.14

-

In Education/School

244

0.88

0.12

-

Unemployed

131

0.85

0.06

0.09

Unpaid Family Work

18

0.89

0.11

-

3.1.6. High Turnover

The reported increase in income and improved living conditions contradicts the reality
observed with regard to low wages in relation to living expenses. This is also the case in relation
to the observed benefits of joining the sector. According to an article about a recent study
that implemented a controlled random assessment of the benefits of participating in the manufacturing
sector for low-skilled workers, there is no difference in the income earned by those that joined the sector
versus those that continue to work in the informal sector. In fact, the study discovered that the health
risks of those in the manufacturing sector tend to be higher compared to those that have not joined
the sector. In addition, the study shows that there is very high turnover in the sector. Almost 67 percent
of workers leave within a year of joining. According to KIIs and FGDs, there are women workers that,
sooner or later, migrate to the Middle East due primarily to the low pay and poor working conditions. For
example, out of 5 FGD participants in one textile factory, 3 reported that they were leaving within the
next six months to migrate to the Middle East to work as housemaids. They pay about 10,000 ETB each
for an informal broker and travel costs; money they obtained from family members.
This seemingly contradictory scenario can be partly explained by the fact that the majority (about 70
percent of new entrants) are youth who have migrated from different rural regions of the country. They
are primarily dropouts (or have barely finished high school) and unemployed, who have been living with
their families or engaged in unpaid family work and in precarious situations.
Given the preceding discussion, it seems that the next policy focus should be on finding ways to increase
the compensation (wages and non-wages) workers earn in order to make it commensurate with the
living costs they incur. One such avenue could be to make incentives available that might increase the
number of benefits in kind that employers provide (food, transportation, etc.)
3.2. Attractiveness of the Working Environment for Female Workers and Owners
3.2.1. Rating of Current Job in Terms of Quality of the Working Environment
Key Message

Characteristics of Attractive Jobs (Graphs 6.1 to 6.4): Higher pay, opportunities for career advancement
and flexible work schedules are considered key to attracting and retaining women workers. However, a
high proportion of women rate their jobs as poor (46 percent). The poor rating is even worse when it
comes to workers being promoting to managerial positions.
Sectors Preferred by Women (Graph 6.4 and Graph 6.5): Most women in the sample rated the
agro-processing sector as the most preferable. On the other hand, metal engineering, chemicals and
pharmaceuticals are rated poorly. The fact that these skill-intensive sectors are rated as less attractive
tells us the extent to which women’s participation in skill-intensive sectors will continue to be important.
Issues with Workplace Quality (Tables 6.1 to 6.3): A sizable number of women report that there are
no separate changing rooms for men and women, no separate bathroom facilities, insufficient bathroom
facilities even if they are separate, and limited ventilation of the workplace. Health and safety was a key
issue that came up in KIIs and FGDs.
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Women workers were first asked what working environments and job qualities attract them to a specific
sub-sector. The three most emphasized factors in the quantitative surveys were decent pay, opportunities
for career advancement and flexible work practices, decent pay being the most highlighted factor (Graph
6.1).
As reported in the benefits section, the manufacturing sector is characterized by low pay in relation to
living expenses, which discourages women’s participation and has contributed to the high turnover
observed in the sector.
Graph 3.6: Women’s Opinions on the Most Important Factor to Attract and Retain Women
Most Important Factor that attracts women to the Manufacturing Sector

Don’t Know
Compensation Pay
Felxible Work Practices
Job security
Opportunity for Advancement
Physical work location
Customized Leaning &
Development
Formla & Informal Mentorship

0

100

200

300

400

Frequency
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Another factor emphasized by workers as key to creating an attractive working environment was flexible
working conditions. This was clearly reflected in several FGDs and KIIs conducted with women workers.
In more gender-friendly companies, there are women workers who have remained long-term at the
company where they first started working. According to KIIs and FDGs, the following key practices allow
for flexible working conditions and could be models for other companies to follow:
• Some companies allow working mothers to take breastfeeding breaks. For instance, some allow them
to leave the workplace an hour early, and one company, they are given half the day off.
• Several companies reassign pregnant women to easier tasks and exempt them from night shifts.
However, this is not common practice despite the existence of legal provisions in this regard. For
instance, some companies still force them to work night shifts, long hours, and in risky areas, despite
the clear provision that prohibits this as a minimum standard of working conditions.
• Maternity leave is a labor law that many companies abide by; however, there are still those that do not
respect it and even force these mothers to leave their jobs without any maternity leave whatsoever.
• It has also been observed that some companies allow an additional one to two months of leave
without pay after mothers have completed their two-month maternity leave.
Even in institutions/firms that provide the exemplary benefits outlined above, several factors still limit the
quality of the workplace for women. Specifically, even the women who did obtain formal employment
were not able to leave their gender-assigned unpaid roles related to childcare and household and
domestic chores as well as community roles and responsibilities. Childcare in particular continues to
be a challenge. Since these workers migrate far from their homes, they do not have the support of their
extended family. This forces them to either choose to care for their child or keep their job. The majority,
therefore, do not return to work after their maternity leave.
Box 4: A Working Mother Finds it Challenging to Concentrate on her Work.
The study team met with a 20-year-old single working mother who shared her story. She said: “I came
to Addis to look for a job after completing high school (10+2) in the Amhara Region. First I lived with
my brother until I got a job in a factory. I rented a flat with my boyfriend to share the burden of rent
and other living costs, expecting a permanent relationship. However, my boyfriend left me when he
found out that I was pregnant. I found it difficult to cover my living expenses. When the time came
to deliver the baby, I was granted maternity leave. Now my baby is four months old and I returned
to work after two months of maternity leave. It is so difficult to concentrate on work when my twomonth old baby is with someone I do not know very well. I pay 200 ETB from my monthly salary of
950 ETB per month to a neighbor to look after my baby. I am lucky compared to others who had to
stop working”. She also told us that the birth was difficult and she had to deliver by C-section. She
had to ask colleagues for financial help to come up with the money required for the operation.
Source: KII with a Working Mother Factory Employee, Garments, March 2017

The response of companies to such situations differs significantly. Some companies opt to not hire
pregnant women. For instance, 21 percent of workers surveyed reported (Table 3.6) that the firm they
work for conducts pregnancy tests before they hire. On the other hand, some companies have responded
by providing daycare services in addition to breastfeeding breaks. But this practice is very limited. Bishoftu
Automotive has been a leader in this regard and may serve as a model example to follow. Relevant
authorities can learn from the experience of this company in their current efforts to incorporate childcare
into Ethiopian regulations/law.
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Table 3.6: Impact of Maternity on Employment

Does your employer require
a pregnancy test as a
condition of employment?

Does the firm change the status,
position, wages, benefits, or
seniority of workers during
maternity leave?

Do you know any worker who
has been terminated or forced
to resign because they were
pregnant?

Don’t know

2%

2%

1%

Yes

21%

6%

4%

No

77%

92%

95%

There is a striking finding regarding the availability of essential facilities. For instance, a sizable number
(40 percent) of women report that the firm they work for does not have separate changing rooms.
33 percent also reported that there are insufficient bathroom facilities, even if they are separated by
gender (Table 6.2). In some organizations, women are not even allowed to bring in personal handbags,
which they use to store personal items like sanitary pads. During conversations with workers, many
women said that they have different needs and requirements from men, and that setting times for
toilet use goes against one’s biological needs. Above all, strict surveillance by men supervisors or
guards while women are in the bathrooms was reported as the most dreadful experience for women.
Table 3.7: Gender Sensitive Facilities

Does your place of work have
changing rooms separated by
gender?

Does your place of work have
bathroom facilities separated by
gender?

Are the bathroom facilities
available adequate (in
proportion to women)?

Yes

60%

86%

67%

No

40%

14%

33%

Additional factors that workers reported as impacting the quality of the working environment included
lack of adequate ventilation (27 percent) and adequate health and safety measures (27 percent) (Table
3.8).
Table 3.8: Worker Safety and Quality of the Working Environment

Does your place of work have
good ventilation?

Does your place of work have
health and safety measures in
place?

Do you feel safe and secure at
your place of work?

Yes

.73

.73

.85

No

.27

.27

.14

Given the preceding discussion, the discussion regarding training in the benefits section, and the discussion on the existing working environment (poor pay, not many firms that provide flexible working
practices, limited training and opportunities for career development), it isn’t surprising that workers
rated their current working conditions as poor.
This is exactly what the qualitative and quantitative surveys discovered. Specifically, when asked to rate
their current job, taking into account the factors mentioned as important to recruit and retain women,
just as many women rated their job as poor as those that rated their job as good (46 percent in both
cases). In terms of women being promoted to managerial positions, women assign an even worse rating
to their current job. Specifically, about 53 percent of them rated their current job as poor in promoting
women to leadership positions (Graph 3.9).
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Graph 3.8: Rating of Current Job in Terms of the Important Factors that Attract Women to Manufacturing
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Given the special needs and challenges of women in manufacturing, as well as the potential benefits,
this study sought to assess if any particular sub-sectors are more attractive to women. Workers were
asked to provide their opinions as to which particular manufacturing sub-sectors are most appealing to
women. As Graph 3.10 shows, textile, agro-processing and garment/apparel were ranked as the three
most attractive manufacturing sub-sectors, in that order of importance. This is consistent with the actual
distribution of women across sub-sectors in the sample, where textiles and agro-processing are the subsectors with the largest number of women employees (Graphs 3.11). On the other hand, chemicals and
pharmaceuticals, Metal and engineering, and petrochemicals and biotechnology were ranked as the
three least attractive sub-sectors for women employees.
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Graph 3.10: Which sector do women consider most attractive?
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Graph 3.11: Distribution of women in our sample by sector
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Satisfaction with Current Job, Continued Participation and Future (Sustainability) of the Manufacturing Sector

Key Message

Both men and women workers express seemingly contradictory opinions regarding their continued
participation and the future of the manufacturing sector. Whereas large fractions of both sets of workers
state that they are happy with their current job and intend to continue with their current job, almost
60 percent say that they would prefer a different job if given a choice, and that they will discourage
their children from pursuing a career in the manufacturing sector. This last sentiment was particularly
mentioned by women with daughters; i.e., 52 percent of women stated that they will discourage their
daughters from pursuing a career in the sector.
As mentioned in Subsection 3.1, workers’ responses to questions and the observed actions they take
reveal contradictory information regarding the nature of the work in the manufacturing sector.
Workers’ responses to questions regarding their continued participation in the manufacturing sector
reveal two seemingly contradictory attitudes. For instance, when asked directly whether or not they
are satisfied in their current job, 62 percent of female workers and 57 percent of male workers reported
satisfaction in their current job, as shown in Graph 3.12. One could also read this as 38 percent of women
expressing dissatisfaction. With some exceptions, the constraints matrix developed based on the FGDs
reflected a similar scenario.
Graph 3.12: Satisfaction in current job

Very Satisfied
Neither satisfied,nordissatisfied
Very dissatisfied
Dissatisfied

Similarly, the majority of men and women (>60 percent) state that they would continue to work in the
manufacturing sector if they started their career today (Graph 3.13).
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Graph 3.13: Would you stay in the manufacturing sector if you started your career today?
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Similarly, a significant portion of them (52 percent) (Graph 3.14) expect to be employed in the
manufacturing sector for the next three years. Specifically, they expect to continue working in the same
firm (34 percent), continue working in the same sector but in a different firm (10 percent), or to work in a
different firm and a different sub-sector of manufacturing (8 percent). This is in turn consistent with the
expectation of both men and women to remain in the sector for the next 15 years on average.
Graph 3.14: Where female workers see themselves in three years’ time
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Graph 3.15: Where male workers see themselves in three years’ time
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Further inquiry with those that say that they will stay in the sector shows that attractive wages is the first
reason stated by the majority (68 percent) (Table A.2.2 in the Appendix). Also, detectable differences
between men and women’s responses have not been observed. In other words, a significant portion of
both men and women state that they will stay in the sector because of the relative higher pay despite the
finding in the literature and in the surveys that the pay is poor in relation to cost of living and compared
to what the workers could earn elsewhere. The combination of these responses point to a bright future
for the sector, in contradiction to the limitations stated elsewhere in the document.
However, other responses to related questions suggest that things might not be as rosy as stated above.
For instance, almost 63 percent of both women and men workers express that they would prefer another
job to staying at their
Malecurrent job if given the choice (Graph 3.16).
Female
Graph 3.16: Would you like to get a different job or are you happy to stay at this

Yes, Iwant another job
Don’t know
No,this job is acceptable at the moment
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Similarly, a large portion of workers intend to discourage their children and younger relatives from joining
the sector (Graph 3.17). This is especially true of mothers and their daughters. 52 percent of women
workers stated that they will discourage their daughters from pursuing a career in the manufacturing
sector (Graph 3.18).
Graph 3.18: Would you encourage a daughter or female relative to pursue a career
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Would neither encourage nor discourage
Discourage
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Graph 3.15: Where male workers see themselves in three years’ time To summarize the findings in the
surveys and literature on the benefits of participating in the manufacturing sector, the following was
discovered:
• Essential laws and policies are in place but their implementation and enforcement requires further
efforts.
• The manufacturing sector suffers from low wages, as well as limited provision of other benefits, training
and career advancement opportunities.
• The combination of all of these factors lead to very high turnover.
• Despite these factors, workers that remain in the sector find it to be better than other alternatives.
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3.3. Key Policies and Programs Supporting Women in Manufacturing
3.3.1. Key Policies and Legal Frameworks Supporting Women in Manufacturing

Here we will review institutional arrangements and policies that support gender equality and women’s
empowerment. These include selected labor, sectoral, and investment-related policies that facilitate
increased participation and that provide benefits to women workers and entrepreneurs.
Although enforcement of legal and policy frameworks will become essential in achieving the required
results, having the right legal and policy frameworks is also an essential ingredient of key enabling
environments.
A recent study35 using World Bank enterprise survey data shows that a lack of gender parity in the law
is associated with fewer women participating in entrepreneurialism. The study further indicates that
policies encouraging women to join and remain in the labor force are associated with greater income
equality. In other words, economies that provide more incentives for women to work have greater
income equality36. This underlines the fact that, in legal terms, gender equality matters for women’s
economic opportunities. It matters for women’s access to financing, entrepreneurial activities, and equal
opportunities. Given its importance, the Government of Ethiopia has instituted several policies and legal
provisions that aim to increase women’s participation and improve the benefits they receive from formal
employment in general, and employment in the manufacturing sector in particular, both as workers and
entrepreneurs.
In terms of policy, the Industrial Development Strategy (2003) sees the private sector as the engine for
economic growth and aims at creating an enabling environment for the private sector by ensuring
macro-economic stability, modernizing the financial sector, providing infrastructural services, developing
human resources, improving accountability and governance, establishing an efficient judicial system and
providing for specific sectoral support for job creation and export promotion. The 2025 MoI strategic plan
has established a clear path towards policy shifts from agriculture-led to industrial-led development37.
This development path provides opportunities for increased access to employment since the emphasis
has been placed on labor-intensive sub-sectors. The policy document has set visions, priorities and plans
that pave the way towards Ethiopia becoming a middle-income country by 2025. Looking at the strategic
plan through a gender lens, it was discovered that the strategic plan is gender-neutral, with no explicit
reference to gender in the vision, strategic objectives or plans. However, the selection of labor-intensive,
women-dominated sub-sectors as priorities provides increased employment opportunities for women
workers and facilitates women entrepreneurship in those sub-sectors.
In terms of policy, promoting gender and youth empowerment and equity was one of the seven
strategic pillars of GTP I. Similarly, promoting the empowerment of youth and women, ensuring their
effective participation in the development and democratization process, and enabling them to equitably
benefit from the outcomes of development, are among of the overarching strategic objectives of GTP
II38. As part of the industrial development plan, it has a specific gender target with regard to human
capital development. It stipulates that 60 percent of the job opportunities created shall be for women in
low and middle-skill positions, and 30 percent shall be for female participation in leadership positions39.
The selection of women-dominated/favored sub-sectors as the priority sub-sectors in the key policy
documents (strategic plan 2025, GTP I, GTP II) facilitates women’s entry and growth opportunities for
women in business. Furthermore, these policy documents pay special attention to small and medium35 Women, business and the law 2014; Removing Restrictions to enhance Gender Equality. The World Banks/IFC (2014).Bloomsbury (www.
worldbank.org or www.bloomsbury.com.
36 Ibid.
37 EFDP MOI Strategic Plan 2025.
38 NPC (2015). The Second Growth and Transformation Plan (GTP II) (2015/16-2019/20). National Planning Commission September 2015,
Addis Ababa Ethiopia.
39 MOFED 2016 : GTP II 2016-2020. Addis Ababa, Ethiopia.
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sized enterprises. In addition, the FeMSEDA (2011) MSE Development Strategy explicitly targets youth
and women. MSEs are recognized as industrial enterprises in manufacturing40.
The industrial parks development strategy, which is the nucleus of the current industry development
strategy, provides major employment opportunities to female workers. For example, the Hawassa
Industrial Park alone, which is a hub for the textile/garment sector, is expected to create 60,000 jobs (90
percent of which shall be targeted at women)41.
The National Employment Policy and Strategy includes provisions to increase women’s participation
and mainstream gender into employment. The employment policy is targeted at enhancing women’s
participation in the labor market (especially their participation in the formal economy). It emphasizes: i)
providing support to improve women’s access to the benefits of programs aimed at enhancing business
skills; ii) improving women’s productivity and income by enhancing the supply of technologies that
reduce the burdens of everyday domestic chores on women; iii) providing the necessary support to
establish daycare centers in or near work premises where working mothers can safely leave their children
during working hours65.
In legal terms, ensuring equitable participation and benefits for women in the economic development of
the country is enshrined in the constitution through proclamations and various regional and international
legal instruments that the country has ratified.
Table 3.4: Selected Ethiopian Policies Providing Opportunities for Women’s

Participation
Policies/Instruments

Legal Instruments/Issues Addressed

National Women’s Policy (1993)

Provides institutional framework and coordination mechanisms for
women’s rights and gender equality.

Constitution, Article 35

(8) Women shall have the right to equality in employment, promotion,
pay and transfer of pension entitlements.
(9) To prevent health complications arising from pregnancy and
childbirth and in order to safeguard their health, women have the right
to access family planning education, information and skills.

Constitution, Article 42

Labor Rights:
(1)(a) Factory and service workers, farmers, farm laborers and other rural
workers and government employees, whose work compatibility allows
for it and who are below a certain level of responsibility, have the right
to form associations to improve their employment conditions and
economic well-being.
(d) Women workers have the right to equal pay for equal work.
(2) Workers have the right to a reasonable limitation on working hours,
to rest, to leisure, to periodic leave with pay, to remuneration for public
holidays as well as a healthy and safe work environment.

Revised Family Code (2000)

Stipulates that women have the right to work and make
decisionsregarding property.

Revised Penal Code 2005

Provides for key gender issues in the criminal code.

Civil Servants Proclamation No.
515/2007, Article 13

3(a) Affirmative action to ensure recruitment, promotion and
employment of women.

40 FeMSEDA(2011), MSE Development Strategy.
41 KII with ETIDI D/Director; KI with IPDC. UKAID/EP’s intervention- HIPSTER in Hawassa; 65Fikadue (2017) Paper AA University Policy Forum.
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Policies/Instruments

Legal Instruments/Issues Addressed

Labor Proclamation No.
377/2003 Article 87

Prohibits the discrimination of women on the basis of their sex in
relation to wages and employment.
1) Women shall not be discriminated against in relation to employment
or pay on the basis of their sex.
2) Employing women in a type of work listed by the Minister as
particularly hazardous or harmful to their health is prohibited. 3) No
pregnant woman may be assigned to work shifts between the hours of
10 p.m. and 6 a.m. or be assigned overtime work.
4) No pregnant woman shall be given an assignment outside of her
permanent place of work unless she must be transferred to another
place of work because her job is dangerous to her health or pregnancy
as ascertained by a medical doctor.
5) An employer may not terminate the employment contract of a
woman during her pregnancy or within four months of following that
period.

Article 88, Maternity Leave

An employer shall grant leave to a pregnant worker without taking
any deductions for wages or medical exams related to her pregnancy,
provided she is not obliged to present a medical certificate for her
exams. A pregnant worker shall, upon the recommendation of a
medical doctor, be entitled to leave with pay.

FMOE (2014)

The MoE Girls Education and Gender Equality Strategy for the
Education and Training Sector aims to increase enrollment and
retention among girls through a number of actions. These include
expanding universities to under-served regions, implementing
affirmative action, and opening gender offices at all higher learning
institutions.

TVET Proclamation No.
291/2004, Article 56 (13)

Grants the TVET Sector of the Ministry of Education the authority to
devise a strategy to increase women’s participation.

MoWCA Women’s Development
and Change Package 2017

National strategies to increase women’s participation and benefits.

In addition, several relevant ILO conventions, UN Conventions for the Elimination of All Forms of Discrimination Against Women (CEDAW) and other related international and regional legal instruments
ratified by Ethiopia are considered part of the country’s laws and hence will support the different initiatives aimed at improving women’s participation and benefits.
Table 3.5: Some Selected ILO Conventions Related to Female Workers’ Rights Instruments Ratified by Ethiopia

87 Freedom of association and protection of the right to organize
182 Elimination of the worst forms of child labor
98 Right to organize and to collective bargaining
183 Maternity protection
100 Equal remuneration
138 Minimum Age Convention
111 Discrimination (employment and occupational)
105 Abolition of forced labor
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Gaps and Challenges

Although these policies and legal instruments are relevant and important to ensuring equitable
participation and benefits for women, some challenges remain. Some of these challenges include:
• Generally poor enforcement and growing resistance from employers. Limited awareness among
stakeholders (employers, employees).
• Unclear and non-transparent employment contracts and increasing casual and temporary
employment, beyond 45 days.
• Long and unpredictable working hours with low wages, affecting the welfare of female employees.
• Under-reporting of work-related accidents and non-compliance.
• Overcrowding of large numbers of workers that in some cases cause workers to faint and even
suffocate.
• Lack of a system for workers to communicate their grievances to management.
• Frequent labor disputes between employers and workers over low wages (no minimum wage).
• Sexual harassment from supervisors, managers and colleagues, which makes reporting difficult.
• Occupational accidents and work-related diseases.
• Unwillingness to use Personal Protection Equipment (PPE) properly. Workers forced to work overtime
(work beyond legally stipulated limits).
Manufacturing Investment Incentives and Opportunities for Supporting Women

The GoE has a range of incentives to support and promote the manufacturing business to grow and
become competitive. The different existing incentives that could potentially empower women in
manufacturing have been reviewed. These include incentives, taxation, and other procedures for
investment. These incentives and business procedures are highlighted below.
Incentives

Ethiopia offers a comprehensive set of fiscal and non-fiscal incentives to encourage investment in priority
areas, including:
• Customs duty exemptions of up to 100 percent on imports of capital goods for eligible areas of
investment;
• Income tax exemptions for a period that could range from one to nine years, depending on the
specific activity and location of the investor;
• Tax loss carryforward for half of the tax exemption period for businesses that suffer losses during the
income tax exemption period;
• With the exception of a few products, no export tax is levied on Ethiopian export products;
• Duty Drawback schemes, Voucher schemes and Bonded Factory and Manufacturing Warehouse
schemes;
• Various non-fiscal incentives for exporters;
• Guaranteed remittance of capital for foreign investors.
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Taxation

The Ethiopian tax system comprises direct and indirect taxes. Direct taxes include personal income tax,
rental tax, withholding tax and corporate tax, among others. Incentives applicable to industrial parks
manufacturers:
1. Exempted from income tax for up to 8-10 years.
2. Exempted from duties and other taxes on imports of capital goods, construction materials and the
overall exemption value on capital goods, raw materials for the production of export commodities
and vehicles.
3. One-stop government services within the parks premises.
4. Tax loss carryforward (for half of the tax exemption period)
5. Land lease term: 60-80 years at nominal rate for factories and residential quarters.
6. Expedited procedure for securing entry, work and residency permits for foreign personnel working in
industrial parks and their dependents.
7. Customs facilitation: transport of imported raw materials straight from customs to the factory through
a bonded export factory scheme.
8. Investors also benefit from no taxes on exports.
Developers:

• Exempted from income tax for up to 15 years (with the exception of Addis Ababa).
• Exempted from duties and other taxes on imports of capital goods, construction materials, the overall
exemption value on capital goods, raw materials and vehicles.
• Provision of essential infrastructure including dedicated power substations.
• On-site one-stop access to government services.
• Land lease term: 60-80 years at nominal rate for factories and residential quarters.
While these incentives are good for stimulating investment, they have all been found to be gender
neutral. There is no gender reference or gender target to promote female entrepreneurship. Some
stakeholders are of the opinion that there is a need to develop special targeted packages to increase
the participation of women in the manufacturing sector. However, FMOI (2012) has developed Industry
Development Sector Gender Mainstreaming Implementation Guidelines to make the different policies
implemented gender-responsive. Similarly, MOFED (2012) has developed National Guidelines for Gender
Responsive Budgeting42. These guiding tools are relevant, but are not legally binding.
3.3.2. Programs Supporting Women in Manufacturing
Industrial Parks Development as an Opportunity for Empowering Women in Manufacturing

The GoE will supervise the development of parks by both public and private developers. These industrial
parks will serve as hubs for industrialization and will continue to be key investment drivers for attracting
and retaining investors, fostering economic growth and creating jobs. Accordingly, in its five-year
strategy43, IPDC has indicated that it will establish and manage 14 industrial parks in different parts of
the country between 2015 and 2019. During this period, demarcated industrial park areas will increase
from 525 hectares of land to 5025 hectares of land during the same period. Similarly, the number of
factory buildings will be increased from 183 to 1400 by the end of 2019. This industrial park development
initiative brings huge opportunities for women as both workers and investors.
42 FMOFED (2012). MOFED (2012). A National Guideline for gender responsive budgeting.
43 IPDC website
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According to IPDC data, the Bole Lemi and Hawassa Industrial parks are projected to create 25,000 and
60,000 jobs, respectively. As of May/June 2017 a total of 12,825 jobs have already been created at Bole
Lemi alone, 11,502 of which are held by female workers (89.7 percent). Similarly, 2,921 jobs were created
at the Hawassa Industrial Park, 2641 of them held by females (90 percent) employed by companies that
have established their operations in the park44.
For women workers, industrial parks will create jobs and better working facilities as they are built in
accordance with international standards. These industrial parks have a relatively good position in
terms of making use of investor assets, strategic locations and park management structures to attract
investors, satisfy buyers and ensure compliance. These physical and management structures could
serve as an opportunity to empower women workers and women business owners by pioneering
gender change based on good practices and strategic interventions. The different incentive
systems established to attract FDIs could be flexibilized, with clear gender targets and structural
transformations to attract and improve the position of women’s businesses in manufacturing.
Integrated Agro-Industry Parks Development as an Opportunity for Women in Manufacturing

The integrated agro-industry park feasibility study that was conducted revealed that this could be a major
opportunity for women, as the project would follow a holistic approach for sustainable development
of agro and allied sectors. The study does not state how much women would benefit in terms of
employment, entrepreneurship, SMEs, etc., but there are relevant aspects that could potentially bring
about positive gender outcomes, which are stated in the study document, including:
• Increasing the competitiveness and efficiency of SME, female entrepreneurship and youth involvement
in new agricultural practices45.
• Social infrastructure providing necessary support to tenants; the plan states that there will be women’s
self-help groups, areas for nursing mothers, daycare, bathroom facilities and health centers.46.
It was noted in the KIIs with sectoral institute leaders that public awareness is increasing, thus attracting
women investors to these forthcoming agro-industry/food parks.
Kaizen management, system and tools: opportunity and gaps for empowering women in manufacturing
The Kaizen (factory improvement) project was introduced in Ethiopia as a pilot project under the
Ministry of Industry from October 2009 to May 2011 with the financial support of the Japan International
Cooperation Agency (JICA). GTP II has complete confidence in Kaizen to transform the manufacturing
sector by giving top priority to export and import substitution, which is the long-term vision and
comprehensive purpose of Kaizen. The distinct feature of Ethiopian Kaizen is its focus on changing
current attitudes; it is government-driven, institutionalized and employs a comprehensive approach.
Ethiopian Kaizen is referred to as the third generation Kaizen; the first and second being the Japanese
and Singaporean Kaizens, respectively. The Ethiopian Kaizen model is called the E-TIISO model (test stepby-step, institutionalize, implement, sustain and own). E-TIISO has three implementation phases; the first
level was to be implemented by 2015, the second by 2020 and the third (advanced) by 2025.
The pilot test of the model in selected companies proved to have positive results and led to the
establishment of the Ethiopian KAIZEN Institute (EKI) as a key outcome in April 2012. The Ethiopian Kaizen
Institute aimed to reach 160 export industries and 95 import-substituting manufacturing industries. So
far a total of 110 companies have implemented Kaizen; 30 are in the pilot phase, 68 in the first level,
and 12 are in the second level. Third Level Kaizen (the advanced stage) is expected to be led by the
Ph.D.-Level Kaizen team. This stage of Kaizen has not yet started and is expected to bring innovation
management by 202547.
44
45
46
47

KI IPDC, Director, Corporate Planning and Management Information System Directorate
Federal MOI, SME cluster study (pp. 40 of PDF).
Federal MOI, SME cluster study (pp. 66 and 78).
KII with EKI’s DDG, June 2017
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chemicals
agro-processing
metal
textiles
Lether
Source: EKI’s Deputy Director General, Manufacturing Sector, June 2017

Overview of Kaizen Performance (2005-2009 EC)
Training/KPT

Male

Female

Total

% women

Kaizen for Management

1534

833

2367

35.19

Kaizen for Workers

20936

14549

35485

41

KPT

4826

The EKI has provided TOT training to 120 technical staff members selected from industry development
institutes such as LIDI, MIDI, and TIDI, so as to provide frontline Kaizen advisory/consultancy services.
However, the institutes have not cascaded down the trainings yet. Looking at the implementation of
the Kaizen approach (management, systems and tools) and its reported achievements through a gender
lens, the study documented the following gender-specific findings and observations:
Overview of EKI-Kaizen Staff
No. Key Technical Positions

Human Resources

Male

Female

Total

Women(%)

1

Deputy Director General

-

1

1

100

2

Directors

4

0

4

0

3

Lead Consultants

2

-

2

0

4

Senior Consultants

7

4

11

36.3

5

Consultants

2

3

5

60

6

Associate Consultants

5

2

7

28.5

7

Junior Consultants

3

1

4

25

Total

23

11

34

32.3

Source: EKI’s, Deputy Director General, Manufacturing Sector, June 2017
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Synthesis of Gender Issues in Ethiopian Kaizen
Key opportunities for gender integration
women’s empowerment

Gaps/challenges/potential areas for
improvement

The principles of management, systems and tools
provide opportunities for identifying and addressing
gender gaps.

Gender is included as one of Kaizen’s elements, but is
not systematically reflected in all results framework or
part of the objectives for companies that implement
Kaizen.

Key opportunities for gender integration/
women’s empowerment

Gaps/challenges/potential areas for
improvement

Following the Kaizen pilot project, gender is one of
Ethiopian Kaizen’s key performance indicators (KPI).
The Ethiopian Kaizen Institute represents the most
gender-balanced institutions.
EKI’s experience disaggregating Kaizen training data
for management and workers as well as experts
providing Kaizen services is a good gender-focused
practice.
Some gender-specific changes were reported thanks
to consistent encouragement from the EKI team:
gender-friendly workplaces at some companies
implementing Kaizen, including on-premises
breastfeeding areas and breaks, separate changing
rooms, bathroom facilities, and family planning
services.
Those who served as KPTs have benefited from
access to more opportunities to be recognized by
management, helping them obtain more leadership
responsibilities.

Gender-specific results other than training have not
been well-documented as part of quantitative and
qualitative results.
It is absolutely necessary to integrate gender issues
into a company’s baseline assessment and include
tangible gender-specific targeted actions to address
gender concerns and document changes accordingly.
Gender aspects, despite the EKI focus, face the
challenge of biased mindsets among men and women
experts and company management and workers.
Some gender-specific changes mentioned during the
KIIs have not been reflected as part of Kaizen’s visible
achievements in formal reports and presentations.
Challenges related to data management and
commitment to leadership; misconceptions regarding
Kaizen and its values for improving competiveness and
inclusiveness.
There is a need for systematic gender analysis and
engendering of the entire management system and
tools, implementing strategies and accountability
systems, KPT and training content.

Capital Lease Financing Collateral Free Loans: An Opportunity for Women in Manufacturing

The Development Bank of Ethiopia (DBE) has launched a new collateral free financial product: capital
lease financing targeting Small and Medium Scale Enterprises (SMEs). This new financial product is
in response to a lack of access to capital, which has been a common challenge for both male and female-owned SMEs.
Capital lease financing provided by the DBE supports the Government of Ethiopia’s ongoing efforts
towards its objectives in relation to structural transformation, export promotion and foreign exchange
revenue opportunities, import substitution, job creation and access to financing for SMEs, particularly for
the missing middle.
The priority sectors for lease financing are Agro-processing, Manufacturing, Tour Operations, Construction,
Mining and Quarry industries. This capital lease financing targeted SMEs with up to 6 employees and a
total capital of 500,000 to 7.5 million ETB. Capital lease financing services are provided to SMEs for both
new and expansion projects. Other eligibility criteria include: the applicant must be creditworthy and the
project must be viable; business plan (for requests up to 10 million ETB) and feasibility study (for requests
over 10 million ETB) as per the Bank’s guidelines. Capital lease financing is in the form of equipment and
machinery and equivalent to the value of 1 million to 30 million ETB.
According to May 2017 DBE performance data48, a relative share of manufacturing and agro-processing
are the top two sectors in the capital lease application and approval process. Out of 1413 total applications
received, 492 applications (34.82 percent) were from the manufacturing sector, and 315 (22.29 percent)
48 DBE Capital Lease Financing follow-up directorates, eleven-month cumulative lease financing report for the period covering July 01, 2016
to May 31, 2017.
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were from agro-processing. With regard to the total value of the applications submitted, the share of
manufacturing was 33.6 percent and agro-industry 18.8 percent. Looking at the approved applications,
manufacturing again stands first (31 percent) followed by agriculture and agro-processing at 23 percent
and 22.8 percent, respectively. Looking at the disbursement data, agriculture’s share was the highest (62
percent) due to local availability of capital goods and distributers.
Institutional arrangements49: The DBE has expanded its institutional capacity in terms of staffing, branches
and districts. The number of DBE branches increased from 30 to 110 and its districts from 6 to 13. The
newly established SME Agency under the Federal Ministry of Industry has a pivotal role in informing and
preparing potential enterprises for lease financing.
The study team’s report highlighted key gender-specific observations related to opportunities, challenges
and areas for future consideration in this regard (Table 1).
Table 1: Capital Lease Financing Challenges and Gender Responsiveness
Opportunities for Women in Manufacturing

Challenges, Gender Gaps/Potential Areas for
GenderResponsiveness

Lease financing is collateral free and hence would
facilitate women access financing.
Manufacturing and agro-processing are the top
priority sectors where WiM potentially participate.
Targeting SMEs relates to women since most women
in manufacturing are engaged in SMEs.
The BDE is expanding its institutional capacity in terms
of staffing, branches, and districts, thus increasing its
opportunity to reach female clients.
The use of media and regional forums for increased
awareness thus leading to more potential clients.

Capital leasing requires that recipients have a dependable
working premises, thus this is expected to be included in
the GoE SME cluster transformation plan still underway, and
the Bank will provide services to those with a workspace
(whether rented or one’s residence).
After approval, the start-up and materials purchasing
process takes time and requires foreign currency.
Enterprises’ limited readiness and awareness of
opportunities available to them.
Gender-specific measures are required to assign GoE SME
cluster transformation allocations.
DBE capital lease financing data, procedures and systems
are found to be gender neutral and hence it was difficult
to see the impact of the initial lease financial results on
women entrepreneurs. This calls for system and actions to
make them gender sensitive.
Planning and performance details were not disaggregated
by gender and lack gender-specific targets or indicators.

Opportunities for Women in Manufacturing

Challenges, Gender Gaps/Potential Areas for
GenderResponsiveness

DBE’s management has had a positive experience
with women’s credit worthiness and good repayment
capacity both through its regular and special
loan programs as well as through the Women’s
Entrepreneurship Development Program (WEDP).
The establishment of the SME agency under the MoI
could potentially be an institutional structure for
tapping into capital lease financing opportunities.

Capital leasing financing requires a dependable working
premises.
The SME cluster needs to have a gender target and
information regarding opportunities that is widely shared
through existing WACA structures and women networks.
The SME cluster structure needs to have gender-specific
facilities such as separate bathrooms.

49 Key Informant with VIP: Lease Financing, June 2017.
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Table 2: Cumulative Capital Lease Financing Performance for the Period July 1, 2016-May 31, 2017
Applications Received (actual)

Sector

NL

% of applications

Amount

% of value disbursed

Agriculture

246

17.41

1,293,152,310.22

13.72

Agro-processing

315

22.29

1,772,795,564.84

18.81

Construction

122

8.63

867,639,434.57

9.21

Manufacturing

492

34.82

3,166,902,876.50

33.61

Mining and quarries

215

15.22

2,185,805,036.99

23.20

Tour operations

23

1.63

136,362,531.00

1.45

Bulk purchasing

0.00

Total

1413

0

100.00

9,422,657,754.12

100.00

Source: Computed from DBE capital lease financing data May 2017.

Table 3: Cumulative capital lease financing performance for the period July 2016-May 31, 2017
Applications Received (actual)

Sector

NL

% of applications

Amount

% of value disbursed

Agriculture

121

23.180

448,639,249.00

12.84

Agro-processing

119

22.797

735,881,056.68

21.06

Construction

25

4.789

199,577,036.31

0.06

Manufacturing

162

31.034

1,097,941,726.40

31.42

Mining and quarries

91

17.433

1,004,365,085.82

28.74

Tour operations

4

0.766

8,208,900.00

0.23

Bulk purchasing

0.00

Total

522

100.00

0
3,494,613,054.21

100.00

Source: Computed from DBE capital lease financing data May 2017.

Table 4: Cumulative Capital Lease Financing Performance for the Period July 2016-May 31, 2017
Sector

Disbursement

NL

%

Amount

%

Agriculture

74

62.18

203,560,969.80

33.65

Agro-processing

1

0.84

819,500.00

0.14

Construction

0

Manufacturing

27

22.69

101,876,195.39

16.84

Mining and quarries

17

14.29

130,407,063.18

21.56

Tour operation

0
168,299,788

27.82

604,963,516.37

100

Bulk purchasing*
Total

119

100

Source: Computed from DBE capital lease financing data May 2017.
*Bulk purchasing is in textiles and hence is part of manufacturing.
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4

Key Challenges
Facing Women in
Manufacturing

4.1. Key Challenges of Female Manufacturing Workers
As most of the challenges described in this section were already discussed in the participation and benefits
section, the tables and graphs will not be presented again in order to avoid unnecessary repetitions. Thus,
all relevant tables and graphs referenced in this section can be referred to in the preceding sections, as
the case may be.
4.1.1. Access to Information and Entry Barriers to Manufacturing Jobs
During the process of entering the labor market, whether they are unemployed, unpaid family workers,
students finishing their studies, or high school dropouts, information regarding jobs and business
opportunities remains critical. As shown in Table 2.6, over 50 percent of female workers assert that limited
access to job information has been a challenge in their job search. Over 20 percent of them also report
that the cost of the job search is unaffordable.
Beyond what these figures tell us, even when they are unemployed, women have unpaid household
work, which limits the amount of time they can spend job searching. In addition, it is not culturally
appropriate to wander around looking for work. Considering that over 70 percent of workers come from
rural areas, it is essential to find ways to ensure that job-related information reaches the areas where they
live.
In recognition of these challenges in searching for a job, and in a bid to provide a continuous supply
of labor to firms, ETIDI, in conjunction with development partners and government counterparts in
Hawassa, SNNPS, has established job centers and is facilitating registration and screenings at local levels.
This is of great importance for women. It saves them time and money and reduces the possibility of
being exposed to the uncertainties of city life.
4.1.2. Weak University-Industry Linkages and Poor School-Work Transitions
The University-Industry linkage issue was discussed in the participation section. There are many
advantages to these linkages in terms of solving job search challenges (cost, time, distance), reducing skill
incongruities, and increasing overall productivity, but there are also a number of operational challenges
at different levels, such as the existence of few and in some cases no women, especially among interns, in
male-dominated technical areas. For instance, in one company, women constituted about 5-6 percent of
total interns (metal engineering). Despite recent improvements, there is poor gender parity at universities
and colleges, especially in the science and technology fields.
4.2. Lack of System for Continued Education, Training and Personal Development
It is obvious that training and skills are key ingredients for increasing productivity and making the
company competitive. Company representatives reported that labor productivity in Ethiopia is very low
compared to other countries that have comparable labor-intensive manufacturing sectors. They give
examples in relation to the value/product units they produce during given time period. The maximum
labor productivity they shared was 55-60 percent in labor-intensive manufacturing and leather goods.
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Despite limited worker productivity and the need to upgrade the skills pool, companies have limited
incentives to invest due to high worker turnover. Despite the importance of providing the trainings
mentioned above, the large majority of both men and women workers (60 percent) reported that they
have not received any in-house training at all (Graph 3.4). This figure increases even more so when we
look at formal trainings outside the firm. Specifically, workers were asked if they had ever received formal
training outside the firm they work in and almost 88 percent of all workers reported that they had not
received such training.
A closer look at the skill types provided by both types of training shows that training predominantly
focuses on production techniques, as reported by 53 percent of women and 45 percent of men (Graph
3.5). Other skill types such as soft skills, quality control, financial management, life skills, etc. are given far
less weight in in-house trainings. This is especially the case regarding reproductive health and family
planning trainings, where only 6 percent of both men and women reported receiving this type of training.
An overwhelming majority of workers who took either of the types of training mentioned above (inhouse or formal outside training) believe that training has increased their skills/productivity. However,
there is a difference across gender in terms of the role of training in helping workers move up to higher
positions in the firm. Whereas 10.2 percent and 21.21 percent (Graph 3.6) of male workers responded
that in-house and formal trainings, respectively, helped them move up to higher positions in the firm,
the same figures for women are 6.57 percent and 7.14 percent, respectively. In other words, men seem
to benefit more from training despite both workers receiving similar types of training.
In the absence of widespread on-the-job training, one option to increase the benefits obtained and career
advancement for women is through mentoring by senior level women. As Graph 3.7 shows, this practice
is also not very common. Specifically, only 38.37 percent of women reported receiving mentorship.

4.3. Low Wages, Lack of Safe and Affordable Housing
Low wages that barely cover the basic costs of housing, food and clothing is one of the key constraints
that women and men workers face. Given gender pay gaps, the lower educational level of women, and
limited career growth options, the impact of low wages and lack of safe and affordable housing is more
critical for women. This challenge poses another gender-based constraint for women: women tend
to co-habit with male partners, enter into non-formal relationships, which expose them to unwanted
pregnancies, various STDs and HIV/AIDS, which become further barriers to their economic advancement.
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4.4. Gender Roles, Cultural Barriers, Reproductive Health and Sexual
Harassment
Key Message about Gender Attitudes and Sexual Harassment:
Most norms and cultural perceptions tend to discourage the progress of women towards leadership
positions, lowering women’s earning potential and discouraging them from following careers in more
technical fields. The following figures reinforce these observations: (i) 30 percent of firm representatives
disagree when asked if it is acceptable for women to earn more money than men (this was the response of
19 percent of men and 12 percent of women; (ii) similarly, 31 percent of firm representatives believe males
are more suited to technical fields such as science and engineering and 25 percent believe they are more
suited to leadership. Among male workers these figures are 18 and 34 percent, respectively, and among
women workers, 18 percent and 24 percent, respectively. Almost half of both men and women workers
believe that married women shouldn’t work the night shift.

In the preceding sections, we discussed the challenges that women face in the context of low wages, lack
of safe and affordable housing, lack of flexible working conditions, and lack of essential facilities. In this
section, the challenges stemming from cultural attitudes and norms towards gender roles, reproductive
health issues and sexual harassment will be the focus.

4.5. Gender Roles and Cultural Barriers
An analysis of the opinions of workers (both men and women) and responses from firm representatives
regarding attitudes towards women’s empowerment in terms of decision-making, appropriate gender
roles and sexual harassment, reveals two broad trends.
First, a significant portion of workers and firm leaders demonstrate a positive attitude towards the
participation of women in the manufacturing sector and decision-making in the home. For instance,
almost 90 percent of firm representatives and workers agree on the importance of women being able
to work outside the home. A similar proportion of firm representatives and workers disagree with the
proposition that significant family decisions should be made by men.
Similarly, the response of married women regarding actual family decision-making shows that they
participate in decision-making to a significant extent. Over 90 percent of married women reported that
decisions regarding how to spend the money they earn, whether to borrow money, whether to have a
child, etc. are either made by the women (20 percent on average) or jointly with the husband (80 percent
on average). Note that a table similar to the one on single (unmarried) women shows that on almost all
questions, more than 80 percent of women report that they are the ones who make decisions.
The most glaring negative attitudes among workers and managers relate to women’s earnings, their
fitness for higher-skill level jobs, and their leadership potential. In terms of opinions regarding earnings,
30 percent of firm representatives, 19 percent of men workers, and 12 percent of women workers report
that they disagree with the proposition that it is acceptable for women to earn more money than men.
This finding aligns with the observation in section one of this document that men earn more money than
women even after accounting for years of schooling and experience.
Similarly, the opinions of firm representatives and workers (both men and women) tend to discount
women’s ability to handle higher-skilled jobs (technical). 31 percent of firm representatives report that
firms prefer to hire men for departments (positions) that involve higher-skill levels, such as engineering,
since men are presumably better at these kinds of jobs. 18 percent of men and women workers express
similar attitudes. It is not clear, however, whether these attitudes are a cause of or response to the fact
that the majority of female workers in the manufacturing sector work in lower-skill positions, as reported
in Section 1 of this document.
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The information we received during the KIIs and FDGs also reinforces the data from the quantitative
surveys presented above.
One leader reflected, “There are jobs that are naturally a good fit for women. I cannot imagine my
Executive Secretary being a man”. Another said, “Although I personally believe that women are capable
of performing competently in jobs that require high technical skills, partly because I had an excellent
woman leader who coached me and played a part in where I am today, the owners’ cultural belief
remains that engineering is a man’s job. I once short-listed two women electricians but neither of them
were hired by the recruitment committee who had strong beliefs that the job was not fit for women”.
Such discrimination goes back to schools. KII and FGD participants who graduated in male-dominated
fields informed the research team that the cultural perceptions of university and college teachers had
contributed to a high attrition rate among women in these fields, low self-esteem, and difficult school to
work transitions. Instances of technical graduates who emigrated from the country, mostly to the Middle
East, and who found jobs not related to their field of studies, are many.
Gender segregation and cultural biases in schools/universities/TVET programs is a key factor that
contributes to the persistence of gender gaps. Similarly, the study indicates that long-term training
in science, mechanics, technology and construction, with greater potential for higher incomes and
executive roles, are assumed to be male domains, with higher male participation in these fields. Lower
female participation in these ‘typically male-dominated sectors’ is attributed to a number of factors.
These factors include a revival of traditionally negative attitudes and gender stereotypes and genderbased ‘roles’ that preclude women from doing ‘men’s work’. There are also indications of personal
discrimination by instructors and employers against female students who choose to engage in nontraditional programs. Hence, compared to males, they have fewer prospects for accessing the practical
field assignments required to complete their coursework and consequently, fewer employment
opportunities.
Culture attitudes and gender roles are challenges that women face in managing their multiple
roles once they obtain a formal factory job: factory work, childcare, domestic chores, community
obligations such as funerals, weddings. The study shows that factory workers must often work
longer hours: 10-12 hours per day on average of paid work, and when paid and unpaid family
work are combined, a manufacturing female employee works an average of 16 hours a day
. Good practices indicate that companies can retain female talent by creating women and family-friendly
working conditions. Private companies in Ethiopia should also follow suit and adapt these good practices, as
the Bishofutu Automotive Industry case exhibits. The value of such support services has been proven by analysis
, indicating that for wage workers, childcare is among the interventions proven to benefit all, according
to in-depth evaluations of different proven programs that worked well, as shown by the women’s
economic empowerment roadmap.
KIIs with automotive factory company representatives revealed that women’s participation in technical
engineering had decreased sharply from 40 percent to zero due to personal and organizational push
factors linked to society’s cultural biases and the perceived low productivity of women.
Some positive practices that attempt to break these negative cultural attitudes are observed. For example,
Bishoftu Automotive has started to actively recruit, hire, train and retain women at its nine automotive
factories. Despite this situation, progress has not been very significant. Once the women begin these
jobs, we see that the biased perceptions among both males and females persist, and confidence in
female technicians has not reached equal footing with confidence in male technicians due to deeprooted cultural perceptions that take time to change.
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Organizational Expectations, Rules and Norms

Companies establish different recruitment rules, norms and often exhibit unconscious biases throughout
employment cycles that affect the entry, development, and growth opportunities of workers.
It was noted during the KIIs and FDGs, for instance, that it is common practice to not hire on the basis
of skills that have been acquired or that are going to acquired, but on ‘physical attractiveness’. In one
FGD, women openly reflected on how dehumanizing parts of the recruitment process had been at
some organizations. Such untold stories of women still persist in one way or another in many of the
organizations. One participant reported that someone at the firm told her how she should dress and act
if she wanted to be hired. She recalled that, “There were about 50 women that day who were all asked to
stand in line. They were then scrutinized and only a few were hired. Those who were hired were the ones
that came prepared as they had been informed by industry insiders. Those who came from rural areas
were not informed and as a result they missed out on the opportunity”. Another woman also related her
story: she needed a job so desperately that she denied that she was married and had children. She was
hired and never regrets lying since, according to her, the money she brings home is more important to
her children than her honesty at the interview.
Attitudes Towards and the Prevalence of Sexual Harassment

Globally, the World Health Organization (WHO) estimates that 35 percent of women have experienced
physical or sexual violence. Violence has multi-faceted impacts on individuals, companies and the entire
nation. In addition to negative psychological and social effects on the individual affected, violence
against women undermines their autonomy and enjoyment of fundamental rights and freedoms. It
coerces preferences, behavior, and actions, and poses obstacles to women’s economic empowerment
by restricting their capacity to make choices. Violence has negative repercussions on macroeconomics,
higher costs for the healthcare and justice systems and productivity losses for local businesses
In addition to affecting the wellbeing of workers, sexual harassment undermines one’s career,
ability to work, work climate and motivation. It also affects employers as staff may take sick
leave or resign to escape harassment, which has a direct impact on company profitability
. Ethiopia is among the SSA countries that have laws prohibiting sexual harassment at workplaces, educational
facilities and public places such as streets, and public transportation. Ethiopia has legal protections
regarding domestic violence and yet it is a common challenge facing women in Ethiopia, as it is around
the world. The prevalence of domestic violence throughout a woman’s life is estimated to be 71 percent
Despite strict policies and legal provisions, the reality on the ground is much more complicated.
Specifically, in terms of attitudes towards sexual harassment, perceptions shared on the quantitative
surveys contradict those obtained during the KIIs and FDGs. In the quantitative survey, when asked about
their experiences, only 5 percent of women said that they personally knew someone who had been
sexually harassed at the firm (Graph 4.1). Among those that said they knew someone who had been
sexually harassed, only 15 percent reported their dissatisfaction regarding the handling of the complaint
by management (Graph 4.2). In addition, almost all firm representatives and workers agree that a woman
should have access to legal recourse. They also expressed positive attitudes towards the proposition that
the firm should create a committee that receives and handles complaints regarding sexual harassment
within the firm. Gender-based violence outside the workplace is common. Some companies for example,
Meta Abo, provided training on Sexual Harassment.
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\Graph 4.1: Do you know any female workers who have been sexually harassed at your workplace?

Don’t know
No
Yes

Graph 4.2: Are you satisfied with management’s response to reported harassment cases? (all female workers)

Don’t know
Satisfied
Dissatisfied
Very satisfied
Neitther satisfied nor dissatisfied
very dissatisfied

There are, however, at least three reasons, apart from the information obtained from the KIIs and FDGs, to
take the above finding regarding harassment with a grain of salt. Firstly, as shown in Graph 4.3, most (75
percent) of workers reported that there is no sexual harassment reporting mechanism at their workplace.
This limits the chances that they would hear about any harassment that has taken place. Secondly, the
concept of harassment is such an infrequently discussed issue that it is often misunderstood. One may,
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for instance, consider it to be sexual harassment only in cases where there is a physical abuse. Thirdly,
respondents may fear for the security of their job if the person harassing them is one of their immediate
supervisors. Company leaders often prefer men to do shift work due to fear of gender-based violence,
especially sexual harassment.
Graph 4.3:Does the firm have a harassment reportin and management pllice

Don’t know
No
Yes

KII and FGD participants reported that sexual harassment is common in the workplace, at home, and on
public streets. This is one of the reasons why women tend to avoid jobs that require them to work the
night shift. Likewise, it is one of the reasons company leaders prefer hiring men, as well as promoting
them to leadership roles. The challenge is severe enough that some companies have encountered
serious challenges related to sexual harassment to the extent that their reputations have been damaged,
affecting the inflow of new entrants. In other words, although the issue is serious, there seems to be less
reporting and workers tended to not even talk about it when asked on the formal quantitative survey.
Limited Reproductive Health Knowledge and Services, Unplanned/Unwanted Pregnancies

The manufacturing workforce, especially at the low-skill low-pay level, is dominated by young people
(most aged 18-26) in sexually active ages, who are primarily uneducated and who migrate from rural
areas. They also tend to be less informed about urban life and its potential challenges or the family
planning services available to them.
As a way of coping with the existing financial hardships resulting from low wages and high living costs,
especially the high cost of rent, women workers tend to rent a house in a group or with a partner. As
a means of protecting themselves from sexual harassment, many of them prefer to cohabit with male
partners in informal marital relationships. Combined with a low level of awareness regarding reproductive
health and family planning and a lack of access to these services, this living arrangement has resulted, in
many instances, in unwanted/unplanned pregnancies and exposure to HIV/AIDS and related STDs.
It was noted in KIIs conducted with leaders and workers that unwanted and unplanned pregnancies
and marital relations are becoming common phenomena rather than an exception to the rule, which
is seriously affecting the economic advancement and opportunities of women workers as well as
the industry’s future sustainability. HR officers highlighted that in labor-intensive, female-dominated
manufacturing, they came across three to four women with kids from a single father, where the men
abandoned them early on, and they ultimately ended up as single mothers.
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Some companies are recognizing the seriousness of this challenge and have started providing reproductive
health and family planning services, including HIV/AIDS prevention and care. Female manufacturing
workers who have access to these services at their places of work have expressed how much they get out
of this. Despite placing such high value on these services, the practice of providing reproductive health
and family planning services is still quite uncommon. There are a number of reproductive health service
providers with which collaboration could be sought.

4.6. Women Entrepreneur: Challenges and Opportunities
4.6.1. Access to Financing: a Constraint for Women-Owned Businesses in Manufacturing
Women business owners share most of the same challenges faced by all entrepreneurs operating in the
manufacturing sector. However, they also face particular constrains. For instance, women have particular
difficulties accessing financing to start-up and grow their businesses due primarily to limited information
regarding opportunities, banks’ collateral requirements, difficulties processing loans and women’s limited
networking outside of work where business decisions are commonly made. The challenge of accessing
financing is more pronounced in SMEs, where women entrepreneurs are mostly concentrated, rather
than in medium and large firms. Large companies that export are more concerned about the way raw
material imports are managed, the lead time it takes, bureaucratic hurdles in logistics handling and tax
management.
The finding in Ethiopia that women-owned businesses are credit constrained is also confirmed for
other Sub-Saharan African countries50. This study further shows that the differences in access to credit
is explained by the fact that women-owned firms tend to be smaller, younger, less export-oriented, and
have less foreign ownership shares. In other words, larger, older, more export-oriented firms owned by
women have similar access to credit as male-owned firms.
4.6.2. Access to the Market and Raw Materials
Another challenge reported is establishing market connections. Women mentioned that raw materials
constraints limit women’s ability to respond to market opportunities that stem from participating in
trade fairs and related market connections. Women struggle to tap into these market opportunities or
fulfill orders because they lack the size/capacity to buy raw materials and other necessary items. Orders
are usually much larger than the capacity of individual producers. This calls for business connections
with large companies to aggregate and forward products to final buyers. One leather producer shared
her personal experience producing products for ELICO to fulfill an order. She explained that the product
quality was much higher than it would have been if they had handled the production themselves.
She said that, “I51 am glad I have a workspace, but the market remains a critical challenge that affects my
business growth. Manufacturing companies with storefronts are taking our products and selling them.
They are the ones prospering. They set the prices and pay for products at their own convenience, and
their profit margin is massive. I buy raw materials in cash, which are very expensive, but deliver the leather
items to storefronts near the stadium on a credit basis. The government needs to take a close look at
linkages created by SMEs and others who have different positions in the market. This calls for fostering
strategic win-win business relations” (KII interview with a woman, March 2017).
4.6.3. Business Development Support Services

50 Reyes Aterido, Thorsten Beck, Leonardo Iacovone (2103), “Access to Finance in Sub-Saharan Africa: Is There a
Gender Gap?”, World Development Vol. 47, pp. 102–120, 2013.
51 Final Evaluation of EDP conducted for UNDP and MoWUD, Dec. 2016.
82 KI interview with Certified business development service provider.
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The integration of BDS services provided by the government and development partners is
recognized as critical to the growth and success of both male and female entrepreneurs. For
instance, the UNDP and Ministry of Works and Urban Development Entrepreneurship Development
Program (EDP) implemented by the Entrepreneurs Development Centre (EDC) integrated BDS
services as key support services. EDP’s final evaluation asserts that the contribution of BDS services to
entrepreneurs is well recognized as a key element of business growth. The programs overall genderspecific achievement was 36 percent including training (the gender target was 30 percent). It did,
however, recommend increasing the number of female BDS service providers to better address
gender-specific constraints81. Similarly, the USAID Livestock Market Development program (LMD)
also integrated BDS service providers for women entrepreneurs to assist them in preparing their
business plans, obtaining grants, coaching, and to provide handholding support to LMD target
participants82.
Women are sometimes unable to tap into existing opportunities such as loans due to a number of
reasons, one of which is lack of development support services or personalized support. One female
garment business owner shared her story of how she regrettably wasted 30,000 ETB on a consultant to
prepare a business plan that in the end did not qualify her to obtain the DCA loan provided by the USAID
through the 50 percent guarantee scheme with Abyssinia Bank (KII with a woman).
The above evidence and best practices included in this study indicate the needs and values of business
development services in improving the performance of women entrepreneurs. However, some literature
suggests otherwise. For example, several recent meta-reviews5253 of evaluations of business training
programs targeted at women show that there is no evidence to prove that support programs lead to
significant improvements in business performance outcomes. Furthermore, in programs with both
male and female participants, in some cases firm performance improves for male-led firms only, not for
female-led firms. What we can learn from these facts is that there are other factors that affect the success
of women entrepreneurs, which can be ascertained by in-depth or control-type studies.
4.6.4 Work-Life Balance, Social and Cultural Influences
Work-life balance is another factor that can make or break the success of women entrepreneurs. Women
who are successful tend to be those with strong support networks, including family and spouses, who
encourage them to succeed in business. Some family members actively take part in managing the
business and others in providing support by caring for the family, giving the woman the freedom to
hold business meetings and meet business partners, which often goes against socially accepted norms.
On the other hand, some businesses, especially SMEs, have to close their businesses or leave important
meetings or training opportunities in an effort to meet their family obligations.
A recent study confirmed the above finding54. The study found that small and micro scale enterprises
located near the owner’s home perform worse than those located near customers and/or raw material
suppliers. One may immediately jump to the conclusion that women should be located near raw
material suppliers. However, in most circumstances, this conflicts with childcare and other domestic
responsibilities.
For most women, work–life balance is a globally-recognized key factor in deciding whether to stay or
leave a job. A study by Deloitte indicated flexible work practices as the top-ranked impactful practice
52 Xavier Cirera and Qursum Qasim (2014), “Supporting Growth-Oriented Women Entrepreneurs: A Review of the Evidence and Key Challenges”, Innovation, Technology & Entrepreneurship Policy Note 92210
53 David McKenzie and Christopher Woodruff (2013), “What Are We Learning from Business Training and Entrepreneurship Evaluations
around the Developing World?”, Oxford University Press
54 Eyersualem Siba (2015), “Returns to Physical Capital in Ethiopia: Comparative Analysis of Formal and Informal Firms”, World Development,
Vol. 68, pp. 215-299
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by women in the study. A great deal of global evidence shows how gender diverse leadership
and organization is beneficial. “There are positive benefits of gender diverse leadership teams and
organizations. The women in the study cite diverse perspectives in decision-making (89 percent),
balanced organizational management (77 percent) and, improved financial performance (46 percent) as
the top positive benefits”55.
4.6.5. Limited Consideration of Gender in Different Support and Incentive Systems
The GoE has established a number of incentives to ensure manufacturing growth in the country. The
most prominent ones are facilitating investment by allocating public funds to private investors, tax
holidays, facilitating infrastructure and utilities, especially in industrial parks and zones. Such critical
opportunities can serve as incentives for women to enter and grow their businesses at a reasonable
scale. However, there are no systems or rules that facilitate the inclusion of gender in the incentives
provided. This contrasts with other issues that are given a prominent role. For instance, no investment
has been allowed without the submission of an environmental impact assessment report. Recentlybuilt industrial development infrastructures (e.g. Hawassa Industrial Park) are required to generate zero
environmental impact, which is a good example of how environmental concerns are integrated into
industrial development plans and structures. However, there are no such rules for integrating gender
concerns, even in leading employment industries. No gender support facilities like childcare centers are
included in the infrastructure plans, which is an issue for future consideration. Industrial parks have to be
pioneers in gender change, demonstrate good business practices and attract more markets for investors.

4.7. Promising Initiatives
One promising program is the capital lease program initiated by the Development Bank of Ethiopia
(DBE). DBE has initiated a loan program meant to address the needs of Small and Medium-Sized
Enterprises (SMEs) as part of GTP II, with a special focus on manufacturing industries, in order to foster a
shift towards an industry-led economy. Accordingly, DBE will open 175 new branches to cater to small
and medium scale enterprises, increase its financing portfolio by increasing its capital leasing capacity by
20 percent, and increasing grants to 112 billion ETB in GTP II (up from the 39 billion ETB lent to projects
in the GTP I period56). Although such changes provide opportunities to both men and women SMEs, it
could mean new opportunities for women, as these efforts are more concentrated on this group. This
calls for expanding the information available regarding opportunities and ensuring that gender is taken
into account as part of all banking systems and policies.
During the study, there was evidence of firms with good practices related to capital leasing opportunities
and female-targeted loans. Capital lease financing allowed some women and men-owned SMEs to
transform in terms of increasing the scale of their businesses, as indicated in the case below.

55 Deloitte 2015
56 http://www.2merkato.com/news/alerts/4301-development-bank-of-ethiopia-to-offer-loan-to-small-medium-enterprises.
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Case: “Capital Leasing and Business Skills Support Improved My Business”
A woman who owns an SME in the Kirkos cluster, Addis Ababa, began working in the garment
industry a long time ago. She started her business some 10 years ago by working from home with an
old machine. At that time, her start-up capital was estimated to be just 2000 ETB, covering only the
cost of the machine. She faced multiple constraints including lack of a working premises and market
access, and poor product quality due to the machine being old. In addition, her unit production
cost was high since there was machine work that she had to outsource. Furthermore, when she was
working from home, she had limited access to information, and business opportunities often did
not reach her. She stated that her business underwent major changes after she got a capital lease
for various modern machines that perform different functions, which she secured through funds
from Addis Capital Lease Share Company. As a result, from just one sole employee (herself), the
business expanded to five women. She also diversified her product portfolio and increased product
quality. Furthermore, she no longer needed to outsource jobs like butting and zigzag stitching. She
also started to generate an additional source of income by providing services to others (buttoning,
zigzag stitching). She said, “Now my capital has reached over 300,000 ETB and I am qualified to be
a medium-sized manufacturing company”. Product quality has increased and she has even started
handling government procurement offers.
She also said, “Other very critical support services that helped me were the ones I received from
WISE in areas such as business training, business competition, leadership, and savings opportunities,
which many women lack”. She informed the team that this enabled her to compete against six
men for a business expansion fund from the Development Bank of Ethiopia. Unfortunately, she
was informed that she was not selected for the fund. She continued her story, mentioning some of
the challenges she still faces; for instance, working capital to buy raw materials and market access
remain a challenge. She suggests, “Linking with big producers such as sponge and textile companies
would help. In addition, helping SMEs obtain their fair share of government procurements would
enhance our opportunities”.
KI with woman business owner, WIM study team, March 2017

To summarize, women-owned businesses have several constraints, including access to capital, access
to raw materials, market connections, and business development services, particularly development
plan services. Despite the need for business training and BDS support, some question their effectiveness
and the impact on women’s businesses. The results of the KIIs and the final evaluation of the UNDP
and MoWUD Entrepreneurship Development program asserted the relevance of business training and
BDS support services57. Similarly, special BDS support services provided to women entrepreneurs by the
USAID LMD program helped them create their business development plans and secure grants/loans,
which greatly contributed to the success of their businesses58.
However, the literature has shown that all of these problems are prevalent because female-owned
businesses tend to be small and micro-sized enterprises. As a result, policies aimed at supporting women
entrepreneurs should have two features. First, polices that improve the performance of small and
micro-sized enterprises will be overwhelmingly advantageous for women entrepreneurs, a mechanism
to incubate such progress. Secondly and most importantly, polices that alleviate the constraints that
keep women from transitioning towards ownership of medium and large-scale firms are needed. These
57 Final Evaluation of EDP of UNDP and MoWUD, 2017.
58 KII with USAID/LMD, BDS service provider. She also became certified BDS providers that would contribute to development of support
service market.
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include encouraging the participation of women in higher learning and vocational trainings, a gradual
shift towards changing household gender dynamics that would encourage men and husbands to
share domestic responsibilities. The need for effective gender support services for women to be able
to transition from micro to small-medium-large businesses were noted as key constraints in the recent
(2017) national strategy document on Women’s Development and Change.
Enat Bank: Collateral Free Initiative for Women

Enat Bank’s Financial Services for Women include a number support services for women, one of which is
collateral free loans for female entrepreneurs. According to Enat’s Women-Owned Businesses Financing
Scheme (EWBFS), the Bank has recognized the contribution women make to the economy, and the
financial constraints that women-owned enterprises face and, in response to this, provide financial
services such as collateral free loans through the collateral risk fund scheme for the low-income, active
poor and missing middle.
The basic requirements and eligibility criteria for women to receive financing under collateral risk funds
are:
• Ages: 18-65;
• Characteristics: Businesses owned and managed solely by women;
• Nationality: Ethiopian.
Those who have entrepreneurial potential and are active and eager to work, and possess an innovative
idea, particularly one that could reduce women’s workloads, have the potential to serve as role models.
Women in difficult situations will be given priority. The list of eligible women includes:
• Women engaged in labor-intensive and risky working conditions such as fuel-wood carriers,
commercial sex workers, informal traders, etc.
• Survivors of Gender Based Violence (GBV),
• Heads of households who support many dependents, lacking collateral and able to provide a certificate
showing that there is no property registered in their name, who are married and have children under
the age of 18, who hold a deposit account with Enat Bank, able to pay a 5 percent equity contribution,
with no loan default record.
• Those able to provide a sound business plan and able to obtain a valid license.
• Those willing and able to duly enroll in training programs organized by development partners.
Furthermore, the bank may stipulate additional requirements depending on the risk involved.
The study team had the opportunity to meet and discuss this with an Enat Bank collateral free loan
beneficiary. She shared her experiences on how the loan boosted her business and enabled her to export
her leather products. See good practices in section 5 (Case 2).
Similarly, Adeday Microfinance SC is a women-owned micro-financing company that addresses the
special needs of women entrepreneurs who are engaged in different sectors, including agriculture, trade
and services.
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Adeday Microfinance SC: a women’s outreach support services institution.
Adeday Microfinance Share Company, a women-owned micro-financing company (owned by
Tigray Women’s Association and individual women), is a micro-financing service provider licensed
to operate in Tigray. The institution mobilizes savings and offers credit primarily to low-income
women who are often under-served by other financial institutions that operate in the region.
Adeday MFI S.C. promotes savings-led micro-financing start-up methodologies to build household
assets and minimize debt. As of June 2017, Adeday MFI Share Company has 12,000 borrowers
and over 53,000 savers (5000 group savers and 48,100 individual savers). A total of 300 million ETB
was disbursed in loans for different economic activities. Looking at the share of the loans granted
for different activities, the share of manufacturing loans is low. This is due to the infancy of the
manufacturing industry, the low proportion of women engaged in manufacturing, and small loan
amounts.
However, the study team sees Adeday Micro-finance SC as a good support institution that has the
potential to grow and increase the number of women in manufacturing, especially to help womenowned micro-enterprises grow into small and medium-sized enterprises. It could also serve as an
information hub regarding the participation of women and girls in manufacturing. This is especially
true given the recent launch of an industrial park in Tigray and the strong grass-roots presence of
the Tigray Women’s Association4.
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5

Good Practices:
Women’s
Participation,
Benefits and
Leadership

Identifying good practices in policies, programs, and incentives that have greatly contributed to
improving the participation and benefits for women in manufacturing while in turn improving the
performance of businesses in terms of productivity and profit, is an essential ingredient in the process
of forming a national policy that will achieve the intended goal of improving conditions for women and
sector performance. Accordingly, a range of good practices have been reviewed so as to select the ones
that have been proven to impact women’s participation and benefits that have had a profound impact
on addressing the challenges that companies face (e.g. absenteeism and turnover), as well as improving
performance and productivity.
The good practices were selected based on the following elements:
• Practices that were proven to have addressed the key challenges that women face identified by the
study.
• Practices that fostered women’s economic advancement and opportunities.
• Practices related to the context (the situation of women and the industry/sector).
• Practices that entail interventions that have strong linkages with company business incentives in
terms of reducing absenteeism, turnover, improving productivity and performance.
• Practices that have strong linkages with strategic interventions proposed by the research.
• Practices that expanded and contributed to the growth and sustainability of industrial development
in the country.
The stories and cases related to the good practices that fulfill the criteria set forth in the preceding
discussion are presented as follows:

5.1. Good Practices: Case 1
Encouraging Women Entrepreneurs to Participate in the Export Market Yields Returns59

The Malaysian External Trade Development Corporation (MATRADE) introduced a program in 2005 to
support increased participation and benefits for women entrepreneurs in the export market. Within
three years, the program achieved an increase in export sales of 9.8 million RM. This growth was
achieved by training 1,700 women exporters. The program operates as follows: first, an on-site business/
factory visit and export readiness assessment are conducted to identify those with growth potential.
Selected entrepreneurs then receive support services, including personalized coaching, product and
service marketing support, skills enhancement training and other export-readiness services. Business
handholding programs connect them with financial institutions and other support groups to expedite
their growth. Customized business coaching is complemented by linkages to trade financing, market
and commercial intelligence. The program operates by involving female business owners and business
associations in a consultative process.

59 http://www.mia.org.my/v1/downloads/emerger/conference/2012/05/21/Presentation percent20by percent20MATRADE.pdf
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This, however, further illustrates the difficulties that support programs for women entrepreneurs face.
First, since the program is multifaceted, it is difficult to determine which intervention was successful and
which was not. Second, it is also unclear whether the selected businesses would have been successful
regardless; i.e. since the program selected those that were already performing well, it is possible that
their success is not attributable to the program. The bottom line is that the only way to support women
entrepreneurs is by testing policies, which fosters learning.

5.2. Good Practices: Case 2
Enat Bank, a Women-Owned Private Bank in Ethiopia, Provides Collateral Free Loans to Women
Entrepreneurs.

“The Collateral Free Loan from Enat Bank enables me to export leather goods”: statement made by a
beneficiary. A female leather manufacturer and mother of two started her business in leather goods
manufacturing in 2013 with her own capital of 14,000 ETB and two machines. Like other SMEs, especially
women-owned, she faced financial challenges starting and then growing her business due to collateral
requirements and very high interest rates, among others. In August 2016, Enat Bank’s Women’s Financial
Services Department provided her with a collateral free loan of 300,000 ETB with a 9.5 percent interest rate.
The same woman now states: “Thanks to this loan, I am able to export leather items. Now my position has
improved, my capital has reached 3 million, and I employ 13 workers. My production capacity increased
from 5 bags per day to 500 bags per day. Now I am faced with a major challenge in securing access
to the market. I hope the government will connect me with FDIs/major companies that source from
SMEs, especially women-owned. We lag behind in technology and need technical, business, and market
training” (Source: KII with an owner and manager, Lidia Leather, April 2017).

5.3. Good Practices: Case 3
Better Work Demonstrates the Case for Improving the Quality of the Workplace for Women60

Better Work is an innovative global partnership program implemented jointly by the International
Labor Organization (ILO) and the IFC. The program was established in February 2007 to help address
the challenges faced by actors in global supply chains, including international buyers keen to ensure
compliance with labor standards in their supply chains and enterprises looking to increase competitiveness
in order to continue to have access to global markets. Better Work is operational in several countries,
including Vietnam, since 2009.
Most workers (74 percent) in Better Work factories are women. Data gathered by Better Work in Vietnam
suggests that factories enjoy higher profits when they ensure better workplace conditions for workers,
particularly when:
• Women are more confident that they will not be subjected to sexual harassment;
• Workers report low levels of verbal or physical abuse at the workplace;
• Workers are confident that they will be paid as promised;
• Workers have access to training; and
• Workers report higher trust in the trade union.
Overall, after joining the Better Work program, 65 percent of factories in Vietnam saw an increase in total
sales, a 62 percent increase in production, and a 60 percent increase in job creation (800 jobs at each
factory).

60 Drusilla Brown (2013), “Measuring the Impact of Better Work”, Tufts University working paper, forthcoming
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5.4. Good Practices: Case 4.
Bishoftu Automotive Strives for Gender Equality Excellence

The Bishoftu Automotive Engineering Industry is located in Bishoftu, in the Oromia Regional State
in Ethiopia. It has nine factories that produce different heavy and light automotive and engineering
products. As of March 2017, the company has 1360 women employees. The company boasts a gender
equality structure and Women’s Affairs Directorate, led by a director responsible for 20 staff (four office
workers and 16 daycare staff). The company took a lesson from other similar industries outside Addis
Ababa (Ambo Metal and Gafat in Tigray) and established a daycare center in February 2014 by obtaining
a license from the Bank of Ethiopia. Thus far, the daycare facility has enrolled 25 infants and 72 children.
The motivation to provide a daycare service was to respond to the particular needs of women, who tend
to be late, absent or leave their jobs due to childcare responsibilities. The company has benefited from
the undivided attention of women, reduced absenteeism and turnover, satisfaction among women due
to reduced childcare costs and greater flexibility as they are allowed to visit their children from 10:0010:30 a.m. for breastfeeding. The company provided the building, established a budget of 188,000 ETB,
hired staff and covered operational costs. Workers who enroll in the service pay a subsidized amount of
50 ETB per month per child for the cost of snacks and to sustain the service. Currently, the daycare enrolls
children from 6 months to four year of age. The center has the capacity to accommodate over 1000
children. The women’s group and focal people in each work unit meet every two weeks and monthly for
tea, allotting five ETB each month (3 ETB to cover the tea and 2 ETB to support women in need (e.g. who
are on long-term sick leave)). They also actively recruit women and have been able to reach 43 percent of
all women and 36 percent of mid to low-level female leaders. They also changed the six-month maternity
leave policy to three months maternity leave with full pay and another 3 months with half pay. One
can safely assume that Biscotto is striving for excellence in gender equality. Source: KII, WiM team, WA
Director, Tibletse, March 2017

5.5. Good Practices: Case 5
Work-Life Balance is Good for Business61

Programs that facilitate work-life balance for parents or health services for women can lead to potentially
significant returns. At Nalt Enterprise, which is a Vietnamese garment factory, staff turnover fell by one
third after the company opened a kindergarten for workers’ children. In Bangladesh, a program that
provided health services to women workers in garment factories reported a 3:1 return on investment
over an 18-month period as a result of combined savings from reduced absenteeism and staff turnover.

5.6. Good Practices: Case 6
PPT for Social Change

The PPT for Social Change good practice is linked to the apparel industry. It is a partnership formed
between H&M, the International Labor Organization (ILO) and the Swedish International Development
Cooperation Agency (SIDA). The partnership aims to promote socially responsible development of
Ethiopia’s textile and garment industry. The project (funded by H&M and SIDA) creates regular dialogue
forums that bring together governments and organizations that represent businesses, workers, and
suppliers to tackle common and urgent problems in the sector.

61 (IFC) 2013. Investing in Women’s Employment Good business, Good for development. Washington, D.C.: www.ifc.org
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By working together, companies can help shape the conversation and strengthen their advocacy
with policymakers in both host and home countries to support women’s economic empowerment.
Companies can also work with existing industry initiatives to develop common standards, share best
practices, and collectively voice support for investment in women’s empowerment in the region.

5.7. Good Practices: Case 7
Maternal Health and Supportive Facilities Benefits62

Safaricom is an ICT company. Safaricom’s maternity policies in Kenya include 16 weeks of leave with full
pay. Safaricom also provides new mothers with reduced hours for the first six months. This is part of a
package of initiatives that includes fully staffed childcare facilities, an on-site doctor, a private mother’s
room, and comprehensive medical insurance. These leading practices are spearheaded by the company’s
CEO Bob Collymore. During the 2015 World Breastfeeding Week, which Safaricom hosted, Collymore said
that Safaricom did this because it was the right thing to do and because it helps the company retain
talented employees. He said that, “A woman should not be forced to choose between breastfeeding and
a successful career. She should be supported to do both!”

5.8. Good Practices: Case 8
PepsiCo Asia Pacific Demonstrates the Value of Women in Management Positions

PepsiCo Asia Pacific achieved its goal of women representing 45 percent of the Executive Committee,
37.5 percent of executive staff and 34.1 percent of senior management.
PepsiCo Asia Pacific has firmly embedded the case for gender diversity in its internal and strategic
communications by conveying this to all of its employees and integrating women’s employment
into the company’s performance objectives. Aligned with these objectives, the company has female
development and leadership programs, work-life balance programs, gender diversity analytics for hiring
and succession planning decisions, and mentoring programs. CEOs and senior managers with a deep
personal commitment to gender diversity can make a real difference. Managers can help create and/
or maintain this momentum by acting as ‘champions’ and advocates for women’s employment, and
influencing company culture and workplace behavior at all levels63.

5.9. Good Practices: Case 9
Good Practice Example 9: Women Entrepreneurs

Support, outlook and self-perception is critical to the success and accelerated growth of women in
business on a global scale. The Ernst and Young Entrepreneurial Winning Women program involved
five models that boosted women’s businesses, and did so successfully. “Thinking big and being bold;
building a public profile; working on business rather than in it; establishing an advisory service; evaluating
financing for expansion” helped them succeed within three years: the revenues of program participants’
companies increased by 50 percent on average, with a corresponding average annual job growth rate of
more than 20 percent64.

62 Safaricom, 2015 cited on BSR 2017
63 (IFC) 2013. Investing in Women’s Employment Good business, Good for development. Washington, D.C.: www.ifc.org
64 Ernst and Young (2012). Thinking big. How to accelerate the growth of women owned companies?)
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6.1 Education, Training, and Career/Business Development Opportunities
As shown in the participation section, most women employees in the manufacturing sector are younger,
less educated, and engaged in the less skilled/technical levels of value chains. This partly explains their
low earnings and high turnover. In the absence of sufficient training in their background, the only
avenue for career development opportunities would be to receive on-the-job training either in-house or
outside the firm. Despite the importance of such trainings, the availability of these opportunities in the
firms studied is very limited. Investing in relevant trainings that boost productivity and promote gender
equality are critical. For high-skilled jobs, gender support and promotion should start at universities /TVET
programs. Skills gaps are directly linked to productivity. Systems to respond to prevailing skills gaps and
reduce gender gaps at the organizational level are of critical importance. The target groups for gender
balance in education, training and personal development are: men and women workers with clear
gender targets, organizational leaders (supervisors, HR managers, sustainability/compliance officers, etc.),
leaders of sectoral associations and labor unions, TVET/University teachers. Demand-driven job services:
skills training, internships, vouchers, and/or subsidies for young women have been identified as proven
interventions65.

65 http://www.womeneconroadmap.org/sites/default/files/WEE_Roadmap_Report_Final.pdf
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6.1.1. Strategic Objective
In light of the fact that there is a clear discrepancy between the need for training/education and provision
thereof, facilitating and promoting need-based (technical and other) training and continued educational
opportunities should rank as one of the top strategic objectives of any government policy and an integral
part of any company’s action plan; cross-cutting gender support services that enable women to be
effective in universities/TVET programs, existing businesses/jobs and to find better businesses, jobs and
positions as workers and entrepreneurs along the organizational ladders and/or value chains.
6.1.2. Strategic Interventions
1. One problem firms face in providing on-the-job training is the high turnover of workers. High turnover
makes training incompatible with their aim of profitability as trainings imply costs. One possible option
is to develop a service agreement contract that reconciles the firm’s need to recover their cost and the
worker’s need for flexibility. Another way is to incentivize firms to supply on the job trainings and the
government to compensate them for the cost thereof.
2. Another possible intervention is to reduce the cost of providing trainings by facilitating flexible
training arrangements so that company work streams are not negatively affected. For instance,
exploring opportunities to make use of existing facilities at industrial parks/zones and related public
organizations as venues for training may be a viable way.
3. Increase the relevance of trainings by assessing the training needs of workers and entrepreneurs
and developing a curriculum with different themes and topics. This calls for a constructive dialogue
between firms and sectoral institutions.
4. Support gender services at TVET programs/universities to increase female enrollment and completion
and to equip them with key industry information related to their fields for smooth transitions from
school to work. Provide special support to women in relation to connecting them with companies and
providing them with resources for paid internship opportunities. Provide gender training to teachers
and leaders and build men champions to transform the culture at universities/TVET programs into one
that is more supportive.
5. Address gaps in university/TVET-industry linkages to ensure sustainable human resource development.
The study team has observed that firms in the manufacturing industry do not think that universities
(TVETs) are teaching students relevant skills that they can immediately apply on the job. Creating a role
for these firms in the development of curriculums and actual training processes may facilitate integration
of the skills learned in trainings to the actual on-the-job skills needed, thereby increasing employment
opportunities for students.

6.2. Information and Communication
Current practices indicate that job advertisements are very localized and this limits access to information
for many potential workers who live far away in rural areas. This is an important issue since most workers
come from various rural areas (over 60 percent) located far from urban areas. Many workers reported the
high cost of searching for employment. Also, women often arrive to a job site without being very familiar
with the manufacturing industry, and this in turn leads to a plethora of challenges that they must face. In
terms of high-skilled jobs, women also need connections and promotions to facilitate job entry.
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Similarly, women entrepreneurs face difficulties finding relevant information about buyers, suppliers,
easy ways of securing loans, and information on how to create relevant businesses. This is due to the fact
that most of the information flow takes place in informal networks that women find difficult to join due
to cultural barriers, as they have less time for socializing and networking outside the home. This barrier
affects women-owned businesses since women are less represented in sectoral associations. There are
no women’s sectoral manufacturing networks.
6.2.1. Strategic Objective
Develop and implement an Information, Education and Communication (IEC) strategy that facilitates
affordable and easy access to information regarding job and business opportunities at all levels (national,
company, schools, and community). Regarding women entrepreneurs, the following should be high
priority strategic objectives: reduce cultural biases and enable women to be better informed about
existing and emerging opportunities in manufacturing. The target groups for this are women workers,
entrepreneurs and the general public.
Women entrepreneurs engaged in small and micro-sized enterprises face unique problems. These
include lack of access to credit, work-life balance, and lack of business development skills/training. Various
governmental and non-governmental organizations have established programs aimed at alleviating
these constraints in order to unleash the full potential of women entrepreneurs.
However, existing evidence in Ethiopia as well as other countries suggests that operating these programs
in isolation will not achieve the intended goal6667. One glaring observation from the literature68 is that
most support programs targeting women entrepreneurs lack adequate or standard monitoring and
evaluation. As a result, it is difficult to learn what works well and what doesn’t. This calls for a more
gender-specific study and context-specific learning.
6.2.2. Strategic Interventions
1. Organize public awareness campaigns to build a positive image of the manufacturing industry
and women’s participation in the sector as workers and entrepreneurs through private and public
media. Increasing the involvement of community leaders may also facilitate the effectiveness of
these campaigns. This could help reduce the cultural barriers women face that prevent them from
participating in the sector.
2. Expand information networks concerning the availability of manufacturing jobs as well as investment
opportunities to places frequented by women: shops, markets, religious areas, informal and formal
women’s networks. This could alleviate the high cost of job searching that workers face as well as the
information constraints on women entrepreneurs.
3. Reduce entry barriers, for instance by reducing fees and increasing the relevance of associations. This
is suggested because the team has observed that women entrepreneurs are not active participants in
sectoral associations. This may be due to entry barriers in some cases and the associations may not be
effective enough to address their needs.
4. Create/initiate a dialogue and discourse in the media on pertinent gender issues in manufacturing
based on studies such as female students in universities/TVETs, women workers in high-skilled jobs,
women managers, men’s roles in empowering women in manufacturing, etc.

66 Eyersualem Siba (2016), “Enabling Female Entrepreneurs and Beyond”, Brookings Institution, Washington, DC.
67 David McKenzie and Christopher Woodruff (2013), “What Are We Learning from Business Training and
Entrepreneurship Evaluations around the Developing World?”, Oxford University Press
68 Xavier Cirera and Qursum Qasim (2014), “Supporting Growth-Oriented Women Entrepreneurs: A Review of the Evidence and Key Challenges”, Innovation, Technology & Entrepreneurship Policy Note 92210
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5. Facilitate gender-specific research, develop gender indicators and mandate these efforts as standalone and embed them into ongoing organizational projects, programs and systems and ensure that
this continues. Specifically:
a. Support gender-specific studies with earmarked resources to conduct a gender-specific study on each
sub-sector and generate and report gender-specific data on companies and different development
partners making use of existing ministries, sectoral and organizational units (e.g. Research and
Development, Gender, CSR etc.)
b. Document and share existing and emerging good practices. These include highlighting role model
companies that empower women, role model women who have improved their livelihood by
participating in the manufacturing sector, effective women leaders and standout workers such as
supervisors, mechanics, electricians, etc.

6.3. Gender Responsive Structures, Rules, Incentives, and Effective
Enforcement
The Ethiopian government has instituted several policy and legal frameworks that have positive
implications in terms of the participation and benefits for women in the manufacturing sector. However,
the study team has observed that several of these policies and laws lack enforcement. In addition, there
are incentive schemes targeting investments in the manufacturing sector that tend to be gender neutral.
Gender support/equality structures such as Women and Children Affairs, women’s networks/female
focal persons and women’s sectoral networks are also critical for increasing women’s voice and agency.
Similarly, the assessment of the HR system and organogram through a gender lens shows that most have
no organogram, and even the ones that do have not disaggregated it by gender and do not use it as a
management or planning tool.
6.3.1. Strategic Objective
Establish new and strengthen existing structures, rules and incentives that enable gender inclusivity with
a clear gender target and effective enforcement mechanisms by applying context-specific affirmative
action to promote increased women’s participation and benefits to ensure that the existing and emerging
manufacturing sector has a sustainable and gender equitable workforce and to foster the entry and
growth of women entrepreneurs.
6.3.2. Strategic Interventions
1. Establish new gender rules and standards including:
• Mandate the provision of daycare services, especially as part of industrial park investment and
infrastructure plans, and for companies who have over 1000 female workers.
• Consider gender a mandatory element of investment screenings and agreements.
• Set a minimum quota of 30 percent women in leadership and high-skilled jobs, with active recruitment
and promotions, in alignment with GTP II, and make it part of an annual operational plan and annual
rewards program for companies with outstanding performance in this regard.
• Establish gender equality structures in industrial zone/parks, service areas and selected companies.
• Introduce minimum wage law in the manufacturing sector and apply it in phases in order to minimize
disruptions that may happen in the short-term.
• Extend the existing three months paid leave to six months by adding three months of half day pay
through cost sharing arrangements between employers and the government to offset potential
discrimination of working mothers.
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• Introduce an incentive scheme to encourage the participation of women entrepreneurs by establishing
quotas for women entrepreneurs in industrial parks and tailoring tax benefits and other incentives to
include women entrepreneurs.
• Support the establishment of clear gender disaggregated organizational structures and HR systems
with clear gender targets and support their implementation to address the structural gender
segregation in employment and leadership.
• Provide special support and incentives to increase women’s entry and growth in ‘male dominated’
high-skill investments, leadership roles and jobs such as gender support services in universities/TVETs
and special women’s apprenticeship programs to increase their linkages to manufacturing and set a
minimum gender target for high-skills apprenticeships and employment.
• Engender HR and ensure that there is a good gender support structure.
2. Effectively Enforce and Promote Existing Structures and Legal Provisions by:
• Reviewing the WAO mandate of the MoI and sectoral associations and clearly mandating gender
support services for women in manufacturing, and training them through HR and needed resources.
• Creating awareness among workers regarding policy and legal provisions in collaboration with civil
society and relevant public institutions.
• Enforcing labor and related laws by holding employers accountable for infringement of rights
guaranteed to workers by rewarding and encouraging employers that are in compliance or that go
beyond, using the power of the media and buyer influence. For instance, reducing corporate sanctions
that go against labor laws, reducing the discrimination of women due to pregnancy, marital status or
even age.
• Including enforcement mechanisms for legal provisions in existing one-stop shop services at industrial
parks and in key service areas (e.g. customs, investments).
• Fostering a gender sensitive organizational culture through increased awareness of the case for
integrating and advocating gender standards.

6.4. Gender-Friendly Working Environments
According to both the quantitative and qualitative surveys, the highest-rated working environment
factor is decent pay. However, for the large majority of workers, pay, whether in the form of wages or
benefits, is very low. It barely covers their basic living costs. For instance rent, on average, takes up about
40 percent of wages or may even take up to 60 percent of wages in the case of low-income workers.
In terms of other factors related to the working environment, there seems to be a lack of flexibility in
terms of accommodating mothers’ need for work-life balance. In most circumstances, limited time
for breastfeeding and the practical non-existence of childcare facilities at firms stand out among the
factors that severely affect the working environment. A sizable number of respondents reported that
there are no separate changing rooms for men and women, no separate bathroom facilities, insufficient
bathrooms even when they are separate, and limited ventilation of the workplace. This situation is
somewhat better in industrial parks/zones and export industries. However, even in these cases, they are
frequently supplied in a manner that may affect the moral of female workers. For instance, the team saw
firms where bathroom use is restricted by time and monitored by male supervisors.
6.4.1. Strategic Objective
Promote gender-friendly working environments that foster work-life balance, decent pay and quality
working conditions so that manufacturing will have a gender diverse and sustainable labor force, thus
improving productivity.
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6.4.2. Strategic Interventions
1. Although policies such as minimum wage could make a difference, there is a limit as to how far this
can go before it diminishes the competitiveness of firms, given that the industries involved are still
in their infancy. Therefore, intermediary steps are required, such as provision of cheap housing to
increase the purchasing power of worker paychecks.
2. Encourage practices that provide for flexible working hours, especially for mothers and those pursuing
an education.
3. Build on the existing encouraging albeit limited supply of essential facilities in some firms located in
industrial parks. These gender-friendly facilities include daycare centers, breastfeeding areas, separate
changing rooms, bathrooms and related services.

6.5. Access to Sexual and Reproductive Health Education and Services
The majority (over 70 percent) of workers are young and come from rural regions around the country.
They have limited knowledge of reproductive health and limited life skills. The problem is exacerbated by
informal co-habitation that is necessitated by the high rental costs workers face. For this reason, providing
quality and sustainable reproductive health services will significantly and positively impact their lives by
preventing unwanted pregnancies, births, HIV/AIDS, and other associated health problems. This service
is even more beneficial to women workers who have limited time and resources to access such services.
Female workers who have received such trainings and services have reported that it has improved their
lives significantly. Despite the reported benefits, these services are provided to a very limited extent and
in very few firms. For instance, in our quantitative surveys, only 6.4 percent of women workers reported
receiving such training and services. Access to this service empowers women and benefits the industry
alike. Global experience shows that addressing women’s health issues has a direct impact on a company’s
productivity by reducing health-related absenteeism and increasing active engagement at work.
6.5.1. Strategic Objective
Facilitate the provision of quality and sustainable reproductive health education and services as an
integral part of factory workplaces, and implement any industrial development strategy that promotes
worker health and enhances company productivity.
6.5.2. Strategic Interventions
1. Integrate reproductive health education into the national elementary education curriculum. In regions
where this policy is already in place, enhancing the quality of education should be a priority.
2. Including reproductive health education in the education curriculum may result in positive outcomes
in the long run. However, current workers are in dire need of these services, which requires that
existing programs be revamped. This may require instituting a policy to integrate reproductive health
education and services as part of industry planning and reporting systems.
3. Integrate Reproductive Health Services (RHS) at factory workplaces (using existing company clinics)
and create formal linkages (MoU) with RHS providers like Mariestops (FiT for Life project) and the
Ethiopian Association of Family Planning to provide additional health assistance and needed resources
to women.
4. Create strategic partnerships with relevant stakeholders (public, private and NGOs) to ensure effective
and sustainable delivery of reproductive health and family planning services and to address women’s
health needs.
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6.6. Culture, Mindset and Self-Confidence
Current gender segregation, which has in part resulted from societal gender biases, creates
intergenerational gender inequality. Cultural norms upheld by society in general, and firm leaders in
particular, regarding women’s capabilities in technical fields such as engineering, have discouraged the
participation of women in such fields and diminished the chances of obtaining employment among
those who have received such training. In addition, the perception that women are not effective
leaders has significantly contributed to their limited participation in leadership. Furthermore, cultural
norms have limited the participation of women in informal business networks, which limits their ability
to tap into existing opportunities. The overall impact of these negative norms has also contributed to
reported low self-confidence both at the worker and entrepreneur level. This has been key to current and
intergenerational gender inequality. Informal cultural norms shape the organizational culture and govern
business practices. The general public is a key target of the media. Men, women and organizational
leaders (including public organizations) are being targeted to bring about change in this regard.
6.6.1. Strategic Objective
Build a gender-sensitive organizational culture and gender equitable society that recognizes the
potential of women as workers, leaders and entrepreneurs in all sectors of the economy in general and
the manufacturing sector in particular, and helps them realize this potential.
6.6.2. Strategic Interventions
The strategic interventions can be classified into short-term, medium-term, and long-term in terms of the
time estimated for their effectiveness.
1. Short-term: Public awareness campaigns through private and public media outlets. This includes
increasing gender sensitivity in the media to reduce the inclusion of gender stereotypes in advertising
and other programming. Promoting successful women entrepreneurs and workers should be part of
public awareness campaigns. Furthermore, providing stand-alone gender training and integrating
gender into all sectoral trainings should be emphasized. Skill-building interventions that boost
women’s self-confidence and improves their assertiveness and encourages risk-taking behaviors
should be provided to female university/TVET students, women workers, leaders and entrepreneurs.
2. Medium-term: Set a target regarding women’s participation in leadership positions at firms and
workers’ associations and monitor its implementation; creating formal and informal women’s networks
within the organization and value chains to create spaces for exercising leadership should be included
as part of any strategy.
3. Long-term: Building a society that realizes the full potential of women in the long-term requires that
such values be embedded in schools, communities and religious institutions so that future generations
grow up with these values.

6.7. Strategic Interventions for Women Entrepreneurs
As shown in various parts of this document, women who own large and medium-sized manufacturing
firms face the same challenges as their male counterparts. The challenges include logistics, foreign
exchange, access to large firms and access to capital for medium-sized enterprises. However, women’s
self-perception, informal cultural norms and rules, often unconscious biases, their limited access to
resources, especially collateral, put additional gender-specific constraints on women even in accessing
those sectors’ specific services. Hence, there is a need for gender-specific targets, support and affirmative
action, and more integrated programs targeting women (as indicated in the preceding sections).
Women entrepreneurs engaged in small and micro-sized enterprises, on the other hand, face a unique set
of problems: lack of access to credit, work-life balance and business development skills/training. Various
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governmental and non-governmental organizations have established programs aimed at alleviating
these constraints in order to help women entrepreneurs realize their full potential.
However, existing evidence in Ethiopia as well as other countries suggests that operating these programs
in isolation will not achieve the intended goal6970. One glaring observation from the literature71 is that
most support programs targeting women entrepreneurs lack adequate and standard monitoring and
evaluation. As a result, it is difficult to learn what works well and what does not.
It is also necessary to invest in institutions that will facilitate information sharing among entrepreneurs
to replace the prominent role of informal networks, which limits the benefits women entrepreneurs can
receive in the sector.
6.7.1. Strategic Objective
Address the myriad of constraints faced by women entrepreneurs to unleash the full potential of their
skills and business ideas.
6.7.2. Strategic Interventions
Strategic interventions should differ depending on firm size, since the constraints they face are different
in this regard.
1. For women entrepreneurs who own large and medium-scale manufacturing companies, addressing
the common problems faced by women and men entrepreneurs should be a priority: improved trade
logistics72; improved access to foreign currency; increased efficiency of the tax system; increased
access to financing by strengthening the capital leasing program started by DBE, especially to SMEs
firms.
2. For women entrepreneurs engaged in small and micro-sized enterprises, the priority should be
learning what works for them and what doesn’t. In this respect, one of the additional interventions
should be to institute a standard evaluation and monitoring scheme by conducting random control
studies on all support programs. This in turn implies testing promising programs.
3. Increase credit access and information, improve market connections by decreasing the cost of
participation in fairs, introduce mentorship programs where successful women entrepreneurs can
share their experiences, improved business management trainings, improve access to information,
using structures where women can be reached.
Areas that deserve further research

1. Participation of women entrepreneurs in lower-skilled and capital-intensive sectors has limited the
performance of the firms they run. What factors explain the concentration of women in this sector and
what can be done to incentivize them to join more productive and profitable sectors needs further
inquiry.
2. There is a clear incongruity between the skill set students learn at TVET programs and universities,
hindering a smooth transition from school to employment. How to make such transitions smoother
needs further inquiry.
3. The participation of female workers in traditionally male-dominated fields has contributed to the low
wages they receive. Ways to enhance their participation, therefore, requires further inquiry.
69 David McKenzie and Christopher Woodruff (2013), “What Are We Learning from Business Training and Entrepreneurship Evaluations
around the Developing World?”, Oxford University Press
70 Eyersualem Siba (2016), “Enabling Female Entrepreneurs and Beyond”, Brookings Institution, Washington, DC.
71 Xavier Cirera and Qursum Qasim (2014), “Supporting Growth-Oriented Women Entrepreneurs: A Review of the Evidence and Key Challenges”, Innovation, Technology & Entrepreneurship Policy Note 92210
72 4th Ethiopia Economic Update Overcoming constraints in the manufacturing sector, World Bank, July 2015
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Proposed
Implementation
Plan for Improving
Gender Inclusive
Industrial
Development

Based on the strategic interventions identified, proposed intervention plans are presented for women
workers and women entrepreneurs in sections 7.1 and 7.2, respectively.

7.1. Proposed Intervention Plan for Empowering Women Manufacturing
Workers
Table 7.1: Proposed Intervention Plan for Women Workers
Strategic Objectives

Activities

Time Frame

Stakeholders

Assumptions

MoI, sectoral
institutes

Pilot a few
with proper
monitoring
and learning to
facilitate scalingup in GTP III
Appreciate /
and recognize
good practices

2017-2020 2021-2025

Education, Training
and Career
Development

1. Facilitate the

1. Initiate gender
support services at
TVETs to increase
women’s confidence
and completion rates
by integrating leaders
and male gender
champions (ST)

design and delivery
of need-based
gender responsive
education, technical,
2. Set up special
leadership and life
women’s
skills training to
apprenticeship
enable women to
program to increase
enter, be productive
linkage with
and grow into
manufacturing and
rewarding jobs/
set minimum gender
positions
target for high-skill
apprenticeships and
employment (ST)

3. Develop and
deliver gender and
leadership training,
both stand-alone
and integrated with
ongoing technical
training, cascaded
TOT

4. Review and update
TVET curriculum to
respond to gender
and manufacturing
needs (MT)

Sectoral Institutes, PPP supports
companies
willing to form
partnerships with
TVETs,
development
partners /NGOs

MoI, development
partners

MoE and sectoral
institutes

Ongoing active,
partnerships
and dialogue:
university /
company
linkage
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Strategic Objectives

Activities

Time Frame

Stakeholders

2017-2020 2021-2025

5. Develop a system

MoE, TVETs, MoI

to integrate skills
training and
continued education
programs as part of
annual performance
improvement
plan, with selected
willing companies
in cost sharing
service agreement
arrangements (MT)

2. Develop and deliver
gender responsive
information,
education and
communication/
behavioural change
communication
strategy that
facilitates equitable
and affordable
access to
information about
job opportunities
at different levels
(national, company,
schools, and
community)

1. Develop industrywide gender
responsive BCC
strategy that
builds positive
and empowering
image of industry
internal and external
communications (ST)

2. Facilitate easy, fast
and affordable access
to job information
opportunities to
reach those in need,
esp. those living
in remote areas
that have limited
resources (media,
youth centers,
schools, product
marketing centers,
SMEs and local job
centers)
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MoI, Ministry of
Communications,
media

Ministry of Labor
with MoWC,
investment
Commission &
MoI

Assumptions

Strategic Objectives

Activities

Time Frame

Stakeholders

Assumptions

MoI, MoT,
Investment
Commission

Set mutually
agreed target
and monitor
and support its
implementation

2017-2020 2021-2025

3. Identify, recognize
and award
manufacturers’
gender excellence
and workers,
manager role models
at International
Women’s Day,
Workers Day etc.

4. Facilitate university
manufacturing
student
exchange visits to
manufacturers for
increased visibility
and increased
linkages

5. Create partnership
with like-minded
organizations and
hold dialogues for
WiM workers’ visibility
and advocacy

6. Engage and
recognize men
gender supporters/
champions

3. Set and strengthen
gender/social
inclusive structures,
rules and incentives
with clear gender
targets and
enforcement
mechanisms
for equitable
employment and
leadership

1. Set up a gender
coordination unit at
each industrial park/
zone and in factories
with over 1000
women workers (ST)

Sectoral institutes,
TVETs and MoE

MoI,
Development
partners

MoI, Institutes,
Ministry of
Women
IPDC, MoI,
Sectoral Institutes
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Strategic Objectives

Activities

Time Frame

Stakeholders

2017-2020 2021-2025

2. Set the 30%

All

minimum quota for
women leadership
and high-skill job
employment with
active recruitment,
promotions to align
with GTP II and
integrate as part of
annual operational
plan and provide
annual rewards to
those that perform
best (ST)

3. Set gender marker as
investment screening,
agreement and
periodic reporting
system as is done
for environmental
compliance (MT)

4. Review and train

Investment
Commission,
MoWA

All

(Finance and HR)
the MoI /Sectoral
Institutes and
gender structures to
enhance their roles to
proactively engage
in coordinating and
backstopping services
to industrial parks/
different companies
to address gender
gaps

4. Promote and
incentivize genderfriendly working
environments that
foster a better
work-life balance
and decent pay
and that enhance
productivity
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1. Recognize and
incentivize
companies that
provide for flexible
working hours for
parents and those
pursuing their
education

MoI, Investment
IPDC

Assumptions

Strategic Objectives

Activities

Time Frame

Stakeholders

Assumptions

2017-2020 2021-2025

2. Build a team of multi-

Sectoral institutes

skilled workers that
can rotate and work
on different machines
or work streams

3. Plan shift work ahead

Institutes, MoL

so that workers can
find support systems
in their own circles

4. Encourage
companies who have
provided genderfriendly facilities and
incentives through
PPP arrangements

5. Build a gendersensitive
organizational
culture and gender
equitable society
which recognizes
and unleashes the
potential of women
as workers, leaders,
and entrepreneurs
in all sectors of
the economy in
general and the
manufacturing
sector in particular

MoI, and
development
partners
MoL

Consider those
who exceed
minimum
standard and
go beyond
compliance

1. Initiate public media
dialogue

2. Develop and render

All

stand-alone training
and integrate gender
into all technical and
sectoral trainings that
must be reflected in
each department’s
annual operational
and performance
plan

3. Promote the

MoI, MoT, MoL

establishment of
gender champions in
each sub-sector and
network to scale-up
good practices (start
with a few)
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Strategic Objectives

Activities

Time Frame

Stakeholders

2017-2020 2021-2025

4. Embed cultural values
that respect gender
diversity at schools,
as well as community
and religious
institutions. Minimize
intergenerational
gender gaps via
curriculum and
school system

6. Facilitate the
provision of quality
and sustainable
reproductive
education and
services as an
integral part of
any industrial
development
strategy in order to
increase the health
and productivity
of workers; work
towards making
manufacturing
workers special
target groups in the
government health
delivery system

1. Create joint
coordination
with MoH and
development
partners working in
the areas of health
and reproductive
health to respond
to the special
health needs of
manufacturing
workers

2. Adapt existing health
peer education
materials developed
and used by others
development
partners (Ethiopian
Horticulture
Association) and pilot
trainings and services

3. Integrate service
with existing health
program with clear
referral system and
confidentially

4. Promote the business
case that this is
good for business as
it improves health
and reduces healthrelated absenteeism
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MoI with media
and MoE

MoI, MoH,
sectoral
associations

MoI with sectoral
associations,
development
partners

IPDC, MoL

Assumptions

7.2. Proposed Strategic Plan for Empowering Women Entrepreneurs in
Manufacturing
Table 7.2: Proposed Intervention Plans for Women Entrepreneurs
Strategic Objectives

Key Activities

Time

Stakeholders

Frame
2017/18

Assumptions
2018- 20212020

Education, Training
and Business
Development

1. Design and deliver
need-based
technical, business
management,
marketing and
leadership training
to boost business
growth and
shift into more
productive/exportoriented business

1. Facilitate customized
programs to improve
women’s technical/
design, business and
marketing skills through
trainings, linkages with
FDIs, buyers and
development partners (ST)

2. Provide BDS services,
Mentoring and Coaching
Support for women (ST)

3. Develop and deliver
gender and leadership
training as stand-alone
and also integrated
with ongoing technical
training, cascade training

1. Organize genderfocused periodic
buyer’s forums

Key

2025

MoI,
development
partners

Pilot a few with
proper monitoring
and assessment and
scale up in GTP
III

MoI, sectoral
institutes

MoI and
development
partners

MoI, sectoral
associations,
MoWA
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Strategic Objectives

Key Activities

Time Frame
2017/18

2020

Information and
Communication

2. Improve Access to
Information and
Communication to
enhance the visibility
of women so they
have better access to
investment, market
linkages and can tap
into existing emerging
opportunities.

Stakeholders

2018- 20212025

1. Develop a Women
in Business Directory
and foster networking
in each sub-sector to
promote a positive
public image

2. Expand women’s access
to information to capture
business
/market opportunities,
build information boards
at institutes, in Women’s
Affairs offices from the
federal level to the lowest
structures, and make use
of the informal women’s
network as well

Ministry of Labor,
MoWA,
Investment
Commission,
MoI

(ST)

3. Identify, recognize and
award women role
models in manufacturing
in each sub-sector and
nationally for all (MT)

4. Foster research on
women in business and
facilitate studentmanufacturing exchange
visits for increased visibility
and increased linkage
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MoI, MoWA, civil
societies like
AWIB and CAWEE

MoWCA, MoE,
Gender and
Development AT
AA University

Key Assumptions

Strategic Objectives

Key Activities

Time Frame
2017/18

3. Establish and
strengthen gender/
socially inclusive
structures, rules
and incentives with
clear a gender target
and enforcement
mechanisms
for equitable
investment in
manufacturing and
promote business
growth

1. Set gender target for

Key Assumptions

2018- 20212020

Structure/rules

Stakeholders

2025

IPDC

each investment and
government incentives
and increase access to
government supports
such as each industrial
parks/zone (ST)

2. Profile women
businesses in all
investments and
marketing pitches and
facilitate joint ventures
by matching women
with support to increase
access to investment
funding (MS)

3. Create forward and
backwards linkages
for sourcing from local
women suppliers with
incentive schemes (e.g.
tax) (MT)

4. Establish a rule and
special window to
have support system as
women special target
groups

MoI, Investment
Commission

MoI, sectoral
Associations

MoI,
Investment
Commission

(ST)
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Strategic Objectives

Key Activities

Time Frame
2017/18

2020

Culture, Mindset and 1. Organize targeted public
Self-Confidence
campaigns to change
Build a gender-just
mindsets and reduce
society that recognizes
gender stereotypes with
and realizes women’s
selected
media
potential as business
and civil societies. (ST)
owners and leaders
by changing the
mindset of society at
different levels and
building women’s selfconfidence

2. Promote gender
champions in each subsectors and network to
scale up good practices
through incentives (ST)

3. Facilitate cultural
values that respect
gender diversity and
gender justice at
schools, universities and
communities by creating
a forum and organizing
exchange visits for
sharing and inspiring (ST)

Stakeholders

2018- 20212025

MoI, Ministry of
Communications

MoWC,
development
partners, civil
society
Social Affairs,
MoWC

Key Assumptions

9
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Appendix

Methodology of the Study

The WiM study employed a descriptive analysis of both qualitative and quantitative data from primary
and secondary sources. In addition, findings from the data analysis were reinforced by reviewing relevant
literature.
a. Quantitative Research Methodology
The data collection strategy was designed taking the following factors into account:
The issues we needed to provide insight on (broad questions outlined in the main body)
i.

The sensitivity of the data to be collected

ii. The need to triangulate the responses of management and workers
The data collection methods (instruments) were designed taking into account the issues mentioned
above, which are provided in the annex. They are draft versions at this moment and any suggestions for
improvement are welcome.
i.

Data Collection Methods

We mainly relied on two data collection methods to generate the quantitative data required for the
quantitative research method of our study.
a. Questionnaires
We designed and administered two questionnaires that contained questions meant to solicit both
quantitative and qualitative information. In addition, the questionnaires were pre-scheduled and
administered by a trained enumerator. This ensured quality by reducing input error. In addition, the data
was ready for analysis at the time it was input to make an on-time delivery more feasible.
Employee questionnaire: This questionnaire contains questions meant to solicit the following
quantitative information: (1) socioeconomic status of workers such as education, family size, income,
skills, livings expenses, level of experience, etc.
It also contains questions meant to solicit the following qualitative information: (I) assessing the level
of satisfaction of workers and the reasons behind this satisfaction and/or lack thereof; (ii) assessing how
workers envision their prospects such as whether they will stay in the sector or leave; (iii) assessing the
level of ease with which workers are able to find opportunities. We find information of this nature by asking
how workers hear about job opportunities; (iii) assessing the level of discrimination and harassment in
the workplace and whether this is different based on gender; (iv) assessing the sustainability of future
manufacturing labor supply. We examine this issue by asking questions regarding the attitude of current
workers on whether existing incentives are attractive, whether workers will encourage their daughters or
sons to pursue a career in the sector, etc.
Women Entrepreneurs and Women-Owned Enterprises Questionnaire: This questionnaire has
two subsections. The first subsection contains questions meant to solicit quantitative information:
regarding ownership, labor, production and efficiency and management practices and firm status. The
information collected on these variables was disaggregated by gender. These questions also helped
provide a picture of the overall working environment and probe into the extent to which gender is
institutionalized in the manufacturing sector. The second subsection contains questions meant to solicit
qualitative information on challenges that women entrepreneurs encounter and their competitive edge
in the manufacturing sector. It also contains questions to survey the pros and cons women entrepreneurs
face in the value chain.
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b. Documentary Review
An extensive review of the literature and data regarding the structure of the manufacturing sector in
general and priority subsectors was carried out. In addition, key policy documents, manuals and other
relevant publications were reviewed. Such a documentary review has two purposes. First, it serves as an
input in the process of sampling designs and designing questionnaires. Second, it enables us to assess
issues prevalent in the sub-sectors that we did not include in the quantitative and qualitative surveys.
ii. Sampling Method
Any sampling strategy should take three factors into account: precision of inference, representativeness
of the sample, and cost. A strategy with the potential to generate a more precise representative sample
at a lower cost, we believe, is a two-stage stratified cluster random sampling. In this procedure, we first
selected the category of stratification. We then used firms as our primary sampling unit (clusters). Finally,
we used purposive random sampling to select a fixed number of female and male workers from the
selected firms73.
Stratification involves dividing the population into non-overlapping groups. However, what level of
stratification to choose (categorizing firms into non-overlapping groups) is not so straightforward. For
instance, looking at the TOR, there seem to be several categories of interest: region, sub-sector, and
worker by gender. However, generating representative data for all of these categories is beyond the cost
and time allocated for this project.
We, however, also recognize the fact that the education and socio-economic background of workers
and the opportunities, constraints, and other issues they face are likely to differ across the categories
mentioned above. For instance, the skill composition of workers in the textile industry may differ from
those in the pharmaceutical industry. There may also be differences between FDIs and domestic firms,
across different sizes of firms, and ownership (male-owned versus female-owned firms). Any sampling
strategy will therefore be more representative if it includes firms from each of the categories mentioned
above.
Fortunately, the discussions we had with the working group and comments we received during the
inception workshop have provided us with guidance regarding the interests of the MoI. Our understanding
is that the main interest of the MoI is to learn as much as possible about the following three categories:
skill composition, type of ownership (FDI vs. local), and firm size.

73 We chose stratification for several reasons. First, it enables us to have a more reliable estimate of population parameters for the entire
population. In our case, the universe of the study (whole population) is the manufacturing sector: agro-processing, textiles and garments,
leather, chemicals and pharmaceuticals, and Metal and engineering. Second, stratification based on observed characteristics of interest
helps us ensure that the final total sample includes all different characteristics of firms/workers. For instance, firms in all relevant sectors
will be included rather than our sample being concentrated in one or two sectors. Third, in stratified sampling population estimates, in
most cases, we can be more precise than those estimated using simple random sampling techniques. Fourth, reduced demands on detailed sampling frames. The sampling frame in our study, which is the list of all active employees in each of the subsectors, is only needed
for those firms that are included in our sample. This simplifies the task of constructing a valid sampling frame.
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1. Sampling of Workers
In this subsection, we discuss the sampling strategy we followed to generate our worker sample following
the guidelines stated above. Given the categories of interest, we based the stratification we suggested
during the inception on the following approach. We first choose the number of female and male workers
(primary sampling units) that would be surveyed from each firm. Application of a sample size formula
then gave us the number of firms to be included in the sample so that the resulting sample would be
nationally representative by gender. In the next step, we decided how many firms to choose from each
skill composition level; i.e., how many from sectors with a majority of low-skill workers versus how many
from sectors with a majority of high-skill workers. We then proceeded to decide on the number of FDIs
and local firms from each sector. The next step was to decide which size level to include from each
sector-ownership combination. We then proceeded to use purposive random sampling to choose firms
from these groups. The purposive part, meant to reduce costs, means that we focused on firms located in
natural clusters and/or in an industrial park. We then selected firms randomly from these clusters. Finally,
we purposely chose the pre-determined number of female and male workers from each firm.
To clearly explain the methodology, we will illustrate it using specific numbers. Note that these are meant
for illustration purposes only and not final numbers. The final numbers are provided at the end of this
subsection. Suppose we decide in the first step to choose 10 firms from the textile sector. The next step
then involves dividing these firms between FDI and local. Suppose we decide on 4 FDI firms and 6 local
firms. The next step then involves dividing each category into different sizes. Let’s suppose 3 large and
1 small FDI firms, and 4 large and 2 small local firms. We then choose 3 large and 1 small FDI textile
firms from a cluster or industrial park. We follow the same strategy to select local textile firms. Finally, we
sample, for instance, 20 female workers from each of the textile-FDI-large, textile-FDI-small, textile-locallarge, and textile-local-small firms in our sample.
This strategy has the advantage of providing us with a representative sample of employees at the national
level by gender. In addition, we increased the precision of our sample by fully taking into account any
heterogeneity that may exist across sub-sectors, ownership structure and size. Note that the sample
selection strategy discussed above is meant to generate a representative sample of workers. As we also
intended to survey women entrepreneurs, one may raise the question regarding how we intended to
generate a representative sample of women entrepreneurs. We believe surveying enough womenowned enterprises is a task beyond this project’s timeframe and cost. As an alternative, we suggested
including at least one woman-owned firm from each sub-sector in our final sample. In addition, it should
be noted that the choice of firms was made by directly consulting the research team and team of experts
assigned by the MoI.
Below, we outline two ways of calculating the number of units to be sampled. Note that both require
us to decide on the number of secondary sampling units (number of women workers) to be sampled
in each primary sampling unit (firms). But this requires knowledge regarding the distribution of workers
across firms. However, since it is difficult to have a sampling frame with a complete list of workers in
each manufacturing firm, we decided to assign the number of workers per firm before administering the
survey. Accordingly, we generated the sample assuming 20 workers per each firm.
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Secondary Sampling Unit (women and men employees)

To determine the sample size for the SSUs, the following sample size determination formula was applied:

Where,

𝐷 – Design effect: the design effect is the increase in variance relative to the one that will
result from simple random sampling
– Secondary sampling units sampled

– Tolerable margin of error (0.05)
- Level of precision so that estimates are within a tolerable margin of error (0.05 for
women and 0.08 for men)
– Proportion of people that answered Yes. Since this was unknown at the start we chose
the vale that gave the maximum variance (0.5)
- Z score corresponding to a 95 percent level of significance (1.96)
Given the values assigned above and using the D-value used most frequently (2), our sample
contained:
Number of women workers=2 ∗ (1.962) ∗ 0.52/ (0.052) = 768
Number of men workers=2 ∗ (1.962) ∗ 0.52/ (0.082) = 300
Primary Sampling Unit

In the above formula, the design effect is an implicit function of the number of workers in each cluster.
Another way of arriving at the same number (number of workers to sample) is to calculate the number
of clusters needed for specific precision once we determine the number of workers to be included in
each cluster.
The total sample of PSUs ( ) is obtained by using the following sample size calculation formula:

Where,

𝑛𝐴 – Primary sampling units sampled
– Design effect (usually 2)
– Proportion of women workers in each question of interest (maximum variance results if
p=0.5)
b- Number of secondary units per primary unit (number of women employees per firm)
- Standard deviation required for specific precision (0.0255 if our margin of error is 5 percent
and confidence level is 95 percent)
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For instance, if we want to sample 20 women workers from each firm, then the number of firms to be
samples is calculated as follows:

Accordingly, 39 primary sampling units were covered by the study. The total PSUs sampled was allocated
proportionally to each stratum (sub-sectors) based on the relative size of the sub-sector with size being
measured by employment:

Where,

𝑛ℎ - Sampled number of firms (PSUs) for sub-sector
𝑁ℎ - Total number of workers (PSUs) in sub-sector
– Total number of workers (PSUs) in the three sub-sectors
– Sampled number of firms (PSUs)
Where,

Once we started the survey, however, we found that it was difficult to sample 20 female workers in
each firm. As a result, we had to decide on the number of workers per firm and increase the number
of firms in the sample, keeping the total number of workers as was determined in the inception phase.
The following is the resulting distribution of firms by industry and size as well as the number of workers
surveyed from each.
Table 9.1: List of firms from which the workers sample was drawn and the number of workers from eachfirm
Firm Name

Industry

Number
of female
workers

Number
of male
workers

Abyssinia Integrated

Agro-processing

18

7

Alema Farms

Agro-processing

19

7

Dashen Brewery

Agro-processing

23

4

Faffa Food Factory

Agro-processing

28

4

Hilina Food Processing

Agro-processing

24

6

Meta Abo Brewery

Agro-processing

22

3

Organic Export Abattoir

Agro-processing

18

7

Tena Migib Amrachoch

Agro-processing

18

5

ZNL Trading PLC

Agro-processing

20

5

Nefas Silk Paint Factory

Chemicals

14

15

Repi Soap and Detergent

Chemicals

21

4

Techno Mobile

ICT

23

6

Betty Sole Revel

Leather andTanning

17

11

Elico Leather

Leather and Tanning

28

4

Ethiopian Tannery

Leather and Tanning

22

5

George Shoe

Leather and Tanning

20

5

Modern Zedge Leather

Leather and Tanning

27

7

Pittards Global Sour

Leather and Tanning

18

7

New Wing

Leather and Tanning

15

2
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Textile and Garment
Metal Engineering and Automotive Industry
Metal Engineering and Automotive Industry

10

3

23

3

18

8

Metal Engineering and Automotive Industry
Metal Engineering and Automotive Industry

6

5

20

6

11

14

Mame Steel

Metal Engineering and Automotive Industry
Metal Engineering and Automotive Industry

5

10

Cadila Pharmaceutical
Sino Ethiopia Pharmaceutical

Pharmaceuticals
Pharmaceuticals

19

6

18

8

Arvind

21

4

Ayika Addis

Textile and Garment
Textile and Garment

20

8

Concept International
Entoto Bethel Edetibeb

Textile and Garment
Textile and Garment

18

7

30

1

Ethio-Japan Nylon

Textile and Garment
Textile and Garment

21

3

20

5

Textile and Garment
Textile and Garment

20

5

20

5

Textile and Garment
Textile and Garment

30

9

11

2

Textile and Garment
Textile and Garment

2

0

12

1

Textile and Garment
Textile and Garment

10

3

8

2

Textile and Garment
Textile and Garment

18

0

9

3

Textile and Garment
Textile and Garment

3

3

18

10

816

248

Eifccos
Akaki Spare Parts
BMET Cable
Beyo PLC
Bishoftu Automotive
Lifan Motors

Jay Jay
Sabahar
Shintiz
Yirgalem Textile Factory
Ab Garment
Seble selesh Garment
Asni Garment
Meheret Teklu Garment
Getachew Garment
Henok Dir Ena Mag
Liyu Traditional Dresses
Alemnesh Garment
g1 42-g170

2. Sampling of Enterprises
that
Generating a representative sample of firms in order to be able to analyze the constraints
large
entrepreneurs face and the important opportunities available to them requires that we sample a
scope
the
number of firms in a similar manner to how we sampled workers. However, that was beyond
ga
of the cost and timeframe allocated for this study. As a result, we restricted ourselves to generatin
above.
sample that could provide us with some indication of the constraints and opportunities stated
with
In addition, we used the information generated from the enterprise surveys and triangulated it
the data from the workers’ surveys.
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Large and medium scale
Large and medium scale

Agro-processing
Agro-processing
Agro-processing
Agro-processing
Agro-processing

Alema Farms

Abyssinia Integrated

Meta Abo Brewery Share Company

Hilina Enriched Foods PLC

Faffa Food Share Company

Large and medium scale
Large and medium scale

Agro-processing
Textile and Garment
Textile and Garment
Textile and Garment
Textile and Garment
Textile and Garment

Dashen Brewery Share Company

Ethio-Japan Synthetic Textile Share Company

Ayika Addis Textile & Investment Group PLC

Concept International Garment Ethiopia PLC

Sabahar PLC

Yirgalem Addis Textile Factory PLC

Textile and Garment

Textile and Garment

Alemnesh Garment

Misrak Shifraw Garment

Small scale

Textile and Garment

Adanech Garment

Textile and Garment

Textile and Garment

Ab Garment

Textile and Garment

Textile and Garment

Asni Garment

Haile and Fikert Emb

Textile and Garment

Getachew Garment

Meheret Teklu Garment

Small scale

Textile and Garment

Jay Jay Textile PLC

Small scale

Small scale

Small scale

Small scale

Small scale

Large and medium scale

Large and medium scale

Large and medium scale

Textile and Garment
Textile and Garment

Shintiz

Arvind Lifestyle Apparel Manufacturing PLC

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Agro-processing
Agro-processing

ZNL Trading PLC

Tena Migib Amrachoch

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Agro-processing

Organic Export Abattoir

Size Category

Industry

Firm Name

Table 9.2: List of Enterprises Surveyed Using the Quantitative Survey

Below is a list of firms in the surveys and their classification by Industry, Size, and FDI/Domestic.

Domestic

Domestic

Domestic

Domestic

Domestic

Domestic

Domestic

Domestic

FDI

FDI

FDI

Domestic

FDI

FDI

FDI

FDI

Joint venture

Domestic

FDI

Domestic

Joint Venture

Joint Venture

Domestic

FDI/Domestic
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ICT

Metal Engineering andAutomotive

Lifan Motors

Techno Mobile

Metal Engineering and Automotive

BMET Energy Telecom Industry and Trade PLC

Metal Engineering and Automotive

Metal Engineering and Automotive

Debrezeit Defence Engineering

Beyo PLC

Large and medium scale

Pharmaceutical Industry

Sino Ethiopian Sunshine Pharmaceuticals PLC

Metal Engineering and Automotive

Pharmaceutical Industry

Cadila Pharmaceuticals Ethiopia PLC

Metal Engineering and Automotive

Chemical Engineering

Nefas Silk Paints Factory PLC

Mame Steel Mill PLC

Chemical Engineering

Repi Soap and Detergent ShareCompany

Akaki Spare Parts and Hand Tools Share Company

Large and medium scale

Leather and Tanning

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Large and medium scale

Small scale

Small scale

Large and medium scale

Large and medium scale

Large and medium scale

Eifccos

Leather and Tanning

George shoe Ethiopia PLC

Large and medium scale

Leather and Tanning

Leather and Tanning

Betty Sole Rebels

Large and medium scale

ADEM Garment

Leather and Tanning

Ethio-Leather Industry PLC (ELICO)

Large and medium scale

Leather and Tanning

Leather and Tanning

Modern Zedge Leather Products IndustryPLC

Large and medium scale

Leather and Tanning

Leather and Tanning

Pittards PLC

Large and medium scale

Entoto Bethel Edetibebe

Leather and Tanning

Ethiopian Tannery

Small scale

Small scale

Small scale

Size Category

New Wing Shoe Factory

Textile and Garment
Textile and Garment

Seble Selashe Garment

Textile and Garment

Mulumbet Garment

Yeshimebet Garment

Industry

Firm Name

FDI

Domestic

FDI

Domestic

Joint Venture

Domestic

Joint Venture

Domestic

Domestic

Domestic

FDI

Domestic

FDI

Domestic

FDI

FDI

Domestic

Domestic

Domestic

FDI/Domestic
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Region (use
region codes)

Mobile number

Landline number

Full name of the respondent (first and
last) [first respondent only]

Address
of the
firm
| ___________ |

| ___ ___ |

| __ |

| ___ ___ ___ ___ ___ ___ ___ ___ ___ ___ |

City
(_C)

Day
(_d)

| ___ ___ |

| ___ ___ | Month (_m)

| ___ ___ |

Firm ID
code

Interview Date

Enumerator code

| _________________________ |

Refusal: -8

Name

Firm

Section S: Control Section

Not Applicable (N/A): -7

Local name (_l)

Year (_y)

Supervisor code

Don’t Know: -9

Enumerator: Please note the following codes for use throughout the survey, unless stated otherwise:

| _________ |

| ___ ___ |

| ___ |

Enumerator Introduction: I am going to ask you some questions about this firm. These questions form part of a survey on Women in Manufacturing in Ethiopia being conducted for
the MoI by Hamen Consultancy. We are not trying to sell or provide you with any product or service.
Our conversation here is private and confidential. Participation in the survey is voluntary. If any question makes you uncomfortable, you do not need to answer it. While
participation is voluntary, refusal to answer some questions will weaken the study.

Enumerator: Use the Ethiopian calendar and time throughout this survey. Also, use only the English alphabet. Please record the length of the total interview.

Enterprise and Women Entrepreneur Questionnaire for the Study on Women in the Manufacturing Sector in Ethiopia conducted by Hamen Consultancy Service PLC commissioned
by the MoI and UNDP, 2016
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Number of years
Number of years
Use the education codes (last page)

Number of years the respondent has worked in
the firm

Number of years the respondent has worked in
the industry

Highest educational level the respondent
completed

Section G: General Information

Number of years

01 = Owner
02 = President
03 = Managing Director
04 = Vice President
05 = Finance and Administration
06 = Head of Planning and Statistics
07 = Process Manager
08 = Sales Manager
09 = Department Head
10 = Marketing Director
11 = HR Manager
12 = Production Manager
13 = Technician Director
14 = Deputy Expert
15 = Planning Expert
16 = Accountant / Deputy Manager
17 = Other (specify)
01 = male
02 = female

Age of the respondent

Sex of the respondent

Respondent’s position in the firm

Contact e-mail address

Fax number

[___ ___]

[___ ___]

[___ ___]

[___ ___]

[___ ___]

| ___ ___ |
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05=Chemical industries
06=Pharmaceutical industries
In which industry does this firm primarily
07=Metal and engineering
operate?
Industries
08= ICT and electronics
1._________________________________________
Please describe the three main products this firm
2.___________________________________________
produces, or the service that it provides
3.___________________________________________

1._________________________________________
2.___________________________________________
3.___________________________________________
4.

Please describe the main activities of this firm

[___ ___]

01 = Government-owned (parastatal)
02 = Public limited company
03 = Private limited company
04 = Sole proprietorship
05 = Partnership
06 = NGO
07 = Other (specify)
Year
Number of days

What is the firm’s ownership status?
[___ ___]

In what year did this firm begin operating?

How many days of the week does the firm
operate?

[_______]

[_______]

[___ ___]

01= Yes 02=No

[___ ___]

industrial park?

In which of the main activities mentioned above 1.________________________________________
do women participate more? Rank in accordance
2._________________________________________
of share of women
3.________________________________________
workers/managers (highest first)
Is the firm located in an

[______]

What proportions of the firm’s products are
exported? (percent)

01=Agro-processing 02=Textile and
Garment
03=Leather and leather products
04=Sugar and related industries
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01=Day 02=Night 03=Morning 04=Afternoon
05=Night for more than two shifts

Which shift is preferred by women?

01=fully owned by men
02=fully owned by women
03=partially owned by women

please state as a percentage

If it is partially owned by women, what
percentage of the firm is owned by her/them?

[_____________]

[_______]

In terms of ownership, is the firm fully owned by
men, fully owned by women or partially owned
by women?

3)
Government/state-owned
4) Other
(specify)
How many major owners does
the firm have?

Do they have the option to choose one shift over
01= Yes 02= No
the other?
What share of your current capacity are you
operating at in terms of machinery and labor
1. Percent of Machinery Productivity
productivity respectively?
2. Percent of Labor Productivity
[_______]
What
percentage
1) Private sector,
of this firm is
please state as a percentage
owned by
domestically owned
each of the
following:
[_______]
2) Private sector, foreign owned

Number of shifts

How many shifts does the firm operate in?

[______]

[___ ___]

[________]

[_______]

[_______]

[___ ___]

[_______]

[_______]

A Study On Women Mannufactoring In Ethiopia

121

Number of individuals/institutions

How many current owners or current
shareholders take an active part in the
management of the firm?

L

How many board members do you have?
….how many of them are women?
How many senior managers do you have?
….how many of them are women?
How many middle level management level employees do
you have?
….how many of them are women?
How many senior level supervisors do you have?
….how many of them are women?
How many junior and middle level supervisors do you
have?
….how many of them are women?
How many office workers do you have?
….how many of them are women?
How many production workers (machine operators and
factory floor workers) do you have?

Now ask about the different categories,

….how many of them are women?

How many of your employees are immigrants (dislocated from rural areas)?

[_____________]

[_____________]
[_____________]
[_____________]
[_____________]

[_____________]
[_____________]
[_____________]
[_____________]

[_____________]
[_____________]
[_____________]
[_____________]

[_____________]

[_____________]

Subsection L.1: Number of workers currently employed at the firm by category and terms of employment
Total pay-roll employees
[_____________]
[_____________]
….how many of them are women?

Section L: Labor Participation and Leadership

01=yes
02=no

Are all the current major shareholders members
of the same family?
[_________]

[___ ___]
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[_____]

[_____]

[_____]

[_____]

Taking into account the cost of living, what
do you think is a fair wage that an entry-level
production worker should be paid in this
category, today?

Female

What is the average monthly salary of an
individual who has been working for about one
year at the firm as a production worker, today?

Female

[_____]

[_____]

What was the average starting monthly salary of an individual being
employed by the firm as a production worker, 12 months ago?

Female

Female
[_____]
[_____]
What is the average starting monthly salary of an individual being
employed by the firm as a production worker, today?

….how many of them are women?
What is the average monthly wage paid to a worker in each category?

How many production workers in each category?

Male

[_____]

Male

[_____]

Male

[_____]

Male

[_____]

Male

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

Low Skill

Production workers

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

Average Skill

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

High Skill

….how many of them are women?
[_____________]
How many casual/temporary or irregular workers do you have on average per year?
….how many of them are women?
Enumerator: Ask about the number of workers currently at the firm- detailed questions on production workers by skill type. If the category is ambiguous,
think about the role in which the worker spends MOST of his/her time.
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[_____]

[_____]

[_____]

[_____]

[_____]

[_____]
[_____]

Number of people

[_____]

Number of people

Number of people

Number of people

1) an undergraduate degree or
higher?

[_____]

[_____]

[_____]

How many were fired in the last 12 months?

Number of
workers

[_____]

[_____]

[_____] [_____]

[_____] [_____]

[_____] [_____]

[_____] [_____]

[_____]

Female

[_____]

Number of
people
Number of
people

[_____]

Number of
people

[_____]

For male workers [_____]

[_____]

Male

[_____]

How many workers who were working with you (on pay-roll) at any point in Number of
the last 12 months are no longer working here (for any reason)?
workers

How many production workers in this factory have temporary jobs?

How many production workers in this factory have permanent jobs?

4) a high school
diploma?
5) less than a high
school education?

3) TVET training?

2) a certificate?

How many production workers have,
as their highest
level of educational attainment…

For female workers

Do you offer monetary or non-monetary rewards to incentivize workers to
stay in the firm for longer? (01= yes, 02= no)

Female

How long does it take on average for an
individual who has been working as a
production worker to get promoted?

Female

[_____]

[_____]

[_____]

[_____]

[_____]

Male

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

[_____]

Total

[_____]

[_____]
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[_____]
[_____]

01= Yes
02= No
01=The industry culture is biased in favor of
men

Do you think women are well represented in managerial positions in your firm?

If they are underrepresented, what is the major reason?

Section CB: Agency of workers

What are three most critical challenges in sectors/departments or activities dominated by women?

What are the three most important reasons for having women in your organization? What does it mean to have women in your company?

If yes, please explain the strategies used to recruit women employees

01=Yes 02=No

Do you think your firm has an equal employment recruitment strategy for
hiring women employees?

[_____]

[_____]

[_____]

01=Yes 02=No

[_____]

Is the Top Manager female?

[_____]

[_____]

Number of
workers

How many years of experience working in this sector does the top executive
Number of Years
manager have?

Please explain the reasons why women quit or stop working in the firm

How many quit voluntarily (with or without a contract) in the last 12
months?
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[_________]

….how many of them were women?

Do you think women hold leadership positions in the association? If ‘No’ skip to question ‘CB.6’

If yes, is the workers association relevant in supporting the firm’s management?

01=Yes
02=No

01=Yes 02=No
01=Very supportive 02=Supportive, but to a
limited extent
03=Not supportive at all

[_________]

….how many of them were women?

Is there a workers’ association at the
firm?

[_________]

promotion in the last 12 months?

How many people in the firm received a

[_________]

training in the last 12 months?

How many people in the firm received

02=Lack of opportunities
for women 03=Overall negative
perception of women’s participation in the
manufacturing sector
04=Lack of relevant
skills/training
05=Lack of management
support
06=Lack of a flexible work environment
07=Lack of role models
08=Other, please specify

[___]

[___]

[___]

\

126

Does the firm have a rewards system for non-professional/non-managerial/nonadministrative (non-white collar) staff based on performance? [including nonmonetary rewards]

If the answer to MP.4 is yes, What incentive system do you apply for women workers?

Are there differences between the incentive systems for women and men workers?

What types of incentive and rewards systems does your firm use most to improve
productivity and performance?

Does the firm have a rewards system for
professional/managerial/administrative
(white collar) staff based on performance? [including non-monetary rewards]

M

Section M: Management practices, incentives, rewards and sanctions

How many women workers hold association leadership positions?

[___]

[___]

[___]

01=Yes 02=No

[___]

01=Bonus for high performance
02=Financial Incentives for regular attendance
[___]
03=Corporate sanctions (financial, dismissal,
etc.) for absenteeism
04=Corporate sanctions for not working
overtime, night shifts or weekends, etc.

01=Yes 02=No

01=Yes 02=No

Number of women
workers in leadership positions
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NVI: Network and Value Chain
NVI.1.

NVI.2

Are you a member the following
business networks and/or
associations? (01=Yes
02=No)

1=National and
regional chamber of
commerce 4=Other,
please specify

2=Sector
Associations
3=Women’s
Business
Associations/
networks

1. [____ ____]

02=helps to obtain
new partners
03=new markets
05=training benefits
06=increased
access to financing
07=other, specify

[____ ____]

2. [____ ____]
3. [____ ____]
4. [____ ____]

What do you think are the three
most important
benefits of being a member of such
associations/networks (rank them in
order of importance)?

01=helps to expand
your business network
04=new business
ideas 06=helps to
build confidence

NVI.2

Do you think women are well
represented in non-gender based
associations/networks (sectoral or
related)?

01=yes 02=no

[____ ____]

NVI.3

Do you think you have enough
networks to run/promote/sell your
business?

01=yes, 02=yes, somewhat 03=No

[____ ____]

NVI.7

Please mention
three major
suppliers you
purchase your
inputs from?

For how many
years have you
had a business
relationship with
this supplier?

What is the
gender of the
major owner of
this supplier?

[____ ____]
[____ ____]
[____ ____]

What
percentage of
your inputs are
supplied by
this supplier?

Physical address of the
supplier

Region code

Physical
description of
the place

NVI.7.1
NVI.7.2
NVI.7.3
NVI.8.

NVI.9

What are your
major reasons
for maintaining a
relationship with
these suppliers?

Please mention
three major
customers (buyers)
of your products?

01=They are the only suppliers
02=Trust-worthiness
03=They have large inventories/supply
04=Lower price compared to others
05=I can get supply on credit
06=We have social ties
07=Business law requires that we purchase from them
08=They have a prime location per the needs of our firm
09=The quality of their inputs are good
10=Other, specify
Male Suppliers

[___]

Female Suppliers

[___]

What is the
gender of the
major owner of
this customer?

For how many years
have you had a
business relationship
with this customer?

What
percentage
of your
products has
this customer
been buying?

Physical address
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NVI: Network and Value Chain

Region code

Physical
description
of the place

NVI.9.1
NVI.9.2
NVI.9.3
NVI.10.

What do you think
is their major
reason for being
your customer/
buyer?

NVI.11.

Do you agree that knowing that a company is
committed to buying inputs from women-owned
businesses can enhance consumer loyalty to company
products?

01=yes, strongly agree 02=yes, agree
03=no, strongly disagree
04=no, disagree

[____ ____]

NV.12.

Do your buyers influence you to source from
women-owned firms?

01= Yes 02= No

[____ ____]

NV.13.

Does your firm have institutional linkages with sector
related higher learning institutions?

01= Yes 02= No

NV.14

If yes, what types of linkages do you have?
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01=I am the only supplier
02=we have large inventories/supply
03=trust-worthiness
04=our price is lower compared to others
05=we can provide them with supplies on credit
06=the quality of our products is high
07=business law requires that they purchase from us
08=our firm has an advantageous location
08=we have social ties
08=other, specify

[____ ____]

Section WO: Women Owned Firms in the Manufacturing Sector
Enumerator: this section is for women-owned companies only and the answers should be provided by the owner

What motivated you to start
this business?

01=could not find employment
02=wanted higher income
03=the business environment was good
04=wanted better work-life balance 05=efforts of SME
stakeholders
06=an entrepreneur friend/female household member
inspired me
07=wanted to capitalize on a business idea I had
08=working for someone didn’t appeal to me
09=inherited from family
10=other, specify

[____ ____]

01=education background
02=prior work experience in the sector
03=availability and access to financing
1.| ___ ___ |
Which of the following are the 04=government-provided assistance
three most important success
05=assistance provided by NGOs
2.| ___ ___ |
factors for doing business as
06=business
location/access
to
market
07=business
network
women?
08=short and long term training
3.| ___ ___ |
09=ongoing business development services
10=other, specify
What are the major constraints that this woman-owned firm is facing?

Are there special incentives/support services targeting women business owners in the manufacturing
sector? (01=yes 02=no) [___ ___]
Do you think that incentives provided
to women-owned businesses have a
negative impact/image among other
competitors in the industry?

01=yes
02=no

If yes, please explain why

Which of the following are the three most 01=lack of available financial capital
important challenges to doing business
02=lack of access to land/working areas
as women?
03=lack of prior experience
04=maintaining a work-life balance
05=customers’ negative perception of women business
owners
06=lack of industry knowledge
07=lack of self-confidence
08=concern regarding the consequences of failure
09=other, specify:
What measures are being taken to recruit, 01=paid maternity leave
retain and promote women in the firm?
02=childcare facilities
03=breast feeding area
04=counseling and referrals for unplanned pregnancies
05=others, specify___

[___ ___]
[___ ___]

[___ ___]
[___ ___]
[___ ___]

[___ ___]
[___ ___]
[___ ___]
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Section GA: Gender Attitudes and Awareness of Sexual Harassment
Enumerator: “I will read some statements about men and women. Please say whether you disagree,
strongly disagree, agree or strongly agree with these statements.” 1=strongly agree 2=agree
3=disagree 4=strongly disagree

[__]
[__]
[__]
[__]

It is okay for women to work outside of the home.
It is okay for women to earn more money than men.
Married Women have a right to decide what to do with the money they earn.
Single Women have a right to decide what to do with the money they earn.
For low-skill production, the firm prefers to hire very young women because they are
more productive than older women.

[__]

The firm prefers to hire more men in high-skill departments /areas such as engineering because it is hard
for women to work in those areas.

[__]

The firm prefers to have more men leaders since both men and women workers do not accept and easily
obey women leaders.

[__]

Important family decisions should be made by men.

[__]

A woman should seek help if she encounters sexual harassment.

[__]

A woman should seek legal recourse if she encounters sexual harassment.

[__]

The firm should form a committee to receive and address women grievances regarding sexual harassment.

[__]

Do you have any comments or suggestions related to women in the manufacturing sector?
A Worker Questionnaire for the Study on Women in Manufacturing in Ethiopia conducted by Hamen
Consultancy Service commissioned by the MoI & UNDP, 2016

Enumerator: Use the Ethiopian calendar and time throughout this survey. Also, use only the English alphabet.
Please record the length of the total interview.
Include all production and administrative workers including middle level managers (department heads and
supervisors )
Enumerator Introduction:
My name is ________________. I am going to ask you some questions about yourself. These questions form
part of a survey to study women workers in the manufacturing sector conducted by Hamen Consultancy
commissioned by the MoI and UNDP. The survey usually takes 40 minutes to complete. Our conversation here is
private I will not reveal your name, or any other identifying information to anyone. Participation in the survey is
voluntary. If any question makes you uncomfortable, please let me know. While participation is voluntary, refusal
to answer some questions will weaken the study.
Enumerator: Please note the following codes for use throughout the survey, unless stated
otherwise:
Not

Applicable
(N/A): -77

Refusal: -88

Don’t Know: -99

Section A: Control Section Enumerator: please complete the information required in this section
before approaching the worker to not waste the respondent’s time

Interview Date: Day

[___ ___]

Month

[___ ___]

Year

Enumerator ID: [___ ___]

A.3. Supervisor ID:

[___
___]

Firm Name:

Firm ID:

[___ ___

___]
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[___ ___]

A Worker Questionnaire for the Study on Women in Manufacturing in Ethiopia conducted by Hamen
Consultancy Service commissioned by the MoI & UNDP, 2016

01=Agro-processing industries
02=Textile industries
03=Garment/apparel industries 03=Leather and leather products industries
04=Chemical and pharmaceutical industries
05=Petrochemical and biotechnology industries
06=Metal and engineering industries

In which sub-sector is the firm
categorized?

07= ICT and electronics industries
Region

01 = Oromia
02 = Amhara
03 = Tigray
04 = Addis Ababa

05= Southern
Nations, Nationalities,
and the People’s
Region 06=Other
(Specify)

[__ __ __]

Section B: Worker’s Profile

Respondent
sex

01=Male
02=Female

[___ ___]

How old are
you?
Marital status

[___ ___]
01= single
03= separated
05= divorced

02=married
04=widowed/
widower

[___ ___]

How many people live in your household? (including you)

Note: Household members include anyone who lives under the same roof and with whom you
share food, for at least six out of the last twelve months.

[___ ___]

How many of them are female?

[___ ___]

How many members of your household are engaged in paid work?

[___ ___]

What is your relationship to the
head of household?

[___ ___]

01= head
05= other relative
02= spouse
06= domestic employee
03= son/daughter
07= friend
04= parent
08= unrelated

How many children do you have in total?

[___ ___]

How many of them are under five years of age?

[___ ___]

How many of them are between the ages of 6 and 15?
Can you read and write in any
language?

01= read and write 03=neither read
nor write

[___ ___]
02= read only

[___ ___]

How many years of education have you completed (if the answer is ‘0’ skip to
question B18)?

[___ ___]
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A Worker Questionnaire for the Study on Women in Manufacturing in Ethiopia conducted by Hamen
Consultancy Service commissioned by the MoI & UNDP, 2016

What is the highest educational 01=no education
grade you have achieved?
02=religious education/church or madrassa

[___ ___]

03=education through literacy campaign

What is the highest educational 04=did not complete primary school
grade your father has achieved? 05=primary school complete

06=high school (old curriculum)
07=high school first cycle (new curriculum)
What is the highest educational 08=preparatory school
grade

09=10+1 vocational (old)
10=10+2 vocational (old)
11=10+3 vocational (old)
12=vocational school level 1
13=vocational school level 2
14=vocational school level 3
15=vocational school level 4
16=vocational school level 5
[___ ___]
[___ ___]

your mother has achieved?

17=Diploma (non-vocational)
18= BED (teachers)
19= Teachers certificate
20= BA (BSc) degree
21= MA/MSc
22= PhD

If you have any vocational
training, or a BA or MA/MSc
degree, what is your field of
specialization? Please refer to
the highest level of education
you achieved.

University
01= Engineering & Technology
02= Business and Economics
03= Natural and Computational
Sciences
04= Social Sciences & Humanities
05= Medicine and Health Sciences
06= Agriculture and Life Sciences
TVET
07=Automotive Technology
08= Electrical & Electronics Technology
[___ ___]

How does your academic
training relate to your current
job?

01=Very much related 02=Related to
some extent
03=Not related at all

[___
___]

Has this employer ever offered
you in-house training
(technical, life skills and soft
skills training) in the last year?

01 = Yes 02 = No

[___
___]
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09=Construction
Technology
10= Information
Technology
11=Surveying
Technology
12= Manufacturing
Technology
13=Architectural
Design Technology
14= Wood Science
Technology
15=Textile
or Garment
Engineering
16= Accounting and
Business
17=Others Specify:

[___]

A Worker Questionnaire for the Study on Women in Manufacturing in Ethiopia conducted by Hamen
Consultancy Service commissioned by the MoI & UNDP, 2016
If yes to b18, how many days did the training last?

If yes, what kind of skills did
you learn from the training
programs?

How did the
trainings
impact your
performance
and position
in the firm?
Has this employer ever sent
you to participate in formal
training programs?

[___ ___]

01=production techniques
02=marketing management
03=financial management
04=quality control
05=life skills such as family planning and HIV/AIDS awareness
06=soft skills (work discipline, attitude, or other related skills)
07=other, please specify:

[___ ___]

01=increased my
skills/productivity
02=helped me obtain a promotion

03=no impact

[___ ___]

01 = Yes

02 = No

[___ ___]

If yes, how many days did the training last?

If yes, what kind of skills did
you learn from the training
programs?

01=production techniques
02=marketing management
03=financial management
04=quality control
05=life skills such as family planning and HIV/AIDS awareness
06=soft skills (work discipline, attitude, or other related skills)
07=other, please specify:

How did the trainings impact
your performance and position
in the firm?

01=increased my
skills/productivity
02= helped me obtain a promotion

03=no impact

[___ ___]

What kind of computer literacy
skills do you have?

01=None, I have never used a computer
02=Basic computer skills (turn on a
computer, locate and open a file, such
as a music or video file, and turn off a
computer) 03=Basic Word and
Excel processing skills

04=Knows how
to use specialized
software, such as
Peachtree, SPSS or
STATA 05=Familiar
with programming
languages such as
Visual Basic, Java or
C++

[___ ___]

In what sector is/was your
father’s career?

01= Agriculture/farming
02= Manufacturing/industry
03= Self-employed
04= Military/police
05= Public works
06= Other private company
07= Other NGO/international company
08= Didn’t work

[___ ___]

[___ ___]
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A Worker Questionnaire for the Study on Women in Manufacturing in Ethiopia conducted by Hamen
Consultancy Service commissioned by the MoI & UNDP, 2016

In what sector is/was your
mother’s career?

01= Agriculture/farming
02= Manufacturing/industry
03= Self-employed
04= Military/police
05= Public works
06= Other private company
07= Other NGO/international company
08= Housewife

[___ ___]

Were you born in this area?

01=Yes 02=No

[___ ___]

If no, how long ago did you
move to this area?

01= less than three months ago
03= less than one year ago 05= less
than 3 years ago

02= less than six
months ago 04=
less than two years
ago 06= more than
3 years ago

[___ ___]

Section E: Participation, Benefits and Constrains
E.1.1. Benefits
E.1.

What are the terms of
your employment at
your current enterprise?

01 = Permanent employment
02 = Temporary
employment
03 = Contract
(freelance) work
04 = Casual worker

E.2.

How long have you
been working in this
enterprise?

Number of months

E.3.

How is your wage
specified in this current
job?

01 = Per hour
02 = Per day
03 = Per week
04 = Per 2 weeks (fortnightly)
05 = Per month

E.4.

Do you also have
another source of
income (including
wages and selfemployment) in
addition to this one?

(01=Yes 02=No)

[___ ___]

E.5.

What was your net
income in the
last full month from
these different sources:

1. Total from your job in the firm (in ETB)

[___ ___]

2. Total income from the other income generating jobs (in ETB)

[___ ___]

3. Remittance or food support
(estimated monetary value)

[___ ___]

(01=Yes 02=No)

[___ ___]

E.6.
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Are your wages always
paid to you on roughly
the same date every
week or month?

05 = Paid family
work
06 = Apprentice
07 = Member of a
cooperative
08 = Other,
specify:

[___ ___]

[___ ___]

06 = Piece rate
07 = No wage,
family job
08 = Other
Specify:

[___ ___]

E.7.

How many bonuses
have you received
in total in the last 12
months?

Bonus amount
(if no bonus was received skip to E.15.)

[___ ___]

E.8.

What is the total
monthly income of
all your household
members excluding
yours?

Total monthly income in ETB

[___ ___]

Now we will ask you some questions regarding other benefits provided by the firm
E.9.

Does the firm cover
health expenses you
incur due to workrelated accidents?

(01=Yes; 02=No)

[___ ___]

E.10.

Do you have free
medical service/
medical coverage that
is provided by your
employer?

(01=Yes; 02=No)

[___ ___]

E.11.

Does your employer
provide you
with free transportation
service/a transportation
allowance?

(01=Yes; 02=No)

[___ ___]

Transport cost (in ETB) per day

[___ ___]

01=yes 02=no

[___ ___]

E.11.1 If yes, how much would

you have to pay for daily
transport from home to
work if you used public
transport?
E.11.2 Does your employer

provide you with free
food (breakfast, lunch or
dinner)?
E.11.3 How many days did you

[___ ___]

eat this free food last
week?
E.11.4 If you do not eat this

01=yes 02=no

[________]

01=Yes 02=No

[___ ___]

free food, do you
receive the equivalent
amount in money?
E.12.

Does your employer
provide you with
residential housing/a
housing allowance?

Now we will ask you some questions regarding cost of living
E.13.

On average, how much
do you spend on food
consumption each
month?

Amount in ETB

E.14.

Which best describes
your living situation?

01= I live in a rented room that I share
02= I live in a rented room by myself
03= I live in a rented room with my spouse and family
04= I live in my own house

[________]

[___ ___]
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E.15.

On average, how much Note that if the person lives in a group the amount stated here
do you spend in a given should be the amount he/she pays, not the total rent paid for
month on rent?
the room.

[________]

E.16.

On average, how
much do you spend
on transportation each
month?

Amount in ETB

[________]

E.17.

How much do you
spend on school
expenses per year
(including school fees
and cost of uniforms
and supplies)?

Amount in ETB

[________]

E.18.

How many times in the
last twelve
months did you
purchase clothes for
yourself or to your
family members?

[______]

E.19.

Each time you shopped,
how much on average
did you spend on
clothes?

Amount in ETB

[________]

E.20.

How much money
do you send to your
family each month?
(remittances)

Amount in ETB

[________]

Now we will ask you some questions about how your standard of living has improved since you
started working in the manufacturing sector
E.21.

What were you doing
before joining the firm?

E.22.

How many months
were you unemployed
before you obtained
your first job?

E.23.

Is your income better
than it was before
you joined the
manufacturing sector?
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01= In education/school/training program
02= Permanent wage job
03= Temporary/contract wage job
04= Trying to start my own business
05= Unemployed
06= Unpaid family work

[___ ___]

Number of Months

[_______]

01= Yes, it has improved

E.24.

How is your family’s
situation compared to
before you began this
job?

E.25.

Your personal savings?

E.26.

Your asset ownership?

E.27.

Your self-esteem and
self-confidence?

E.28.

03= No, it has worsened
02= No, it is the same

[___ ___]

[___ ___]
[___ ___]

[___ ___]

[___ ___]

Has your decisionmaking power in
your household?

[___ ___]

E.1.2. Participation Patterns (including leadership)
E.29.

Type of job your
currently hold at the
factory

01=Skilled production worker
02=Unskilled production worker
03=Technician
04=Production manager
05=Department head
06=Finance and administration clerk 07=Sales staff
08=Other, specify

E.30.

E.31.

Skill grade/level

01=level 1
02=level 2
03=level 3
04=other, specify

[___ ___]

01= underrepresented
02=sufficiently represented
03=overrepresented

[___ ___]

Do you think women
are well
represented in
managerial positions in
your firm? (including in
the board)

E.32.

If they are
01=the industry culture is biased in favor of men
underrepresented, what 02=perception that women are not good leaders
do you think are the
03=overall negative perception of women’s participation in the
three major reasons?
manufacturing sector 04=lack of relevant skills/technical and
leadership training 05=lack of management support
06=lack of flexible work environment
07=lack of women role models 08=lack of self-confidence
among women
09=other, please specify

E.33.

Are you a member of a
workers’ association?

1. [_ ___]
[__ __]
[__ __]

01=Yes
02=No, but there is an
association
03= No, because there is no workers’ association in the firm

E.34.

[___ ___]

[___ ___]

Do you actively
participate in the
workers’ association?

01=Yes

137

A Study On Women Mannufactoring In Ethiopia

02=No,
03=I don’t know
E.35.

E.36.

E.37.

E.38.

What is your role in the
association?

E.40.

[___ ___]

actively participate
in the workers’
association?

01=Yes
02=No,
03=I don’t know

[___ ___]

What percentage of
your female colleagues
do you think are
members of the
workers’ association?

Percentage (%)

[___ ___]

Do you think women
workers

Are there any women in
leadership

How many women
workers are there in
association leadership
positions?
Do you think enough
women are in
leadership positions in
the association?

E.41.

Is there active women’s
social
dialogue within your
firm?

E.42.

Is there a saving group/
equb within your firm?

E.43.

Are there women’s
support

E.44.

To what extent do you
participate

01=Yes
02=No,
03=I don’t know

[___ ___]

Number of female workers in leadership positions

[___ ___]

01=Yes
02=No
03=I don’t know
[___ ___]
01=Yes
02=No
03=I don’t know
[___ ___]
01=Yes
02=No
03=I don’t know
[___ ___]

01=Yes
02=No
groups/networks within 03=I don’t know
your firm?
[___ ___]

in these women’s
networks?
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01=member
02=committee chair
03=head of the association
04=other, specify

positions in the
association?

E.39.

[___ ___]

01=high participation
02=limited participation
03=no participation

[___ ___]

E.45.

Do you think the social
dialogue
and network is playing
a role in promoting
women’s careers?

(01=Yes 02=N0)

[___ ___]

E.1.3. Opportunities and Constraints
E.46.

Are you satisfied with
your current job?

01 = Very Satisfied
02 = Satisfied
03 = Neither satisfied nor dissatisfied

04 = Dissatisfied
05 = Very
dissatisfied

[___ ___]

E.47.

If you are very satisfied
or satisfied, what are
the three major reasons
for your satisfaction?
(enumerators please
rank them)

01= my earnings from the job are good
enough
02= I like the working environment
03= I am happy with the job and skills I am
developing from the job
04= the firm has gender sensitive measures
05= working in this kind of job has good
prospects
06= I receive recognition for my work in the
firm

07= the firm is
located near
where I live
08= this firm
respects workers’
rights 09= I have
established social
networks with
other workers
in the firm 10=
other, specify

[___ ___]
[___ ___]
[___ ___]

E.48.

If you are very
dissatisfied or
dissatisfied, what are the
three major reasons for
your dissatisfaction?

01= my earnings from
the job are low
02= the working environment is unhealthy
03= I am unhappy with the job and skills I
am developing from the job
04=the firm has not responded well to my

07= the firm is
located far from
where I live
08= this firm
doesn’t respect
workers’ rights
09= there is
not much of a
functioning

[___]
[___]
[___]

special needs relating to family and childcare social network at
the firm
responsibilities
05= working in this kind of job has no good 10= other, specify
prospects
06= I do not receive enough recognition for
my work at the factory
E.49.

How far is your
workplace from your
home?

01= within 5 km of my home
02= within 10 km of
home
03= more than
10 km from home

E.50.

Are you satisfied
with the available
channels to place
your complaints or
grievances at your
workplace?

01= Very Satisfied
02= Satisfied
03 = Neither satisfied nor dissatisfied

[___ ___]

04= Dissatisfied
05= Very
dissatisfied

[___ ___]
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E.1.4. Continued Participation and the future of

manufacturing

E.51.

Would you like to obtain 01 = Yes, I want another job
a different job, or are
02 = No, this job is acceptable at the moment
you happy to stay in this
job for now?

[___ __]

E.52.

Do you think that there 01=Yes 02=No
is a difference between/
among women and
men employees with
regards to work ethics?

[___ __]

E.53.

If yes, please explain
these differences and
the reasons behind
these differences.

E.54.

Where do you see
yourself in three
years’ time? (If the
answer is 01, 02 or 03
go to question ‘E.55’
otherwise skip to
question ‘E.56’)

E.55.
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What are the three most
important factors that
make you decide to stay
in the manufacturing
sector?

01=working at this firm
02=working at another firm in the same sector
03=working at another firm in a different manufacturing subsector 04=working in a non-manufacturing

sector
04=running my own business (self-employment)
05=working and living abroad
06=retired/unemployed
07=other (specify)

[___ ___]

01= attractive pay 02= good work-life
balance
03= gendersensitive
provisions (e.g. maternity leave,
breastfeeding areas and breaks, annual
leave) are well respected 04= firms in the
sector respect workers’ rights and safety
regulations
05= good prospects for growth

[___]
[___]
[___]

06= it will help
me become selfemployed 07=
opportunities
for challenges
and interesting
assignments
08= job security
09= the sector
provides adequate
benefits
(transportation,
food programs)
10= short and
long term training
/educational
opportunities are
provided
11= good working
relationships
12= other, specify

E.56.

What are three most
important factors
that cause you to
consider leaving the
manufacturing sector?

01= low pay 02= hard
to achieve the right
work-life balance
03= gender-sensitive
provisions (e.g.
maternity leave,
breastfeeding areas
and breaks, annual
leave) are not well
respected 04= firms
in the sector don’t
respect workers’ rights
and safety regulations
05= lack of promotion
and opportunities

06= it is difficult for self-employment
07= few opportunities for challenges
or interesting assignments 08= less job
security
09= the sector does not
provide adequate
benefits (transportation, food
programs)
10= it is difficult to obtain short and
long term training /educational
opportunities
11= poor working
relationships
12= other, specify

E.57.

Would you stay in
manufacturing sector if
you started your career
today?

01=yes 02=no 03=I don’t know

[___ ___]

E.58.

For how long do you
plan to stay working at
this current job?

Indicate the number of weeks
Put -444 if s/he plans to stay for an unlimited time

[___ ___]

E.59.

How did you find out
about this job?

01 = On a vacancy board
02= In the newspaper, radio, TV, internet
03 = Heard about it through friends and relatives
04 = Checking at work sites
05 = At work agencies/brokers
06= Through Kebele/Woreda job search
schemes
07= Other, specify:

[___ ___]

E.60.

If you heard about
it through a social
contact, what was your
relationship to this
person?

01= Family
02= Close friend 03= Work acquaintance
(colleague)
04= Work acquaintance (manager)
05= Kebele acquaintance

[___ ___]

E.61.

What major challenges
do you or people
you know face when
searching for a job in
the manufacturing
sector?

01= Limited access to job information 02= Not knowing how to
approach employers
03= The cost of searching for a job is not affordable
04=Perception that employers would be less interesting in
employing women workers
05= Other, specify

[___ __]

E.62.

Would you encourage
your son or male
family member to
pursue a career in
manufacturing?

01= Fully
encourage 03= Neither encourage nor
discourage

02= Somewhat
encourage
04= Discourage

[___ __]

E.63.

Would encourage your
daughter or female
family member to
pursue a career in
manufacturing?

01= Fully
encourage 03= Neither encourage nor
discourage

02= Somewhat
encourage
04= Discourage

[___ __]

06= Church
acquaintance
07=Neighborhood
acquaintance
08= Other
acquaintance,
specify:

[___]
[___]
[__]
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Section AG: Agency (bargaining power) Note that this section is to be filled by female workers only
AG.1.

Who in your household makes

01=me
02=husband
03=both
04= other male household member
05= other female household member
06=other non-household member

decisions on how to spend your income?

[___ __]

AG.2.

Who in your household makes decisions on
how to borrow money in the household?

[___ __]

AG.3.

Who in your household makes decisions on
whether to change jobs?

[___ __]

AG.4.

Who in your household makes decisions on
whether you can work overtime/weekends/
nightshift?

[___ __]

AG.5.

Who in your household makes decisions on
whether to buy new household items?

[___ __]

AG.6.

Who in your household makes
decisions on whether to contribute to
savings or make investments?

AG.7.

[___ __]

Who in your household makes
decisions on whether to have another
child?

[___ __]

Cultural Norms and Perceptions
Enumerator: “I will read some statements about men and women. Please say whether you
disagree, strongly disagree, agree or strongly agree with these statements.”
01=strongly agree 02=agree 03=disagree 04=strongly disagree)
GA.1.

It is better to send a son to school than it is to send a daughter.

[__ __]

GA.2.

Science and engineering fields are more difficult for women.

[__ __]

GA.3.

It is okay for women to work outside of the home.

[__ __]

GA.4.

It is okay for women to earn more money than men.

[__ __]

GA.5.

Married women have a right to decide what to do with the money they earn.

[__ __]

GA.6.

Factory work is good for young women under the age of 24 only.

[__ __]

GA.7.

It is not good for married women to work the night shift.

[__ __]

GA.8.

It is hard for women to work in highly technical departments.

[__ __]

GA.9.

Women are too soft to lead the manufacturing sector.

[__ __]

GA.10.

Women prefer to be led/supervised by men.

[__ __]

GA.11.

If married women are the majority in the factory, it costs the factory a lot due to maternity
leave, and frequent absences due to childcare.

[__ __]

GA.12.

Women’s inclusion in leadership will improve the factory’s performance and productivity.

[__ __]

GA.13.

Single Women have the right to decide what to do with the money they earn.

[__ __]

GA.14.

It is not good for women to work in the manufacturing industry.

[__ __]

GA.15.

A man should take responsibility and help with childcare when his wife is busy with a
business or factory job.

[__ __]

GA.16.

A man should take leave from work if his child is ill.

[__ __]

GA.17.

A woman must take leave from work if her child becomes ill or resign.

[__ __]
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GA.18.

A man should take responsibility and help with domestic duties when his wife is busy
with a business or factory job.

[__ __]

GA.19.

Important family decisions should be made by the men in the family only.

[__ __]

GA.20.

A wife should tolerate abuse from her husband/partner to keep the family together.

[__ __]

GA.21.

A woman should seek help if she encounters sexual harassment.

[__ __]

GA.22.

A woman should seek legal recourse if she encounters sexual harassment.

[__ __]

Support Services
GA.23.

1. Which incentives do you think are the
three most important factors to attracting
and retaining women in manufacturing
sector?

01= Compensation/pay
02= Flexible work practices
03= Job security
04= Opportunity for advancement
05= Physical work location
06= Attractive work environment for women
07= Customized learning and development
09= Formal and informal mentorship
10= Other, specify

[__ __]
[__ __]
[__ __]

GA.24.

2. How do you rate your current job in
terms of the incentives you mentioned as
most important in GA.23?

01=very good
02=good
03=ok
04=poor
05=very poor

[__ __]

GA.25.

3. The firm/hiring company should
consider the domestic/reproductive
responsibilities of women as an integral
part of its operations

GA.26.

Among the following
manufacturing types, which one do you
think is the most attractive to women
employees?

GA.27.

Please give your reasons/justification as
to why that specific sector is attractive to
women employees

GA.28.

Do you think the education system/TVET
programs/higher education systems
encourage women to pursue a career in
manufacturing?

[__ __]

01= Agro-processing industries
02= Textile industries
03= Garment/apparel industries
04= Leather and leather products
05= Chemical and pharmaceutical industries
06= Petrochemical and biotechnology
industries
07= Metal and engineering industries
08= ICT and electronics industries

01= Fully encourage
02= Somewhat encourage
03= Neither encourage nor
discourage
04= Discourage

[__ __]
[__ __]
[__ __]

[__ __]
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GA.29.

Which strategies do you think are the
most important to promoting women to
leadership positions in the manufacturing
sector?

01= Compensation/pay
02= Flexible work practices
03= Trainings/skill development programs
04= Affirmative action/e.g. female quotas/
(proportional) representation 05= Having an
adequate number of women role models
06= Formal and informal mentorship
07= Visibility and media promotion
08= Other, specify

GA.30.

How do you rate your current job in
terms of the incentives you mentioned as
important in GA.29?

01=very good
02=good
03=ok
04=poor
05=very poor

[__ __]
[__ __]
[__ __]

[__ __]

Existing policies, regulations, procedures and organizational norms
GA.31.

Does your employer ever require
pregnancy tests or the use of
contraceptives as a condition of
employment?

(01=Yes 02=No)

[__ __]

(01=Yes 02=No)

[__ __]

GA.33.

Do you know of any worker who has been (01=Yes 02=No)
terminated or forced
to resign because they were pregnant?

[__ __]

GA.34.

How many days of maternity leave are
female workers entitled to per birth?

Number of days

[__ __]

GA.35.

How many days of paternity leave are
men entitled to per birth?

Number of days

[__ __]

GA.36.

Do you get time off for breastfeeding
breaks?

(01=Yes 02=No)

[__ __]

GA.37.

Are you forced to work overtime without
your consent?

(01=Yes 02=No)

[__ __]

GA.38.

Does your firm impose
monetary fines for absenteeism?

(01=Yes 02=No)

[__ __]

If yes, what is the fine?

1. 1 day absence is a 3 day pay

GA.32.

Does your employer ever change
employment status,
position, wages, benefits or seniority of
workers during maternity leave?

GA.39.

reduction
2. 1 day absence is a 2 day pay reduction
3. 1 day absence is a 1 day pay reduction

[__ __]

GA.40.

Do you have the right to paid medical
leave?

(01=Yes 02=No)

[__ __]

GA.41.

Does your firm have changing areas
separated by gender?

(01=Yes; 02=No)

[__ __]

GA.42.

Does the workplace have bathroom
facilities separated by gender?

(01=Yes; 02=No)

[__ __]

GA.43.

Are there sufficient bathroom facilities in
proportion to the number of women, can
they use them without fear?

(01=Yes; 02=No)

[__ __]
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GA.44.

Does your workplace have good
ventilation?

(01=Yes; 02=No)

[__ __]

GA.45.

Does your firm have health and safety
measures (e.g. protective clothing?

(01=Yes; 02=No)

[__ __]

GA.46.

Do you feel safe and secure in your
workplace?

(01=Yes; 02=No)

[__ __]

GA.47.

If no, please explain why

GA.48.

Do you know any women workers who
have been sexually harassed at your
workplace?

(01=Yes 02=No)

[__ __]

GA.49.

Does the firm have harassment reporting
and management policies/procedures?

(01=Yes 02=No)

[__ __]

GA.50.

In general, how satisfied are you with
management’s response to the reported
harassment cases?

01=very satisfied 02=satisfied
03=neither satisfied nor dissatisfied
04=dissatisfied 04=very dissatisfied

[__ __]

GA.51.

Would you say that gender is ever a factor
in hiring or terminating, promoting or in
differential treatment of male and female
workers by the employer?

01=Frequently
02=Sometimes
03=Rarely
04=Never

[__ __]

GA.52.

Do you feel that workers’ interests are
considered in management’s decisionmaking?

01=always 02=sometimes
03=rarely 04=never

[__ __]

GA.53.

Do you observe a pay gap
between men and women
workers for the same position? If the
answer is ‘no’ skip to question ‘GA.55’.

(01=Yes 02=No)

[__ __]

GA.54.

If you answered yes to GA.543, which
gender is paid more?

01=men paid more
02=women paid more

[__ __]

GA.55.

Do you think there is a difference in
management’s
01=Yes 02=No 03=I don’t know

[__ __]

attitude towards issues of interest to men
versus women?
GA.56.

In the event that sexual harassment
occurs, is there a committee/individual
assigned to investigate such cases?

01=Yes 02=No 03=I don’t know

GA.57.

Is the standard of performance different
for men and women?

01=Yes, higher for women
02=Yes, higher for men
03=No, the standard is the same

GA.58.

Does your firm have personal
development planning and career growth
opportunities for workers to grow from
01=Yes 02=No 03=I don’t know
lower to upper level positions?

GA.59.

[__ __]

Is there mentoring (formal and
informal) for women working in the firm?

GA.60

[__ __]

01=Yes 02=No 03=I don’t know

[__ __]

Do you have any comments or
suggestions related to women in
manufacturing?
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b. Qualitative Research Methodology (QRM)
Why Use Qualitative Research Methodology and Tools?

Qualitative Research Methodology (QRM) and tools add value to research to help achieve intended
results in a number of ways:
• Allows for a better understanding of the problem by making discussions interactive, open or semistructured.
• By making use of additional tools, it creates a more complete picture of the research problem.
• As men and women have different roles and power, their perspectives on research problems can
be quite different. Hence, researchers can enhance their understanding of research problems by
tapping into and incorporating the different experiences and viewpoints of women, men and relevant
stakeholders.
• It incorporates a gender perspective into the research so that it can improve its relevance, coverage,
and quality.
• It empowers participants, particularly women engaged in the research. Both the men and women
concerned in the research problem are given an opportunity to analyze issues affecting them,
understand their underlying causes, and propose solutions that work for them.
• It makes it possible to capture diverse perspectives and viewpoints.
• It provides an opportunity to assess the current assumptions, cultural attitudes and prejudices that
promote the equitable inclusion of women and/or potentially contribute to the exclusion of women
in the manufacturing sector.
Focus Group Discussions

Focus Group Discussions (FGDs) are a popular participatory research method that we have used, involving
small groups of participants with specific goals and purposes. FGDs were used as a research tool to create
a better understanding on generating and analyzing qualitative information on the conditions and
positions of women in manufacturing. It can help capture group participants’ ideas, beliefs, perceptions,
norms, and the experiences that facilitate and/or hinder the participation of women in manufacturing.
Hence, this tool is useful for a gender research study like Women in Manufacturing.
The Women in Manufacturing (WIM) study attempts to conduct a number of FGDs to capture the diverse
views and experiences of different sample group participants to clearly understand the current context
of women in manufacturing and come up with plausible strategic recommendations that reflect the
objective realities of firms, women and the environment therein.
FGD participants were selected based on each company’s staff profile, with the support of industrial
parks staff and factory HR staff. If such profiles showing the diverse context were difficult to find, the
selection was made through random selections after stratifying them, taking diversity into account. This
exercise necessitated the utmost commitment from leadership and the consent of line managers and
supervisors.

146

Three FGDs were conducted at each firm selected. FGDs with young/unmarried women, including
migrant women from rural areas, were expected to have different conditions and contexts to those
conducted with married local women with families. Accordingly, separate FGDs were conducted for
young women, married women and men employees. The different contexts within these different
groups provided diverse views on issues pertaining to women in manufacturing (See the FGD guiding
questions in the Annex).
Key Informants Interviews (KIIs)

Key Informants Interviews (KIIs) are in-depth discussions with groups assumed to have in-depth
knowledge on the research questions. These were intended to extract opinions and perceptions
among different groups of women, men, leaders and stakeholders regarding women’s participation and
benefits, and what opportunities and challenges they face. The KIIs were expected to help the research
team uncover the underlying causes, biases, prejudices, best practices and success factors that can to
be capitalized on. They inspired insightful recommendations and in-depth knowledge regarding the
research questions. KII participants were selected after reaching a better understanding about who is
who and who knows about what, and what different contexts needed to be captured. KII participants
included women workers, men workers, men and women leaders, and women entrepreneurs.
Benefits and Constraints Matrix

The Benefits and Constrains matrix helped us identify, analyze and map out patterns regarding the
different types of women and men that participate in decision-making, and benefits and constraints
within the company, formal and informal groups, workers’ associations, and other relevant networks.
For this gender analysis tool, an access and control profile was used to identify and map out issues
in the matrix. Proportional pilling methods were used to provide values for each element generated
during data collection and analysis, using 10 data seeds. These calculations allowed the team to enhance
discussions, analysis and compare results.
Some key processes to follow

1. Ask FGD participants to identify the different types of key decisions made, and different types of
benefits (financial and non-financial) within the organizations.
2. Ask group members what relative values they assign to each aspect of participation and benefit by
applying proportional pilling.
3. Over the course of the discussions, probe further by asking about the different benefits and decisionmaking aspects to uncover issues regarding economic advancement and women’s agency.
FGD Guiding Questions
FGD guiding questions for young unmarried women employees

Would you like to share your rich knowledge and experience working in manufacturing sub-sectors with
us? Your names and the information you provide will be kept confidential.
1. How do women and men workers join the manufacturing industry? Where do young unmarried
women obtain information about job opportunities and who facilitates the hiring service? Are these
sources different for men and women? Low-skill and high-skill workers? Young and old? Those living
nearby, further away or migrants from other areas?
2. Where are women in general, and young ones in particular, concentrated in this firm? In which roles,
activities, positions and why? Who dominates where? Why?
3. Which areas and jobs are occupied/dominated by young women workers? Why are there few women
in some areas and many women in others?
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4. What conditions and other aspects motivate women and men to join or stay in the manufacturing
industry? Are there differences between women and men? Do young women have concerns over
how women employees are motivated?
5. What does it mean to your family, your company and society to work in a factory as a young, unmarried
woman?
6. What tangible benefits (financial and non-financial) do you receive? What can you share with others
about working in manufacturing? What are the opportunities and challenges?
7. In what ways are women represented in leadership (junior, middle, senior, boards, as well as workers’
associations), if at all? Where are women in the company’s career ladder, departments and sections? In
which areas are they concentrated and why? Who decides this? Who has the power to decide to work,
leave, work overtime, evenings, weekends, trainings, promotions, etc.?
8. What efforts or initiatives on behalf of organizations or others would help women grow, earn better
pay, positions, improved working conditions? E.g., training and personal development opportunities,
systems and practices that provide women with career growth opportunities within the organization’s
career ladder?
9. What reward systems/incentives and sanctions are practiced within the firm that motivate and
discourage women?
10. What do you like most about working at the firm, on one hand, and in the industry on the other?
What do you like least?
11. Do industries have preferences in terms of the labor mix of their workers? Which industries do
women prefer? Which ones have mechanisms for attracting, retaining and promoting women? Are
there differences in terms of industry preferences in regard to age, marital status or regarding those
from rural areas versus those from urban areas?
12. What do you think are the reasons women manufacturing workers leave their jobs? Are the reasons
for leaving different comparing young women, married women and men?
13. How many women (at your current factory or another factory) do you know have left the factory and
the country in search of jobs? What do you think is the reason for this decision?
14. Are you aware of any gender-based violence at your company? What reporting and handling
mechanisms are in place to address these incidents? What measures are taken? Is unwanted
pregnancy common among young workers? What are some other challenges specifically facing
young women?
15. What challenges do young, unmarried women workers face? Are these challenges different among
the women working in the factory? (Single, young, rural, mothers, married women)? Are the
challenges that women face different from those that men face?
16. What memberships, linkages and benefits are available within formal and informal networks (what,
why, who?) within the manufacturing sector? Among factory workers and/or external groups?
17. What are the perceived or actual changes to women’s sense of self–esteem, dignity, social and
economic advancement after they start working in manufacturing? Is there a difference between
men and women in this regard?
18. What is society’s attitude towards women working in the manufacturing sector? The attitude among
their fellow women? Among men? Among parents?
19. Where do they (these groups) see women employees in 3 years, 5 years and 10 years from now?
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FGD guiding questions for married female employees

Would you like to share your rich knowledge and experience working in manufacturing sub-sectors with
us? Your names and the information you provide will be kept confidential.
1. How do women and men workers join the manufacturing industry? Where do married women with
a lot family responsibilities obtain job information and who facilitates their hiring? Are these sources
different for men and women? Low-skill and high-skill workers? Young and old? Those that live nearby,
far away, or migrants from other areas?
2. Where are women in general, and married women in particular, concentrated? In which roles, positions
and why? Who dominates where? Why?
3. What conditions and other aspects motivate women to join, stay and leave the manufacturing
industry? Are there differences between women and men? Are there difference between married
women and young unmarried women? Probe further based on responses.
4. Do industries have preferences in terms of the labor mix of their workers? Which industries do women
prefer? Which ones have mechanisms for attracting, retaining and promoting women? Do industries
have preferences regarding age, marital status or migrants from rural areas?
5. What do you think are the reasons women manufacturing workers leave their jobs? Are the reasons for
leaving different for young women, married women and men?
6. What efforts or initiatives on behalf of organizations or others would help women grow, get, obtain
better pay, better positions? If not, what are the major constraints?
7. Are the challenges faced differ among different women working in the factory? (Single, young, rural,
mothers, married women)? Are the challenges that women face different than those that men face?
8. What are the different types of memberships, linkages and benefits of formal and informal networks
(what, why, who?) within the manufacturing sector? Among factory workers and/or external groups?
9. What are the perceived or actual changes to women’s sense of self–esteem, dignity, social and
economic advancement after they start working in manufacturing? Are there differences between
men and women in this regard?
10. What do you think is society’s attitude towards women working in the manufacturing sector? How
about the attitude among men? Among families/spouses? Factory leaders?
FGD guiding questions for men employees
Would you like to share your rich knowledge and experience working in manufacturing sub-sectors with
us? Your names and the information you provide will be kept confidential.
1. How do women and men workers join the manufacturing industry?
2. What motivates women and men to join and stay in the manufacturing industry? Are there differences
between women and men? Do men have concern over how women employees are motivated?
3. Which areas of industries are occupied/dominated by men workers? Why are fewer women in these
areas?
4. What do you think are the reasons women manufacturing workers leave their jobs?
5. Do you think women face particular challenges/constraints/barriers compared to men employees?
What are the reasons for that?
6. How are women recruited, retained and promoted in the manufacturing industry?
7. What is the attitude of men towards women working in the manufacturing sector?
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8. Why are there few women in leadership roles in the manufacturing sector (perception, organizational
culture, relevant policy, upper-management’s commitment)?
9. Have you heard of any gender-based violence occurring at your company? What reporting and
handling mechanisms are in place to address these incidents?
10. Where do you see women employees in 3 years, 5 years and 10 years from now?
KII guiding questions for women business owners

Would you like to share your rich knowledge and experience working in manufacturing sub-sectors with
us? Your names and the information you provide will be kept confidential.
KII guiding questions:

1. Kindly share your experience on how you got started in the manufacturing business? How your
business is progressing? The current position/status of your firm?
2. What are the existing opportunities, particularly for women in manufacturing, to start, grow and be
competitive within the firm, sub-sector and manufacturing?
3. What conditions, incentives, support and other aspects motivate you and other fellow women to
engage in that particular manufacturing firm/sub-sector and grow your businesses progressively?
Does this differ between women and men owned businesses?
4. Are women business owners able to make use of and benefit from the existing support services
and incentives provided to the sector by the government, sectoral associations and other relevant
stakeholders? If not, why?
5. Is the sector you work in a preferred sector for women-owned businesses? Why?
6. How do you see your current position/capacity in the industry (e.g. capital, HR, etc.)? Compared to
your company’s potential? How about compared to other companies within similar sectors? How do
you see your business compared to men-owned businesses operating in similar areas?
7. What major challenges do women business owners in the industry face in particular (including
economic, social, cultural)?
8. In your opinion, are there differences among women business owners who are single, young, and
women with children or married women? Are the challenges that women business owners face
different from those that men business owners face? Why?
9. Do women business owners need special support tailored to them? What and Why?
10. Are there any businesses, trades or related networks, platforms or standards that help you promote
your business and secure market share? How about other social/gender support services and related
networks are you are associated with (what, why and with who?)
11. What do you think of society’s attitude towards women working in the manufacturing sector as
owners and workers? How about attitudes among men, spouses and sectoral leaders?
12. How do you, as a female business owner, see yourself and your business in next 3, 5 and 10 years?
13. In your opinion, what do you need to grow your business and succeed in the manufacturing industry?
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KII guiding questions for men business owners

Would you like to share your rich knowledge and experience working in manufacturing sub-sectors with
us? Your names and the information you provide will be kept confidential.
1. How do men business owners perceive (your attitude towards) women employees/supervisors?
2. Do you encourage women to join your organization as employees and supervisors? What specific
steps/actions have you taken?
3. Does your organization see diversity (women) as an asset or liability? Why liability or asset?
4. What factors motivate women to join and stay in the manufacturing industry?
5. What is being done to help women employees balance their family responsibilities and work (e.g.
women-friendly work environments, including facilities and services)?
6. What has been done to secure/ensure the safety and security of women employees (e.g. sexual
harassment policies and practices, etc.)?
7. Are there cultural norms, organizational norms and perceptions that prevent women from fully
participating in the manufacturing sector?
8. What kinds of support services are provided by different actors (coaching, mentoring, etc.)? Which
ones are valued most by women?
9. How do existing policies, regulations, procedures affect the participation and benefits of women
employees/supervisors?
10. What has been done to promote women to leadership roles? What did/has the organization reaped/
benefited as a result?
11. Why do women employees leave the manufacturing sector? What has been done to address the
major reasons?
12. Is gender-based violence (including sexual harassment) reported in the manufacturing industry?
What measures has your organization taken in this regard?
13. Does your organization assess and address the specific challenges that women employees face (e.g.
unwanted pregnancies, issue of self-confidence, on-the-job technical training, etc.)?
KII guiding questions for female technical staff/leaders (high-skill)

Would you like to share your rich knowledge and experience working in manufacturing sub-sectors with
us? Your names and the information you provide will be kept confidential.
1. What does working in manufacturing mean to you, your family, company and society?
2. Where in the company’s career ladder are women concentrated and why?
3. What are the tangible benefits (financial and non-financial benefits)?
4. Is there women’s agency and voice at your company (the power to decide to work, leave, work
overtime, evening, weekends)?
5. What do you like most about working here and what do you like least?
6. What conditions and factors motivate women to join, stay and leave the manufacturing industry?
7. How many women (at your current factory or another factory) do you know left the factory and the
country in search of jobs? What do you think is the reason behind this decision?
8. Have you heard of any gender-based violence at your company? What reporting and handling
mechanisms are in place to address these incidents?
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9. Have there been any unwanted pregnancies or other challenges specific to women?
10. How do they see themselves in 3 years, 5 years, and 10 years from now?
KII guiding questions with stakeholders

Would you like to share your experience working in manufacturing and regarding women in
manufacturing?
1. What are the key areas you engaged in? What are your successes and challenges promoting women’s
participation and benefits for women in manufacturing (as workers and business owners)? Do women
business owners need special support? Why?
2. What in your opinion would help women business owners grow their businesses and thrive within
the industry? What tangible financial and non-financial support and incentives are they currently
receiving?
3. What support and incentives currently target women (if any)? What do they need in the future to
sustain and improve the performance of the industry?
4. What in your opinion would help female workers easily join and retain jobs, ensure career growth and
receive tangible benefits in manufacturing?
5. How do you see female workers’ conditions, wages and non-wage benefits in relation to living costs
and their roles as women? And their contribution to the performance of the industry?
6. How do you view university-industry relations? What kind of linkages, benefits and pitfalls have you
observed in this regard?
7. How are factories held accountable with regard to OHS occupational health and safety?
8. What mechanisms are in place to prevent violence against women, including sexual harassment and
abuse, to create a safe and violence-free work environment?
9. How can strategic linkages between different sizes and types of industries be improved to create
forward-backward linkages that ensure accountable business relations and enhance market inputs
and outputs?
10. Do you have any recommendations for improving women’s participation and benefits? Women
workers and business owners?
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Appendix: A.1: Summary Statistics from the CSA Large and Medium
Manufacturing and Electricity Firms Survey
Table 9.2 (A): List of Enterprises Surveyed Using the Qualitative Survey
List of Organizations

Sector

Size

Ownership

Modern Zege Leather
Products Industry PLC

Leather

Medium-large
enterprise

National

Saba Har

Textile

Medium-large
enterprise

FDI/women

ZNH Food Factory

Food

Medium-large
enterprise

National/women

Yirgalem Textile Factory

Textile

Medium-large
enterprise

National /women

Intoto Beth Edetibeb

Metal/Jewelry

Medium-large
enterprise

National/women

Lifan Motor

Metal &
Engineering

Medium-large
enterprise

FDI

Beyo PLC

ICT/Engineering

Medium-large
enterprise

National

Sino Pharmaceuticals

Pharmaceuticals

Medium-large
enterprise

Joint (Local/FDI) (local, co-owned by
woman)

Jay Jay

Textile/Garment

Medium-large
enterprise

FDI

George Shoes

Leather

Medium-large
enterprise

FDI

Arvind

Garment

Medium-large
enterprise

FDI

Shintzs

Garment

Medium-large
enterprise

FDI

Mame Steel Mills

Metal &
Engineering

Medium-large
enterprise

National

Repi Soap and Detergents

Chemical

Medium-large
enterprise

Joint (national/FDI), privatized from
public

Meta Abo

Agro-processing
/Beverage

Medium-large
enterprise

Joint (national/FDI), privatized from
public

Bishoftu Auto Motive

Metal &
Engineering

Medium-large
enterprise

Public

Ayika Addis

Textile/Vertically- Medium-large
integrated
enterprise

Betty Sole Revel

Leather

Medium-large
enterprise

National/women

Techno-mobile

ICT

Medium-large
enterprise

FDI

Tena Migib

Agro-processing/ Medium-large
Food
enterprise

Concept International

Garment

Medium-large
enterprise

22

Liyu Design

Garment

SME

23

AB Garment and
Embroidery

Garment

SME

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21

FDI

National
FDI/women

Woman-owned
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24

Eyerus Leather

Leather

SME

25

Mamush Leather

Leather

SME

Bahirdar Tannery

Leather

Medium-large
enterprise

Lidia Leather

Leather

SME

Women-owned

Tsehay Textile

Textile

Medium-large
enterprise

Women-owned

26
27
28

Women-owned

Table 9.2: (B) Stakeholders Consulted
1

Ethiopian Textile Industry Development Institute (ETIDI)

2

Leather Industry Development Institute (LIDI)

3

Metal Industry Development Institute (MIDI)

4

Food, Beverage and Pharmaceutical Institute (FBPI)

5

Industrial Park Development Corporation (IPDC)

6

Ethiopian Leather Industries Association (ELIA), Chair and Manager

7

Injera Producers and Exporters Association, Chair

8

ILO

9

Addis Ababa Chamber of Commerce

10

EP/UKAID

11

Enat Bank

12

Ethiopia Kaizen Institute (EKI)

13

Development Bank of Ethiopia (DBE) VIP/Capital Lease Financing

14

Development Bank of Ethiopia (DBE) Special Program

15

Adeday Microfinance Institution SC

Table A1.1: The structure of female participation in each manufacturing sub-sector, by fiscal year
Sector

1997

1998

1999

2000 2001 2002 2003 2004

2005

2006

Food and beverage products
manufacturing

24.00

29.13

30.79

31.65 33.00

32.42 27.60 32.00

31.10

30.50

Tobacco products
manufacturing

47.68

47.54

41.66

31.28 58.29

43.16 44.34 45.47

31.86

32.05

Textile manufacturing

44.83

43.29

42.60

40.11 48.26

45.19 33.81 52.46

48.32

50.85

Apparel manufacturing

38.29

44.96

56.10

61.08 61.06

57.96 46.60 62.31

64.59

74.86

Machinery and equipment
manufacturing

11.42

12.18

12.41

14.84 16.85

22.17 23.66 16.67

19.23

22.01

Electrical

-

30.57

28.57

25.00 25.00

16.62 23.08 26.25

36.84

23.50

-

-

-

-

-

49.71

35.61

39.00

Motor vehicles, trailers, and
semi-trailers manufacturing

19.75

17.23

13.91

18.66 19.69

20.34 33.15 15.99

21.64

19.53

Furniture manufacturing

13.87

11.67

11.67

15.06 15.74

16.70 39.24 20.50

20.86

16.76

machinery and apparatus
manufacturing
Radio, television and
communications equipment
and apparatus

-

-

Manufacturing

Source: CSA Large and Medium Scale Manufacturing Firms Survey and authors’ calculations
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Table A1.2: Share of sub-sectors in the manufacturing sector in terms of gross output of the entire sector, by fiscal year
Sector

Food and beverage products manufacturing

2000 2001 2002 2003 2004 2005 2006

38.62 41.40 42.22 50.60 38.22 35.79 35.64

Tobacco products manufacturing

2.23

2.06

0.15

2.80

1.21

1.67

1.31

Textile manufacturing

3.08

4.15

5.39

2.17

4.37

6.09

5.00

Apparel manufacturing;
fur dressing and dyeing

1.65

1.41

2.58

0.20

1.39

0.50

1.33

Leather tanning and dressing; luggage, handbags,
saddlery, harness and footwear manufacturing

6.24

4.42

2.45

4.53

7.39

6.39

5.79

Wood and cork products manufacturing, except
furniture; straw articles and plaiting materials
manufacturing

0.57

0.37

1.35

0.79

1.08

0.92

.45

1.91

1.72

1.47

1.90

0.83

1.14

1.15

3.30

2.60

2.62

2.19

2.38

1.82

2.14

0.00

0.00

0.00

0.00

0.00

0.23

0.20

7.59

8.01

9.59

4.25

8.04

9.06

7.6

6.46

6.99

9.22

5.55

6.47

6.65

6.91

Paper and paper products manufacturing
Publishing, printing and reproduction of recorded
media
Coke and refined petroleum products manufacturing
Chemical and chemical products manufacturing
Rubber and plastic products manufacturing
Other non-metallic mineral products manufacturing
Basic metals manufacturing

13.75 12.74 11.17 13.84 13.05 10.82 10.74
5.01

4.45

1.42

3.27

3.60

3.80

4.57

5.64

8.79

5.60

8.53

10.00 8.89

0.07

0.08

0.18

0.34

0.00

0.14

0.23

0.05

0.01

0.00

0.05

0.02

0.05

0.43

0.00

0.00

0.00

0.00

0.63

0.27

1.60

trailers, and semi-trailers manufacturing

3.25

1.70

0.01

1.17

0.97

2.78

4.33

Furniture manufacturing

1.67

2.26

1.39

0.76

1.81

1.89

1.49

Fabricated metal products manufacturing, except
machinery and equipment

4.73

Machinery and
equipment manufacturing
Electrical
machinery and apparatus manufacturing
Radio, television and communications equipment and
apparatus manufacturing
Motor vehicles,

Source: CSA large and Medium Scale Manufacturing firms survey and authors’ calculations
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Table A1.3: Share of manufacturing sub-sectors in terms of employment, by fiscal year
Sector

2000 2001 2002 2003 2004 2005 2006

Food and beverage products manufacturing

29.34 29.55 32.03 34.24 27.44 24.77 24.51

Tobacco products manufacturing

1.00

0.57

Textile manufacturing

9.55

13.01 12.67 6.92

16.46 16.27 15.57

Apparel manufacturing; fur dressing and dyeing

6.95

6.50

5.93

1.55

6.02

4.55

3.49

Leather tanning and dressing; luggage, handbags,
saddlery, harness and footwear manufacturing

7.11

5.96

5.68

6.26

7.39

8.53

8.1

Wood and cork products manufacturing, except
furniture; straw articles and plaiting materials
manufacturing

1.39

1.39

2.06

2.67

1.70

2.27

1.25

Paper and paper products manufacturing

1.66

1.66

1.74

1.59

0.75

1.28

1.47

Publishing, printing and reproduction of recorded media

5.52

4.72

3.34

3.69

3.92

3.25

3.5

Coke and refined petroleum products manufacturing

0.00

0.00

0.00

0.00

0.00

0.06

0.09

Chemical and chemical products manufacturing

6.41

5.56

6.03

5.57

6.10

7.73

7.3

Rubber and plastic products manufacturing

7.73

7.35

7.99

7.55

7.20

7.40

9.12

Other non-metallic mineral products manufacturing

10.97 11.21 11.16 12.01 11.59 9.08

10.33

Basic metals manufacturing

1.12

1.33

1.22

4.19

1.56

1.60

1.36

Fabricated metal products manufacturing, except
machinery and equipment

4.33

4.16

6.51

5.38

4.24

6.24

5.92

Machinery and equipment manufacturing

0.14

0.12

0.25

0.50

0.00

0.14

0.73

Electrical machinery and apparatus manufacturing

0.00

0.00

0.00

0.00

0.00

0.00

0.15

Radio, television and communications equipment and
apparatus manufacturing

0.02

0.02

0.01

0.05

0.02

0.06

0.51

Motor vehicles, trailers, and semi-trailers manufacturing

0.00

0.00

0.00

0.00

0.17

0.16

2.29

Furniture manufacturing

1.50

1.31

0.15

1.57

0.94

1.45

3.66

0.01

Source: CSA Large and Medium Scale Manufacturing Firms Survey and authors’ calculations
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0.89

0.75

0.52

0.50

Appendix: A.2: Summary Statistics from Survey Data
Table A.2.2: Reasons workers prefer to stay in the industrial sector
First Reason

Second Reason

Third Reason

Men

Women

Men

Women

Men

Women

Attractive pay

0.67

0.68

0.06

0.04

0.03

0.02

Good work-life balance

0.06

0.10

0.19

0.13

0.11

0.06

Workers’ rights and safety are respected and
gender-sensitive provisions are provided

0.05

0.05

0.18

0.23

0.15

0.17

High growth prospects

0.03

0.03

0.14

0.17

0.11

0.16

Increases chances of self-employment

0.08

0.06

0.09

0.05

0.08

0.08

Challenging and interesting assignments are
available

0.04

0.02

0.07

0.11

0.11

0.09

High job security

0.01

0.01

0.08

0.06

0.07

0.12

Services such as convenient transportation

0.01

0.01

0.08

0.08

0.02

0.05

Support services and good working
environment, including opportunities for
further training an education

0.05

0.04

0.11

0.14

0.32

0.25

Table A.2.3: Household decision-making among married women
Woman

Husband

Both

Who makes decisions on how to spend money earned by women
workers?

24 percent 1 percent

75 percent

Who in the household makes decision on borrowing money?

16 percent 4 percent

80 percent

Who makes decisions on whether the woman should change jobs?

22 percent 3 percent

75 percent

Who makes decisions on whether the woman should/can work
overtime/night shift/weekends?

23 percent 4 percent

73 percent

Who in the household makes decisions on how much to save and
associated investments?

17 percent 3 percent

80 percent

Who in the household makes decisions on whether to have a child?

12 percent 3 percent

85 percent
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Table A.2.4: Firm representatives’ opinions on gender roles and sexual harassment
Strongly
Agree

Agree

Disagree Strongly
Disagree

It is ok for women to work outside the home?

0.78

0.10

-

0.12

It is ok for women to earn more money than men?

0.42

0.28

0.16

0.14

Married women have the right to decide what to do with the
money they earn

0.42

0.48

0.10

-

Single women have the right to decide what to do with the
money they earn

0.60

0.37

0.03

-

At the low-skill production level, the firm prefers to hire very
young women because they are more productive than older
women

0.12

0.53

0.25

0.10

The firm prefers to hire more men in skilled areas such as
engineering since it is hard for women to work in those areas

0.12

0.19

0.46

0.23

The firm prefers more men leaders since neither men nor
women workers accept or easily obey female leaders

0.02

0.23

0.58

0.17

Important family decisions should be made by the men in the 0.02
family only

0.02

0.54

0.42

A woman should seek help if she encounters sexual
harassment

0.65

0.35

-

-

A woman should seek legal recourse if she encounters sexual
harassment

0.74

0.26

-

-

The firm should form a committee to receive and address
women’s grievances regarding sexual harassment

0.51

0.44

0.05

-

Table A.2.5: Workers’ (both men and women) opinions on gender roles and sexual harassment
Strongly Agree

Agree

Disagree

Strongly
Disagree

Men

Women Men

Women Men

Women Men

Women

0.05

0.04

0.01

0.01

0.27

0.20

0.67

0.74

0.04

0.02

0.05

0.05

0.39

0.35

0.52

0.58

It is ok for women to work
outside of the home

0.68

0.64

0.28

0.29

0.02

0.03

0.02

0.03

It is ok for women to earn
more money than men

0.58

0.58

0.23

0.30

0.15

0.08

0.04

0.04

Married women have the
right to decide what to do
with the money they earn

0.44

0.46

0.39

0.40

0.16

0.11

0.01

0.09

Factory work is only for
young women under the
age of 24

0.06

0.06

0.16

0.11

0.47

0.46

0.31

0.37

It is not good for married
women to work the night
shift

0.16

0.18

0.39

0.31

0.29

0.35

0.16

0.16

It is hard for women to
work in highly technical
departments

0.06

0.07

0.11

0.11

0.51

0.49

0.32

0.31

It is better to send a son to
school than a daughter
Science and engineering
fields are more difficult for
women
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Strongly Agree

Women are too soft to
lead in the manufacturing
sector
Women prefer to be led/
supervised by men

Agree

Disagree

Strongly
Disagree

Men

Women Men

Women Men

Women Men

Women

0.06

0.09

0.17

0.19

0.38

0.30

0.39

0.42

0.15

0.11

0.19

0.13

0.37

0.34

0.29

0.42

0.07

0.25

0.13

0.38

0.39

0.32

0.41

If married women are
the majority, it costs
0.05
the factory a lot due
to maternity leave and
frequent absenteeism due
to childcare responsibilities
Inclusion of women in
leadership will improve
factory performance and
productivity

0.56

0.57

0.34

0.39

0.10

0.04

-

-

Single women have the
right to decide what to do
with the money they earn

0.56

0.60

0.37

0.34

0.03

0.04

0.03

0.01

It is not good for
women to work in the
manufacturing sector

0.02

0.04

0.14

0.13

0.60

0.54

0.24

0.29

0.62

0.60

0.35

0.36

0.03

0.02

-

0.02

0.58

0.55

0.28

0.36

0.12

0.08

0.

0.01

A woman should take
leave from work if her child 0.28
is ill

0.28

0.30

0.25

0.35

0.37

0.07

0.09

Important family decisions
should be made by the
men in the family only

0.06

0.05

0.05

0.03

0.37

0.32

0.52

0.59

A wife should tolerate
abuse from her husband/
partner to keep the family
together

0.05

0.04

0.04

0.05

0.42

0.32

0.49

0.58

A woman should seek help
if she encounters sexual
0.67
harassment

0.68

0.30

0.30

0.02

0.01

0.01

0.01

A woman should seek legal
recourse if she encounters 0.67
sexual harassment

0.68

0.29

0.30

0.03

0.02

0.01

-

A man should take
responsibility and help
with childcare when his
wife is busy with business
or factory work
A man should take leave
from work if his child is ill
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