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Abstract 

The UNIDO leather project operates in seven countries of eastern and southern Africa. namely 
Elhiopia. Kenya. Malawi. Sudan. United Republic of Tanzania. bmbia and Zimbabwe. Overall ii 
aims at improving the quality of bides and skins. lealher and leather products in the seven cownries. 
Following lhe recognilion by UNIDO lhal industtializa1ion has a sip:nificanl impact on the female half 
of 1he community. the project has an addi1ional component lhe enhanccmenl of the posilion of women 
in 1he seclor. 

This report is based on the informa1ion gathered aad work done in the seven coun1ries in 
connec1ion wilh the Women-in-~vdopmenl com~nl of the projecl. which lasled from May 1991 
to May 1993. Cbapter I presents an overview of the situarion of women in the leaiher industry in the 
~ven countries. Cbapter II discusses their situation in each of lhe countries. 1be report focu~ on 
sex issues. wilh orher aspects of the projccl being covered in other reports. 

The report provides data thal enable a better understanding of lhe organiza1ional culrure and 
structures and how they cons1rain or facili1a1e the full u1iliz.a1ion of human resources. 11 iden1ifies 
organizational barriers 10 the integralion and participation of women in the sector and summarizes lhe 
difficulries women have with respect to recruitment training. wages and advancement. Ir also 
aniculare:o; lhe problems they face in integrating personal. political. legal and economic life bec-ause
of historical sex roles and sex-based expectations. The report suggests practical. implementaflle 
solution:-; to increase productivity in any leather factory. It spells out ways in which individual talent:-; 
can be harnessed and individual productivity increased. 

It argues thal women are an essential pan of the labour force and 1ha1 strengthening lhem not 
only serves 10 balance lhe scales of :;ocial ju~lice bul also to build capacily in the lealher indus1ry. 
II emphasizes 1ha1 men and women have special skills 10 bring 10 an organization and lhal lhese skills 
musl be exploited for the sake of the individuals and lhal of the entire seclor. 

At the same lime as lhe report aniculares the problems of women workers in lhe leather industry. 
ii assens 1ha1 in spire of 1hese problems. there are good prospects for women. a~ evidencerl fly 1he 
presence of a few women managers and entrepreneurs. le contends lhar given technical and managerial 
training. there are women capable nor only of rising 10 managerial positiom bur also of starring their 
own leather enlerpris~. 
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Introduction 

The Regional Africa Hides and Skins. Leather and Leather Products Improvement 
Scheme (US/RAF/88/100). a UNIDO project some portions of which are being executed by the Food 
and Agriculture Organi1.ation of the United Nations (FAO) and the International Trade 
Centre (UNCTAD/GATT). started in 1989. It is the largest technical assistance !>fOgramIDC funded 
by the Industrial Development Fund of UNIDO. through special-purpose contributions from six donor 
countries. A special contribution for the Women-in-Development expen was made in 1990 by the 
Government of Germany. 

The project was conceived in 1984. when the deteriorating condition of the African leather 
indu.~try and its unexploited potential were recognized by the Third Consultation on the Leather and 
Leather Products Industry. held at Innsbruck. Austria. which recommended that UNIDO. in 
collaboration with the appropriate agencies and bodies. should adopt an integrated programme 
approach to solving the sector's problem. 

The project's immediate objectives were set forth in the project proposal as follows: 

(a) To establish a regional pilot scheme and to demonstrate. in practical terms. the process of 
hides and skins improvement. from butchering and flaying to conservation. grading and collection: 

(fl) To act as ca1alyst to national authorities to introduce incentives for improved quality 
perfonnance; 

(cl To rehabilitate existing infrastructures and selected leather tanning and processing plants by 
increasing. their efficiency and capacity utiliz.atioo. upgrading technical standards, operational methods 
and skills. pr juct quality and marketing performance. as well as icnowledge of those atiached to these 
industries at various levels, sianing from primary producers. 

According to the project proposal. the dev~lopment of women in this sector was also taken into 
consideration in the project activities. 

The project comprised a regional umbrdla programme and eight associated col!Dtry projects, in 
Ethiopia. Kenya. Malawi. Somalia. Sudan, the Uniku Republic of Tanzania, Zambia and Zimbabwe. 
The projccr in Somalia was terminated prematureiy owing to the political situation in that country. 
The activities of the regional programme and the subregional programmes are coordinated by the Chief 
Technical Adviser. at Nairobi. assisted by a Kenyan counterpart and national experts ba.~ed in the six 
remaining countries. In addition. international experts provide extensive regional and national inputs 
in hid~s. skins and leather i.mprovemenl; tannery rehabili1a1ion; and the production and marketing of 
footwear and leather goods. 

The enhancement of the status of women in the sector is very imponant. In the project proposal 
it was stated that female labour in the industry. was usually concentrated in the sewing and 
cor.fectionery depanments and that special effons would be made to train machinists in modem 
methods. Ir was expected that in the footwear and leather products factories to be rehabilitated. female 
instructors would be trained. The leather project is one of the few projects that attempt 10 address 
gender and employment issues in holh the private md public sectors. This is significant in S<l far as 
the role of women in industrialization in the private sector has been a little-explored area. Considering 
1hat women carry a heavy load in the production and reproduction !'pheres of society but do not enjoy 



the same rights as men in respect of access lo resoun:-es and decision-making. the importance of a 
project like lhis one cannot be exaggerated. G. Sen and C. Grown make lhe following point ( 11: 

"II is now widely accepted tbal projects meant 10 benefit communities tend 10 ignore 
women by 1101 addressing their concerns specifically. Thus 10 lhe ex•enl lhal developmenl 
projec1s do 001 specifically lake women inlo consideralion. chances are lhal lhe developmenl 
impac1 of lhe projecl may be mluced. limiled. or even have an adverse or negative impacl 
on women and eventually the whole community. Yet if lhe goals of development include 
improved standards of living. removal of poverty. dignified employment. reduction in 
societal inequality. lben development should naturally start with women. Women comprise 
the majority of lhe poor. underemployed and economically disadvantaged in most societies. 
Furthermore. women suffer from additional burdens imposed by gender based hierarchies 
and subordination." 

It is necessary 10 develop the capabilities of both men and women as inseparable and inrcgral 
parts of the human resource base of lhe industry. In line with the strategies set forth in the UNIDO 
medium-term plan for 1994-1999 to promote the consideration of women in the technical cooperation 
ac1ivi1ies of the organizalioL. a Women in Developmenl componem was added in May 1991. 

The information in this report comes from leather enterprises in all seven countries. The 
enterprises 1ha1 were selected were those 1ha1 had received assistance from the UNIDO leather projecr. 
The data reported in lhe 1ex1 were collected in lhe course of visits hy lhe Women-in-Development 
expert 10 factories and face-to-face interviews and discussions with men and women at different 
hierarchical levels. The dala in the tables came from information submiued :o lhe national experts tiy 
some. but nor all. or 1he lealher factories. 

Because ii was assumed that management processes were influenced by socially inlemali;r.ed 
individual views. ii was deemed necessary to coller.t the personal views of individual women and men. 
The views or managers were elicited on the following issues: 

{a) Differences. similarities and dispari1ies between men and women employees. with particular 
reference 10 career advancement in the leather industry and benefits and structures supportive or 
diff erenl sex roles; 

(b) Organi7.alional barriers 10 the in1egra1ion and participation of women employees. with special 
focus on opportunities for training and career development 

Some important questions were asked: 

I al How do you account for the absence of women at the managerial lt"vel in lhe lea1her 
indm11ry? 

It'll How does lhe learher industry environment support or constrain women·s career 
development? 

IC 1 Whal do you see as the main differences in managemem s1yle between women and men':' 
How do you account for the differences? 

( d 1 What changes do you suggesl should be made in different leather subsectors to allow women 
10 participate fully in lhe sector as a whole? 

!el What makes ii posi;ible for men to progresi; faster in lhe leather sector? 



Worr.en employees and entrepreneurs in the sector were also asked 10 identify constr.tints they had 
encountered in their careers. The discussions and inlerviews were seen as a way of making people 
examine their sex stereotypes and perceptions. 

Having identified a number of constraints 10 the enhancement of lhe position of women in lhe 
leather industry. some steps were thm taken 10 help women to realize their potential. From May 1991 
to May 1993. the following activities were carried out: 

(a) A campaign was started lo promote gender sensitivity in the leather industry: 

Cb) Employment pattern~ for women and the gender ideology in lhe leather industry were 
analysed. as a basis for taking action: 

lc) Training needs were assessed; 

( d) A training course in leather goods was set up specifically for w('men. 

In addition. a number of recommendations aimed al enhancing the status of women in the sector were 
made: most of the recommendations addressed 10 the project itself will be implemented in the second 
phase_ 

The main body of the repon covers sex issues in the leather industry. based on selected leather 
enterprises in the seven countries. 



Conclusions and recommendations 

A. Conclusions 

The UNIDO leather project. which became operational in 1989. recogni7es the importance of 
incorporating issues of sex in its activities. The productivity of both employees and entrepreneurs and 
their capacity to work. are often constrained by cultural norms and practices. Women·s participation 
is also impeded by their lack of training in relevant skills. The situation differs from country 10 
country. but 1he main problem is the same: most women employt.es are in the unskilled category of 
the labour force. Moreover. women entrepreneurs in the leather industry often operate in a social. 
political and economic enviroDment that has not been conducive to productive capacity. 

To remedy some of these problems. the UNIDO leather project has done the following: 

(a) Started to make the industry aware that women should play a more important part in ii: 

(b) Analysed the employment patterns of women in the industry: 

(c) Assessed women·s training needs: 

( d) Organi:r.cd a series of training courses for women in leather goods technology. 

The UNIDO leather project has emphasized that enhancing productivity and profitability in an 

enterprise requires the full participation of both sexes. Clearly. the challenge for the industry is to 
create an envirorunent in which men and women can contribute equally to and benefit equally from 

increased productivity. 

B. Recommendations 

The problems of women workers in the leather industry are complex and cannot be easily tackled. 

nor can simple solutions be devised. 

I. Role of professional associorions and the industry itself 

II is reconunended that professional associations and the leather industry itself should do the 

following: 

(al Identify issues of relevance to women at all levels in the leather indusrry and ensure that 
these issues are taken into consideration in the industry's overall policies and plans: 

(bl Ensure that the members of professional leather associations inrroduce gender-sensitive 

policies: 

(cl Sensitize industrialists in various subsectors of the leather industry to the importance of 

addressing gender issues: 

(d) Organize information campaigns. including in the media. for managers in the leather industry 
that will encourage them to work out strategies for harnessing women's talents and that will break 

down prejudices against women in the industry; 
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( e) Organize leather technology trammg for women in the footwear and leather goods 
subsa·tors. The training shm•ld not only teach technical know-how but should also build confidem..·e 
and assertiveness; 

(f) Assisi women entrepreneurs who are still trying to establish themselves. by providing 
technical expertise and ensuring that they have access to raw materials; 

(g) Act as a catalyst in linking women with emerging business opportunities until they become 
established; 

(h) Provide up-to-dale data on the employment patterns of woruen in the leather industry. The 
data sho:lld reflect the number of women employed. their qualifications. their position in the hierarchy 
of the finn. the kind of ttaining they have been given. the promotions they have received and lhe 
prospects and opportunities that await them. 

2. Role of the UNJDO leather project 

It is recommended that the UNIDO leather project should do the following: 

(a) Organize study tours and exchange visits within the region for women entrepre
nems/managers; 

(b) Arrange and encourage training for women in non-traditional occupations, especially in 
rannery work and effluenl treattnent: 

(c} Promote apprenliceship programmes for women in eslablished enterprises to enable them 
to acquire skills; 

( d) Organize a guided iour for women tanners to selected modem tanneries with model effluent 
plants and equipment. in Africa and Europe; 

(e) Publicize advances made by women in the leather industry elsewhere to demonstrate what 
women can achieve; 

(0 Organize workshops 10 elaborale strategies that would assist women in lhe leather industry. 

3. Role of Gowrnment:r 

II is recommended that the Governments of the seven countries should do the following: 

(a\ Monitor the implementation of laws that forbid discrimination on grounds of sex: 

(b) Explore. publicize and address possible impediments to female workers in the leather 
industry: 

fc) Improve the access of women entrepreneurs to credit and to physical space for their 
production; 

(d) Organize workshops to discuss ways of increasing the proponron of women in the leather 
industry. 

4. Role of internatio110/ orKoni;otions 

It is recommended that international organizations should do the following: 

(a) Fund women who would like to receive further training in areas such as supervision and 
enb'epreneurship; 



(b) Inform women abour training opponllllilics at home and abroad; 

(cl Assist in fonnulating policy and in building capacity for planning. moniroring and 
evaluation. 

5. Rflle fl/ /(Jcal and internatiflnal 14·,>mt>n · .t organi:atifln.t 

ll is recommended that local and international women·s organizations should do the following: 

(a) Sensitize policy makers and planners to the problems and issues affecting women in the 
leather industry: 

(ll} PromOle the exchange of information about successes and failures through local. national 
and inlernational meetings and publications; 

(c) Provide information on starting businesses to would-be women entrepreneurs; 

( d) Identify additional sources of financial assistance for women and encourage convenlional 
money-lending institutions to adopt flexible terms and affordable credit rates for women entrepreneurs. 

6. Role of leather institutes 

It is recommended that leather institutes should do the following: 

(a) Organize courses for women in the various aspects of leather technology; 

(b) Recruit women leather technologists as trainers in the institutes; 

(c) Ensure that women are fully represented in the various courses. 



I. Regional overview 

A. World situation and prospects 

In the past 20 years. sub-Saharan Africa bas experienced a decline in the agricultural and 
industrial sectors (2). The growth of per capita GDP has been dismal in the COWltries of sub
Saharan Africa compared to growth in other regions. For example. Asia has achieved remarkable 
economic growth. with per capita income having risen 3.6 per cent annually for the past 20 years. 

In most sub-Saharan countries. 60 per cent of the exports are primary commodities. This 
dependence on primary commodities for export has exposed these countries to severe external and 
internal shocks. The economic recession in industrialized countries, which are the main markets for 
primary commodities. has led to dramatic declines and fluctuations in the price of these commodities. 
Most countries in the region are seeking to shift the focus of their production from primary (mostly 
agricultural) lo secondary and tertiary industrial activities. In all seven countries participating in the 
leather project. manufacturing bas been recognized as playing a crucial role in development and is now 
encouraged. Although data on the export of manufactured goods are incomplete. the available 
indicators show Africa's share of the world's total exports 10 be very small. Some of the problems 
faced by manufacturing industries include stiff competition from abroad. inferior technology. 
protectionism and a lack of foreign currency. The problems are caused in part by insuffident 
measures and experience to gain access to export markets and to attain the consistency of product 
quality demanded by such markets. Other causes include insufficienr funds for obtaining professional 
and specialist services to counter the above-mentioned problems and a dependency on imported spare 
pans and equipment. 

In many coWltries, hides and skins are a potentially importanr resource that, when tanned. can 
ger.erate added value on the domestic market and earn foreign currency on the world market. 
However, the industry is also affected by the same problems that affect manufacturing in general. It 
is. in fact, more vulnerable to external and internal shocks. because the supply of hides and skins. 
which are a by-product of meat, milk. wool and fertilizer production. does not respond to changes in 
demand for leather. The leather industry therefore has no conrrol over how many hides and skins are 
produced. as this depends on the slaughtering industry. 

In 1990, world prices of hides fell by more than 50 per cent in many cases. and the price or 
sheepskins fell even more. This happened for a variety of reasons. such as the global economic 
rcccs<iion. the crisis in the Persian Gulf. and political and economic changes in eastern Europe. the 
formzr Sovie! Union and Africa itself. In some areas, especially southern Africa. the drought of 1991-
1 "92 inflicted heavy damage on the leather sector. For exar11ple. in Zimbabwe cattle deaths were 
estimated at 500 per week (3). Apart from lhe fact thal canle died in large numbers. !here were 
shortages of water. electricity and raw malerials. As a result. many people in the lealher industry were 
laid off. including 42 per cenl of the people employed in the footwear industry in Zambia (4). 
Consequently. markets shrank or even disappeared as manufacturing slowed down and inven1orie11 built 
up. 

Despite lhe above constraints, opportunities and prospects for Africa are expected to improve. 
Higher labour com and stricler pollution controls in lhe industrialized countries have caused basic 
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tanning facilities to be shifled to developing countries. Structural changes in world markets for meat 
(conswners increasingly prefer white meat to red. especially in major hide-producing countries) have 
accelerated this shift. which is projected to continue. Accordingly. over the past three decades. the 
processing of hides and skins has moved from North America and northwestern Europe to the 
Mediterranean countries and above all to developing countries. many of which had the advantage. at 
least initially. of being subject to less stringent pollution controls. Many developing countries have 
thus been able to establish successful. expon-orienled industries for footwear and related products. 

Ninety per cent of the world output of goatskins is produced by developing countries. but the 
gains of these countries in the market for cattle hides have been relatively modest. partly because a 
large volwne of bides continues to be wasted and damaged during slaughter. Expansion in the tanning 
industries of many developing countries bas been hampered by a lack of technical and marketing 
skills. especially those needed to make finished fashion leather. and by periodic shonages of chemicals 
and other essential inputs. owing tu insufficient foreign excb loge or unreliable domestic supply. In 
view of this. the region's ability to respond to global demand for leather will depend on improved 
quality. which in tum will deriend on the factors already discussed as well ao; the sector's ability to 
utilize fully the talents of all its employees. The UNIDO leather project has been assisting the leather 
industry by addressing issues such as markets. technology and the utilization of hwnan resources. 

B. Prospects for the employment of women in the leather. footwear 
and leather products industries of the African region 

In the last two ciecades. the proportion of women in the leather industry hao; increased. With the 
breaking down of the extended family. the implemenlation of structural adjustment programmes and 
the increase in poverty and land degradation. more and more women in Africa are looking for 
employment in industry. For most of them. such employmenr has ceased to be a matter of choice: 
rather. it is a strategy for survival. 

V.: orking in industries in the formal sector is increasingly perceived by many women as a belier 
alternative than. say. working in domestic service or the inf onnal sector. Income and job security are 
often belier in established industries. Working in the industrial sector may provide protection under 
the law. a reliable income. exposure to a modem social environment and opponunities to form 
supportive networks with other women. Yet women remain vulnerable to labour exploitation De<:ause 
of their social status. They are more likely to be illiterate, to iJe ignorant of their legal rights and 10 

be unfamiliar with the legal agencies that might afford them protection. Hence the process of 
integrating women into the mainstream of the industrial sector cannot be considered in isolation from 
other issues that affect them in society. 

In most African countries. the tanning of hides and skins using indigenous technology was a job 
traditionally reserved for women. but with the introduction of cash economies. export markets and 
modem industries. they became marginali7.ed in this indus1ry. Those who do work in it. however. arc 
found in all its suhsectors. especially the footwear and leather goods subsectors. 

Not only arc women employees in this industry. !hey arc also entrepreneurs. Some of their 
enterprises are very dynamic and show promise of growth. Other women have formed cooperatives 
in which they make leather goods. In the footwear subsector. there are women who are subcontracted 
by established companies. eilher as individuals or as a cooperative. to stitch shoe uppers when there 
is a lol of demand for hand-stitched leather shoes. In some countries. there are female officers for 
hides and skins improvement. II should also be noted that in most African countries the work of 
tending animals is usually left to women and children. 
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The close associatior. between the leather industry and the textile industry. where women 
predominate. makes lhe leather industry an attractive place for women. 

C. Constraints on women in the IHthu industry 

The participation of women in the various subsectors of the leather industry varies from country 
to country. influenced by the prevailing cultural. legal and economic situation. However. the main 
issues are the same. Women ue held back not only by sex-specific constraints but alsn by constraints 
that penain to the industry as a whole. For instance. even in the leather goods subsector. where 
women constitute a relatively large proponion of the labour force. they remain concentrated in lower 
level occupations that do not fully utilize their technical skills and that offer low pay. 

Data on the participation of women in different subsectors of the leather industry in six countries 
are summarized in tables 1-4.• Table 1 shows that. overall. female participation is low. Women 
comprise only about 24 per cent of the employees. In the leather goods subsector. however. they 
comprise almost 50 per cent. 

Table I. Employment in the leathu industry by sex and subsector 
in seven countries 

Prr>pnrti"'' 
S11bsrctor Mair Frmolr Tora/ of M ·o,,.rn I ~ I 

Leather rood~ I I 3 factorie'l 458 447 90.5 49.3 

Footwear (41 faclories) .5 342 2 122 7 464 28.4 

Tannerie' (22 faclories) 4836 847 .5 683 14.9 

Tocal (7fl factories) 10 636 3 416 14 0.52 24.3 

The panicipation of women in the leather goods subsector is shown in table 2. Their skill level 
in this subsector is low. Only a few women have access to the training and exposure required for 
skills development. Women constitute only 26 per cent of the professional workforce and only a little 
over one third of the semi-skilled workforce. yet they contribute 38 per cent of the wiskilled labour. 

•Information from enterprite' a"ociated wi1h lhe leather project. No informa1ion wu received from enterpri.e' in 
K~nya. 
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T•bl• 2. Distn"bution of W'O!Mn and IMO by skill lev~ in eight 
~ather goods factories 

Pn,.,,ortinn 
:St.ill ln-rl M<1lr F-lr TOlal cf •rr>mrn f 'J- J 

Profnsional 19 7 16 26.9 

Semi-skilled 189 99 288 ~-4 

Unsl.iUnl 88 54 142 38.0 

Total 296 160 4S6 35.l 

As indicated in table 3. the participation of women at the professional level in the footwear 
subsector is low. Here. only 1.6 per cent of the professionals are women and only about 14 per cent 
of the semi-skilled workforce are women. 

Table 3. Distribution of women and men by skill lev~ in 2S footwear f•dories 

Propnrtwn 
Skill fr•·rl Mair F,,,..,fr Total nf ,.·onirn (~I 

Profe$sional 126 2 128 I.(> 

Semi-sltiUed I 981 332 2 313 14.4 

UnskiUed 893 137 I 030 13.3 

Total :- oon 471 3 471 14 7 

Table 4 shows that as in other subsectors, female participation in tanneries is very low. Only 
9 .6 per cenl of the employees in the professional group are women and only 8.6 per cent of those in 
the semi-skilled category. Although most of the unskilled employees are men. there are also many 
women. 

Table 4. Distribution of women and men by skill level in 10 tanneries 

Propm ,;,.n 
Slrll lrn·I MJle Frmole Tnral of 11·onien (~I 

Profe~5ional (.6 7 73 9.t> 

Semi-skilled I 733 163 I 896 8.t> 

l'n~kiUed 277 42 ...1.!2 D.2 

Toeal 2 ITT6 212 2 288 9.3 
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D. Discussion of constraints 

According to a m:cnt magazine article. the prejudiced auihKk. whether it is foc~d on sex. ral·e. 
edmic backp-ound or sexual preference. is likely to result in a caittr set-back (5). w~·s 
employment pauerns in the leather industry indicate that the str~s made by women give ~ason for 
optimism: however. a chain of constrainlS continues 10 hold them back. 

There are ~ similarities than differences in 1he constrainrs faced tty women in rile seven 
countries. The organizational sttucrure of the factories. the oppornmities for advancement and the 
anitude of employers lo female employees are more or less similar in all the countries covered by the 
project_ MOSI obstacles faced by women in~ leather industry can l~f<n be generalized wilhoul 
regard 10 the particular enterprise or lhe country where Ibey are working. 

I. Tradfti()n and culntre 

Women wht, work in the leather industry are con.~lrained by traditional cultural panems and 
stereotyping. which are carr~ from the home to lhe workplace and which exclude them from the 
latiour force. For example. men are generally seen as breadwinners and as heads of families. When 
there are retrenchments. women are the first to go. This view wa~ confirmed by a r:-oduction manager 
in a shoe factory. who said. "Women are considered economic dependanlS of men. so when there is 
sc:an:ity or jobs. priority is given to men. Society"s views have always been geared to the aims. 
aspirations and interesrs of lhe male breadwinner". II is erroneous. however. to believe lhal women 
arc always the <!ependanls of men. because there are many families in which a woman is the sole 
breadwinner or in which a man is present but makes no contribution 10 the household income. 

The interviews turned up several cases in which male managers and workers. because or their 
misconception that the man was the exclusive breadwinner of the family. viewed the woman from the 
standpoint or her husband's status and alloca1ed benefits accordingly. For example. if a husband was 
known to be doing well and was holding a high-status job. ii was assumed that lhe wife did not ~ed 
much from her employer. 

Most managers spoke of lhe importance of traditional African cultmal sex roles and rclation5 in 
the managemenl of an enterprise. Some believed 1ha1 rhe lradilionat gender hierarchy justified 
maintaining 1he sex sratus q1.10 in leather enterprises. They saw traditional inequality between men and 
women nol so much in its negative aspects bul as a social arrangement that needed 10 be bandied 
carefully and nurtured un1il ii was ready. rhrough evolution. lo disappear. Most managers argued rha1 
failure 10 indultte it. even in leather enterprises. would plunge lhe African social set-up. especially lhc 
family unil. inlo chaos. This view shows how traditional cultural views are translated and applied in 
a modem enterprise. 

In the hides and skins sut-r"clo; there was a tteneral assumption that farmers were always male. 
so hides and skins improve.nem programmes have not really incorporated gender issues. Yet in mos1 
rural ;ireas. lhere are many female heads or household. and animals are usually taken care or by 
women and rheir children. 

2. Le.~iJ/orim1 

Employers and governrnenr officials in ministries or indus1ry in some of the countries insisted 
lhar there were equal opportunitie:o; for men and women and lhal lheir employrr.enl policies did nol 
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diSl.-riminatc. It was ~fore taken for granted that no special strategies we~ ~ittd for enbmdng 
tlk. position of the women ~.-ho worked in the sector. 

However. existing legislative measures. e.g. equal opportunity laws. do DOI automatically tr:m'>late 
into working policy propmunes. Prejudice against women seems to be widespread in spite of all the 
laws thal forbid discriminatioo on the pounds of sex. What this implies is that laws that seek to 
protccr w~n can be bollo•· unless the~ is a machinery 10 monilor their implen1t11ta1ioo. For 
instance. in OM country where labour laws do DOI discriminate against women. a production manager 
in a tamtuy bluntly said that it wa<; ·a company policy DOI to employ women ... 

Policy makers must recopiize that women usually start from a more disadvantaged position. 
Thus. formal legal and legislative equality is not enough: ~ facto equality should be secured and 
implemented both at home and at wod. 

3. C ompolf)· policy and monagtmtnt 

In leather firms the absence of women in management positions was conspicuous. There were 
few wome:l supervisors in the industry. One manager thought that employees would DOI accepc 
supervision by a female. He went on to say. 

"Women are supposed to be subordinate to men. A father controls all members of the 
family. all property. and other economic resources. women arc cootrolled by men a'> part 
of the propttty. Women are too emotional .... too weak. too aggressive. They have no 
authoriry and are incapable of being leaders." 

However. the same manager then contradicted himself by saying. "If a woman has the samt'.' 
qualificarions as a man. no one will discriminate againsl her". 

Almost none of the lealher factories visited bad an equal-opponunity company policy. Some 
fac1oriei; insisted lhal lanning was nOI a suitable job for women; as a maner of policy. they did nol 
employ women. 

4. W omtn in tht ltathtr industry as ptrctfrtd by monagtmtnt 

Managers gave similar reasons for other problems penaining lo women·s careers in the lealher 
industry. Their explanations may be summarized as follows: 

(a) Lack of managerial and technica I skills and qualifications. This was due to women· s 
unequal access lo education. which had historical roo1s; 

(b) Cultural upbringing that discouraged women from being assertive. failed 10 give them 1he 
self-confidence needed lo accept the challenge of top management job5 in 1he commercial world and 
made rhem unsuited 10 working late or travelling: 

\c) Men·s own ignorance of women's polential; 

Id) S1ereo1yping of women. For example. while an incompetent man might be perceived as 
unrepresentative of hi5 5ex. an incompelenl woman was often taken to be represenlalive of hers. If 
one woman failed as a supervisor. then no other wrnnan would ever succeed. These perceptions 
adversely influenced company policies and resulted in discriminative measures towards women 
employees. as for example in training programmes; 
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te) Fear that if an entttprise invested in a woman she would get married and leave the job or 
tiecome prepianr and go on maternity leave; 

t fl Assumption in some counlries thar men and women could DOI work side by side. According 
to one manager. "1be existing male workforce reacts adversely to having female workers alongside. 
Prodoctiviry drops". 

5. Female c1rrrcpr~urs· ~rccption of their problems 

Women entrepreneurs in the leatMr industry faced a multitude of problems and constraints. some 
imagined. Olhns real. The problems include<'! u~ following: 

ta) Lack of faciliriu and orhc~ reso;in.. . Women entrepreneurs in the leather ind1L~try lacked 
proper machinerJ. such as leather 5"'ing and skiv~ machines. as well as marketing. managerial. 
lechnical and financial skills. The same problems Wtte faced by men in similar situalion.~. bur the •ex
based inrqualities were such that businesses heatkd by women were consistently worse off than other 
businesses. Women u."rually had fewer reso.m:es rhan men and were impeded by lower le\·els of 
educalion and literacy and by restricU:! physical and occupational mobility. Women had fewer 
contacts. less idea of how to deal with the bureaucracy and less bargaining power than men. all of 
which further limited their productivity and profitability; 

tb> Credit. Women entrepreneurs in the leather industry said financing was the mosr ir.1ponanr 
f1onleneck in initiating and expanding manufacruring activities. Lack of access to CRdll. o~·inl! ro 
discriminarory laws or bank regularions. was a major constra.inr for women. In some counrries. 
married women were treared as minors from the legal standpoint. If they wanted to obtlin credi1 from 
a commercial bank. they needed their husband"s permission. Moreover. most women ~ere 

resow~e-poor. particularly in terms of land and capital. They did not own meaningful assels. and thi~ 
made it impossible for them to obtain loans without security and collateral. Almost nowhere did credir 
inslilutions extend credit 10 women entrepreneurs easily. The institutions set up. mostly by non
governmental organizations. specifically lo assist women tended DOI to give them enou[lh money 10 
start a business; 

(c) Access to roM· nroreriols. Many women entrepreneurs in the leather industry had no acce:.s 
10 raw ma1erials. especially leather. They fOWld ii bard 10 buy in bulk. because most tanneries 
preferred lo sell 10 big firms. which boughl in bulk. Since most women entrepreneurs operated on a 
small 54:ale. Chey were not members of professional lealher associa1ions (some did no1 even kno\\· thal 
such associalions existed) and were therefore not part of the network; 

(d) Loncli..-orking spoa. Women who wanled lo starl their own tanneries or lealher goods 
workshops failed lo do so because they could 001 gel working space. Exisling rental space was IO<l 
expensive for women going into business for lhe firsl lime; 

(el /.,dd ,~f infm-nrarum. Many women lacked information on how 10 starl and run their 
cnrcrpriscs: 

1 fl SJ.il/.t m1inin.~. Their lack of access to education and training opponunilies meanl rhal 
women srarted lheir husinesses withoul adequate skills. 

6. Whor women need t<> succeed in the indu.m·y 

Women employees and entrepreneurs in the leather industry said chal if their status in this ~c1or 
was to be enhanced. they would need the following: 

ta) A good educational background and technical training; 



,..----------------------------------- -- ---

(tt) A supportive legal environment; 

(c) Support and encouragement from the immediate supervisor and the top exa:utivc; 

Cd) Atilit:i.- to develop the skills necessary for survival in the leather industry; 

(e) Ability to plan their careers strategically: 

(f) Exposure to different situations and rite ability to take each situation a.o; a learning exper

ience; 

(gt Capacity for hard wort: 

Ch) Capacity to be assertive when DCC~-

A few women in the leather industry had managed 10 satisfy the abo"e needs. They had 
developed positive approaches to empowerment. More and more of them we~ demanding 10 ~ 
trained so thal they could upgrade lbeir skills and be more competitive_ These we~ women 
determined to advance and to break away from lraditional female stereotyping. lbcy were women 
trying to exploit their pocemial fully. 
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II. Cour•try case-studies 

A. Ethiopia 

lntrod:icrion 

lbe E1hiopian lealher industry has expon potential. It has lo a certain extent already ma~ a 
breaktluough in both the local and international markelS. With the help of the UNIDO leather project. 
ii has ma~ great strides in expanding. modernizing and upgrading the <!omestic leather industry. In 
only I 0 years. the production of leather and leather products more than doubled. and tbe manufacrure 
of finished goods. including footwear and garmenas. is being promoted (6). 

1be lc-ather sector has opened up opportunities for women employees. Ethiopia is one of the few 
countries 10 have women learber technologists in tameries. something remukable in Africa. Thiny
one per cenr of the employees in leather goods factories are women. although Ibey are mainly confined 
to low-paying jobs. One woman is in the process of starting her own 1annery. 

I. The soci<J-economic situation of M'omen 

Gm·ernment policy 

1be Con.~tirution of 1987 guarantees the equali1y of men and women. II pledges to provide 
women with special suppon in education. 1raining and employment so that they can panicipa1e in 
political. economic. social and cul1unl affairs on an equal basis with men. Ethiopia has ra1ified ILO 
Conven1ion No. 111 (discrimination in respect of employmenl and occupation). 1be Labour Proclama-
1ion gives women enough ma1erni1y leave and gives rbem a nmnber of kinds of pro1ection as well as 
job security and equal pay for equal value. 1be Public Ownership of Rural Lands Proclamation of 
1975. which was amended in 1982. gives women access to "enough" land. 

The Government of Ethiopia does not have a women's machinery. Various ministries. however. 
have unils for women· s issues. In addilion. the Govenunenl has pledged 10 advance the cause of 
women. 

Women. employment and enmomic actfrities 

Women in Ethiopia have little access 10 heallh care. schooling or employment opporruni1iei;. Thi~ 
ii; partly anributable to lhe government that was in power for more 1han a decade and a half. 

About 46 per cenl of lhe women live in rural areas. There arc regional varia1ion.; in lhe division 
of !aflour. For example. in lhe Amhara-Tigray society of the highlands. women perform the major 
1a~ks of dairy husbandry. such as caring for the cows, milking lhem and processing rhe dairy products. 
All lhese funcrions are performed wilhin rhe dome.~tic seuing. Tht men perform mosr of lhe work in 
the fields. 
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Women in the rural areas work 15-18 hours ill day. engaging in as many as L7 different tasks. as 
shown by time use studies. In some places. they are responsible for ~O per cent of the subsistence 
agricultural production. Regional variations .. .>twithstanding. women participate in all agricultural 
ac1ivities: they keep goats and sheep and are responsible for child care. They engage in trading and 
contribute to household income. Despite their important role. however. rural women are still neglected 
by rural development structures. 

Women comp1 ise 54 per cent of the urban population. About half of them are migrants. Lacking 
a high level of education or skills. they are mainly engaged in the informal sector. 

Wage labour employment opportWlities arc scarce for most women. In 1986. of the employed 
people in the public and private sectors. 82.l per cent were males and only 17 per cent femal~s. Two 
thirds of the women employed for wages are in manufacturing. mainly in the leather and textile 
sectors. According to a paper presented at a meeting of women entrepreneurs at Harare in July 1992. 
a survey of manufacturing industries carried out in January J 989 showed that female workers 
constituted 31 per cent of the total workforce: 18.5 per cent in ihe food industry. 19 .9 per cent in the 
heverage industry. 34.4 per cent in the tobacco industry. 47 .8 per cent in textiles. 26.1 per ::ent in the 
leather industry. 29.8 per cent in the paper and printing industry and 25.9 per cent in chemicals. The 
proportions of women in administrative and managerial positions in the public and private sectors arc 
only 0.9 per cent and 4.2 per cent. respectively. 

Most urban working women are found in the informal sector. They specialize in activities that 
require small capital outlays. Their low productivity and confinement :o the infonnal sector is partly 
explained by the lack of access to production inputs. services and credit. In rural areas. women are 
active in knitting. basketry and spinning. 

With the assistance of the Economic Commission for Africa (ECA). the Ethiopian Women's 
Entrepreneurship Association, founded in J 992, has launched a membership drive, encouraging 
businesswomen at all levels to become members. Currently there are 450 registered members. The 
Association's main objective is to enhance the position of women in the economy. In a country where 
enrrepreneurship was proscribed for almost two decades because of the Government's commWlist 
ideol<'gy. this is a remarkable achievement. 

Ethiopian women stand to benefit from the fact that Addis Ababa is the seat of both the 
Organization of African Unity COAU) and ECA. Most African regional organizatfons that can assist 
women engaged in industrial activities have offices at Addis Ababa, which is recognized as the 
political capital of the continent. Women in the leather industry should take advantage of the presence 
of these organizations to strengthen themselves. 

Acce.u to credit 

Legally. there is no sex discrimination wh~n ii come 10 access lo credit Practically. however. 
women are consrrained by social and cultural factors. The altemalive credit programmes of non
governmenlal organizalions (NGOs) and United Nalions agencies constitule a complementary source 
of financial assislance lo women. There are. of course, banks that exlcnd credil facililies. tm1 !hey do 
nol 1rea1 women in a special way. The mosl importam source of loans is the Agricultural and 
Industrial Developmenl Bank. but only a few women have i'.!nefiled from this source. 
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2. W <>men in the leather industry 

Table 5 shows the distribution of women in the leather industty in Ethiopia. 

Table 5. Employ~nt in leather factorin by sex and subsector. Ethiopia 

Pro,,.,rtion 

S11bsr.·tor Ma:~ Frmale Total o{'lll-otnt'n (~) 

Le:11her ~ (2 factories) 22:? 290 512 56.6 

~ar 16 f11e1ories) 2 :'.'14 I 742 4056 42.9 

Tanncrie,c (8 f11e1ories) 2 5~7 631 ' 188 19.8 

Total ( 16 factories) s 093 2 663 7 756 :'.'U 

Female employment in the learher industries of Ethiopia is higher than in lhe other six countries. 
~hough still inadequate. Women form a third of all the employees. Employment opportunities are 
beller for women in the leather goods subscctor and much worse in the tanneries subscctor. 

Tanning subsectnr 

There are a few women technicians in tanneries in Ethiopia. mostly working in the finishing 
sections and in laboratories. Ir is generally believed that work in tanneries. especially lhe wet section. 
is 100 heavy and dirty for women. This assumption has been used 10 keep women our of tanneries. 
Nevertheless. one woman leather technologist. who is a supervisor in a finishing section (lo qualify 
as a supervisor. one must have worked in all sections of the tannery). said that work in any parr of 
the tannery was no different from other heavy and dirty work that women had always done. She said. 

"Work in a tannery is heavy and dirty. However, women in their household duties 
have been traditionally as~igned lhe beavicsl work. for example carrying heavy loads of 
wa1er for long distances. manually grinding grains ... so there is nothing unusual for a 
woman when she works in a tannery." 

Whether or not a woman was well trained and commiued 10 her work. diebard cultural discrimin
atory anirudes were still used 10 put her down said anorher woman leather 1echnologis1. who went on 
10 say. "As a rechnician in the world of men. ii seems that my promotional chances are limited. 
Tannery work will remain a journey 10 nowhere for mosr women unless there is a change of auirudes. 
Righi now the whole structure ii; masculine and lendo; 10 alienate women". This was nol 1he cry of 
jusl one woman. The same senlimenrs were echoed by lwo women technicians in charge of qualily 
control in one of the tanneries. 

Women in the tanneries complained about being discriminated against in terms of 1raining. A 
woman chcmisl who had been in the leather industry for 12 years said that men were still accorded 
priori1y in lrainin~ and prom or ions. Although a few women have managed 10 penetrate lhe tanning 
sector as technicians. one woman leather technologist insisted that most tanneries still insisted on male 
technicians and overtly or otherwise discriminated against women. even when they were more 
qualified, e11pecially in tenni; of training and promotions. Her views were sublllanfiared hy a male 
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man&tger. who said. there is a management culture in tanneries that tends to exclude women from 
making a career in tanneries~. 

Despite slereolyping in the leather industry. one woman in Ethiopia is in the process of starting 
her own tannery. She will need a lot of support if she is to break the barriers. 

FCJotwear s11l1secmr 

Women were mostly employed as unskilled workers in the footwear subsector. Unlike in the 
tanning sector. there were hardly any women at supervisory levels in the factories visited. In one shoe 
factory. there was a total labour force of 796 (433 of them were men and 363. women). but not one 
w(Joaan supervisor. At the senior management level. there was only one woman. a pla1UJing worker. 
who held a master's degree in industrial engineering. 

Leather good.t suhstctor 

In the leather goods subsector. women predominated. at least in number. In one leather goods 
factory. there were 204 women working on the shop floor out of a total of 248 shop floor employees. 
Very few. however. were in managerial positions. According to one factory manager. "Women lack 
confidence and. unlike men. do not take decisions quickly. Courses in supervision for women would 
help". One male manager who maintained that the leata'ler goods sector was an area suitable for 
women noted that women were more fashion-oriented and bad the "right kind of hands" for a job of 
that nature. Another male supervisor said that it was important to employ women in a leather goods 
factory because "women are docile and usually they need the job desperately and cannot afford 10 

resign. This is important because it means that the workforce is stable and skills are therefore 
retained". Another manager in the same sector argued that the leather industry. especially the leather 
goods and footwear factories. shculd really attract and intere.,t more women than men: "The joh 
requires patience and it goes with fashion. colour. choice and so on. I believe that these qualities are 
found much more in women than in men." From these comments, it is clear that sex stereotyping by 
both men and women is common. 

Since women predominate in this subsector, it might be assumed that they would be acceptable 
as managers. However. this did not seem to be the case. as confirmed by a woman head of 
department. She said. "Some men. both senior and junior staff, have problems in accepting me as a 
woman head of department". 

3. Recommendations 

The following actions are recommended: 

cal The leather industry should facilitate the training of women in leather lt:chnoloizy and 
efnucnl treatment 

(bl Together wilh any new leather asi;ocialion that is eslablished. ii should organi7.(' coursc'I in 
supervisory skills for women supervisors; 

{cl The Leather Produc1ivi1y Centre. where most macbiniscs in the leathf'r indu~try are trained. 
i;hould rc~rvt' places for women. Its training programme should include subjects likr 
confidenct'-building and ai1ser1iveness; 

(di There is need 10 identify al1ema1ive sources of credit that can lend money 10 women 
entrepreneurs; 
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(e) The Govemmem should not only ensure that laws do not discriminate against women but 
should also ensure that laws protecting women are implemented; 

(I) Special support should be given to women entrepreneurs in the leather industry. TI:e support 
should include both material and non-ma1erial assiswice. such as training and the provision or 
equipment; 

(g) Women entrepreneu!"S in the leather industry should lake advantage of the presence of many 
imemational organizations in the capital city to strengthen their stalUs in the sector; 

(h) Women's organiz.ations should hold workshops for managers and officials from the Ministry 
of Industry to help them examine their attilude towards the employment of women in the leather 
industry. 

B. Kenya 

Introduction 

The leather industry in Kenya is privately owned. and there is little or no government comrol. 
lltere are about 13 mechanized tanneries that process semi-finished products for export and a few 
finished products for the local market. One lannery. at Thika. thal has been a'lsisted by the UNIDO 
leather projecl is able to process corrected grain leather for the European market. None of the 
tanneries is owned by a woman. There are also a nwnber of shoe factories. al least one of which is 
owned by a woman. There are five lea1hcr goods f ac1ories tbal make articles for the local market. 
Of the lea1her goods faclories thal are in full operation. none is known 10 be solely owned by a 
woman. However. women are employees in this subsector. 

Women conslitute about one fifth of the labour force in lhe formal seclor. A few women hold 
managerial positions. bur the majority are in low status. low paying jobs. Women occupy such jobs 
partly because of sex stereotyping and partly because of their lack of educa1ion. 

I. The socio-economic situation of women 

Gnrernment policy 

The Kenya Development Plan, 1989-1995, acknowledges that women have always played a 
central role in African economies, being the main agricultural producers and the suppliers of welfare 
services ar the household and community level. The Plan holds colonialism partly responsible for 
having eroded women's economic power and social status. In an attempt to rectify this. lhe Kenyan 
Government ha'I. according to the Plan. been working to restore women to their active role. nor only 
in the developmenl of the economy but also in the ownership and control of wealth arising from 
economic production. The role of women has been acknowledged in various official statements. bul 
no specific policies have been designed ro integrate women into the mainstream of developmenl. 

The national machinery for women is the Women's Bureau of the Ministry of Culture and Social 
Services. founded in 197.5. Its main objective is rhe enhancement of the status of women. It achieves 
this objective by advising the Government on strategies for incorporating women's issues in 
development plans. It also encourages women ro form economic groups. Within the Ministry. there 
is a non-·govemmental unit whose task is to coordinate the activities of all NGOs relating ro women. 
The Women's Bureau works closely with Maendeleo ya Wanawake, the women's league of the ruling 
pany. 
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In 1984. 1he Govemmcnl of Kenya ratified rhe Uniled Narions Convemion on the Elimin:uion 
of All Forms of Discrimination againsl Women (General Assembly resolurion 34/180. anne:"-). The 
Cons1itution of Kenya prohibits discriminarion. However. there is no law that can give protection in 
cases of sex discriminalion. Although there is legislation on equal pay. Kenya has not ratified ILO 
Convention No. 100 (equal remuneration) or No. 111 (discrimination in ~spect of employment and 
occupa1ion). 

Kenyan women lack decision-making rights within the family in matters of money. property. 
custody of children. maintenance. inheritance. age of marriage and reproduction. The four sys1ems 
of family laws (customary. statulory. Hindu and Islamic) further complicate these problems. Each of 
the syslems has its own views on the status of women in the family. Women governed by a sys1em 
other than the statutory law system are accorded a secondary position in family decisions on such 
maners as the number of children and their education. 

Participation in politics 

Elections were held on 29 December 1992. Two years earlier. some women had organized 
lhemselves into a group tha1 campaigned for more female participation in the public sphere. Of the 
180 contested parliamentary seats. only 6 were won by women. This means that women are poorly 
represented at decision-making levels. 

Employment and otlrer income-generating acti1•ities 

Soon after lhe Women's Bureau was set up. many women's groups and organizations were 
formed. Although they addressed a cross-section of women-in-developmem issues. mosl of lhem 
turned 10 lhe concept of collective labour as a means of genera1ing income for women. The main 
income-generating activiry has always been handicrafts. Nevertheless. the market for handicrafrs :ends 
10 fluctuate. forcing many women to look for alremative sources of income in the infonnal se::1or. 
Orher acrivities rhat women engage in. both in the formal and informal secrors. include 1he sale of 
food-stuffs and drinks. tailoring and the rwming of resraurants, bars and hairdressing salon~. Some 
women who live near the borders are involved in across-the-border trade. Jua kali* women are a 
common Sif!lt in the srreets of Nairobi and other towns. 

In rheir economic acriviries. women entrepreneurs are constrained by a lack of credil. training. 
transporr and husiness premises. 

Crrdir 

There are ins1i1u1ions other rhan banks 1ha1 offer special credit faciliries for women. One is 1hc 
Kenya Women·s Finance Trust. which was esrablished as a pan of Women's World Banking. 
Currenrly. ii advises women in small-scale enl~rprises on business man:tgement. The Trust al~m 
guarantees loans for women who need !hem but have n<' securiry. It off;:,s small-scale emreprcneurs 
low-in1eres1 loam through a revolving fund. 

The Women·s Programme in Agricultural Credir and Banking teaches women aoou1 applying for 
lmms and developing commercially viable projecls and advises an alternative sources of finandn~ for 
differenr projects and schemes. 

•Littrally. "hot min··. Tht ltrm rdtl"' lo ptoplt in rile informal ~eclor who work in tht open. 
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2. Women in the leather industry 

Tanning sub.sector 

Women serve as improvement officers in the hides and skins subseclor. The tannery that was 
visited was operating on a contract basis. II worked only when there were orders. The General 
Manager said he believed that generally women were belier than men in grading hides and skins. He 
said thal he was willing to employ more women provided that they were ttained. 

F (lOtl\'ear sub.sector 

The consensus was that in this sub.'ieclor it was better to invest in womeil ;han in men. as women 
stitched faster and better. Three footwear factories had an equal number of men and women. In both 
of the factories visited. there was a woman supervisor. As much as the expertise of women was 
appreciated. there ·- "'re hardly any women at the managerial level. One manager attributed this lo 
their lack of as;;ertiveness. He said. "Women have a complex. They are not keen to take up 
managerial posts". Further questioning revealed that the system of promotion did not seem to take 
gender issues into consideration. 

Leather goods sub.sector 

In Kenya women were involved in the leather goods subsec1or. Some were in the informal sector 
and others in the formal sector. Almos! none of the women had had any technical training. so their 
prospecls for advancement were limited. In an attempt to correct this anomaly. three women from 
Kenya attended workshops in leather goods technology organized by UNIDO. 

Women were also involved in leather work on a small-scale.juo kali basis. either making leather 
bags or adding leather straps to the traditional baskets. 

3. Recommendations 

The following actions are recommended: 

(a) Although three women have already allended a workshop in leather technology. there are 
many other women in Kenya who should undergo the same training; 

(b) The professional leather associations in Kenya should sensitize their members to the need 
for addressing discrimination based on sex; 

(c) 111~ Government of Kenya needs to support women entrepreneurs. especially in the purchase 
of equipment that is not available in the country; 

(d) NGOs should assist women involved in small-scale leather enterprises industry by teaching 
design and quality control as well as business organization. management. marketing and promotional 
skills: 

(e) Women's organizations need to study how cultural practices constrain women and to devise 
stralcgics for doing away with practices that are retrogressive: 

(f) Women's organizations should identify alternative sources of funding for women 
entrepreneurs; 

(g) All parties. including the Government. professional leather associations and women's 
organizations. should senc;itize institutions to the need le employ and train women in the leather 
industry. 
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C. Malawi 

Introduction 

There are very few women involved in manufachlring activities in Malawi. The majorily of 
women. 80 per cent. reside in rural areas. where they work as peasant farmers. A few are in 
small-scale enterprises. 

In the period mtder review. Malawi had only one well-established lannery. which wa.o; privalely 
owned. II is understood that this tannery was handed over to the Governmem in November 1991. 
The tannery employed only two women. bolh in the finisb;ng section. (W001en in Malawi cons1i1u1e 
52 per cent of the population.) There were hardly any women in the footwear industry. When the 
Superior Leather Goods factory was started. the UNIDO leather project insisted tha1 al leas1 half 1he 
employees shot•ld be women. 

I. The socio-economic situation of women 

Gm·ernmenr policy 

The Governmenl of Malawi has commilled ilself to the advancement of women. The 
Govemmenl has as ils main goal improving the standard of living of 11s rural population. To achieve 
this. ii is commined to accelerating the industrialization of the economy by promoting small and 
medium-size enlerprises and increasing the direct participalion of women in the modem sec1or. 

In 1984 the Governmenl established the National Commission on Women in i>evelopmen1 in the 
Ministry of Community Services. The Commission is an intersectoral coordinating body composed 
of seven specialized comminees. Its main objective is to provide a forum for decision makers and 
officials of governmental and non-governmental agencies to review the sihlation of women. identify 
priority areas and work out strategies to enhance their participation in development. Women·l' units 
have also been set up in other ministries and departments. The aim is to integrate women· s issues in 
all government programmes. 

The effons of the Commission are reinforced by those of the Women·s League. which is the 
women·s political wing of the ruling pany. The League set up a developmental wing in 1986. the 
Women's Development Organization. 

Lc,'<al stows 

Malawi ratified Il..O Convention No. 100 <equal remuneration) and No. 111 (discrimination in 
respecl of employmenl and occupation) in 1985. The Government appointed a legal commiltee of the 
Nalional Commission on Women in Developmenl lo scru1inize all Malawian laws for evidence or 
discrimination against women. It is reponed that so far no such discrimina1ion has been found. 

Land ownership systems vary from one area to another. Women in ma1rilineal societies have 
more access to land 1han women in patrilineal societies. 

Since 1982 there has been a legal minimum wage and legislation ordering equal pay for equal 
work, bul in practice women are oflen paid lower wages because lhey are clustered in unskilled jolls. 
This discrepancy is due to cultural norms and traditions. 



Panidpation in pr.lilies 

Malawi does not have a single woman in a full mmisterial position. but lhere arc four women 
junior ministers. Of ibe 104 members of parliament, only 13. or 12.5 per cent. arc women. 

Women in employment 

An important determinant of women· s income-generating activities in Malawi is the nature of the 
economy of this land-locked country. Malawi's development plans since independence have focused 
on the development of the agricultural sector. 1be country bas also been committed in principle and 
policy to the development of privale ent~rprise. 

Most women who earn income in Malawi have their own businesses. The Government ha"i heen 
encouraging schemes by which women can generate income collectively. 

A 1990 survey by the Development of Malawi Traders Trust (DEMA Tn revealed thal 
9JJ Malawian women own and operate their own business. Of this total. 624. or 66 per cem. are 
located in the southernmost of Malawi's three geographical regions. Thi"i is not swprising given thal 
Malawi's only commercial centre. Blantyre. is located there. 

Of the businesses that Malawian women own and manage. 39.7 per cent involve 1ex1iles and 
13.7 per cent. food and beverages. The next most frequent type of bu"iir.ess. resthouses and holels. 
involves services and food and accounts for 12.5 per cenl of women's enterprise. There are ver}' few 
women in the manufacturing sector. 

DEMA TT found that the minimal involvement of women in business in the pas! wac; a11rittu1atlle 
to three factors: 

(a) Women·~ lack of self-confidence, which made them reluctant to venture into new activities; 

(b) Their ignorance of services to support small enterprises and of opportunities for es1ablishinE? 
new business; 

(c) Their lack of education. 

Credit and otlrer teclrnica/ support 

In 1he financial sector there are lhree organizations: the Inves1ment Development 
Fund <INDEFUND). Small Enterprises Developmenl of Malawi <SEDOM) and the Malawi Union or 
Savings and Credi! Coopera1ives (MUSCO). Both INDEAJND and SEDOM provide financing and 
technical advice. However. since there are no special arrangements for women borrowers. very kw 
women have henefiled from lhe two organizations. MUSCO is the only rural institu1ion whert> one 
can save and borrow: women make up 26 per cent of its total membership. 

For 1echnical and business advisory services. there is DEMATT. set up in 1979. In 19R8. with 
lh(' assistance of lhe United Nations Developmenl Programme (UNDP) and UNIDO. a business 
advisory service for women was set up. II 1argets women enlrepreneurs in the small and medium-si1e 
sector. 

For entrepreneurship developmenl and technical training. lhere is the Malawi Entrepreneurship 
Development Institute and the Rural Trade School. The Institute was set up with UNDP support. II 
runs residential courses for potenrial business persons in lechnical skills and enlrepreneurship 
development. Initially. ii recruited only men for training in technical skills; in I 987-1988. however. 
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it opened ils doors 10 women. Al the end of the !raining. the lnslilute giv~s loans 10 its participants 
for starting their own businesses. 

The National Association of MalHrian Business Women was started in 1990 with the support of 
the Na1ional Commission on Women in Development. In June 1991. it bad more than 2.000 members. 
The aim of the Association is to strengthen women entrepreneurs. 

Considering all the organizations that offer support. especially to upcoming entrepreneurs. it 
mighl be thought that the situation of women entrepreneurs in Malawi is rosy. However. the realiry 
is different: there are very few women in the manufacturing sector. 

2_ Women in tire leatlrer industr)• 

Table 6 shows the distribution of women in the lealher industry in Malawi. Data on the new 
Superior Leather Goods factory are not included in the table. 

Table 6. Employment in leather factories by sex and subsector. Malawi 

ProportitJn 

Subu.-tm Mair Frmalr Total <>f •n•nrrn I~ I 

Leather g(IOJ,. (1 factories} 137 0 137 0 

Footwear !4 factories} 318 ft 326 2.5 

Tannerie!< (I factoryl 43 5 48 I0.4 

Total ( 7 f ac1ories) 498 13 511 2.5 

The proponion of female employment in the leather fndustry of Malawi is very low. There arc 
no women in the leather goods subsector. Women comprise only 2.5 per cent of the labour force in 
the footwear subsector. only 10.4 per cenl in the tanneries and only 2.5 per cent of the tolal leather 
industry workforce. Thus. while supporting institutions may be available. if attitudin~I problems 
remain. women will not benefit from thal suppon. 

Ta1111i11f( suhsector 

There were only five women working in the one lannery in Malawi; of the five. lhree were 
employed as lea girls and cleaners. The 1wo others had not had any previous technical training. and 
their formal education was also limited. According to the manager. they had just heen employed and 
were still working on a trial basis. 

Leather J(oods su/1.fector 
... 

According lo information submitted in response to the request for dala. no women were employed 
in the leather goods subsector at any of the lhree levels of 11kill. 
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At the time of the visits. none of the leather goods factories employed women except as tea girls 
and cleaners. Factory managers and supervisors seemed to share the same opinions about the 
employment of women: 

(a) Employing women disrupted harmony in the factory and reduced output; 

(b) Women w~tt first and f<>ttmost ~wives. lbey were delicate and could not do much 
wort.; 

(c) As there was high unemployment. men should be given priority; 

( d) Women were not as good as men on the machines; 

( e) Malawian women were DOl employable: 

(f) If women were to be given special attention. men would be bitter. 

These opinions show the degree of gender stereocyping in the leather industry. 

The most recent development in Malawi was the setting up of a leather goods manufacturing 
factory. Superior Leather Goods. where 50 per cent of the employees are women. thanks 10 the 
UNIDO leather project. The factory obtained equipment with the assistance of UNIDO on condition 
that it would employ at least this proportion of women. 

F oottt:eor suhsector 

Although the situation in the footwear subsector is slightly better. the women are employed nor 
in technical fields but as clerks or cleaners (table 7). There are no females in managerial or profes
sional positions. All professional employees are men. and women comprise only 3 per cenr of rhc.
semi-skilled labour force. 

Table 7. Distnbution of women and men by skill level h1 foe footwear 
substttor. Malawi 

Proporrion 
Skill ln·,I Mal' F,_1, Total of"'""""(~) 

Professional 21 0 21 0 

Semi·skilkd 283 8 291 2.7 

Um•k.iUed ~ 0 ..!! 0 

Total 318 8 326 2.7 

The difference between good policies on paper and the actual situarion in rhe facrories is apparenr from 
the table. It is obvious that a lot of work needs lo be done if policy is to be translated into affirmativt> 
action. 

3. Recommendarimrs 

The following actions are recommended: 



(a} One of the participants in the Bulawayo lealber goods workshop for women was from 
Malawi. She had mougb formal educatioo 10 enable her to train in supervisory skills. She should g~ 
further training so that if an opportunity arises she can assume supervisory duties: 

(b) A course in leather goods training nttds to be organized specifically for women employed 
in the nc•· lea1hcr goods factory. Superior Leather Goods; 

( c > The UNIDO leather project should ammge to mttt members of the professional leather 
assoda1ion in Malawi to discuss ways of enhancing the status of women in the leather industry. 

D. Sudan 

Introduction 

Al the time of &he visit. most of the tanneries were in the process of being priva&ittd. In one of 
&he 1anneries. Afrocan. 75 per cenl of the employees were women. One of the supervisors in this 
tannery was a young woman with a bachelor's degree in chemistry. The situation contrasted greatly 
with that in two other tanneries. the Blue Nile Tannery and the White Nile Tannery. where there were 
almost no women. Hardly any leather goods factories were operational. The footwear industry had 
a few women. Whal made &he Sudan unique was the monbcr of well-educated women in unskilled 
jobs. 

Womm·s participation in the leather industry is inhibited by family attitudes. expectations and 
responsibililies. which dictate thal a woman is first and foremost a housewife. In cases where pulling 
&heir skills to use would mean moving away from borne and the family. women find this difficull as 
family responi;ibilities limit their flexibility. The advancement of women in their careers still depends 
very much on the goodwill of their husband.'>; indeed. many of the women interviewed cired the 
supporr of their husbands as crucial to their advancemenr. 

I. The socit1-econnmic siruation of women 

Gm·ernment pt1licy 

The Government's development plan does nor specifically mention women. Overall responsibil
ities for coordinating and monitoring women-in-development (WID) programmes are given to a WID 
unir in the Ministry of Finance and Economic Planning. Although rhe lDlil has only recently been 
e!ltablished. it is significant that it has been assigned to thal particular ministry. 

The majoriry of people in lhe country are Muslims. Because of Islamic laws. men tend to be 
more influential in lhe public sphere. 

Lr.~al .ttat11J 

In terms of civil law. Sudanese women have a sratus equal to lhat of men. However. customary 
and reli~ious laws give them a differenl status . 

., Women in the leather industry 

T anmng .mhsecwr 

In lwo of lhe tanneries visited. there were hardly any women. One woman who had been 
employed as a junior technician for 2~ years was still a junior technician. According to her. "Most 
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of tbc men I joined tbc tannery with att n<'w general managers but I am still a jtmior technician". She 
anribuled this 10 discrimination on the basis ~f sex. Some of the male managers lhoughl lhal -:.vomen 
could not work in tanneries because Ibey were always absent and did nor "take work seriously". 

In a third l~ry. there wctt 143 women employees and 57 men. The general manager said he 
had decided to employ women because they were very dependable and hard working and did not cause 
wmeces.ury problems. Whal was disappointing. however. was that in spite of all the compliments lhe 
manager paid women. his tannery still had only two women supervisors out of a female population 
of 143 and 10 male supervisors out of a male populalion of 57. 

One of the female supervisors was a tmiversity graduate. She held a bachdor"s degree in 
chemistry and wao; therefore suited for further training. 

Women form only 6 per ecol of tbc tOlal professional ...-orkfon:e in si~ tanneries in the Sudan 
(table 8). Only 2 per cent of the women employed are professionals. 

Table 8. Distnoution of wOtMn and ..a by skill level in six tann~rifS. Sudan 

P rflpnr1;1>n 

Sl:Hi /,.-,! Mair F""'11r Tt>tal ff{,.."'"'" I ~I 

Profc~~innal 44 -~ 47 h 

Semi-~Ucd I 644 158 I 802 9 

Un~killcd 102 3'.l 13'.'i 24 

Tot:il I 790 194 I 9R4 10 

The above figures show lhal women constitute a mere 10 per cent of the labour force in lhe 
lanneries. This percentage would even be lower if ii were nol boosled by Afrotan. which employs 
mos1ly (75 per cenl) women. 

Foorwear suhsecror 

A reasonable nwnber of women were employed in this subsec1or. However. lhere wao; hardly 
any lealher work going on in most of lhe faclories. The women were mostly engaged in trimming 
plo.stic shoes. 

A~rnin. views on the employment of women seemed to vary. For example. one factory owner 
remarked. "Women learn very easily and are more s1able than men. they are very dependable and 
dedkated and lhey do the work they are supposed to do". In contrast. anolher manager complained 
1hat women thoul-!ht of work as a "recreation". 

In the Sudan. some of lhe women doing Wlskilled and semi-skilled work had a much :oitronger 
academic tlackground than similarly employed women in olher cownries. A woman machinist in one 
of 1hc shoe factories was auending a degree course at the local university pan-time. There were a few 
01her women doing various courses at lhe Wliversities and other institutions in thr evenings. It was 
otwious that most women wan1ed to advance themselves. In spite of lhis. their lack of 
self-assertiveness was apparent. 
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Data from 15 footwear factories show thal t~e are no women employed a~ professionals in lhar 
subsector_ Most of lhe women are either unskilled (25 per cent} or semi-skilled ( 15 per cen1• 1table 9t 

Tabl~ 9. Distn'bution of tromftl and IMD by skill level in IS footwear factori~ Sudan 

Prororrif'n 
Skili ln-d Mal' F""'1fr Total tf •-oni,n I Ii) 

Prof"sional 74 0 74 0 

Semi-5kilkd 9'6 163 I 109 15 

l!nstiU~ 295 97 392 25 

Ta1:al I 315 260 l 575 17 

Hides and skins 

Of the people interviewed who were engaged in hides and skins activities. only one was a 
woman_ She said ... At first it was difficult for butchers 10 deal with me as a woman_ Now most 
merchants do accept me_" She hoped 10 slart her own tannery. 

There were. however. female hides and skins improvement officers and supervisors in slaughter
houses_ In rhe Ve1erinary Department. lhf're were 200 female and 516 male veterinary officers and 
150 female veterinary technicians and 850 male veterinary technicians. There were also a good 
number of female agricultural officers_ 

Sudan is not lacking in women who can be actively involved in lhc hides and skim; improvemenr 
programme. Accordingly. it should nor be assumed that women arc engaged only in the lealher goods 
and foorwear subsecrors. 

3. Recommendations 

The following acrions were recommended: 

(a) Women with a good educarional background working in tanneries should be rargcted for 
further training in lealher tanning and effluenl treatment: 

(tl) Tanneries thar have received assistance from the UNIDO lealher project should be 
encouraged 10 employ women: 

1c1 The hides and skins improvemenr programme should larget women as well as men: 

1d1 The professional leather association should spearhead discussions on enhancing women·s 
s1a1us in lhe leather industry: 

tel The WID department in rhe Ministry of Finance should formulate recommendations for 
enhancing women·s participarion in the secror. 
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E. United R~ablic of Tanzania 

lntmducrion 

Al the time of the expert's visits. the lhrtt State-owned tanneries we~ almost non-<>peraliOl''lL 
Ammg:ements for the Mwanza and Morogoro t:umcries 10 be taken over by African Track 
Developmenr and the Tanzania Investment Bank were in their final stages. A few women w~ 
employed in the rav.· bides stores and in Ille fmisbing: sections of the tanneries. 

Footwear factories w~ also operating: below capacity. Some. like the Morogoro shoe factory. 
were virtually closed down. Prhrate footwear factories like Libcny Leather Shoes and Laxman Shoes 
were operating more fully. Women were employed in these two factori~ as machinists. 

The Morogoro leather goods factory. which bad received assistantt from the UNIDO leather 
project. was not operating as well as expected. Women formed two thirds of the employees there. 
The general manager was a woman. but most of Ille supervisors were men. 

Two women who had started their own small-scale leather goods enterprises were imen·iewed. 
The two had anended a three-week leather goods workshop in Zimbabwe. 

I. The socio-ewnomic situation of M'omen 

The policy of the Government calls for the recognition of women's role in ihe political. economic 
and socio-cultural development of the counuy. II calls for women's issues to be integrated into all 
the government ministries. The current National Five-Year Economic Plan and lhe Social 
Development Plan ( 1988-1993) incorporate specific issues and programmes aimed al the advancement 
of women. There are sectoral policies lhat address women as beneficiaries. initiators or planners. 

The women· s machinery on the mainland is based in the Ministry of Community Development. 
Women·s Affairs and Children. The island of Zanzibar bas a Ministry of Stale for Women and 
Children·s Affairs. which is auached lo the President's Office. The Ministry over5ees women's 
activities on the island. The two machineries, one on lhe mainland and one on Zanzibar. aim at 
enhancing the status of women in the country. They work closely wich the ruling pany·s women's 
wing. Umoja wa Wanawake wa Tanzania (UWT). which not only serves as a political mobilizer hut 
also eniiages in developmental activities. 

Legal .fftllU.f 

The United Republic of Tan1.ania has signed the United Nalion"i Convention on the Eliminarion 
of All Forms of Discrimination against Women. The Constitution of lhc country does nor discriminate 
a{[ainsl women. Despite this. women in the United Republic of Tanzania. as elsewhere in Africa. are 
cnnsrrained hy cultural and traditional nonns and values. 

Parricil'arion ;,, pn/iricJ 

From 1980 to 1985. there were 239 members of Parliament of this nurnber, 26 were women. 
From 19R5 to 1990. there were 244 members of Parliament, of whom only 25 were women [7]. 
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l\"omen. emp/o,·ment and 11rher ect1mm1ic actiriries 

Tanzanian 1R•omen comprise a majority of the porula1ion. However. their participalion in formal 
employmen1 is ve~· lo"'·- They are concen1ra1ed in subordinale positions. working mos11~- as clerks. 
secretaries. nl•rses and so forth. They are also scarce in most of the sectors. For example. although 
ii is women who usually do the fanning. there were only 47 women al the headquaners of the 
Agricultural Departmenl. compared 10 80 men. Most of them held very junior positions. There was 
not a single female principal agricullural officer. 

Women in the United Republic ofTan.:ania are beginning to en1er in1ustry. bul their participalion 
is still lirniled by a lack of resources and low li1eracy ra1es. Consequcnlly many of them are confined 
10 lhe small-scale industrial sec1or. Even in small-scale enlerprises. women face many problems. 
among which are the following: 

(a) Lack of suitable equipment; 

lb) Unsuitable premises or no premises al all for their economic activities; 

(c) Lack of technical know-how; 

Cd) Lack of transport facilities for their Clperalions. 

Acass to credit 

There are governmenl and non-govenunenl organizations 1ha1 of!"er support services lo women. 
These include the Na1ional Bank of Commerce. the Coopera1ive Rural Developmen1 Bank. the 
Tan1.ania Housing Bank and Catholic Relief Services. The National Bank of Commerce provides loans 
and other services 10 entrepreneurs. In 19R9. ii established a women·s de.<;k. The Coopera1in· and 
Rural Development Bank provides credit and other supportive services to cooperatives and has a 
proitramme for women emrepreneurs. The Small Industry Developmen1 Oritaniza1ion (SIDO) was 
es1ablished in 1973. hs main purpose is to promote small-scale industry in the counlry. SIDO has 
established a women· s desk. which has as its main function the promotion of women entrepreneurs. 
111e desk plays an important role in helping women entrepreneurs 10 develop their projec1 ideas and 
write up project proposals. and ii provides consultancy. training and information on procedures and 
legal regulations. 

In theory. women can borrow from any of the above institutions. In practice. however. not all 
of them have collateral. so very few ever use these facilities. Women·s access 10 credit is conmained 
fly other factors a~ well, such as an inability to raise working capital. fear thal the project might nol 
Ile viable and complicated application forms. 

Having recognized the constraints women face in ohtaining credit. some donors arr providing 
credit to selected groups of women through revolving funds without requiring collateral. 

2. Women ;,, tire ltatl1er i11dustry 

T a1111i11g .mhsl'ctor 

During !he period under review. most canneries in Tanzania were dilapidated and inactive. Some 
managers said 1ha1 they would be willing 10 1ake on more women if condi1iom1 improved. In one of 
the 1anneries. women were employed in a raw hides store. where they graded hides and skins in the 
wet shop ~ction. A male manager in thal tannery indicaled lhat women were good al grading hides 
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and skins. They also tmdcd to be good at laboratory work and in marketing. He identified the 
fmishing section in the tannery as one of the areas where women could do a belier job than men. 

Thett were no trained female tanners or technicians in the tanneries that wett visited. 

Leather !(Oods subsector 

Women predominated in the leather goom subsector. One of the biggest leather good" factories 
had a majority of women and a female general manager. although women were conspicuously missing 
in supervisory positions. A woman leather technologist who had trained in Italy for nine months had 
also worked there. but she felt that her services were not being fully utilized and moved to a textile 
factory. Some other women had started their own leather goods enterprise. 

The participation of women by skill level in leather goods factories shows that Tanzanian women 
are denied access to the training and exposure required for skills development and professionalism. 
As illustrated in table IO. women form over two thirds of the employees in one of the factories but 
only one third of the professional employees. 

Table 10. Distribution of women and men b; skill level in one IHther 
goods factory. United Republic of Tanzania 

P rr>pnrtitm 

Sl.:ill /,u/ Ma/, F'nrafr Toral nf >n>n"" 1<;.) 

Profc~~ional 6 3 9 n~ 

Scmi-~Ucd 39 87 126 69.0 

Un~kiUcd 8 17 25 611.0 

Tocal 53 107 160 66.8 

Women also comprise the bulk (almost 70 per cent) of both the semi-skilled and unskilled labour 
force in this facrory. Because the dara are from a single facrory. the finding should not be generalized. 

Some of the constraims idenrified by a leather goods manager were as follows: 

fa) Women worked hard bur lacked confidence and could nor rake on supervisory duties; 

1ll1 Women's mariral and social obligations interfered with their work; 

1c1 Women found it hard 10 lead. 

Th<' tJNIDO learher projecr !rained three Tan1..anian women in leather technology for rhree week~. 
Two of the women have their own leather goods workshops; the third is employed by a leather goods 
factory at Moshi. The first 1wo showed a 101 of potenrial and. given adequate facilities and training. 
are likely to do very well in this subsector. Al the lime of writing. arrangements are being made for 
them w go 10 India for four months of further training in leather goods technology. 
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Fo1>rM'C'Or suhsecror 

Of the 582 employees in thtte footwear factories. 153. or 21 per cent. are women. There are no 
female professionals in three factories. and women contribute only 22 per cent of the semi-skilled 
labour (lable I 1 ). Although there are only a few unskilled women, it is apparent that the lack of job 
opportunities for women is responsible for Ibis low figure. Women's upv.-ard mobility seems to be 
limited as well. 

Table 11. Distribution of women and men by skill level in tbrtt footwear 
factories. United Republic of Tanzania 

Propttrtifon 

Skill lr.-rl Mair Frmalr Total of 111.·onirn i 'Jo I 

Prornsional 3 0 3 0 

Semi-skilled S24 150 674 22 

Un"1.illed 12 3 ~ 1: 

Toca! S49 1S3 702 2 

3. Recommendations 

The following actions were recommended: 

(a) The professional leather association and the leather industry should organiu a training 
workshop on business management for women entrepreneurs in the leather goods industry: 

(b) Apprenticeships in established leather goods factories, such as Castillian in Zimbahwe. 
should be organized for al least two women entrepreneurs; 

(c) An advanced course in leather goods technology should be held for women who have 
aHended the beginner's course. Such a course could be organized al Morogoro or at Bulawayo in 
Zimbabwe: 

(d) Courses for polenlial women supervisors and mid-level managers should be organized; 

(c) A study tour to other countries should be organized for women managers and entrepreneur5 
in this sector lo allow lhem 10 learn about other leather items and 10 widen their knowledge. 

F. Zambia 

Introduction 

As elsewhere in Africa. the leather industry in Zambia has experienced problems. II was 
panicularly affected by the drought of 1992. The UNIDO leather project. however. has con1ritm1ed 
significanlly 10 increased productivity. Two tanneries. Bata and Asaria, have been rehabilitaced under 
the auspices of the UNIDO tannery project. When the experc visited, Bala had nine women employees 
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in the fmishing section. They had all had at least nine years of schooling and could benefit from 
further trainin~. 

One of the leather goods factories. BiJnzi. is owned by a woman. Two of her f«"male employees 
attended a three-week leather goods course organized by the UNIDO leather project. Women were 
al~o found in the footwear industry. One of the footwear factories is owned by a woman. Both 
women ovmers were positive about the prospects for women in the leather industry. They emphasized. 
however. the importance of entrepreneurship in this industry. 

The enterprises set up by the two women demonstrate that women are not lacking in 
entrepreneurial spirit. What is needed most is an environment that enables women to participate fully 
in the industry without being constrained by the cultural and traditional beliefs that tend to confine 
them 10 specific tasks. Training programmes therefore need 10 be augmented with a supportive 
environment. If women show that they have entrepreneurial skills. then they should be given 
whole-hearted support and not be discriminated against in terms of access to resources. 

I. The socio-economic situation of women 

Gm·ernment policy 

The Fourth National Development Plan ( 1989-1993) contained a separate chapter on women and 
development. It clearly stated that the Govenunenl was aware of the need to remove obstacles 10 

women·s participation in the labour force. President Chiluba. in a speech 10 Parliament on 
29 November 1991. pledged to ensure that the Government would conform to the provisions of the 
Convention on the Elimination of All Forms of Discrimination against Women. which it had ratified 
in 1985. The ruling party's manifesto reiterates this pledge (8). It states: "The Movement for 
Multi-party Democracy (MMD) fully recognizes the specific oppression which Zambian women have 
continued 10 suffer. The MDD government will accord full and equal rights to women in all aspects 
of national life and accept the principles of affirmative action on gender issues ... The MMD 
government will review all discriminatory laws against women in all social and economic fields ... 
II will remove all discriminatory practices and fight discrimination against women in financial 
institutions." Howeve1. the statement of intentions has not yet been translated into action. 

The governmental machinery for coordinating and monitoring women's issues consists of a 
department within the National Commission for Development Planning. Established in 1986. the 
department is responsible for planning. coordinating and monitoring the implementation by sectoral 
ministries and other entities of any projects. plalllling or programmes related to women. 

Legal status 

In 1991. the Constitution of 1973 was repealed and a new Constitution was enacted. The new 
Constitution prohibits discriminatory treatment or the enactme11t of legislation that results in 
disaiminarory behaviour based on sex. The Constitution of Zambia entitles everyone to equal 
protection and enjoyment of rights under the law. 

Zamtlia has a dual legal sy~lem. consisting of customary law and statutory law, the taller tlased 
on English law. The two systems come into conflict only in the area of personal law. in particular 
in mallers of marriage, land tenure, succession and inheritance. These, however, happen lo be the 
matters that are of significance for women. 
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The labour legislation intended to prOlect women from hard and dangerous lat'l.,ur such as mining 
or night work had the t'ffect of excluding them from nrious areas of gainful employmenl. A I l)9 I 
amendment concerning the employment of women. yolDlg persons and children. which is awaitmg 
Presidential approval. removes these provisions and gives women the right to work in any industf}·. 

Pt1rt1dp<1tion in politics 

Before the ela·tions in 1991. women formed a women·s lobby. One of its ob_jective~ was Ill 

advocale women·s rights and the increased participalion of women in the public sphere. Despite the 
exislence of this lobby and the change of government in 1991. women are still underrepresented in 
the public sphere. Indeed. in one important respect and notwithstanding the MOD promise Ill 

eliminate discrimination against women. the siruation of women seems to have worsened: the Cabinet 
now has .:!3 ministers only one of whom is a woman. the same as in I 9n.. There are 5 women among 
3(l deputy ministers ( 13.9 per cenn. 4 women out of 38 Executive committee members ( I0.5 per ceno 
and 6 women in the 125-member Parliament (4.8 per cent). There are six women permanen! 
sCl·retaries and three women diplomats (9). Table 12 shows that women comprise only .i per l·ent 
of all the judges in the country. 20 per cent of the magistrates and 11 per cent of the High Court 
judges; there are no women on the Supreme Court of Zambia. This lack of participation in the 
political life of the country. especially at decision-making levels. means that women·s intere~rs remain 
invisible and when they are acknowledged. they are marginalized and confined to special projects. 

Table 12. Distribution of women and men in the judiciary. 1992 

Proportirm 
Posrti1m M111, Fmraf, Total rrf """""" I '!d 

Local court ju5tice 69 ~ n 4 

M;igistrate t>4 It> 110 :?II 

Hi~'i Court judge 17 :? 19 II 

Supreme Court jud[le 6 0 6 () 

Tora! 156 :?I 177 I:? 

s,,,,,,.... Rc[li~rar· ~ Office. Supreme Court of 7..amhia. 

Em11fm-mcm m1J eo111omic acti1·itics 

Within rhc formal secror. the public secror is rhe larges! employer of women. Even so. only 
15 per cent of the formal sector labour force arc women. The Labour Force Survey of 1986 shows 
that rhe number of men in fonnal sector employment is almost ~ix times thal of women. In rural areas 
the average monrhly earnings of women is one eighrh thar of men and in urban areas in the fomial 
sector, it is one third that of men [ JOJ. Within the public sector. women are mostly concentrated 
in traditional areas like nursing. leaching and community development work. The low parriciparion 
rate of women in the manufacluring sector can be a11ribu1ed partly 10 their lack of producrion skills 
and panly to the sexist views of some employers. 

The Fourth National Development Plan gives manufacturing a high priority. The Plan emphasizes 
support to small-scale indusrries. particularly in rural areas. It acknowledges the role of women and 



their contribution lo industrial development. II also emphasizes the need 10 help women oven:oml' lhe 
barriers that keep them from participating effectively in industrial development Despite this 
commilmenl. however. supporting institutions for entrepreneurial development are very limited. The 
little credit available to women is usually so small that it barely makes an impact. II simply reinforces 
their involvement in traditional activities like sewing and basketry. 

Access to credit 

According to the laws of Zambia, anybody can gel credit from the bank. In reality, h(lwever. this 
is not the case. Society still regards women as minors. A married woman is expected to obtain the 
consent vf her husband before credit facililies are provided to her. The other constraint is that most 
women do not know they can go to banks on their own and obtain a loan. In addition. banks usually 
require colla1eral hefore advancing a loan. and most women do not have collateral since they do not 
own property. Most women rely on the informal sector for credit. 

To alleviale the above problems. a few government departments and multilateral and bilateral aid 
agencies have established credil syslems/revolving funds from which women can benefit. Such 
schemes fill a gap as they may benefil at leasl a few women. Several institutions and organizations 
provide support to entrepreneurs. among them the following: 

(a) The Small Industries Development Associalion was formed in 1976 10 promote village 
cottage industries with a view to creating employment. reducing rural-urban drift and raising the 
standard of living of rural people by means of income-generating activities; 

(b) The Human Settlement of Zambia mostly promotes small-scale enterprises; 

(c) The National Association of Business and Professional Women of Zambia. encourages 
women lo participate in business. It also investigates possibilities for women to gel credit and other 
forms of support; 

( d) The Zambia Federation of Employers is an independent voluntary organization of employers 
formed in 1985 10 provide and protect the interests of employing enterprises and organizations. In 
1985. the Federation held a seminar at Lusaka on how to improve business skills. The seminar aimed 
at identifying ways in which women's entrepreneurial abilities could be enhanced. This was an 
important step. The Federation plays a leading roie in promoting and developing small-scale 
industries, although its activities are not exclusively directed at women entrepreneurs; 

( e) Women Finance Trust Fund Zambia Ltd. was registered in 1987 as an affiliate of Women· s 
World Banking. It facilitates access to credit by giving guarantees to banks and other financial 
institutions for loans to women. It also provides technical advice to female guarantors. 

2. Women in the leather industry 

The employment of women in the various subseclors of the leather industry is i;hown in lahle I J. 
Women comprise 17 per cent of the employees in 11 leather factories in Zambia. with only I per cenl 
in 1he tanneries subsector but over 50 per cem in lhc leather goods subsc:ctor. Not all tanneries 
submilled employment information; Bata. for example. employs nine women in its tannery. 



Table 13. Employment in leather factories by sex and substttor, Zambia 

S11bsraor Mair 

Tannin~ (4 factorie~) 89 

Le11ht:r l!'.oods ( 1 f.:tory) 32 

Footwear 16 f.:tories) 129 

Total 2SO 

Frnrulr 

39 

!! 
SI 

Total 

90 

71 

140 

301 

Proportion 
o{""<>tMn (~) 

55 

2 

17 

Tanning s11bsect(lr 

One tannery visited had started 10 employ wom~n. A production manager in this tannery said 
1ha1 he had no problems employing women. He said that women were capable of working in any 
section of the tannery and that they were not confined to dry areas of the tannery. dispelling the myth 
thar women could not work in tanneries. However. he went on lo say. "Women work better when they 
are put in a section alone .... When they work side by side with men. production gets lost". Nine 
women were employed in this factory and they all had some kind of formal training and were capable 
of coping with selected training courses. 

One of the women employed by the Small Enterprise Development Corporation was a 
professional tanner. one of only a few in the region. Unfortunately, another qualified woman tanner 
failerl to get a job in any tannery in the country. She attributed this failure to the sexist altitude of 
employers. 

FootM•eor suhsector 

One of the foorwear factories was owned by a woman. She employed women in her factory. and 
her main complaint was that husbands interfered in their wives' work: "If a man quarrels with a wife, 
he will come to the factory and ask us to dismiss her." That the footwear industry can quite easily 
utilize the services of women was confirmed by this owner and by other managers. all male. in this 
subsector. She said. "The shoe industry is expanding and is therefore tapping the limiled hwnan 
resources availabJe. We need to train women in shoe technology as they are a more stable workforce". 
The woman entrepreneur had two women supervisors in her factory; both had the formal training 
which could enable them to undergo further training. 

A male manager and entrepreneur in a footwear facrory suggesred as fo!lows: 

"To increase jobs for women in lhe footwear industry, subcontracting them to work 
from home mighl help as ii would enable them 10 quite easily combine their reproductive 
and productive roles; maybt: there are lessons to be learnt from Asia. as this kind of 
arrangement has worked well there." 

Lcarlier gn(lds suhsecror 

As in the fooh·~ar subsector. one of the leather goods factories in the country is owned by a 
woman. At least 60 per cent of her labour force was female. Her reaction lo the issue of enhancing 
the position of women in the leather industry was as follows: "The question of marginalization of 
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women. even wilbin projects like this one (lhe UNIDO leather project]. needs lo be examined." She 
also said lhal the issue of ownership needed to be given much more attention. There was a need lo 
look at constraints on women within the subsector and find out if they were rectifiable. She said that 
because of the close association between the textile industry and the leather goods subsector. women 
tended to be much more attracted to the leather goods subsector than to any other subsector wilhin the 
leather industry. 

Table 14 shows that there are no women professionals in the tanneries of Zambia. Moreover. 
women comprise only 5 per cent of the skilled employees. 

Table 14. Distribution of women and men by skill le,·el in four tanneries. Zambia 

Proportion 
Sbl/ ln·rl Mair Frrnalr Total of tt·omrn (CJ.I 

Professional 4 0 4 0 

Skilled 19 20 5 

Unskilled 66 0 66 0 

TOia! 89 90 

Lcorlrer goods subsecror 

As shown in table 15. women constitute 17 per cenl of the total professional employees in the 
leather goods subsector. but they are only in clerical posts. not in technical or professional posts. Most 
of the females are employed in the unskilled and the semi-skilled categories. 

Table 15. Distribution of women and men by skill level in 
one leather goods factory. Zambia 

Proportfon 
Sbll lri·rl Mair Frmalr Total of M'omrn (~I 

Profrs~ional 5 6 17 

Semi- ~k.i lied 10 8 Ill 44 

IJn~killcd 17 JO 47 h4 

Total ;\;! 71 55 

Fontweor suhsectnr 

The six footwear factories show a pattern similar to that in the other subsectors. i.e. female 
representation is very low. There are no women in the professional category; indeed. all the women 
are in the semi-skilled group (table 16). 
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Table 16. Distribution of women and men by skill level in 
six footwear factories. Zambia 

Proporti;Jn 
Skill 1,.-,1 Mair Frn111lr Total <f •Y>nirn l~I 

Professional 

Semi-sk.ilkd 

Unskilled 

Ta1al 

6 

S6 

68 

l:W 

0 

11 

0 

11 

3. Recommendations 

The following actions are recommended: 

6 0 

67 lb 

68 0 

141 7 

(a) Two women have attended workshops in leather goods technology organized by the UNIDO 
leather project. Their progress should be monitored to see if they could benefit from advanced 
training: 

(b) A workshop should be organi7.ed for women in shoe design, pattern cutting. slitching and 
quality control: 

(c) A video1ape on successful women in the leather indusrry in Zambia should tic produced. 
Such a videolape would inspire potential women entrepreneurs who need models to emulate: 

(d) The owner of Bimzi should be convinced to employ a few women in her factory. These 
should be women who are still trying to acquire skills in the sector and who can benefit lrom 
apprenticeship. 

G. Zimbabwe 

Introduction 

Before independence. the industrial sector was almost wholly managed by South African whites. 
After independence. a few black men managed to penetrate the industrial sector as managers. out the 
number of women is still very limi!ed. All tanneries are privately owned. 

There are hardly any women employed in tanneries. In the three tanneries visited. there was only 
one woman graduate working in the factory. Four female srudents were attached to one tannery for 
training. They were being trained in a youth vocational training centre in the country. In the leather 
goods subsector. women were trying to establish themselves either as individual emrepreneurs or in 
cooperatives. They had one main problem: leather goods factories were experiencing great difficulty 
in obtaining raw materials. Companies were keeping good quality leather for their own outlets and 
selling only the remaining poor qualiry grades to independent plants. The poorest grades were going 
to women customers who had not established themselves in the sector. If the status of women in the 
sector is to improve. purchasing systems have to be improved. 
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I. The socio-econ<1nric sintarinn of women 

Gm·ernmem p1>1icy 

Soon after independence. a Ministry of Women was created as the national machinery for women. 
It had a mandate 10 promote the advancement of women towards equality of opportunity with men 
through concerned removal of whatever constraints. impediments. barriers. frustrations. discrimination. 
suprression etc. that they suffered and that they still suffer. 

In 1989. the Ministry was transferred to the newly created Ministry of Political Affairs as a 
depanmenl. In 1992. the Ministry of Political Affairs was abolished. A minister responsible for 
coordinating women's activities was appointed. She is based in the President's office but has no staff. 
In lhe meantime. the Depanmenl of Women's Affairs that had been attached to the Minislry of 
Political Affairs was transferred to anOlber new ministry. the Ministry of Employment Creation. The 
Depanment is now a unit within that Ministry. All in all. it is very wiclear what the situation is with 
respe-:t to the national women· s machinery. 

The national plans of the Government recognize the role played by women in development. The 
positive sters that have been taken to improve the situation of women include those taken by the 
Public Service Commission. which in 1990 introduced a policy that would positively discriminate in 
favour of women in promotions to middle and senior management positions in the civil service until 
a target figure of 30 per cent for women had been achieved. The target figure was based on the fact 
that women cons1i1u1ed 30 per cent of staff at entry levels in the public service. The policy outlined 
measures to achieve the target. which was initially expected to be achieved within two years. Ir 
emphasized. however. that women would not be promo1ed just because they were women: rather. only 
qualified and compe1en1 women would be promoted. When the results of this policy were evaluated. 
ii was found that diehard cultural and traditional attitudes still prevailed and that women had not 
benefited very much. 

Legal sra111s 

Since independence in 1990. many legal meac;ures have been taken in favour of women. For 
example. the Labour Relations Act forbid-; discrimination on grounds of sex. Women employees are 
entitled to partially paid maternity leave. However. they are entitled to this leave only once every two 
years and can claim this right from lhe same employer on three occasions only. The Laoour Relations 
Act is a real improvement over the former situation. in which women were not entitled to unpaid 
maternity leave. 

The Legal Age of Majority Acl. passed soon after independence. has removed most of the legal 
disabili1ies of lhe average Zimbabwean woman in relation 10 such matters as entering contracrs in her 
own righr. However. women are slill discriminated against bet:ause of lhe prejudices inherent in 
society. The problem is not one of applicarion of lhe law but of sociely"s auirudes 10 women. For 
ins1ance. a woman is less likely lhan a man 10 be given a loan or rreared as a good credit risk. When 
it comes 10 granring credil or hire-purchase facililies. firms may want 10 deal wirh rhe husband rarher 
than rhe wife. While many attempts have been made 10 uplifr rhe status of women. ii is evident 1ha1 
orher areas of life also need 10 be improved. For example. the media conlinue 10 porlray women 
negatively. Television dramas are predominanrly about women who indulge in non-lradilional. 
non-feminine behaviours 1ha1 are linked to higher levels of education. participalion in salaried work 
and urban existence. 
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Pc1rricipciri1111 i11 f'"licics 

There is no l:OOSlitutional barrier 10 women·s participation in public and ptllilical life in 
Zimbabwe. However. their participation is confined 10 \"Oling for predominantly male candidates. To 
dale there are 150 members of Parliamen1. of whom 17 are women: 37 ttovemors and minislers. of 
whom 3 are women: and 9 depury ministers. of whom 4 are women. l"Mre are 28 ambassadors. only 
:? of ~.-hom are women. All lhe female ministers are below Cabinet rank (lwo are ministers of Stale 
in the President"s Office and ltt third is a residenl minister). This is a ncllalive turn of .. vems 
compared with the situalion in 1980-1990. when immedialely after the wu of liberation. there w2S a 
ttrealer acceptance of the l~itimacy of wornen·s demands and en1i1lemen1s in sociery. Thus in t.olh 
the public and private ~tor there is a poor representation of women·s issues at the policy-makin,: 
level. 

Empf,,yment cJnJ otlrer economic actiricies 

Soon afrcr independence. one of lhe rnea.~ures adopted by lhe new Govrmmml was lhe 
Presidential direc1ive on the advancement of black people. who had previously tteen kepi out of 
meaninttful posi1ions in the economy. Owing 10 years of double discrimination as women and a_.. 
Africans. not many black women were able 10 take advantalle of these directives. l"My were therefore 
unable 10 compele equally with their male counlerpans for the nc~· positions opening up. ~sides. 

1here was no conscious efforl 10 identify women for advancement under this directive. 

Despite all the positive measures. there is still a uadilional division of labour. with ~·omen 
clustered in the more tradi1ional service occupalions. such as teaching and nursing. and men more 
likely than women lo go iolo conslruclion. banking and ~ientific and lechnical work. Women·s 
enterprises. too. lend 10 be concen1ra1ed in 1radi1ional areas of uade and manufacturintt and lhose 1ha1 
arc related 10 their work a.~ mothers. 

Few women are in non-traditional busines.~. The manpower survey of 1986/87 established 1ha1 
women constituted only 2 per ccr11 of the employees in lhe professional and technical areas. Since 
1hese s1udies were carried out. very li1tle bas changed and women still face discrirnina1ion in 
employmenl. In 1981 lhe share of women employed in the formal sector was 17 per cent: by 19R5 
ii had risen to only 18 per cenl and in 1990, five years taler, ii was slitl 18 per cent (11). The 
introduclion of structural adjus1men1 prollfammes and lhc subsequent re1renchmem of workers means 
1ha1 the share of women employed has dropped. 

Despi1e laws that call for equality in the workplace. in prac1ice lhere is very lillle of it Women 
are slill discriminated againsl in job inlerviews and promotions. 

AcccJJ to credit 

ll1cre is no law thar prohibits women from obraining credil from banks or 01her ins1iru1ions. 
However. a1ti1udinal problems remain. There is a general lack of trust of women by lendin~ 

ins1i:u1ions. The si1ua1ion is worse when women wam 10 borrow money for business purpmes. Banko; 
and instiru1ions do 001 think 1ha1 a woman can run a business or pay back a loan. 

There are ins1itu1ions 01her lhan tradirional banks 1ha1 help commercial businesses. especially 
small-scale enrerprises. In 1986 the Ministry of Indusrry and Technology s1arced a scc1ion 10 deal wirh 
small-scale indus1ries. This Sel·lion pnx.·esses licences and applicarions for small enterprises. 
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The Small Enterprise Corporation ,SEOCO). set up in 1984. encourages and assists financiall~· 
in the establishmmt (lf viable small-scale mterprises (lv.-ned tt)· individuals. pan~rships. c~rati"·cs 
and limitl"d companies in the areas of commm:e. manufacturing scrvitt$ and construction. SEIX.'O 
also conducts feasibility studies for possible bu.~incsses: it bas a Dl3D3~ement consultancy sen·ic~ and 
an entrepreneur development pro~ramme that identifies and assists potential entrepreneurs and trains 
them in management skills. SEDCO has held workshops to map out slr.lle~ies for assisting upcoming 
women entrepreneurs. 

Women in Zimbabwe benefit moslly from credit institutions that have t'lttn set up to assist lhem. 
For example. the Zimbabwe Banking Corporation nms an effective ~t scheme for women 
small-~-alc enlrcprmeurs. This scheme has enabled women 10 mler tradirionally male-dominared 
husi~ses like manufacturing. 

The Women·s Finance Trust. re~istered in 1989 as a rrust. provides loan ~aranrttS I<' Wtlmt>n 
t>ntrepreneurs. Other small credit schemes target women. but most of them are so small thar they do 
nor gi\·e enough money to enable womm to enter the mainstream of industrial acri\·iries. 

~. n·omen in the leather indusrry 

Only 6 per cmr of the employees in the leather factories of Zimbabwe are women naNc 17 1. 

In the tannery subsector. only 4 per cent of the employees are womm and in the frorwcar suflsCl·ror 
tmly 5 per cenr are women. 

Table 17. Employ~nt in IHthu factori~ by sn and Stttor. Zimbabwe 

Prf>pf>rll,.n 

S11hJ,.-tt>r Maf, F,,,..,1, T r11c1l 1f M"On1'" I~ ~ 

T :mne-rir• c J facr~~' J57 16 ~7J .s 

Fooni.·r:ar 17 facr~rsl 684 J8 7"" '.Pi 

Toial I 041 54 I 095 ~.I 

T 01111111.l! suf>scctt•r 

111ert> were very kw women in this subseclor. In one tannery a production manager said rhar 
ii was a~ainsr company poliq· lo employ women. <Discrimination on ground<; of sex is not ille~al in 
Zimflaflwe. 1 Forrunarcly. some women have been trained in tanning ar rile certificate level ar one of 
rhc youlh rraininf! cenlrt's in lht' counrry. Alrhough rhe rraining is nor or a high srandard. rhc women 
<.·an work in tanneries under supervision. Some or the female rrainees were placed in an esraMishcd 
ranncry near Harare for rheir pracrical training. The production manager was impres'ied with rheir 
pcrformann• and said he would he happy rn employ them in the tannery when tht"y had complt>red 
their course. In one of !!le tanneries !here was a woman tanner. who according ro rhc production 
manager. was "as good as any other man in rhis facrory". Generally though. the participarion or 
women ranncrs was very low. 
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In spi1e of 1~ lo•· nurn~ of womm in lhe subsK1or. there are pros~ls for w~n in 
ZimbatnR.-e. Many vocational training centres offer lealbn 1anning as one of 1he sutt_i«ls. lbe 
l'niversily of Zimbabwe is also ~n the process of s1aning a lea~r and tanning course. All tltesc 
opportuni1ies should be used lo mhancc the s1a1us of women in this substtlor. 

As shown in table 18. one third of the professionals in lhis subs«tor are women. but only 5 per 
cent of lhe skilled miployttS are women. Although an overwhelming majority of the unskilled 
employttS are men. women form a subs1an1ial portion considering that they con.o;titute only 6-7 per 
cent of the total employees. 

Skilkd 

Unskilled 

Ta~ 18. Distribution of women and lllftl by skill lev~ in 
tbrtt tanneries. Zimbabwe 

Ma/, ,:,._,, Tnral 

5 1 7 

53 3 SS 

% 7 IOJ 

·~ 11 IM 

Lcarlrtr ,r~mxls substcror 

p,,.,...,,.,,,,,. 
1-i{ ,..,,,..,n I~ I 

:!CJ 

5 

7 

7 

In established leather goods factories there were hardly any women. except ao; administra1ors. 
However. women had stancd forming leather goods cooperatives and a few had set up their own 
emerprises. Two women from a coopera1ive and one entrepreneur anended a three-week leather goods 
course held at Bulawayo. 

The l.ealher Institute of Zimbabwe is well equipped to run courses in leather good.o; bul hao; no 
leather goods trainer. 

Footwear suhstcrnr 

This sutt~clor was dornina1ed tty men. Some fac1ories had i;1aned employing women 10 s1i1ch 
shoe uppers. and according 10 one male manager. "they are fas1er and nea1er". One large shoe factory 
was subcontrac1ing women 10 stitch shoe uppers al home. In addition. a few women had s1ar1ed 
making sandals on cheir own. 

The conlribulion of Zimbabwean women 10 che foocwear subsec1or is shown in cable 19. 

The data. which are based on ~ven faccorie!i. reflecl lhe tradilional attilude!i chat lend 10 
marg:inaliu women in factory employmem. Women accounl for only 8 per cenl of professional 
employees and arc no1 represenled among Che skilled workers. Over 90 per ccnl of the employed 
women are un.o;killed workeu. 
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Table 19. Distribution of womtn and men by skill ~vfl in 
~'-'° foolwe;tr factories. Zimbabw' 

Pr11p,.,rtir•rr 
MtJlr Frnwlr T ottJI rf •"'"'"" t'.l-1 

Skilled 

Tocal 

172 

494 

688 

2 

0 

~7 

~9 

3. Rec<>mmendati<>ns 

The followin[l actions are recommended: 

24 II 

172 II 

S:ll 7 

727 '.'i 

I a) Factories should make arrangements to apprentice some of the new women entrepreneurs 
in the leather goods subscctor to well-established factories. This would enable them to acquire 
ex~rience and establish networks: 

(b) Training in footwear and leather products design and manufacture should be in!ensificd: 

(Cl There is need to train and employ a woman leather goods trainer at the Leather in.-;titute of 
Zimbabwe; 

( d) The Institute should make an effort to sensitize members of the professional leather 
associaiions to the need for the industry to address gender issues; 

(e) Discussions should be initiated between vocational training centres that offer training in 
leather technology and the Ministry of Industry and Technology to convince lhe centres to reserve a 
number of places for women; 

(f) The UNIDO leather projecl should collaborate with lhe Department of Development 
Technology at the University of Zimbabwe. 
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