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“to allow the market mechanism to be sole director of the fate of human beings and their 

natural environment indeed [...] would result in the demolition of society” 

(Polanyi, 1944, p.76) 



Abstract

The export  of cut-flowers from  Kenya to Europe is an example of how  tightened quality 

regulations and increasing concern  with  social  and environmental issues have created a 

highly  codified industry. Kenyan producers are participating in  a  global value chain  (GVC) 

driven  by  buyers who push  social responsibility  down  the chain. In this study  the focus is on 

Fairtrade as a private social standard,  and the opportunities and challenges it  brings for 

Kenyan flower  producers and its workers.  It addresses the following  question: what is the 

impact  of Fairtrade on  social upgrading in  Fairtrade-certified flower  farms in  Kenya? Social 

upgrading,  i.e. the process of improvements in  the rights and entitlements of workers as 

social actors participating  in  GVCs. Social upgrading can  be categorised into two component: 

measurable standards (e.g  wage, health  & safety  and working  hours) and enabling rights (e.g 

non-discrimination, voice and empowerment). 

The study  uses a  qualitative approach.  Semi-structured interviews with  managers and focus 

group discussions with  workers were conducted over  a  period of two months in  Naivasha, 

Kenya. 

This research shows that  participation in the cut-flower  GVC through  Fairtrade has 

considerable impact  on  measurable standards.  With  regard to enabling  rights the 

observations are mixed.  Fairtrade has established a  more democratic  organisational structure 

in  the farms. Also,  workers’ representation  through  the union  has been strengthened. 

However,  producers are eager  to postpone negotiating  an individual Collective Bargaining 

Agreement  with  the union, which  would represent  an  important step in workers their 

empowerment  process. The attainment of enabling rights, especially  collective bargaining, is 

the ‘social embeddedness’ of the GVC that  represents the recognition  of workers as social 

actors.  The increased costs of this recognition  (i.e increased salaries)  are in  stark contrast 

with  the pressures to reduce costs deriving  from  commercial  pressures.  It is therefore the 

tension  between  ‘social and commercial embeddedness’ in  the GVC that  prevents Fairtrade 

from fully achieving social upgrading. 
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Samenvatting

De uitvoer  van Keniaanse bloemen  naar  Europa  is een voorbeeld van  hoe een  strengere 

regelgeving  en  stijgende bezorgdheid om  het  milieu  en  sociale  aspecten  een zeer 

gecodificeerde industrie heeft  gecreëerd. Keniaanse producenten  nemen delen  in  een  global 

value chain (GVC) die wordt  gedicteerd door  kopers.  Deze duwen social responsibility 

neerwaarts de keten. In  dit  onderzoek  ligt de focus op Fairtrade als private sociale standaard, 

en de kansen  en  uitdadingen  die deze biedt ten opzichte van Keniaanse producenten  en  hun 

arbeiders.  Het  adresseert  volgende onderzoeksvraag: wat is de impact  van  Fairtrade op social 

upgrading in  Fairtrade bloemenboerderijen  in Kenia? Social upgrading kan gedefinieerd 

worden  als het proces van  verbeteringen ten aanzien  van  de rechten  van  arbeiders die als 

sociale  actoren  deelnemen in  GVCs.  Social upgrading kan  worden opgedeeld in  twee 

componenten namelijk meetbare rechten en rechten mbt zelfverwezenlijking. 

Dit is een  kwalitatief onderzoek uitgevoerd op basis van  interviews met  managers en  focus 

groep discussies met arbeiders uit bloemenboerderijen. Deze werden  afgenomen over  een 

periode van twee maand in Naivasha, Kenya.  

Het onderzoek  toont  aan  dat de deelname in de GVC door  middel  van  Fairtrade een  grote 

impact  heeft  op de meetbare rechten  in  een bloemenboerderij. Met  betrekking tot 

zelfverwezenlijkings-rechten zijn  de observaties gemengd.  Fairtrade slaagt  er  in  een 

democratischer organisatie structuur  te creëren.  Alsook, de vertegenwoordiging  van 

arbeiders in de vakbond te versterken. Echter, producenten  staan  weigerachtig  ten opzichte 

van  het  ondertekenen van  een  individuele -zijnde op het niveau  van  een  boerderij- collectieve 

onderhandelingsovereenkomst te ondertekenen. Dit  zou  nochtans een  belangrijke stap 

betekenen  in  het  zelfverwezenlijkings-proces van arbeiders. Het  verwerven van het  recht  op 

zelfverwezenlijking, vooral collectieve onderhandeling,  is de ‘sociale ingebedheid’ van de GVC 

die  de erkenning  van  arbeiders als sociale actoren  binnen  de keten  vertegenwoordigt.  De 

bijkomende kost  die  hierbij komt kijken (verhoogde lonen) staat  in  sterk  contrast  met de 

commerciële druk om  kosten  te drukken. Het is daarom  de spanning  tussen  deze 

‘commerciële en sociale ingebedheid’,  terug  te vinden in de GVC,  die  Fairtrade ervan 

weerhoudt ten volle sociale upgrading te realiseren. 
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1. Introduction 

NGO campaigns and media  reports1  have generated consumer  concern  towards the 

conditions under  which  goods are produced in  developing  countries. This has led to a 

growth  of interest  in  social and environmental standards.  In Europe private social 

standards, that  cover  employment  conditions of Southern  producers,  increased rapidly 

throughout the 1990s.  Monitoring  procedures for  standards have been  developed and 

compliance with  one or  more is often  a requirement for  market  entry  (Dolan, Smith  & 

Opondo, 2003; Riisgaard, 2007).  Large buyers began  to adopt standards that cover 

labour  conditions along  their  GVC  (Global Value Chain),  particularly  amongst  their 

suppliers in  developing countries (Riisgaard, 2007).  The GVC represents a  vertical 

chain  categorising  the  process of value-adding  activities for  a  company  in a  certain 

industry.

Globalisation of production has brought  changes for  producers in developing countries, 

creating  new  opportunities but  also challenges. From  an economic  point  of view  it  can 

result  in knowledge transfer  and expansion  into new  markets, leading to a  higher 

return.  However, it  can  also lead to intense competition.  Which  in  turn  leads to an 

abuse of comparative advantage based on  low  production costs and eroding profit, but 

also eroding  labour  conditions. So from  a social point of view  the outcome of 

participation  in  GVCs is not  clear-cut.  It can  lead to increased employment 

opportunities and higher  wages,  but it  can  also create jobs characterised by  uncertainty, 

flexibility and exploitative (Rossi, 2011).

Kenya  has become a major  flower  producing country  in  the international market. 

Twenty-five percent of the flowers sold in  Europe are Kenyan  produce (Fairtrade 

Foundation,  2011).  With  half of the population in  Kenya living  under  the poverty  line, 

the cut-flower  industry  is an  important  employer  (Fairtrade Foundation, 2011).  To 

many, these flowers are seen  as a  fulfilment  of globalisation's promise.  With  production 

year-round these ready-made bouquets provide employment  to an estimated 50  000 

workers (Dolan, 2007).

However,  the industry  has been criticised on  several occasions for  its harsh  labour 

conditions, such  as the exposure to dangerous chemicals,  extensive working  hours,  and 

sexual harassment  (Dolan, Opondo & Smith, 2003, Gardman, 2008).  The flower  farms 

have been  put  under  pressure and have since adopted a  number  of different 

1

1 e.g BBC One’s Real Story on cheap labour, health risks and environmental damage at Kenya’s flower 
farms which supply supermarkets in the UK. 



certification  initiatives2,  addressing  these  issues in  exchange for  profitable market 

access. Consequently, making  the cut-flower  industry  a  highly  codified industry  (Dolan, 

Opondo & Smith,  2003). Fairtrade is one of those initiatives and is considered to be the 

most far-reaching  when  it  comes to labour  rights (Gardman, 2008). Fairtrade is 

certifying  Kenyan  producers,  with cut-flowers being  the most  recent  Kenyan  Fairtrade 

product to be put  on  the market  (Gardman,  2008).  By  January  2011  there were twenty-

four  flower  and plant  growers in  Kenya with  a  Fairtrade Labelling  Organisation (FLO) 

Certification.  Six  of them  are located around Lake Naivasha, the major  flower 

producing  hub in  Kenya  attracting  thousands of migrant workers from  all over  the 

country. Naivasha is also the location  where this research was conducted (Fairtrade 

Africa, 2011).

The private social  standard initiative that will be scrutinised here, is Fairtrade. It  was 

established in  order  to create a  different  way  of doing  business and to avoid 

exploitation  of Southern  producers and workers (Gardman, 2008).  The Fairtrade 

initiative has an  increasing impact  on  GVCs due to the organisation  its expansion, and 

development into mainstream  markets (UNCTAD, 2007).  The purpose of this study  is 

to broaden  the understanding  of the opportunities and challenges Fairtrade poses to 

Southern producers and especially  their  workers. This is achieved by  exploring 

different labour responses to Fairtrade in the Kenyan cut-flower industry.

 1.1 Research Objectives

This research  examines the participation of producers in  the cut-flower GVC in  Kenya 

through  Fairtrade.  When  exploring  the potential  of Fairtrade and the social 

improvements for workers, social upgrading will  be the key  variable in  the analysis. 

Social upgrading  is defined as follows: ‘the process of improvements in the rights and 

entitlements of workers as social  actors by  enhancing  the quality  of their 

employment’ (Rossi,  2011, p.61; Sen,  1999  & 2000). Rossi (2011) writes that  the 

conditions under  which  social upgrading  occurs,  have not  been  sufficiently  explored (p.

4). When  it  comes to the realisation  of social  upgrading,  having a  Fairtrade certification 

presumably  has an  impact  on producers and workers' working  conditions. It is 

particularly  within  Fairtrade farms that  there should be room  to reconcile possible 

competing  notions within  the GVC of producers adhering  to wishes of buyers,  but  at  the 

same time having  a  commitment  to decent working conditions for  their  workers.  The 

impact  of Fairtrade on  social upgrading at  three Fairtrade flower  farms is the objective 

of this research. 

2

2 developed by different actors; retailers, horticulture trade associations and multi-stakeholder 
partnerships (Dolan, Opondo & Smith, 2003). 



By  researching  Fairtrade, a  universally  known  private social standard initiative is 

analysed that favours improvements in labour  rights and working  conditions.  Fairtrade 

is perceived as a  ‘bottom-up’ approach  to poverty-reducing growth. It  makes use of 

potential economic upgrading to bring  about social  upgrading  (Dolan, 2007; Rossi, 

2011). The emphasis of this research  is on  social upgrading  and not on economic 

upgrading per se. 

Economic upgrading is a  multi-faceted and complex  process,  involving changes in 

business strategy,  production structure and technology, policy,  and the organisation  of 

markets (Bernhardt  & Milberg, 2011). This study  will  not consider  the broad 

implications of economic upgrading. It  will,  however, consider  Fairtrade as an 

economic  upgrading  strategy  and look  at commercial requirements embedded in  the 

GVC, in particular related to labour, that influences social upgrading.

Following research questions are in focus: 

• What  are the  enabling  and/or  hindering  economic conditions that influence the 

realisation of social upgrading through Fairtrade in Kenya? 

• What  is the impact of Fairtrade on  social upgrading for  workers in  the cut-flower 

industry in Kenya? 

• What are the changes workers have seen since Fairtrade?

• Does Fairtrade address the needs and concerns of workers? 

• What are the workers’ aspirations towards Fairtrade?

 1.2 Methodology

This study  is based on  fieldwork conducted in  September  and October  of 2011  around 

Lake Naivasha in Kenya. 

In  the sample of farms there are three Fairtrade farms and two non-Fairtrade farms. 

Because this research investigates if social upgrading  occurs through  Fairtrade and if 

so,  it  is important  to know  why  improvements are otherwise more difficult  to obtain  for 

workers.  That  is why  I chose to use two non-Fairtrade farms as a control group. All 

researched farms are large to medium  size farms: all have more than  20  hectares of 

flower  production.  The flower  farms participating in  this research  serve to address the 

research questions and are not meant to represent the cut-flower industry as a whole.

 

This study  uses a  qualitative approach. The research methods used to collect primary 

data  are semi-structured interviews and focus group discussions (FGDs). Eleven  semi-

structured interviews were conducted.  Nine interviews were with  managers at  the 
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different flower farms, consisting  of a  range of various managers: financial,  HR, 

production,  Fairtrade Officers and others.  All managers were interviewed inside the 

farms. They  had the objective of examining economic upgrading efforts (i.e. 

relationship with  buyers,  change of product  range,  interaction  with  global  buyers) as 

well as social upgrading (i.e. issue of compliance, changes in work conditions).

The other  semi-structured interviews were two key  informant  interviews with 

important institutions regarding  this research.  One interview  was with  the regional 

coordinator  of East-Africa  from  Fairtrade International,  also directly  responsible for 

cut-flower and vegetables products. The other  interview  was with  the KPAWU (Kenya 

Plantations and Agricultural Workers’ Union) Naivasha  Branch  Secretary-General. The 

key  informant interviews were valuable in  triangulating  the information collected 

through interviews with managers and FGDs with workers.

Thirteen FGDs were conducted with  workers from  four  farms, three of them  Fairtrade 

and one non-Fairtrade.  In total  fifty-five workers participated,  thirty-nine women and 

eighteen  men. One FGD was done inside a  farm  but it  quickly  became clear that 

workers did not  feel comfortable.  They  only  said things along  the line of ‘Fairtrade is 

good’. So the other  twelve interviews took place outside the flower  farms in  a  quiet 

environment  on  the premises of Camp Carnelly’s. FGDs generally  took  about  an  hour. 

When the FGD was conducted after  work hours most  women  expressed feeling  tired 

after  about an hour  of interviewing. Men  on  the other hand were always eager  to talk 

more about  different topics outside of the research.  Both  permanent  and seasonal 

workers were interviewed and from different age-groups.

In  the FGDs3  I raised the issue of their  current  working  conditions. Some workers 

compared their  working conditions to those on  other  farms or  farms where they  used to 

work. The second issue that  was addressed were social upgrading  priorities and the 

changes they  have seen  since Fairtrade. The last  issue I raised,  were their  expectations 

and aspirations towards Fairtrade in their current employment. 

Because social  upgrading  is a  process that has a  temporal dimension, the situation  in 

the farms is looked at  in  retrospect.  The situation before getting  the Fairtrade 

certification  and after, up until now. The FGDs were possible due to the help of the 

Secretary-General of the Naivasha Union  Branch  and a  female worker with  a  large 

network of friends. 

4

3 Appendix 6.1 are the questions asked during the FGDs with workers



The interviews were conducted in  English. This was not  a  problem  when  talking  to the 

key  informants.  When  there were people in  the FGDs with limited knowledge of 

English,  they  spoke Swahili.  Another  worker,  who knew  English, translated. It  was 

important to make them  feel comfortable and make them  trust  me,  because of the 

sensitive issues discussed. Some feared losing their  jobs by  speaking  to me. With  the 

help of one particular  female worker  I could make them  feel at  ease.  The location  was a 

good choice: when  I tried to arrange another  location  people preferred coming to the 

camp,  even  if that meant  a  longer  commute.  Confidentiality  was assured during  every 

interview and all the interviewees agreed on the recording of the interviews.

Starting  this research  I encountered problems in  establishing  contact with  managers. 

The sample selection was influenced by  practical constraints, in  particular  by  the 

difficulty  in  getting access to the flower  farms.  The industry  is sensitive to media- and 

research-attention because of negative publicity.  One manager told me that  managers 

around the lake had decided not to give  interviews to researchers anymore because they 

often  distort  stories. Dominic  Wambua,  who works at  the district  water  department  in 

Naivasha,  provided me with  invaluable phone numbers and names, so I could contact 

farm  managers. It  was crucial to be introduced by  Wambua, someone the managers 

know. Wambua  has helped a  lot of students,  mainly  with environmental studies,  and 

has a  lot  of contacts in  the flower farms around the lake. His help was even  more 

invaluable to this research  since I had lost  the cooperation of my  local  supervisor  from 

the University  of Nairobi.  Because of personal  issues she was not  able to supervise me 

anymore.  This research  also started off slow  because of the cultural differences. Kenyan 

people do not easily  say  that  things are impossible or  beyond their  ability. In  these 

cases people give promises,  but  there is always a  possibility  that they  will not  be able to 

keep their  promise. It  is their  way  of being  polite.  Both  men and women treated me 

with  respect.  The women were a  bit  shy  in  the beginning  and I had to assure them  that 

every opinion is appreciated.

Doing  actual fieldwork  was important  in this research, in  order to recognise the actual 

impact  of Fairtrade on  social upgrading  in  the flower  farms. It  is essential  to conduct 

this research  in  the environment  where the development is supposed to appear,  by 

interacting with  people who have experience with  Fairtrade and/or  the Kenyan  cut-

flower  industry.  As Garman (2008) writes: “to actually  visit  the company  and observe 

the conditions,  also provided a  greater  possibility  to determine and understand the 

situation” (p.13).

5



For  the analyses of the primary  data  nVivo was used.  The discussions were all  recorded 

on  tape and were transcribed4. These were imported into nVivo 8, a  Qualitative Data 

Analysis Software program. The purpose of this was to compartmentalise topics from 

the interviews into different conceptual units.  This structure helped organise the 

fieldwork findings. 

 1.3 Limitations

There were some issues in  this research  that  might  have hindered the objectivity  of the 

study.  It  is important to be aware that  sometimes it  is in the farm  owners’ interest  to 

describe a more favourable picture of the working  conditions and to try  to conceal 

uncomfortable aspects.  Workers may  also not  answer  certain  questions truthfully 

because they  are afraid managers would find out  about  their  testimonies. Anonymity 

and a neutral place outside the farm to do the interviews however reduced this concern.  

The East Africa coordinator  at Fairtrade International in  Nairobi possibly  has a 

favourable interpretation  of Fairtrade and its impact.  While the Secretary-General from 

the Naivasha    Union  Branch  could be considered to be more objective in his statements 

about  Fairtrade. Also,  it  had to be kept in  mind that  at the very  beginning  of the 

introduction  of Fairtrade the union was skeptical  towards it and their  relationship was 

more troubled than it is now.

The Secretary-General  helped me get  in  contact  with  workers,  so it  is possible that the 

workers interviewed in the FGDs are more union friendly than others. 

As mentioned before,  the farm  sample size is small but  is not intended to represent  the 

whole industry, but rather to show more detailed information about each farm.

Because the cut-flower  industry  in Kenya is highly  codified,  it  was more difficult  to 

asses and isolate the changes in  social upgrading  brought  about  by  the introduction  of 

Fairtrade. This was mainly the case when interviewing workers. 

 1.4 Structure of the study

This research  continues in  chapter  2  by  explaining  the two main  concepts of this 

research: ‘Fairtrade’ and ‘Social Upgrading’. The first part  of this chapter  will briefly 

outline the workings of Fairtrade and its critique.  The second part  will outline the 

conceptual  framework around social upgrading. Chapter  3  bundles the qualitative data 

6

4 Appendix 6.3 is an example of a FGD transcribed.



from  the fieldwork  in  three main  parts: managers’ perspectives, workers’ perspectives 

and other  perspectives5. In  chapter  4  the impact  of Fairtrade on  social upgrading  is 

discussed by  answering the research  questions and by  putting  forth  a  short list of 

recommendations. Chapter 5 draws a general conclusion to this research.

7

5 Being Fairtrade International and KPAWU.



2. Theoretical Framework

The aim  of this theoretical background is to provide a  framework for  the research 

findings.  The description  of the two concepts in  this study,  Fairtrade and social 

upgrading in the GVC, are based on an analysis of reports and articles. 

 2.1 Fairtrade 

The fair  trade movement  evolved in  various contexts,  generally  it  started post  WWII as 

a  trade connection  between  northern  non-profit  importers and southern small 

marginalised producers.  It  provided a  direct  trade link bypassing intermediaries and 

improving  the chance of small farmers to earn  an  income (Gardman, 2008). The first 

label was called ‘Max  Havelaar’, created by  a  Dutch development agency  in  1988.  They 

created the label  in  an  attempt to move fair  trade sales into the mainstream  market. 

This resulted in  the sale of the first  Fairtrade coffee  from  Mexico in  Dutch 

supermarkets.  This label  initiative was replicated in different  markets across Europe 

and North  America. In  1997  all independent initiatives united under one umbrella 

organisation, Fairtrade Labelling Organisations International (FLO).  This in  order to 

harmonise and establish  worldwide standards and certify  disadvantaged producers in 

the global south.  FLO then  launches its new  International Fairtrade Certification  Mark 

to improve the visibility  in  the supermarkets to facilitate cross border  trade,  and to 

simplify  export procedures.  In  2004  FLO splits into two independent organisations: 

‘Fairtrade International’ sets Fairtrade standards and provides producer  business 

support,  and ‘FLO-CERT’ audits and certifies producer  organisations (Gardman, 2008; 

Fairtrade Foundation, 2012a). 

Fairtrade Africa  became a  member  of Fairtrade International in  2007  and in  2009 

Fairtrade Africa’s staff were trained on  FLO-standards in  Germany.  It  remains an 

independent  non-profit  umbrella  organisation, representing  all certified producers in 

Africa. It  enables its members to have a  stronger  voice in  the governance and 

management  of the organisation.  Fairtrade Africa  operates in  three regional networks: 

the Eastern Africa  Network  based in  Kenya,  the West  Africa  Network based in  Ghana 

and the Southern Africa  Network based in  South  Africa. A network in  North Africa  will 

soon be established (Fairtrade Africa, 2012b).

 2.1.1 Fairtrade Standards

There are  two different set of Fairtrade standards. One is for  small  famers’ 

organisations and the other  for  hired labour  in  commercial farms and companies.  With 

the introduction  of Fairtrade products into mainstream  retailing,  particularly  in 

8



European  supermarkets, the potential  scope and impact  of the movement has greatly 

expanded. Part  of this expansion  of Fairtrade means that products are increasingly 

being sources from  medium  to large scale commercial  farms or  plantations.  These do 

not fit  the traditional  Fairtrade model of small marginalised producers supplying 

through  a  cooperative.  For  hired labour  the development  goals relate to waged workers 

rather  than  marginalised producers. Workers are guaranteed decent working 

conditions as well as benefitting  from  a social premium  fund for  socio-economic 

development (Renard, 2003). 

Standards for Hired Labour  consequently  are the standards applicable  for  the Kenyan 

cut-flower  industry.  The standards are each  further  divided into ‘minimum 

requirements’ and ‘progress requirements’ (Fairtrade Foundation,  2012a). The 

producers must meet  the minimum  requirements from  the moment they  join.   The 

progress requirements are desired goals for  the producers in  the future6.  The standards 

relate to internationally  recognised standards and conventions, particularly  the 

International Labour  Organisation (ILO).  The producers also need to abide to the 

applicable Collective Bargaining  Agreement 7 (CBA) and to the national legislation. In 

case of different  values, the higher  of the Fairtrade standards and national legislation 

takes precedence. The Fairtrade standards for  Hired Labour  are divided into three 

categories: social,  economical and environmental development.  Social development 

and economic development are examined in  this research. In  addition to generic 

standards some products need to follow  product  specific  standards 8 .  This is the case 

for  flowers with  the standards for  Flowers and Plants. They  are the most  detailed and 

contextualised sector  specific  standards among the Fairtrade products (Gardman, 

2008). Minimum  prices and premium  for  Fairtrade certified products are published 

separate in  the a document  called Minimum  Prices and Premiums. The compliance 

with  the standards is audited annually  by  FLO-CERT (Fairtrade International, 2012a; 

FLO-CERT, 2012).

The Hired Labour  standards applicable to the Kenyan  cut-flower industry  protect 

workers’ basic rights,  as defined in  the conventions of the ILO.  They  ensure that the 

benefits of Fairtrade reach  all the workers and can  lead to a  development that  could not 

9

6 A report on the achievement progress should be made available to the certification body each year 
(Generic Fairtrade Standards for Hired Labour, 2011, p.4)

7 A CBA is the result of negotiations between employers and a group of employees agreeing on working 
conditions. The interests of the employees are commonly presented by representatives of a union. The 
agreements set out wages, working hours, training, health and safety, overtime, grievance procedures etc. 
(Wikipedia, 2012)

8 For Hired Labour int.al. bananas, wine grapes, flowers and plants, fresh fruit, fruit juices, sports balls, 
etc. 



be achieved without the presence of Fairtrade (Fairtrade International,  2012b). So it  is 

important to take a  look at  these standards in  light of this research  on  social upgrading 

i.e the process of improvements in the rights and entitlements of workers.  A  brief 

overview  of the  social development criteria within  the standards can  be divided into six 

parts: ‘development  potential  and capacity  building’, ‘freedom  of discrimination’, 

‘freedom  of association  and collective bargaining’,  ‘conditions of employment’ and 

‘occupational health and safety’.

i. Development Potential and Capacity Building 

Fairtrade should contribute to the social welfare  and empowerment of the workers.  The 

company  must  have the logistical, administrative and technical means to bring  a 

quality  product to the market.  Corporate Social  Responsibility  (CSR) should be an 

integral part  of the company’s mission  and it should demonstrate its implementation 

with  concrete evidence.  In  addition to its economic goals the company  acknowledges its 

social responsibilities. It aims to enhance the  empowerment and well-being  of its 

workers as well as to protect the environment. 

The senior management  holds overall accountability  for  the implementation  of the 

standards. A  Fairtrade Officer  should be appointed for  Fairtrade matters, who reports 

to the Executive Manager.  The Fairtrade Officer  is responsible for  the coordination of 

the Fairtrade programme and ensures all  necessary  communications.  Actions such  as a 

CSR-mission  and a Fairtrade Officer  lead to greater  ‘internal control’ and self-

monitoring,  which  is sustainable  in  the long-term. All possible measures should be 

taken  to inform  all levels of the company  about  the Fairtrade concept  and the different 

functions, duties and positions of the Joint Body 9  (JB) and workers’ organisations. 

The company  must  show  that any  Fairtrade revenues,  in  addition to the Fairtrade 

Premium, will promote social and economic development  of the workers.  Companies 

are expected to steadily  improve their  social performance using  the progress 

requirements as guidance. The progress requirements stipulate for  example that  within 

a  year  of certification  the company  should adopt  an  annual work-plan  for  social 

improvements. There is a  particular  emphasis on  access to primary  education  and the 

education of workers’ children  in  general. The management should also encourage 

training for  all  workers to increase their  capacity  to participate in  and take 

responsibility for the implementation of Fairtrade (Fairtrade International, 2012b). 
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ii. Freedom from Discrimination (follows ILO convention 111)

“There is no discrimination,  particularly  on the basis of race,  colour,  sex, sexual 

orientation, disability, marital  status, age,  religion, political  opinion,  union  or  workers’ 

representative bodies or  JB-membership, national extraction or  social origin in 

recruitment, promotion, access to training, remuneration, allocation  of work, 

termination  of employment, retirement  or  other activities”  (Fairtrade International 

2012b,  p.11,  2012).  Management should not  engage in  the use of corporal  punishment, 

verbal abuse or  sexual harassment of any  kind.  The workers should be able to go 

through  any  grievance procedure without interference of the management  regarding 

disciplining,  dismissals or  discriminations. The process requirements state that the 

company  should ensure that  women have equal opportunities and access to the benefits 

of Fairtrade.  The company  should also put a  special grievance procedure in  place for 

cases of sexual  harassment  in  the form  of a  women’s committee (Fairtrade 

International, 2012b). 

iii. Freedom of Labour (follows ILO Conventions 29, 105, 138 and 182)

Any  kind of forced labour is prohibited. Children  below  the age of 15  may  not be 

employed and no further  recruitment of children  is allowed. Anyone under  the age  of 18 

should not handle chemicals or  perform  other duties that imply  a  health  hazard,  and 

should not be allowed to do night work (Fairtrade International, 2012b).

iv. Freedom  of Association  and Collective Bargaining  (follows ILO Conventions 87, 98 

and recommendation 143)

Workers and employers have the right  to establish, legalise  and/or  join  organisations of 

their  own choosing  and to draw  up their constitutions and rules.  They  also have the 

right  to elect their  own  representatives and to formulate their  programmes. Workers 

should enjoy  adequate protection  against acts of anti-union discrimination.  It  is 

expected that  there is some form  of workers’ representation at the time of certification. 

Even  if this is at a  very  basic  level; referring  to any  organisation of workers for 

furthering  and defending  the rights and interests of workers (such  as a  workers’ 

committee).  The standards state: “Fairtrade International enshrines the rights of 

freedom  of association  and collective bargaining and considers independent  trade 

unions the best  means for  achieving  this.  Workers shall  be trained to understand their 

legal rights and duties” (Fairtrade International, p.13, 2012b).

Discrimination  or  disciplining  workers or union representatives as a  consequence of 

them  practising  union  activities may  not occur.  Management should not undertake any 
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activity  that interferes with  the right  to freedom  of association  by  controlling  or 

obstructing  workers’ organisations.  Unions should be able to meet and share 

information  with  all  the workers in  the workplace at  agreed times and places.  In 

countries where a  CBA is agreed for  the sector,  which  is the case for  the cut-flower 

industry  in  Kenya,  the company  signs and adheres to this agreement within  one year  of 

certification (Fairtrade International, 2012b).

v. Conditions of Employment (follows ILO Conventions 100, 111 and 110)

Conditions of employment  and salaries in  particular  are in  line with  or exceed sector 

CBA  regulations,  the regional average,  and official minimum  wages for  similar 

occupations. Fairtrade expects that  the progress requirements will be dealt  with 

annually  in  the collective bargaining process: providing  housing or  free transportation 

from  and to the workplace,  gradually  increasing  maternity  leave, salaries gradually 

increasing  above the official minimum,  etc. The objective is that,  as often  as possible, 

work  should be done by  permanent workers.  Seasonal workers may  only  do work that is 

added to usual  work levels during peak seasons.  Within  one year  of the certification, 

temporary  workers employed for  a  period of three months or  more of uninterrupted 

service must have a legally  binding  written  contract  of employment.  Local and migrant, 

seasonal and permanent workers receive equivalent benefits and employment 

conditions for  the same work  performed (Fairtrade International,  2012b; Fairtrade 

International, 2012a).

vi. Occupational Health and Safety (follows ILO Convention 155) 

The aim  is “to prevent  accidents and injury  to health  arising  out of, linked with  or 

occurring  in  the course of work, by  minimising, so far  as is reasonably  practicable, the 

causes of hazards inherent in  the working environment”  (Fairtrade International,  p.21, 

2012b). The workplaces,  processes, machinery  and equipment are as safe as possible. 

Any  risk to health  should be minimised by  adequate control. A Health  and Safety 

(H&S) policy  should be in  place and cover  all  the items mentioned in the  standards. A 

person  is nominated,  i.e  an  H&S Officer, to be in  charge of H&S matters.  The workers 

and their  representatives should be trained in  occupational H&S practices.  There 

should be drinking water, adequate first  aid equipment and trained first  aid staff in  the 

work place. 

All  workers should be provided with  adequate personal protective equipment free of 

charge, especially  those employees handling dangerous chemicals. These clothes should 

be replaced regularly.  Spraying  with  chemicals should be carried out  in  a  safe manner. 

Specific  re-entry  regulations must be strictly  followed. Class I chemicals cannot be used 
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due to human  safety  and environmental protections. A physician  at  the employer’s 

expense gives workers,  engaged in  handling  any  potentially  hazardous chemicals, 

medical examinations every  three months.  The farm  cannot  allow  a  person  to work 

with  chemicals if a  physician concludes that  the health  of the worker  will weaken  if he 

continues working with hazardous materials.

The progress requirements state that  the capabilities and awareness of occupational 

H&S, relevant  health  protection  and first  aid are improved through  continuous 

training.  Within  a  year  of certification  an  H&S committee should be established. 

Workers should be provided with  free and regular  medical care at  the workplace during 

working hours (Fairtrade International, 2012a; Fairtrade International, 2012b)

The economic development criteria ensure the use of the Fairtrade premium  for  the 

social and economic  benefit  of the workers, their  families and their  communities.  As 

with  conventional sales,  the farms negotiate a  price with  the exporters who buy  their 

flowers for the Fairtrade market. This price  includes an  additional  payment  called the 

Fairtrade premium 10.  This premium  is put on  a  separate Fairtrade Premium  account. 

Workers and management  decide jointly  about  the use of the premium. It  cannot  be 

used for  the benefit of the company  owners. A  JB is set  up,  comprising  elected worker 

representatives and a  minority  of management representatives whose role is to assist 

and support  the JB in  the management of the premium  fund. The premium  is invested 

in  projects agreed by  the JB following consultation  with  the workforce. The 

administration  has to be transparent  for  workers and the certification  body. Workers’ 

representatives receive training  in  areas such  as finance, record keeping,  and 

administration  in  order  to build their  capacity  and ability  to deal with  their  additional 

JB-responsibilities. Beside the premium  administration  it  is expected that  the 

establishment  of a  JB will have other  positive outcomes such  as the development of 

good working relationships between  the management and workers; the empowerment 

of members through  the process of working  with  Fairtrade; the acquisition  of skills in 

leadership and communication, project  planning  and project  management necessary  to 

function effectively  and developing  the capacity  to operate without further  assistance 

(Fairtrade International, 2012a; Fairtrade Foundation, 2012b)

 2.1.2 Auditing Mechanism

The standards,  both  generic and for Flowers and Plants,  are being  audited annually  by 

the autonomous auditing  body  FLO-CERT. The certification  system  follows the 
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requirements of ISO 65 11 to make sure that  a  transparent  and independent  certification 

decision  can  be reached. Over  60 independent  qualified auditors report  to FLO-CERT. 

No producer  can become certified without an initial on-site inspection.  Prior  to the 

audit the producer  is informed about  the most  important points relevant  to the visit 

and which  document  they  need to prepare. The audit starts with  an opening meeting, 

and is followed by  a  review  of documents and interviews conducted with  people from 

different levels of the company  to cross-check the information. The physical  site 

inspection  includes the central offices of the flower farm  as well as processing  facilities. 

Whereafter  the audit  ends with  a  closing meeting where the strengths and weaknesses 

of the farm  are discussed and the detected non-conformities with the Fairtrade 

standards are explained. Following the audit, a  report  is sent  to the FLO-CERT for 

evaluation (FLO-CERT,  2012).  After  they  receive their  initial certification,  producers 

are inspected on-site on  an  annual basis, follow-ups can take place prior  to an annual 

audit to check if the previous non-conformities have been  corrected (F2FO290911, 

F3FA210911).

 2.1.3 Literature and Critique
 

The Fairtrade initiative does not come without  criticism.  This section  tries to put 

Fairtrade's strengths and weaknesses in  a  broader  perspective, not  necessarily  focusing 

on the Kenyan cut-flower industry. 

The term  ‘Fairtrade’ holds a  tension  between  two visions. The first  is a  more radical 

conception  that finds fair  trade to be a  tool for  modifying the dominant economic 

model. The latter  is a  more pragmatic  vision  that  emphasises the insertion of products 

from  Southern  producers in  the Northern  markets through  fair  conditions.  In  the first 

vision, politically  and ideologically  a  more militant  movement, the label is merely  a 

transitioning tool and the challenge consists in  making  fair  trade the general rule. The 

second vision  attempts to penetrate  the market  and lifestyle of consumers in  order  to 

sell lager  quantities of fair  products and strengthen  the producer  organisations in  the 

South  (Renard, 2003). Renard (2003) thinks this contradiction is not unsolvable.  The 

two visions both  struggle against  the market power. However,  the tension does reflect  a 

real ambivalence of the Fairtrade model; “one that  acts both inside and outside the 

market,  a  contradiction  between the identity  linked to activism  and their  reality  as 

business”  (Renard,  2003,  p.92).  The products respond to commercial logic  from  the 

moment of their  insertion into the market. What is ethical,  is a  selling  point.  Profit 

comes from  the social significance the products carry.  The tension of the Fairtrade 
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strategy  between its ethical principles and market  considerations,  raises doubts about 

Fairtrade’s role in  inducing social change.  Low  & Davenport (2005)  state “the dilemma 

of entering  the mainstream  market  by  arguing  that it  is important for Fairtrade to 

remain central to its principles and practices: if it  isolates itself from  the mainstream 

market  it  risk  becoming  irrelevant  and will not deliver  the extent  of change necessary  to 

meaningfully  assist Southern  producers.  But an  uncritical engagement  with 

mainstream  markets risks absorption and dilution  of the fair  trade movement”  (p152). 

The contradiction  between  militant vision and commercial reality  has become evident 

since Fairtrade gained access to large-scale  distribution.  Large-scale distribution 

channels, as in all power relations, can win space or impose their rules (Renard, 2003).

Barrientos & Smith  (2005  & 2007) also highlight  this tension.  In  earlier  research 

Barrientos & Smith  (2005) write that  ‘civic  coordination’ i.e its economic  relations rests 

on  the adherence of a  group of actors to a set  of collective principles.  Fairtrade is the 

prototype of this coordination. In  contrast  to ‘market  coordination’,  ‘civic coordination’ 

aims to restore the power  balance in  the value chain. However, with  Fairtrade moving 

into mainstream  markets, this may  lead supermarkets to absorb Fairtrade into their 

customary  strategies through  ‘market coordination’,  rather  than ‘civic 

coordination’ (Barrientos & Smith, 2005). Currently  FLO-CERT does not  monitor 

things such  as: long term  relationships based on  dialogue and respect, which  is linked 

to relational governance.  This could potentially  limit any  changes in  the balance of 

power  higher  up in  the GVC.  So the challenge is an  economic  expansion  of Fairtrade 

and its political  consolidation. Oxfam  tries to remedy  this tension  by  selling Fairtrade 

products in  large scale supermarkets parallel to preparing  a  campaign  against  the 

coffee industry  to force them  to adopt  a  code of trade conduct,  including  a  minimum 

buying price (Renard, 2003). 

In  2007  Barrientos & Smith define the commercial and militant  tension  as follows: the 

role of inherent tensions between  commercial focus on  codes as outcome standards, i.e 

H&S, wage,  working hours, and a  civil society  focus on  codes as contributing to the 

provision of enabling rights, i.e negotiation  and access to entitlements (Barrientos & 

Smith, 2007).  This study  is based on this conceptualisation  of the tension  put  forth  by 

Barrientos & Smith.

Dolan  (2007) argues that while Fairtrade is predicated on  values of partnership and 

interdependence,  it  also operates within  value chains that advance liberal ethics as a 

mode of ‘governmentality’ over  African  producers (p.241). Consumers’ sympathy-based 

humanism  translates into new  forms of regulation  and surveillance.  Such  practices are 

conceptualised as vehicles of social  and economic justice but they  can  also be locally 

experienced as instruments of authority  and control. She raises the question  whether 
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values,  meanings and forms of knowledge infused in  Fairtrade are owned by  producers 

in  these GVCs and to what  extent  producers frame their  participation  through  similar 

expression of solidarity and partnership (Dolan, 2007). 

About  the cut-flower industry  in  Kenya, Dolan, Opondo and Smith  (2002) write that 

the motivation  for  adopting  codes was to satisfy  the requirements of the Northern 

Market rather  than to effect substantive changes in employment practices and working 

conditions (p.66). 

The authors also believe that  the presence of standard initiatives like Fairtrade can 

promote some rights for  workers in  the cut-flower  industry  in  Kenya  regarding  working 

hours,  contracts,  etc.  But when  it  comes to more general changes related to gender  and 

social norms, the situation  is more complicated. The research  of Dolan, Opondo & 

Smith  dates from  2002, before the  transition from  Max  Havelaar  to Fairtrade 

International or  even before some farms in  this study  were Fairtrade certified. This 

provides a  good base to see the development,  which  occurred or  did not occur  since the 

Fairtrade certification. It  is interesting  to compare these results from  the beginning of 

the decade with  the situation  of cut-flower farms in  Kenya today. This is the core of 

objective of this research.

Barrientos & Smith  (2005) believe the development  of Fairtrade moving  into the 

mainstream  market leads to greater  volumes of Fairtrade products produced which 

results in more benefits and a  greater  probability  of adherence with  labour  rights and 

improvement  of working conditions. They  also suggest  that  producers and workers 

outside Fairtrade farms can also benefit indirectly: suggesting  an  impact in  Fairtrade 

certified farms as well as non-certified farms.  Another  author Anne Tallontire (2001) 

writes that one of the biggest impacts of Fairtrade thus far has been  to catalyse other 

traders to improve their  social  performance.  However,  it  is unlikely  that  even ‘altruistic’ 

companies will adopt  all  aspects of the Fairtrade approach,  but  Fairtrade can 

demonstrate how  benefits for  producers and workers can be increased in  an  efficient 

and effective approach  to trading. The key  role prescribed here for  Fairtrade appears to 

be as an  innovator  and catalyst rather  than as a major  trader  in  the market.  This 

broader impact will be looked at in this study.

UNCTAD (2007) argues that  labels such as Fairtrade have led to benefits such  as the 

adoption  of best management practice; improved productivity  and worker  satisfaction 

through  improved living  and work conditions.  The direct market benefits of the 

Fairtrade initiative have been  the achievement  of relatively  consistent  price premiums 

and exponential growth in  the traded volumes. Fairtrade has grown independently,  but 

also uncoordinated and uncontrolled, UNCTAD believes.  In 2007,  UNCTAD questioned 
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the homogenous standard initiatives, which  are applicable to a  variety  of products, 

regions and socio-economic contexts.  It  also stresses that  the initiative needs to be 

transparent 12, inclusive and not  characterised by  a  top-down  structure.  It  considers 

support  to producers of high importance and the organisation  should be careful not  to 

create barriers to potential new  members especially  the small scale farmers (UNCTAD, 

2007). Today  more can  be said about  the Fairtrade initiative and its standards.  These 

topics will be briefly touched upon in this research.

Gardman  (2008) adds on  the following  to previous paragraphs.  The success of 

Fairtrade through  an  increased consumer  demand for  sustainable products, has 

brought  certified products into conventional  retail distribution channels.  Resulting  in 

additional pressure on  actors along  the value chain: the movement into mainstream 

markets puts downward pressure on  price premiums as Fairtrade producers increase 

and larger  retail  chains demand lower  prices from  them  (Gardman, 2008).  Rossi (2011) 

states that producers have to cope with  the intrinsic  tension  between ‘commercial 

embeddedness’ and ‘social embeddedness’13.

Meaning that producers have become increasingly  entrenched in  global commercial 

dynamics, exerting  dramatic pressures on  the lower  segments of the production  chain 

and losing sight of the social responsibilities towards workers (Rossi, 2011). 

Smith  (2009)  argues that  Fairtrade governance might increase short-term  welfare, but 

that  it  will  reduce long-term  development  prospects by  discouraging  diversification and 

structural  change.  He explains that Fairtrade might actively  contribute to 

diversification  by  alleviating  some of the obstacles i.e market  failure and constraints, 

that  otherwise retard development. He further  argues that while liberalisation  is likely 

to be an essential part  of the development  process, there is significant  evidence that 

appropriate management  in  prior  stages must  build capacity  for  less developed 

economies to benefit  from  greater  economic integration. Thus needed for  poverty-

reducing  development is appropriate governance that  facilitates the beneficial 

integration of poorer  regions into the globalising economy  by  building their  capacity  to 

compete successfully.  This capacity  would otherwise  not  exist. Fairtrade often  increases 

and/or stabilises individual family  incomes and makes credit available to communities 

that  otherwise  would not  have access to it. Furthermore, non-financial benefits 

included improvements in  nutrition,  health  and education (Smith, 2009; Nelson & 
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Pound 2009). One of the most valuable inputs from  Fairtrade,  Smith  (2009) states,  is 

that  it  builds economic capacity  as producers ‘learn  by  doing’ in  a  context  that  protects 

human  lives against  poverty  and unacceptable hardship  (Smith,  2009).  The economic 

capacity  that Fairtrade can  build for cut-flower  farms will only  briefly  be looked at. 

Social benefits are investigated here. 

The following section  elaborates on  the theoretical framework with  the concepts 

economic and social upgrading in the GVC.

 2.2 Global Value Chain and Upgrading

The GVC-approach is particularly  useful in  analysing the role  that  social private 

standards play  in  the governance of international trade. This approach  is developed by 

Gereffi and Korzeniewicz (1994). It  explores the linkage between  the production, 

distribution and consumption  of products .  They  are globally  interconnected along 

value chains that  represent  a network of activities and actors.  It  emerged initially  out  of 

the recognition of the role of global buyers in  creating these networks.  Gereffi (1994) 

identified four analytical dimensions of GVCs: 1) an  input-output  structure that 

characterises the value added sequence in  the production  and consumption  of a 

product; 2) a  territorial configuration  that  ties them  to a  particular  geographical 

location; 3)  a  governance structure that  defines the power  relationships among 

different actors across the chain  that  determine how  financial, material  and human 

resources are distributed (Gereffi, 1994); 4) an  institutional  framework  that  identifies 

how  local, national and international contexts influence the activities within  the chains 

(Gereffi, 1995). 

For  this research  the concept of governance is of interest,  because it  can offer  insight 

into private codes.  The concept  ‘governance’ has attracted considerable attention. This 

mostly  because governance structures determine the prospects of companies in 

developing countries to engage in  global  trade (Barrientos, Dolan  & Tallorine, 2003). 

Gereffi (1994) defined it  as “authority  and power  relationships that  determine how 

financial, material and human  resources are allocated and flow  within a  chain”  (1994, 

p.97). Gereffi et al.  (2005) later  termed Fairtrade as ‘relational’ value chain  governance. 

Here, there are more complex  interactions between  buyers and sellers and ‘the power 

balance between firms is more symmetrical’ (Gereffi et  al.,  2005,  p.  8).  This may  be 

mediated by  social ties,  trust  and reputation,  that  link buyers and producers.  The 

principles of Fairtrade - stable supply  relations,  minimum  prices and the provision of a 

social premium  - facilitate this relational  interdependence.  Establishing trading 

principles according  to moral rather than market values is a classic form  of civic 
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coordination. First  focusing  on  sourcing  from  small-scale producers and based on 

developing ties between  actors along the chain.  Recently  Fairtrade moved into the 

mainstream  market. It can  involve sourcing  from  larger  producers,  extending  the 

setting of standards to hired labour conditions14 as part  of the governance of the chain. 

The Fairtrade principles become more and more characterised by  buyer-driven  value 

chains (Barrientos & Smith, 2005).

In  relation to chain  governance Gereffi  (1994)  made a  distinction between  producer- 

and buyer-driven. Producer-driven  chains are typical in  sectors with  capital and high 

technological requirements.  Here companies that control the core technologies and 

production facilities exercise chain  governance.  In  buyer-driven  chains, large retailers 

or  brand name companies make the key  decisions about the activities and structure in 

the chain without  actually  owning  manufacturing  facilities themselves (Barrientos, 

Dolan,  Tallorine, 2003; Riisgaard,  2007).  The Kenyan  cut-flower  industry  is 

characterised as a buyer-driven chain. 

 2.2.1 Economic Upgrading 
 

As more and more developing  country  producers are integrated into global markets, 

more companies are under pressure to improve their  performance and increase their 

competitiveness. To maintain  or  increase income in  the face of the intensifying 

competition  producers face,  they  must either  increase the skills of their  activities and/

or  move into market niches which  have entry  barriers and are therefore to some extent 

isolated from  some pressures e.g  downward pressure on  prices (Humphrey  & Smith, 

2002).  These shifts in  activities, that  can  sustain  higher  incomes,  are referred to as 

‘upgrading’.  Humphrey  and Smith  (2002) have developed a  typology  of economic 

upgrading based on  four  categories. Bolwig et  al.  (2008) add a fifth  category  ‘other 

forms’; these are less conspicuous improvements that  may  in fact  be the most common 

forms of upgrading among poorer  producers,  with  some of them  related to process or 

product upgrading. 

The five types of economic upgrading are:

1. process upgrading involves changes in  the production process,  making  it more 

efficient,

2. product upgrading  is moving into more sophisticated product lines (with  increased 

unit value),

3. functional upgrading  is acquiring new  functions so that they  can  increase the 

overall  skill  content  of activities.  For  instance: inclusion of finishing, packaging, 

logistics and transport,
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4. interchain  upgrading  applying competence acquired in a particular  function of a 

chain to move into a new sector/chain,

5. other forms of upgrading  can  be delivering  larger  volumes, matching standards and 

certification,  and getting  paid better  for  the same product  (Humphrey  & Smith, 

2002; Bolwig et al., 2008).

According  to Bolwig et  al.  (2008) it  is within  this last  category  that Fairtrade is placed 

as a  form  of economic  upgrading. Some Fairtrade brands in  supermarkets have been 

marked a  success in  competing  with  commercial brands in  the mainstream  market. 

Fairtrade creates a  degree of power in  the lower  part of the chain.  This is potentially 

improving  the bargaining  position  of the producers and permitting  them  to ‘upgrade’ 

their position in the GVC (Bolwig et al., 2008). 

Most  of the GVC literature seems to have the assumption  that  economic upgrading  will 

automatically  deliver  social  improvements for  workers by  raising  the value added 

production and thus the profit for  farms.  However,  there is no strong  evidence to 

support  this causal relationship15  (Milberg  & Winkler,  2010; Bernhardt  & Milberg, 

2011; Barrientos, Gereffi and Rossi, 2010).  When  workers are mentioned when 

referring to upgrading, they  definition  is often  as economic  actors i.e nations, firms and 

workers (Gereffi 2005). Typically  absent  is a  breakdown  of consequences and potential 

benefits for  workers’ livelihoods. Recent attempts try  to analyse labour  in  GVCs and its 

consequences for  workers. Researches such as Barrientos (2003  & 2007),  Riisgaard 

(2007) and Rossi  (2011) incorporate  the concept of labour as an agency  into GVC-

analysis and acknowledge that  labour can play  an  active role in  development.  By 

incorporating  the concept  of labour  as an  actor  and not  solely  as a  productive asset  into 

the GVC-analysis, it  becomes possible not only  to focus on  development for  producers 

but also on development for workers (Riisgaard, 2007). 

Previous research  about social conditions within  the Kenyan  cut-flower  industry  has 

been  conducted.  What  this study  adds is the perspective of social  upgrading  within  the 

Kenyan cut-flower value chain: whether  Fairtrade,  as a  form  of economic upgrading, 

can lead to social upgrading.

 2.2.2 Social Upgrading

Acknowledging  that wherever  workers enter  into production,  they  bring with  them 

their  needs for  subsistence and their  families,  their commitments to affairs outside the 

workplace and their  ideas of what  is right  and fair, allows an  understanding  of the 
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economic  and social implications that  globalisation  has on  peoples’ lives (Rossi, 2011). 

In  the attempts to analyse labour  in the context  of the social  relations that define and 

shape production  the work of Amartya  Sen plays an  important  role.  He considers 

workers to be an  integral part  of the productive  activity  at  the core of production.  Also, 

he established the foundations for a  rights-based approach  recognising  the importance 

of rights, entitlements and capabilities. Putting the spotlight  on  wellbeing not  only  from 

an  economic  point  of view  but  also considering  workers as social actors. He writes that 

an  individual’s wellbeing  is comprised not  only  of increases in  their  income,  but also of 

their  capability  to achieve alternative combinations of ‘functionings’, i.e.  the various 

things a  person  values doing or  being  (Sen, 2000; Rossi,  2011).  Barrientos and Smith 

(2007) and Rossi (2011)  use Sen’s approach  to define social  upgrading  in  global 

production.  Social upgrading  can  be seen  as the expansion of capabilities and 

entitlements of individuals that  work  in  GVCs. With human rights,  including labour 

rights, as a tool to achieve such expansion (Rossi, 2011).

Social upgrading in this research  will be defined as the process of improvements in  the 

rights and entitlements of workers as social actors by  enhancing  the quality  of their 

employment (Rossi 2011). 

Rossi (2011)  categorises social  upgrading  into two elements, based on  Barrientos and 

Smith (2007)16:

• Measurable standards: aspects of workers’ well being that can easily  be measured and 

quantified.  They  are also easier  to observe during  farm  visits and social auditing. 

They  can  be easily  addressed through  policy  interventions because the outcomes are 

easily  visible (Barrientos & Smith  2007). Examples of measurable standards are: the 

categories of wages, physical wellbeing  (e.g.  health  and safety,  working hours) and 

employment security  (e.g. type of contract,  social protection) (Rossi,  2011; Barrientos 

& Smith, 2007).

However,  measurable standards are often outcomes of complex  bargaining  processes 

framed by enabling rights of workers.

• Enabling rights: are much  more difficult  to measure and quantify. They  include 

freedom  of association  and collective bargaining, the right  to freely  choose 

employment, non-discrimination,  empowerment and voice.  Lack of access to 

enabling rights undermines the ability  of workers (or  a  specific group of workers)  to 

negotiate improvements in working conditions which  can  enhance their  well-being 

(Barrientos, Gereffi & Rossi, 2010). 
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To a certain  extent  the distinction between  measurable standards and enabling rights 

reflects a  different perception  of labour.  Measurable standards can assess and measure 

outcomes of policy  changes and interventions.  Changes can  be recorded in labour 

practices that  are aimed at  making labour  more stable and efficient e.g.  by  respecting 

working  hours and reducing  overtime (Rossi,  2011). Rossi states: “Measurable 

standards also represent rights and entitlements of workers and are as important  as 

enabling rights in  the framework  of social  upgrading.  Conversely, enabling  rights are 

the full expression  of the rights and entitlements of workers as social actors,  and also 

because of this they are more difficult to attain” (Rossi, 2011, p.63).

 2.2.3 Social Upgrading linked to Economic Upgrading 

Often  it  is implicitly  assumed that  economic upgrading  in  GVCs will automatically 

translate into social  upgrading.  The premise of this research  on  farm-level is that  social 

upgrading can  be attained through  regulation  and monitoring of labour  standard and 

thus does not  necessarily  require economic growth  as a  prerequisite.  This view  is at 

odds with  most economic theories in  which  social upgrading is viewed as endogenous 

to the process of economic and productivity growth 17 (Milberg & Winkler, 2010).

However,  studies18  provide a  mixed picture about social upgrading  as endogenous to 

economic  growth. While social  upgrading can  be an  outcome, there is no evidence that 

this necessarily  happens, especially  when the work is insecure and exploitative 

(Barrientos, Gereffi & Rossi,  2010).  Therefore  it is a  key  issue to research if and under 

which conditions economic upgrading is associated with social upgrading.

If social  upgrading is not  endogenous to the process of economic upgrading, then pro-

growth  policies alone will not be adequate to accomplish  social improvements. So 

policies enforcing  labor  standards should then  become a  priority.  Milberg and Winkler 

(2010) write that  it  is likely  that the promotion  of social upgrading  will be  helped by  the 

simultaneous pursuit  of more economic growth,  together  with the implementation  of 

regulations which  directly  address aspects of social upgrading that  growth  alone does 

not affect  (Milberg  & Winkler, 2010). In this case this research  could provide a  business 

case for social upgrading through Fairtrade. 
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18 Working papers Capturing The Gains : Milberg & Winkler paper, 2010; Bernard & Milberg, 2011. 



3. Fieldwork 

The definition  of social upgrading and its components ‘measurable standards’ and 

‘enabling  rights’ have been discussed above.  This chapter  researches the impact of 

Fairtrade on social upgrading  in  three Fairtrade flower  farms around Lake Naivasha  in 

Kenya. It  focuses on  the opportunities and challenges that  Fairtrade has brought 

towards social upgrading.  Both  managers and workers their  perspectives on 

improvements in  measurable standards and enabling  rights will be  looked at.  Thus this 

study  underlines the aspects that  characterise the Fairtrade initiative at  the local level, 

but it  will  also touch on  the issues that  remain  challenging  in  the wake of buyers’ 

demands. While this research  does not  aim  at  researching economic upgrading, it  will 

first briefly look at how economic conditions influence social upgrading.

 

  3.1 Economic Conditions within the Kenyan Cut-Flower GVC that 

influence Social Upgrading

The cut-flower  industry  in Kenya  mostly  consists of medium  to large scale flower  farms, 

with  a  few  dominating producers. The main production  area  is Lake Naivasha. This 

research  was conducted around Lake Naivasha  visiting five flower  farms: two large 

dominating  farms, and three smaller,  but  still considered large,  farms.  Three of the 

researched farms are Fairtrade,  including  the two largest  flower  farms.  The other  two 

farms are not Fairtrade certified 19. 

 
 3.1.1 In the Flower Farms: The Managers

There can  be a  downward trend observed in  market  prices for  flowers (ITC, 2011).  A 

main challenge to Kenyan producers is the global competition  in  the auction,  where 

many  flowers come in  from  different parts of the world. The flowers are  very  much  a 

Naivasha product and target  a certain  market  segment; small  to medium  headed 

roses20.  Managers also state that  when  the weather is good, there is a  high  production 

all  over  Naivasha. Because it  is an issue of supply  and demand, when they  bring their 

flowers to the auction prices drop (F5PM270911, F4PM230911).

Cut-flowers are highly  perishable,  so they  demand an  effective and uninterrupted value 

chain  with  tight control. The variability  in  quality  of the flowers further demands 

physical  inspection  down the value chain  (Riisgaard, 2007).  As a  manager  explains: “I 
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normally has a higher market price (F5PM270911)



think the whole thing about competing  in  the market,  is an issue of quality  stability. 

When you go to auction,  buyers do not see the flowers,  so they  buy  on  trust. The buyer 

knows that  when he buys these flowers and gets them  shipped to Russia  without  seeing 

them, it  will be good flowers and the customer will  like them.  So sustaining  the quality 

is the most  important thing  in  this business”  (F5PM270911).  It is clear  that  the 

producer’s reputation is an  important  signalling device for  quality  and value.  Growing-

procedures, quality  management  and product  presentation  of the flowers are very 

important. Due to the stiff competition  producers have to keep on top of their  quality. 

Because when  they  have a  quality  issue,  it immediately  affects their prices 

(F4PM230911, F5PM270911).

The flower  market is very  buyer  orientated.  European consumers demand greater 

variety, different head sizes and bi-colours (F1FM220911).  Sometimes farms get 

requests for  a  particular consignment,  e.g. to add fillers or  prepare a  bouquet.  The 

producers always apply  the best practises to keep their  costs at  a  minimum.  One of the 

managers says that  the price of boxes has increased every  year, so in  packaging they 

make optimum  use of the boxes (F1FM220911). The same optimisation is used when 

spraying the flowers against pesticides.  Producers are using  more biological methods to 

spray  so that  they  stain  the roses less, resulting  in  a  more beautiful flower  sold for  a 

higher price (F4PM230911).

The cut-flower  value chain is a system  of auctions, agency  relations and direct 

contracting  developed to manage the distribution  and economise on transaction  costs. 

The Kenya-Europe cut-flower value chain has two distinctive strands. Historically  the 

Dutch auctions have been  the most  important channels through  which flowers are 

distributed in  Europe.  But  the percentage of flowers imported through these auctions 

has diminished, to make way  for more direct  sourcing  by  large retailers21.  However, 

auctions remain important and are  still  the most  significant  way  for  cut-flowers to 

reach European  wholesalers (Riisgaard,  2007).  When  talking  to managers,  it  is clear 

that  most  of the larger  flower  producers supply  both  to auctions and the direct market. 

The research  in  Naivasha  shows that flower farms that are not Fairtrade-certified have 

a  higher  percentage sold at  auctions than  Fairtrade farms (F4PM230911,  F5PM270911, 

F3FA210911).  A  manager  from  a  non-Fairtrade farm  states that 50 percent goes to the 

Dutch auction  and 50  percent  to other  direct  markets; some are retailers like Tesco 

(F5PM270911).  All producers have developed market channels through  long  term 

business relationships with buyers (F1FM220911, F3FA210911, F5PM270911). 
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The biggest  difference selling  to the direct  market rather than  the auction, is that  the 

producer  knows what  he will be selling  next  week  and at  what price. Contract 

agreements have a  previously  agreed on  price and thus producers can  plan their 

financial income.  In  the auctions the prices are not determined and the producer  has to 

wait  for  the price, which  can  be hard, a  manager  admits (F5PM270911).  Also, in  the 

direct market  producers sell  the flowers FOB (free on  board) in  Nairobi.  They  bring  the 

flowers to the airport  and the buyers take ownership from  there. But  with  the auctions, 

from  Nairobi until the flowers get auctioned they  are still under  the ownership of the 

producer. Freight, security  and any  losses in transport are their  responsibility 

(F5PM270911).  Although Fairtrade farms sell their  flowers mostly  to the direct  market 

with  fixed contracts,  with  only  a  minimal quantity  going  to the auction,  one of the 

Fairtrade managers says his profit margin  is shrinking  and the pressure on  prices is too 

high.  Sometimes the price at  auction is so low, he says,  that costumers can buy  more 

economically  through  the auction. So there are times the farm  needs to consider 

reducing the price to maintain the business relation. The reverse is not  true; when  the 

price goes up at  auction, the farm  can not ask its costumers to pay  a  higher  price 

because they  have fixed contracts throughout  the year. To quote the manager: “That  are 

some of the challenges of the farm: how  to reduce your  cost and try  and improve your 

profits. To take care of yourself and take care of the buyers specific 

requirements” (F1FM220911). 

The Kenyan cut-flower  industry  is highly  codified with  standards being offered by  a 

variety  of actors22.  For  producers this can  result  in  multiple standard demands. It is not 

uncommon  to adopt  five or  more different  standard initiatives. There has been an 

initiative in  the past  to bring standard initiatives together  but  this has failed.  All 

managers express that  they  have many  separate audits,  so it  would help to have an 

umbrella  body  (F2FO290911,  F3FA210911, F1FM220911).  Specific markets use the 

standards as a  competitive pitch; our  flowers are meeting  these environmental, 

economical and social standards.  A  manager  explains: “It  will be very  hard for  these 

markets to accept  when it  becomes general -joining  them  together-,  because they  will 

lose their  competitive edge.  There are some markets that  have really  invested so much 

in the technical side of it” (F5PM270911).

This is a  significant difference between  the two strands; the level of demand for  social 

and environmental standards.  Both  strands, shaped by  consumption practices of 

European  consumer,  have different governance structures that  influence the types of 
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standards that  are applied. A  range of different  private social standards are demanded 

to enter  direct  retailer  chains,  while social  and environmental standards are currently 

not required by  the Dutch  auctions (Riisgaard, 2007). There is an  evolution  towards all 

buyers being increasingly  interested in  the social dimensions of production and 

governance of the value chain.  Fairtrade being  the most well-known international 

private social standard.  Producers from  non-Fairtrade farms say  they  would go in  that 

direction because of the market  demand (F4PM230911,  F5PM270911). Some direct 

buyers want the producer  to have a  Fairtrade certificate.  The advantages are  that 

contracts with  direct buyers brings a  kind of certainty  in  their  income.  Also the fact  that 

Fairtrade farms have a  wider  market which  is still expanding,  plays a  role, a  manager 

from a non-Fairtrade farm points out (F4PM230911).  

This research  does not  suggest  that  there is market  pressure to become Fairtrade but 

that  producers obtain  or would obtain  Fairtrade when a  potential customer  asks for  it. 

Most  of them  also say  that  it  would not  take a  lot of investment  to become Fairtrade, 

because they  already  adopted other  stringent  standards. Producers see Fairtrade as a 

competitive advantage to enhance the farms reputation.  Managers express that 

Fairtrade gives an  assurance to the buyer  that  the required standards are  being  met  and 

that  the farm  is committed to its workforce.  With  Fairtrade they  feel  that  they  can 

present themselves better  and more confidently  (F1FM220911,  F2FO290911, 

F3FA210911).  Still,  the managers also find that the main  advantage of Fairtrade is the 

premium  used by  the JB for  development and welfare for the workforce and the 

community.  All  manager express that  they  like having  a  happy  workforce because this 

keeps them  motivated (F1FM220911,  F2FO290911, F3FA210911).  One manager  says: 

“If the company  has a  vision  to do something for  society  and for  its workers,  other  than 

focussing  a  100 percent  on  it  profits,  it  is very  satisfying  at  the end of the day  (...)  The 

workforce is very  happy  and highly  motivated: it  is a  win-win  situation  for 

everybody” (F1FM220911). 

Fairtrade managers believe the reason  why  not  everyone is striving  to become 

Fairtrade, has a  lot to do with  the philosophy  of the company  towards CSR.  There 

should be a  willingness from  the management to do so. It  is the farm’s choice and in 

both  situations they  can  stay  in  the rose business and make profit.  One manager  also 

points out that it  is not that non-Fairtrade farms do not do CSR, they  do CSR in  their 

own  way.  But Fairtrade as a  private social  standard, a  Fairtrade manager  says, is a  step 

further  (F1FM220911,  F3FA210911).  All  managers state that  they  have seen  an 

evolution  throughout  the years of social  improvements, mainly  because of the influence 

of Fairtrade. Farms are  much  more conscious about  social and environmental issues 

(F1FM220911, F1PAFO220911, F3FA210911, F4PM230911).
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There are a  few  challenges,  expressed by  managers, regarding  Fairtrade. Touching  on 

the critique that Fairtrade was initially  meant to help small farms compete in  the 

market,  whereas in the Kenyan cut-flower  industry  it  is the larger  flower  farms only 

who obtain  Fairtrade,  a manager  from  a  smaller  non-Fairtrade farm  has the following 

to say: “We looked at  it.  In  fact  when  I was in  The Netherlands and have been  asking  a 

lot  of questions about Fairtrade. I do not understand it  very  well. When  you  look at  the 

market  segment  of Fairtrade flowers it  is about 5  percent of the total wild flowers. All  of 

us target  that market.  I don’t think it will  be economic” (F5PM270911).  The volumes 

would be  too little.  He explains that  production is about  30 000 stems every  day  with 

for  example 10 000 Fairtrade stems.  With  10 percent  coming  back through Fairtrade 

and selling  the stem  at an  average of 10 cent  per  stem,  this would result  in  a  100 euros 

coming back from  those 10  000  stems. With  this volume the expectation  and goals of 

Fairtrade will  not  be met; the returns of Fairtrade would not be as much  as in  the 

largest  farms. He says the expectation  would be unrealistic:  “There are so many  social 

issues, there is need for  time for  training  and time for  all  the JB-meetings.  The 

expenses will be there and maybe the 100 euros will already  be used. But  for  a  big  farm 

with a big volume it makes sense” (F5PM270911). 

Outsourcing  came to light  as a  problem  during the field research. A  Fairtrade 

administrator  from  a  Fairtrade farm  admitted in  an  interview  that outsourcing 

occurred in  the past.  Smaller  non-Fairtrade farms would sell their  flowers to them  and 

then  sold under de Fairtrade label in  the global market.  The administrator  said this 

kind of practice does not occur  anymore because it  is against  Fairtrade rules 

(F3FA210911).

Currently  Fairtrade certified flower  farms in  Kenya  only  sell  a percentage23  of their 

production to Fairtrade buyers.  An  exact  percentage is hard to come by.  Producers 

sometimes say  they  sell up to 90  to a  100  percent. When  walking  around the farms and 

seeing  the pack-houses filled with  ready-made bouquets without a  Fairtrade logo, this 

seems exaggerated. This got  confirmed by  the Fairtrade Liaison  Officer  in Nairobi.  This 

could thus mean  that there is still  potential to expand the Fairtrade market and provide 

benefits to flower farm workers and their communities, if enough demand is created. 

Most  flower  farms comply  with  the sector-wide CBA  negotiated with  the KPAWU. The 

sector  CBA  sets minimum  conditions for workers and is normally  seen  as a  sign of a 

powerful trade union.  However,  it could be observed in  this research,  that  some farms 
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are reluctant  to negotiate individual CBAs24.  Only  one Fairtrade farm  has an  individual 

CBA.  Salaries are highest there because of negotiated salary  reviews.  The union  is in 

process of negotiating  another  individual CBA  with  a  Fairtrade farm, but it  took  so long 

that  they  are now  in court  over  it.  The third Fairtrade farm  researched in  this study  is 

also in  negotiation with  the union about  appointing and electing  shop-stewards. The 

two other farms researched, non-Fairtrade farms,  use the collective CBA (F1FO290911, 

F3FA210911, SG220911). 

When a  higher  salary  is not  negotiated in  a  new  collective CBA  then  farms seem  not 

eager  to raise their wages: “We are waiting  for  a  salary  review, because the prices of 

basic  commodities have really  gone up. It  is on the way,  but has not  been  completed. 

We are waiting  for  it.  If we pay  whatever they  have not  agreed on,  this means that 

maybe we pay  the difference but  we prefer  to wait.  When  it  comes, we will pay  the 

raise” (F5PM270911).

 3.2 Fairtrade and Social Upgrading 

This section will  look at  the impact that  the introduction of Fairtrade in  farms has had 

on  social upgrading  according  to the managers and workers their  perspective. The 

structure of this section tries to address the measurable standards and enabling  rights 

which  can  be found in  the social development criteria of the Fairtrade standards 

discussed in the theoretical framework.

 3.2.1 Managers’ Perspectives25

Two bodies supporting the management in Fairtrade farms are the Fairtrade Liaison 

Office  in  Nairobi and the FLO-auditors.  FLO auditors visit  the farms once a year  for  an 

audit which  takes two to three days. On certain  issues there could be a  non-compliance, 

the farm  then gets a  period to comply  with  these issue.  Then  auditors come for  a  follow 

up to see if the issue has been  addressed (F2FO290911, F3FA210911). The standards 

keep changing  or  new  standards are to be met, so it  is a continuous process 

(F1FM220911,  F2FO290911). In  Nairobi there is a  Liaison  Office with  officers ready  for 

assistance26.  All  Fairtrade Officers at  the farms state that they  can always contact  the 

Liaison Office when they  have a  question  or  if there is a problem. According  to them 

Fairtrade has offered help when  it comes to explaining  the Fairtrade system  and 
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training people to execute the aspired purpose accordingly  (F2FO290911, 

F1HRM220911). 

In  the beginning  of Fairtrade workers in  the farms needed trainings to build skills and 

capacities to manage the premiums.  The premiums are managed by  elected,  mostly 

unionised, general  workers,  who become JB-representatives. Fairtrade gives training  to 

the JB two to three times a  year 27.  It  does not necessarily  have to be Fairtrade itself,  it 

can  be trainers for example in  the implementation  of projects,  impact  analysis,  results 

and financial analyses. They  explain  the basics so the worker  representatives can 

understand.  In  this way, workers feel empowered and motivated to do a good job, says 

a  Fairtrade project  administrator  (F1PAFO220911). It  was a  learning  process,  according 

to another  Fairtrade administrator.  These workers are unskilled and are assigned to 

manage the premium  money. The JB-representatives used to engage in  projects that 

ware not  sustainable or  not generating a  great  impact  in  the workers’ lives,  he explains 

(F3FA210911).

One farm  has been  identified, by  outsiders,  as the farm  with  the best  functioning JB.  It 

is also the only  farm  that  has a  detailed brochure about  all  the projects they  have done 

over  the years. According  to the farm  itself a  good functioning  JB may  not be 

discouraged when  seeing  the magnitude of a  project.  Workers need to look  at the 

possible benefits and look at  how  they  can  eliminate the challenges.  They  should not  be 

scared to learn  new  things. It  is also very  important for workers to understand the 

meaning  of Fairtrade very  well (F1FM220911). Management is a  large contributor, they 

can  empower  the JB by  assisting. The problems with  a  JB are often  misunderstandings 

between  managers and workers. There should be a  good work-relationship, goodwill 

and also an open relationship with the workers (F1PAFO220911).

A  challenge that  all  managers express, is the fact  that  JB-members are unskilled,  so 

decision-making can  be tough. Sometimes it  can  cause friction  between  the employees 

and the management  in  the JB (F3FA210911).  Some employees in the JB could for 

example wish  to give handouts (cfr. micro finance) instead of investing  in  the 

community.  In  fact,  if there is friction, Fairtrade farms involve the Fairtrade Liaison 

Officers. When  the representatives get  the information  from  somebody  external,  they 

understand that  the management is talking about  the same issues, one manager 

explains (F1HRM220911). 

29

27 Management representatives are obligatory. Their role is observatory and advisory. The workers 
representatives are democratically elected. They discuss freely about project ideas gathered from all 
workers. 



There are standards certain  that  the JB representatives28  should meet, such  as: they 

should speak  English  and have et least  gone to school  after  form  four. Workers get  a 

chance to upgrade their  education through  Fairtrade if they  aspire to become a 

representative (F2FO290911).

Managers are clear  that  Fairtrade should emphasise on partnerships. Community  or 

social projects should be in  partnership with Fairtrade-certified companies,  preferably 

even  with  the government,  and this to guarantee sustainability  for the projects 

(F2FO290911, F3FA210911). Working together  can  make a  larger  impact  on the 

community  than working  along  side each  other. Through  partnership the Fairtrade 

farms around Naivasha are contributing  to a  new  women’s hospital  in  Naivasha. One 

Fairtrade farm  identified with  the help of a  german  researcher  that  women’s health 

needed to be urgently  addressed.  This project  is a  multi-stakeholder  development, 

including the government. The Fairtrade partners also get  support from  NGOs for 

modern  equipment. The hospital  will  open  in  december  2012. It  will  address women’s 

issues but men can  go there too.  It is important  that  the government  is involved 

because if external support  would cease, the hospital  will be kept running  by  the 

government  because it  is a  public  hospital  (F2FO290911).  The same vision  about 

partnerships is expressed by  a  Fairtrade Officer  regarding the private primary  school 

on  the premises of another  Fairtrade farm: “We saw  that  they  have a  primary  school. 

They  constructed the primary  school and they  have employed teachers.  They  have done 

everything.  But  a primary  school  is the responsibility  of the government.  Now  they 

went  their  way  and Fairtrade had no problem  with  that. But  for  instance,  if the 

premium  goes what  happens to this school: there would be no teachers, there would be 

nothing.  But  had they  emphasised on a  partnership, the farm  could have partnered up 

with  the government from  the start.  That  way  a  lot of premium  could have been  used 

elsewhere” (F2FO290911).

Projects are decided on  in  the JB-meeting  based on the suggestions made by  workers. 

The decision  is made based on  the premium  income, the impact  of the project,  the 

majority  of the suggestions for a  certain project and the urgency. Projects can  range 

from  nurseries to water projects to mattresses.  One farm  has categorised medical, 

educational and community  projects.  Often  priority  is given  to education. Mattresses 

can be postponed till next year but an education cannot (F3FA210911).

Fairtrade funds capacity  development  for  workers to take up courses. Workers pay 

about  25  percent of the course. They  can take classes in  driving, tailoring,  computer 

30

28 having a gender balance is one of them.



skills or  get  a  college certificate. These classes are taken  in  the evening  or  during  their 

free time. Dependants of the workers can  also apply  to be sponsored.  This is a  part  of 

Fairtrade that  all  workers appreciate most: “They  appreciate  it  because you  know 

somebody  cannot  just  give you  15  000  KES for  free,  so they  are very  very 

happy” (F3FA210911). 

A  Fairtrade bursary  program  pays scholarships and supports children’s secondary 

school fees.  But  often  only  the brightest  children get this support. Workers plea  for 

more children  to be assisted by  the bursary  program  for  secondary  school, a  Fairtrade 

officer  says: “We did about a  100, we gave them  each  5000 shillings.  So the workers say 

100 children  is too little. They  want all children in  secondary  schools to get  at least 10 

000  shillings. We said fine we will look at  the budget,  what  can we afford,  if we can  we 

will but it  will  be difficult. So those are their  wishes but  we look at them  because 

Fairtrade says you have to listen and do what the workers want...” (F3FA210911).

Through  Fairtrade workers can get  access to micro-finance and down payment loans. 

For  example for gas-cookers or  solar  panels workers pay  a  hundred percent but  get 

deducted small  amounts from  their  salary  each  month. Fairtrade standards say  workers 

should pay  a 100 percent. The downpayment  is not more than  a  1000 KES deduction 

each  month. With  Max  Havelaar  the employee has to pay  50  percent  and Max  Havelaar 

payed the other  50 percent. A  Fairtrade Officer  had the following  to say  about  that: 

“They  realised that most  of the Max  Havelaar  projects failed because of that. It was not 

sustainable. Nowadays they  feel ownership: it  is mine,  I payed for  this thing. So they 

are in a position to take care of it” (F3FA210911).

Fairtrade farms have more workers with  a permanent  contract. There also can  be 

observed a  positive trend with  regard to permanent contracts. Still it  can  take about  a 

year,  sometimes more to become permanent.  Fairtrade certified farm  should strive to 

have a 100 percent permanently employed, a manager explains (F1HRM220911). 

Promotion  and development seem  equal  to both  men  and women.  However,  at 

management  level no women  can be seen  (F1HRM220911,  F2FO290911).  Tasks within 

the farm  are very  gender particular.  Farms are overrepresented by  women.  There are 

typical female and male occupations. For  example harvesting  is a  typical female 

occupation  and spraying  is a typical  male occupation. Because spraying  can  affect 

women’s reproductive capabilities. These divisions are  a  consequence of tradition,  but  a 

shift  can  be observed. Farms hire  more and more men, who now  also work in  grading 

and harvesting. The reason, however, does not  always seem  to be striving  for  a  more 

equally  gendered balanced or  to give men more opportunities.  A  manager  from  a  non-

Fairtrade farm  says this is because ladies join  the farm  when  they  are  single,  then they 
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get  married and quit. Men who work in  the farm  continue to work  even if they  get 

married (F4PM230911). 

Social dialogue in  the workplace has also improved according  to the managers.  Since 

there have been  established different  committee’s to address different issues of welfare, 

the grievance procedure has improved a lot  (F1HRM220911,  F3FA210911).  Still,  not all 

Fairtrade farms have an  individual CBA  and are still negotiating with  the union.  Also 

the union  is no obligatory  member  of the  JB in  Fairtrade farms: ‘They  are not  really 

members but  ex-official members of the JB. So every  month  when  the JB is meeting  the 

members of the union  and welfare are also invited as observers in  the 

meeting’ (F2FO290911). 

Management staff in  Fairtrade farms expresses some concerns.  A  health  and safety 

officer  at  a  Fairtrade farm  says that the quality  of life  has gone up in the community 

due to Fairtrade,  but the danger  is that  Fairtrade is taking  over  the job of the 

government.  It  provides things that  the government should provide, like houses,  streets 

and water  (F2HSO280911).  A good example of this is education. Primary  school in 

Kenya  should be free,  but often there are not enough  teachers.  So the farms,  sometimes 

through  Fairtrade provide extra teachers and extra  books. One Fairtrade farm  even  has 

an  private primary  school,  next  to a  public  school on  its premisses.  The same farm  is 

also building  a  high-school: “The building is payed by  Fairtrade and we outsource the 

school to come and run  the programs here,  so at least the employees can access 

education.  And also we sponsor the students who are taking  the courses in  this 

institution” (F3FA210911).

All  manager believe Fairtrade to have a positive impact  on  the farm. The moral  of the 

employees has improved and they  are more motivated,  consequently  managers feel  this 

adds to the productivity  of the farm.  (F1FM220911, F1HRM220911,  F2FO290911). 

What  has improved most  over  the years is health  and safety  in  the farm. All  workers 

have adequate personal protective equipment. Also subsidised meals,  drinking  water, 

soap,  work  related trainings and transport is provided,  which  was not  the case before 

(F1HRM220911). When  interviewing  non-Fairtrade farms, it  became clear  this is a 

trend these farms seem to follow (F5PM270911). 

Managers also state that, if it  was not for  Fairtrade,  overall  social conditions would not 

have improved like this. The most  important improvement  being  education  and overall 

social welfare in  the community  (F1HRM220911, F3FA210911).  Managers say  that 
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Fairtrade farms try  to contribute to the environment  by  using less harmful chemicals, 

constructing wetlands or using geothermal power29  to create energy (F3FA210911).

 3.2.2 Workers’ Perspectives

The first  question  asked in  the FGDs30  was what  the main  concerns are in  workers’ 

lives.  Almost  all  the workers express that  wage31 is their  first  concern: it is not  enough. 

Consequently  most  workers are concerned about  paying for food,  sending  their 

children  to school,  shelter  and medical  treatment  for  their  dependents. The well-being 

of their  children  is very  important  and paying  school-fees is a  big  concern.  Primary 

school should be free by  the government.  Secondary  school, college or  university  is too 

expensive for  most. Only  the brightest  children  get  funded by  the government 

(F2G140911, F2P160911, F2C120911, F1C240911, F1G250911, F3P180911, F3C200911).

The biggest  wage difference seems not to be between non-Fairtrade and Fairtrade 

farms, though it is slightly  higher  in  Fairtrade farms. Around Naivasha a  big  wage gap 

is observed between  the largest Fairtrade farm  and the other  farms. This Fairtrade farm 

pays workers around 3000KES a  month  more. Generally  as a  sprayer men  can earn an 

extra  1500KES chemical allowance. Also in  the pack-house there is a  bonus system 32  

whereby  a  worker  can  earn  around 1500KES more a month, depending  on  how  fast  she 

works. Workers get  housing-allowance of around 1500KES when  they  live outside the 

farm. All  workers express that this amount  is too little to rent a  proper house, even  with 

two providers.  Only  the two largest  farms around Naivasha have a labour camp where 

workers can live  inside the premises of the farm  (F1C240911,  F1G250911, F2P160911, 

F2C120911, F3P180911, F3C200911). 

With  wages being as little as they  are,  most  workers ask  an  advance on their  wage. They 

prefer  not  to take on  a  loan  from  the bank, because this costs more than  the advance 

(F1C240911, F1G250911, F2P160911, F2C120911). 

Amongst  the sprayers,  the men say  that  their health  is a  big  concern. The chemicals are 

classified into class I, II,  III, III; class I should not be used due to its health  hazards. 

Sprayers have been  given  training  and seminars on  the effects of chemicals, but  are not 

told which  chemicals they  are spraying  when  doing their  job (F1C240911,  F3C200911). 

Managers and supervisors are the only  ones who know. The CDU men in  a  researched 
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non-Fairtrade farm  seem  more aware of which  chemicals they  are using. However, 

despite knowing which  chemicals they  are using, they  still believe to be using  class I 

chemicals (F1C240911, F4C220911). This suspicion is also present in Fairtrade farms. 

The first  question  shows how  much their  concerns are related to work  mainly 

concerning money  and health.  The second question  was if there was something  in the 

workplace that  made them  unhappy  or  uncomfortable, and if they  would like to see 

something  changed in  the workplace. This is aimed to identify  the way  in which 

workers prioritise social upgrading. 

Again  the issue of wage comes up. Workers would like to see their  wages go up.  As one 

worker  from  the best  paying farm  says: “A higher  wage,  up to 15  000KES33,  it  would be 

a bit fair” (F3C200911).

The issue of casualisation some workers also want to see addressed. It  can take a  long 

time for  workers to be confirmed into permanent  workers (F2P160911). In  Fairtrade 

farms there is a  positive evolution  towards a  high  percentage of permanent  workers. 

Job security  is enhancing  as most  seasonal workers express with  certainty  to become 

permanent after about a year (F1C240911, F1P250911, F3200911).

There is one Fairtrade farm  where workers wish  the union  to be stronger. They  say  it  is 

because this farm  has changed owners a  lot.  A worker  says the union is weak because 

communication  between  the union  and the management is not good (F2P160911). 

Where the union  is not  strong the workers rely  on  the welfare  committee.  About  the 

difference between  welfare and the union,  a worker  explains: “The union  is a  registered 

body,  so if this case can  not  be solved at  this level,  it  can  be reported as a  dispute and it 

can  be brought  to an industrial  court for hearing.  Just welfare can not be heard 

anywhere because it  is not  a  registered body, so it  is being  compromised” (F2P160911). 

The union in this farm needs more recognition. 

For  women  workers childcare is very  important. Women express the need for  nurseries, 

in  farm  where there are none.  Because now  they  feel that  they  leave their  children  in 

the hands of god (F2P160911).  The women  say  that  farms who have labour  camps also 

offer  daycare (F1G240911).  Labour camps are preferred by  some women workers 

because this would mean  they  can  be closer  to their  children  (F2G140911,  F2P160911). 

From  the farms researched in  this study  only  the largest  Fairtrade farm  provides 

houses for  its workers, the others do not. But overpopulation in  the nursery  is a 
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problem  there: “We want  more development in  the community. Nursery  schools for 

young children. There is one but the population is high, but it is free” (F3G190211). 

Workers would also like there to be no exceptions regarding school-fees and give all 

children the opportunity for education (F3P180911, F3C200911). 

Sprayers would like there to be more transparency  towards the chemicals they  use.  A 

sprayer  expresses his concern: “You  know  there is only  one thing  maybe that  makes you 

worry, sometimes you  are spraying  a  chemical  of which  you  do not  know  the effect  but 

we use them  and we do not  know  which  one. (...) One day  maybe you  spray  and 

afterwards everybody  is complaining  that they  are tired,  maybe not  breathing  well,  pain 

in  some joints, maybe headaches” (F1C240911). When asked if they  could ask their 

supervisor  which  chemical they  are using,  the  sprayers laugh  and say  they  do not  dare 

to ask because they are afraid they will be fired (F1C240911, F2C120911, F3C200911).

The following questions asked during  the FGDs were about  the changes the workers 

have seen in working conditions since Fairtrade and their experiences with Fairtrade. 

In  terms of health  and safety  all workers say  that  conditions have improved a  lot  since 

Fairtrade was introduced. All  workers have sufficient and adequate protective 

equipment,  it gets replaced regularly, washed and drained within  the Fairtrade farms. 

Before,  workers used to go to work  in  their  own  clothes. If they  had protective clothing 

they  would wear  it  for  three years until it  was completely  worn out,  workers explain 

(F1C240911, F1G250911,  F2P160911, F2C120911, F3P180911, F3C200911). Protective 

gear is one of the minimum  health  and safety  requirement  in  the Fairtrade standards. 

There is only  a  slight  difference between  Fairtrade and non-Fairtrade farm. It  could be 

observed that the researched non-Fairtrade farms have followed the good example.  The 

quality  of protective clothing  and boots have recently  gotten better  in  a  researched non-

Fairtrade farm (F4C220911). 

In  compliance with  national law 34,  farms are required to provide housing  or  housing-

allowance35. Fairtrade standards state that the conditions and infrastructure of the 

house must be such  as to ensure decency,  privacy  and security.  Most workers that  were 

interviewed complained that the housing allowance is insufficient  to acquire decent 

housing,  because rents are much higher.  Workers can only  afford single rooms despite 

the fact that  many  are shared with  children  and spouses. In  one researched Fairtrade 
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35 Fairtrade (and some non-Fairtrade farms) provide buses to and from work conform the requirement in 
the Fairtrade Flowers and Plants Standards. One Fairtrade farm instead provides transport-allowance. 
Workers say buses have become more reliable (F2C120911, F3C200911). 



farm  where housing  is provided, workers live in  one-room  units, thus not  suited for 

families with  more than  two children.  Bigger  families cannot  apply  for  a  house on the 

premises (F3C200911).

Workers thank Fairtrade for  giving their  children education.  Normally,  primary 

education is provided by  the government. After  primary  school only  the brightest 

children  get  funded,  by  the government, to enrol in  secondary  school. So, Fairtrade 

sponsors children  in  secondary  school and college (F1P240911).  A  sprayer  explains that 

in  his Fairtrade farm, if a  child passes the examination and is called on by  a  secondary 

school, the farm  sends that school  the fee and the workers do not  even  see the money 

(F1C240911). However, the problem  is still that not  every  child gets sponsored by 

Fairtrade. Workers plea for  every  child to be given  the opportunity  (F2P160911, 

F3P180911). This problem  is apparent amongst  all farms.  In  the largest  Fairtrade farm, 

which  has a  high  school on  its premisses and two primary  schools,  workers feel  more 

comfortable about their children’s education (F3P180911).

Medical  care is free for  all worker  and a  number  of dependents (sometimes all, 

sometimes only  spouse and one child) (F1G250911, F2P160911, F3P180911). The two 

Fairtrade farms have hospitals with  doctors instead of just  a  clinic, where workers can 

be treated. In  serious cases people from  other  farms can get  referred to these hospitals 

(F4C220911).  However,  one of these hospitals has been accused by  workers of not 

having enough doctors and nurses (F2G140911). 

It is a  minimum  requirement in  the Fairtrade standards to medically  examine sprayers 

every  three months at the employer’s expense. When  sprayers get  their  blood checked 

and if they  are affected, the person  is removed from  spraying  and rotates to another 

job. After  another  three to six  months, they  go back to the doctor  and get  checked 

again. If their  blood is clear,  they  can go back to spraying. Most  men  choose spraying 

because of the chemical  allowance. Although  workers get informed about the danger  of 

being exposed to chemicals, a  lot  of them  do not  know  which  chemicals they  are 

spraying (F1C240911, F2C120911, F3C200911).

Another  minimum  requirement is respecting the re-entry  times after  spraying.  Since 

Fairtrade, the re-entry  time issue has been  pressed by  the FLO-auditors, according  to 

workers (F1C240911,F3G190911).

Workers work six  days a  week,  eight hours a  day.  Sprayers are only  exposed to 

chemicals for  four  hours a  day  and work  around six  hours a day.  Overtime is common 

at  particular  times of the year.  Especially  the pack-house can then  be under great 
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pressure.  In  itself overtime seems not to be a problem: it  is voluntary  and compensated. 

Almost  all  workers say  they  incline when  asked to work  overtime so they  can  earn the 

extra  money. It  can  however  be a  burden  on  the women  from  the pack-house because 

they  also have responsibilities towards childcare and domestic  tasks (F2P160911, 

F3P180911, F3G190911).

Basic  renumeration  is the same for  all  departments at  each  farm.  In  all FGDs low  wages 

are mentioned as an  obstacle for  development.  Wages in  Fairtrade farms are higher 

than  in  other  farms,  the workers state. But even  in  the highest  paying Fairtrade farm, 

workers say  their  wage is not  sufficient  (F1C240911, F1G250911,  F2P160911, 

F2C120911, F2G140911, F3P180911, F3C200911, F3G190211).

According  to most  workers there is no discrimination  in  the farms. There is no different 

treatment between  women  and men or  permanent  and casual  workers (F1C240911, 

F1G250911, F3P180911, F3C200911, F3G190211). 

However,  in some farms it  is still  problematic during  promotion procedures.  Workers 

complain  there is a  lot of nepotism; the boss chooses people from  his tribe  or  relatives 

to be promoted (F2G140911). A  worker  states: “When  it comes to promotion  the boss 

does the talking; he would rather  choose his friends or  his relatives. They  do not look at 

which  person  is the best  for  the job,  because: you  can  give them  something,  or  you  are a 

friend or  a  relative”  (F2P160911).  The other Fairtrade farms researched have internal 

procedures with interviews and HR management present (F1P240911,F3C200911).

Sexual harassment appeared to be uncommon, but since this is a  sensitive subject it  is 

hard to  find out. The problem  used to be extensive with  supervisors asking  for  sexual 

favours in  return for  other  privileges. One woman  said sexual harassment  does still 

occur  during  confirmation  and promotion. Women  say  that  young  and pretty  girls or 

the supervisor’s girlfriend get  favoured. But according  to many  women  the situation  has 

improved a lot  over  the years (F2G140911,  F3P180911, F3190911).  Mainly  due to gender 

committees in  place in  Fairtrade farms which  have a  special grievance procedure for 

sexual harassment, as part of  the process requirements 36 (F1P240911).

Similar  grievance procedures are in  place in all Fairtrade farms. Most  workers did not 

complain  about  bringing  problems up with  their  supervisor. Seasonal workers express 

being more cautious about bringing  up a problem. There were only  a  few  workers 

complaining  that  problems did not  get  solved efficiently,  however  this was in  the 

Fairtrade farm  with  not  such  a  strong union. Most workers talk  to their  supervisor  or  a 
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shop-steward.  For  specific  Fairtrade issues the workers talk  to their  Fairtrade 

representative or  the Fairtrade Office (F1C240911,  F1G250911,  F1P240911,  F2C120911, 

F2G140911, F3P180911, F3C200911, F3G190211).

The work relationship between  workers and supervisors/management has improved. 

Since Fairtrade they  treat  workers with  more respect. A  lot  of workers testify  to these 

changes. The supervisor  used to shout  to the workers.  When someone did something 

wrong,  this person  was taken  directly  to the management  without  informing  them  what 

exactly  was going  on. Then  the workers would get  direct  summery  or suspension 

(F2G140911, F3G190911). Now  a worker  says: “Since Fairtrade and the union  are here, 

you  go to the shop-steward and he communicates with  your  supervisor  when you  make 

a  mistake. When it  is a  difficult case they  go to the HR manager  and there is a 

procedure to follow”  (F1P240911).  Also, more and more workers are educated about 

labour  rights since the union  is present (F3C200911).  In  comparison,  a worker  from  a 

non-Fairtrade farm  comments on  respect: “Respect  is changing  gradually. You  cannot 

compare a Fairtrade farm  on  that with  a  non  Fairtrade farm. Fairtrade is much  higher. 

Non-Fairtrade is slower  in  changing. I think  Fairtrade makes things go quickly 

according to how we see it” (F4C220911). 

Workers say  that  the union has been  empowered by  Fairtrade. The union activities 

before the Fairtrade certification  were poor.  The relationship between  management 

and the union has since improved.  The worker goes on  to say  that  the big issue is 

education.  There are other  farms where people are not aware of their  rights. In terms of 

labour  laws and rights a  strong  presence of the union is important  (F1C240911, 

F3C200911). 

But  it  is also clear  that  the presence of the union  is different in each  Fairtrade farm. 

One Fairtrade farm  is in  negotiation  with  the union about  an  individual CBA,  another  is 

still  using  the sector  CBA. Only  one has an  individual CBA negotiated with  the union 

for  quite some time.  The working conditions in  the latter  are the best by  far,  with  the 

highest  wages being  payed to their  workers. In this farm  the JB, Fairtrade Office and 

the union seem to work well together (F3C200911).

In  the Fairtrade farms the majority  of the workers are members of the union, they  feel 

the membership benefits them  regarding  increments and representation.  Workers used 

to be afraid to join  the union, something the management  would see because of the 

union  deduction  on  their  payslip,  fearing for discrimination  or  dismissal  (F1C240911, 

F2C120911, F2G140911,  F3C200911,).  Workers in  Fairtrade farms testify  that  this is not 
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the case anymore: “Fairtrade has supported the trade union. The union could not have 

achieved what it has now, if it was not for the fairtrade” (F3C200911).

However,  not  all  management  in  Fairtrade farms work together  as well with  the union. 

At one researched Fairtrade farm  female workers express their  concern  of not  having 

freedom  of association. One worker  says that the union is only  there for formality  and 

not by  function. She says it  is a  front  to get  the Fairtrade certification  (F2G140911). She 

goes further  on  to say  that workers do not  benefit  from  the negotiation  made by  the 

union, because the management  does not  implement  them  (F2G140911). This farm  is in 

negotiation for an individual CBA. 

Where there is not a  union  or  where it  is not  very  strong,  there is still the welfare 

committee.  The management  chooses this committee,  it  is not  an independent  body 

such  as union, as mentioned above.   A  worker  gives an  example: “For  instance,  I am 

harassed at work  and if I go to the welfare,  they  only  take it so simple.  They  will  just  tell 

you  please leave this, or  they  shift  you  to another  boss.  But you  will never be 

comfortable because you  do not  know  what  they  told that boss.  But  with  the union  they 

will insist  the problem  to be solved at  a  certain  level  and this person  should not be 

removed...” (F2P160911).

About  the Fairtrade initiative itself the workers have following  to say. There is 

unanimous consent  amongst workers that Fairtrade has benefited them  both  through 

the use of the premium  as well as improved working  and living  conditions. There is also 

a  widespread opinion  that Fairtrade can  lead to further  development  and that the 

achieved development  could not  have happened in  the absence of Fairtrade 

(F1C240911, F1G250911, F1P240911, F2C120911, F2G140911,  F3P180911,  F3C200911, 

F3G190211). 

About  Fairtrade awareness, in  the beginning  shop-stewards were informed first  in 

order  to train and inform  workers about  Fairtrade (F1C240911). To create awareness 

there is a Fairtrade day  every  year.  Still,  workers, especially  women, are not  always 

aware of the workings of Fairtrade.  They  just know  that  in  the Fairtrade Office  

decisions are made about  the premium  and that it  gives workers things (F1P240911, 

F3G190911). 

The JB-members come together  in  the Fairtrade Office  and decide on  projects.  Workers 

can  go to the office if they  have questions regarding Fairtrade.  Also when  workers do 

not agree, feel intimidated,  dissatisfied, or  when  workers feel  a burden for  example 

regarding  school-fees, or when  a  child is feeling  sick, they  can  go to the Fairtrade 
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Officer  who will try  to help.  They  can  not  ask anything, but  if they  are in  need of a 

sewing  machine or  larger  gas-cookers workers can request  it.  There was a  group of six 

women  who collectively  wanted to buy  a  plot and the Fairtrade Office assisted them, 

otherwise it  would have been  impossible for  them  to buy  this.  The sum  always gets 

deducted from  their  salary  in  small amounts every  month. Another  thing  that  is greatly 

appreciated by  workers are the funded courses for  which  they  can  enrol  (F1P240911, 

F3G190911, F2C120911, F3C200911).

Only  a  few  farms have a  training-centre of their  own, most have arrangements with 

outside institutions. These institutions are from  the government because the 

examinations are organised  by  government,  a  worker  explains.  So they  have to employ 

a  qualified teacher  that  has been  approved by  the government. Workers take these 

courses so that  if they  have the certification, they  can  look  for  a  job outside the flower 

farms (F1C240911, F3C200911).

Most  workers are in  favour  of the down  payment  system. They  say: “Bicycles, 

mattresses... we pay  gradually  in  instalments,  that is fair.  Buying a mattress of that 

kind,  a  big  one,  for  me as employee it  is very  expensive.  It  is not  possible in  cash. When 

you  are given  time to pay,  instalments are a  good thing”  (F3C200911). A  few  find the 

deduction  on  their salaries difficult, they  rather  have things for  free.  Also, some feel 

that  houses or  a  plot  is a  good investment  but  why  buy  a  mattress if you  already 

struggling to feed your children (F1P240911, F2G140911).

When asked the workers if their  JB-representatives are  doing a  good job they  respond 

that  they  are  really  listening to their needs37.  However,  there are also some concerns 

about  transparency  (F1P240911, F2P160911, F2C120911).  As one worker says: “We are 

just at the last end of the Fairtrade project,  do you think according  to the founders of 

Fairtrade, it  is being  fully  implemented down  here? As a  general worker I do not  know 

how  much  is in  the Fairtrade account  of the company”  (F1C240911). The issue of trust 

seems to be very  present  amongst  Kenyans. Workers want  better  transparency  and 

accountability about the premiums (F3C200911)

About  the funding  of children’s education workers explain  the following: “They  say: “we 

want to sponsor only  200 children”, but  the number  exceeds 200. There is a  selection. 

We brought maybe an  application  of 300, 100 will not be selected. That  is a  problem” 

How  the selection  is made, brings about  problems. Workers believe it  brings about 
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corruption. They  see some being  favoured and others not. Workers suggest this is a 

problem happening right now (F1C240911). 

Again, also here,  the union  is of importance for  the workers. A  worker  says that the 

union  represents the workers,  so if there is a Fairtrade issue we can go to the union. 

The union can intervene with the JB. The union is needed as a watchdog (F2C120911).

The last  question  asked in  the FGDs was what their  future aspirations are towards 

Fairtrade contributing to their well-being. 

Personal aspirations which  are voiced are buying  a  plot or  treating  their  house. A  major 

advantage about Fairtrade is the possibility  for  housing according  to women  workers. 

Fairtrade payed for  some plots outside the farm  and helped workers build houses. The 

possibility  of ownership seems very  rewarding  to workers (F1C240911,  F1G250911 

F2G140911). 

Another  personal aspiration  is taking  courses.  They  feel empowered to look to the 

future,  beyond working  in  a  flower  farm  and eventually  have an  own  business or 

different profession  with  that  course-certificate.  Or  just  as a  safety  net for  the future 

(F1G250911,  F1P240911,  F2C120911, F3P180911,  F3G190211). The possibility  of taking 

a  course, sponsored by  Fairtrade is a very  important  aspect to workers: “You  see mostly 

with  this monthly  salary  we do not have enough  to take these courses, if you  are  being 

given  one you  feel very  nice.  If you  are looking  for  a new  life, you  will  find that new 

doors have been opened for you” (F1C240911). 

Younger workers want  to work  and also finish  their  studies with  the help of Fairtrade: 

“I need to be a  nurse, so maybe Fairtrade can  contribute half and i pay  half. To be a 

nurse you  can  ask  for  part time, you  can  maybe take a  Saturday  or Sunday  then  you  go 

and come back to work. Work and study” (F1G250911).

Workers have the aspiration  that  their  living  standards will be uplifted by  Fairtrade and 

aspire a  better  future for  their  children (F2G140911, F2C120911). Workers also have 

aspirations towards their  community.  They  want Fairtrade in the future to continue to 

invest in  the community,  building  schools, classes,  hospitals, help the environment  etc. 

(F2C120911, F1P240911, F3G190211).  Also, many  workers come from  the western  part 

of Kenya. They  say  it is very  difficult  with  that salary  to go visit  or  to support  for  their 

family staying behind (F2P160911). 
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All  workers would like to earn  more money  in  the future. Some women  ask if the buyers 

can  not  pay  a  little more. It could change their  lives: “Everything is at  a high  cost in 

Kenya, but  the shilling  per  stem  remains the same.  If buyers would add something 

more then the situation on the ground could change” (F2P160911).

 3.2.3 Other Perspectives: Fairtrade Liaison Officer in  Nairobi  and KPAWU 

Naivasha Branch Secretary-General

This section  has the purpose of triangulating the information  given  by  workers and 

managers. Zachary  Kiari  is the Regional Coordinator for  East  Africa  for Fairtrade 

International38. He is responsible for  producer  services and relations with  product 

responsibility  in  cut-flowers and vegetables. He helps farmers transition  to get 

certified; especially  concerning the interpretation of standard and premium 

management, he says. Kiari  has to train  workers to understand the JB-management 

and shift the thinking of farms which initially started with Max Havelaar (RC041011).

About  the transition from  Max Havelaar to Fairtrade Kiari explains the following. They 

thought standards could empower  the flower  farms economically  and improve their 

working  conditions. Of course Max  Havelaar’s original  vision  started with  small  farms, 

so it  was a  development  moving  towards larger  flower  farms. They  conducted research 

and then came up with  standards for  hired labour. They  were monitored and found it 

working  and handed it  over to Fairtrade International.  Max Havelaar  was more charity 

and cost  sharing, which  was still  a  learning  curve.  Along  the way  the system  found a  lot 

of abuses.  Kiarie gives an  example: “Premium  money  will be used to source solar 

panels.  The workers will  pay  50 percent and the premium  money  will  be used to pay  the 

other 50  percent.  But  then  a couple of weeks down the line the same workers would sell 

the panels”.  What  Fairtrade has allowed today  is that  they  can buy  items, but  they  will 

finance a 100 percent. This creates ownership and gives a  sense of responsibility.  It  also 

trains people in  personal finance management. The previous system  did not  create 

change or impact (RC041011).

Kiari and his team  have six offices in  East Africa  and shares his office with  Fairtrade 

Africa 39 in Nairobi. Fairtrade Africa  is the voice of the African  farmers in  the Fairtrade 

system.  They  are in  the board of directors of Fairtrade International and shift  policy 

mindsets, Kiari explains.  Standard problem  can  be channeled through  Fairtrade Africa. 

They  are also coming up with  capacity  building beyond what  has already  been done. 
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Kiari says that  they  now  want  to build the business capacity  of small  farmers; 

professional financial management of the premium, development  of manuals, etc.  A 

producer  network like Fairtrade Africa  covers the whole of Africa’s producers.  By 

having  a  farmer  sitting  in  the board from  Africa, a farmer  from  Asia and a farmer  from 

Latin America, Fairtrade is less seen as a Europe top-down organisation (RC041011).

Peter  Otieno, Secretary-General  for  the union  in Naivasha, is well-informed about  the 

working  conditions in  the flower  farms.  He has seen  a  lot  of evolution  throughout  the 

years.  Most farms were not keen  in  looking into workers’ welfare and most  were not 

obeying  the government laws towards working  conditions. Due to the Fairtrade 

initiative, and others like MPS and KFC, most  of them  now  are very  sensitive on  issues 

concerning workers’ welfare.  Mainly  because it  can  portray  them  negatively  which  is 

not good for  market  purposes (SG220911).  Farms sell through  Fairtrade because they 

cannot lose the market  at  any  given  time because of contract  agreements, Otieno 

believes.  They  are selling  to new  Fairtrade markets,  looking  at  China  for  example. 

Farms do not  sell a  hundred percent  Fairtrade-certified flowers,  the remaining  part  of 

the production  is sold as a  conventional flower40 at  the auction. But  Fairtrade has been 

given first priority, according to Otieno (SG220911). 

Kiari admits that  the Fairtrade market  is very  competitive.  The demand for  Fairtrade 

products is increasing  but  also more farms are becoming Fairtrade.  For small farms 

that  are not Fairtrade-certified, it  is tough  entering the Fairtrade market.  They  cannot 

sell that much  flowers resulting  in  a  less extensive premium. Even  in  the conventional 

market  it  is tough  to break even  or make a  profit.  The farms need a  certain  size.  The 

very  small farms41,  with  a hectare or  less,  need to get  organised in a  cooperative 

because they  do not  have the capabilities like  the bigger  farms. Fairtrade will start  to 

develop standards for those which  are  very  small  according  to their  basic requirements 

and level of compliance (RC041011). 

Otieno can confirm  that  some smaller  farmers were complaining that  the Fairtrade 

standards were not geared for  small  farmers. There were issues about  the standards 

being harmonised so that  they  could also favour  the smaller  farms and accommodate 

them  (SG220911). This is a  problem  that needs to be addressed. Fairtrade should be 

accessible to all farms and should not  exclude smaller  farms from  joining.  Otieno 

further  explains a  problem  still persisting  today  as a  consequence.  Some of the smaller 

farms outsource their  flowers, whereby  they  sell them  to Fairtrade farms who later  take 
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them  as Fairtrade products to the market.  He says these small farms are the worst 

sometimes, regarding  working  conditions. So providing  them  in  this way  with  access to 

the market means they  will  not  address the poor working  conditions on their  farm 

(SG220911). 

Regarding  the problem  of outsourcing, Kiari says the following: “No way.  Our 

traceability  rules are very  clear. The farm  boxes must be labelled and the produce must 

be labelled.  The orders from  Europe are clear  on  how  much Fairtrade flowers and how 

much  conventional  flowers they  want. They  sign  agreements on  the prices for the low 

seasons and prices for  the peak  season. So the shipping system  is very  clear  up to the 

point  of sale,  according  to Kiari.  About  outsourcing  he goes on  to say  that you would be 

surprised at  what little percentage those big  farms sell through  Fairtrade, more is sold 

conventional.  So he asks: “What would be the motivation to get uncertified flowers 

from  uncertified farms,  if from  your own produce you  only  need 10  percent,  is there a 

business incentive? There is none” (RC041011). 

About  the traceability  Otieno fairly  points out that  FLO-auditors need to audit  what 

volume of flowers a  farm  with  that  amount of hectarage can produce on quarterly  basis 

and how  much  can enter  the market on  that basis. If the amount of roses is higher  than 

what  the flower  farm  can produce then  this raises the question  of traceability. So 

auditors must  find out where the flowers are coming from, because every  stem  sold 

through  Fairtrade gets a  premium. Otieno thinks that  social  welfare of the workers and 

environmental issues are the areas audited by  FLO-CERT and that they  do not want to 

go and look beyond that (SG220911). 

Kiari explains that  FLO-CERT is an  independent  body. It looks at how  a decision  about 

a  project has arrived. Not  at  the decision  itself but at the decision  process: from 

assessing  the project, to the budget  approval, the workings, all  the way  to the project 

evaluation.  When  asked if they  look  at  the amount  of premium  money  coming  in and 

the projects being  invested in,  Kiari says there is no requirement  in  the standards that 

says you  should use all  your  premium  money. Because the Fairtrade system  feels that if 

they  would come up with  those rules, they  would not  be empowering  people to think 

and react to their needs. They are better praised to identify their needs (RC041011).

Otieno talks about general problems he sees regarding  workers conditions.  First there 

is the problem  that it  is allowed to fire workers with  seniority,  in  order  to hire new 

workers whom  they  have to pay  a  beginner  salary.  The second problem  is casualisation. 

People who have worked in  a  farm  for  a  very  long  time before being  confirmed.  These 

workers have less benefits than permanent  workers.  These are general  problems which 

also occur  in  Fairtrade farms.  This makes it  also hard for  the union.  Otieno has seen 

that  when casual employees are unionised, some do not  get confirmed and others, who 
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are not  unionised,  do.  The workers blame the union  thus his branch  stopped recruiting 

casual workers to safeguard their job (SG220911).

Regardless,  Otieno feels that  Fairtrade has helped a  lot  towards social  improvements. 

Fairtrade has really  talked about worker’s welfare. One thing he would still like to see 

changed,  are the wages.  Fairtrade standards talk about living  wages but  the living  wage 

has not  been  specifically  defined,  Otieno explains.  If you  talk  to the workers they  say 

wages are too low. Otieno would like to ask Fairtrade if they  could put some pressure 

on  that  issue.  He also admits that  the problem  is that even  if Fairtrade would set  the 

minimum  standard,  Fairtrade is not a  law  and it  cannot  be enforced in  court 

(SG220911). 

On  social matters Fairtrade has helped the union a  lot.  A  lot of changes happened due 

to Fairtrade, not  only  social  conditions but also on  environmental matters,  Otieno 

believes.  He goes on  to say  that  Fairtrade,  due to the premium  has a lot  of activities 

towards its workers and the community.  Most  of the  workers are getting  training 

(regarding  their  job). Those who had good academic education  can  pursue further 

education (cfr; nurse, doctor...).  Others who are not  well  educated, can  take courses like 

tailoring, driving, computer etc. (SG220911).

Otieno says he would like to see  more farms join  Fairtrade.  This would help the union 

in  its cause.  The work relation  between the union  and Fairtrade has been  very  well.  This 

was not  always the case.  The union feared that NGOs wanted to interfere with  areas 

that  they  should not. He explains that  in  Kenya they  deal with  the tripartite system 42. 

So anybody  who tries to talk about  workers’ issues that is not  the union  comes in  and 

interferes with  the tripartite system.  Now  the relationship has changed.  Otieno 

sometimes writes the FLO regarding  allegations and FLO contacts the union  when 

workers in certified farms complain. So at the branch  level  Otieno finds that  the union 

and FLO are coordinating very well together (SG220911).

When asked about  the importance of working  together with  the union Kiari answers 

that  it  is very  important.  Initially  before Max  Havelaar and then Fairtrade in  some 

farms, it  was impossible to imagine them  working  with the union.  Of course this is 

based on  historical  circumstances, in  the late 80’s unions and NGOs were very  negative 

towards the flower  industry. There was no dialogue but  with  farms getting  certified and 

the structures that is demanded by  the standards and the process standards,  a  working 

relationship between management and union  has been  enhanced and encouraged. 
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Though  Kiari adds that  it is a  process driven  thing  and there is always room  for 

improvement  (RC041011). A  good working  relationship can  work  by  making roles clear; 

the work  of the union, the work of the JB,  the work of the gender  committee and the 

work of the H&S committee, he says (RC041011). 

The union  is not an  obligatory  member  of the JB-meetings.  But  in  practise you  see 

farms who say  that  the chief shop-stewards must  be part  of the JB.  For  a  worker’s 

representative,  the best  choice is the chief shop-steward,  Otieno believes (SG220911). 

About  it  not being an obligation  for  a  shop-steward to be present  in  the  JB,  Kiari 

confirms that it is indeed not a requirement.  If a  farm  has a lot of union  members and 

they join the JB-elections, those people will get elected (RC041011). 

One of the Fairtrade standards is freedom  of association and collective bargaining.  It  is 

a  very  important standard for  workers.  Otieno explains that  the farms must  give shop-

stewards an opportunity  to represent  workers. Plus they  must  also have an individual 

CBA  with  the union (SG220911). However,  there are still some issues in  Fairtrade 

farms regarding  a  CBA  with  the union.  Otieno knows in  order for  the union to be 

strong, workers need an individual  CBA  negotiated on  their  part. Without  that,  the 

company  uses the collective CBA, which  leaves too much  room  for  the company  to use 

their  own  policy  and is not favourable for  the workers (SG220911). A  researched 

Fairtrade farm  is a  problematic  one in  terms of a  CBA. It  is still  using  the collective 

CBA.  The union  wrote the farm  that  they  wanted to elect a  shop-steward, but  it  has still 

not replied.  It  is a  requirement  as a  Fairtrade farm, so Otieno contacted an  FLO-

certifier. The FLO contacted the union  and the employer.  The farm  agreed upon  a 

meeting  with  the union, but  still has not  allowed them  to elect  shop-stewards or 

recognised the agreement to negotiate a  CBA.  So the union  is thinking  of taking  them  to 

court  because it  is taking  too long. Also, workers feel that the union  is not  handling 

their  issues properly. If the workers are deducted the union  fee,  they  expect  services 

and one of the most  important service is a  salary  increment (which  can be better 

negotiated in an individual CBA) (SG220911). 

Kiari, however,  says it  is normal to bring  it to court. It  proves that  the union  is robust 

and active.  They  will agree upon  CBA. The union  has been  known to delay  as a  strategy 

to appeal to the workers,  to be seen  that  they  have fought  for  this,  Kiari explains 

(RC041011). 

The difference between a  welfare  committee and a union  being  present  in  the farm, is 

that  with  welfare the auditors do not  get proper  information, because welfare are 

management  elected representatives.  The management  gives an allowance to welfare, 

unlike the  union. So the representative knows that  when he talks negatively,  he will  not 
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be allowed in  the committee,  and lose the allowance. If there are no shop-stewards, the 

workers are disadvantaged, Otieno believes. If a dispute reaches a  dismissal,  the worker 

does not understand what  happens without a shop-steward being  present and the 

worker cannot defend himself in a proper way (SG220911).

When asked why  some Fairtrade farms are better  than  others regarding  collective 

bargaining  and freedom  of association.  Otieno responds that  it  all depends on  the 

management. With  bad management  it  becomes harder, with  good management  things 

work  easily.  He refers to a  Fairtrade farm  that had just  been taken over  when this 

research  was conducted, it  had a  bad history  of management now  hoping things will 

change in the future (SG220911).

Otieno’s opinion  about  the working  of the JB is the following.  According  to him, 

management  still has the upper  hand in decision  making  within the JB and workers do 

not properly  understand what  the JB is about. Workers are not aware whether  the 

premium  that  is coming  back is based on  producer prices or  retail  prices, or  depending 

on  the season at higher  or  lower  prices. Otieno says this area needs clarification  and 

verification  because otherwise somebody  might  be eating  away  some of the money 

somewhere (SG220911).  On the other  hand,  he acknowledges that  it  can  be difficult 

sometimes to comply  with  demands of the workers because they  propose projects 

which  are unsustainable or  individualistic. With  elective issues and with  workers,  it  is 

very  complicated, he says: “They  can  just  elect  you  because you  normally  make nice, 

they  do not look  at  the education background and because the work  is also voluntary 

(...). With  Fairtrade what we expect  after  being elected is that this person  has basic 

knowledge and can  talk english,  so he/she can lear. The education part  of the JB-

training must bring  him  or  her up to that extend of understanding. But if you  are just 

elected and not trained, then it is problem” (SG220911).

The FLO can train  those people on account  issues,  money  management issues,  project 

management  issues,  etc..  The union  will  also train  these workers on  issues of collective 

bargaining, representation  issues,  dispute handling  procedure issues, etc. Otieno 

explains. He emphasises that  he appreciates the trainings offered by  Fairtrade to the 

JB-members because every training is important (SG220911). 

When asked about  the cooperation  between  management  and worker  members in  the 

JB,  Kiari  identifies some challenges.  The role of the management is not  decision 

making, it is guidance.  How  farms interpret  guidance is different in  each farm. Some 

could be running  a  rogue committee: management that  says it is the workers’ decision, 

even  at  times when they  make bad decisions. The management washes their  hands and 
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say  the JB-representatives did not listen to their  advice. What  Kiari  has found out  over 

the years,  is that  in successful  farms the management  becomes a  sounding  board in  the 

JB.  They  help the workers brainstorm  on  issues until  they  can  make an  informed 

decision. It is a  question  on  how  the management  views Fairtrade: not  just  as a  tool  for 

business but  also as a  development  process,  a development movement  within  a  farm. 

Such a  view  is both  beneficial for  the farm  in  terms of the Fairtrade market  and direct 

sales but also in  terms of putting  up structures and systems for  development 

(RC041011). 

Talking  to the Fairtrade farm  managers the topic about  the women  hospital  in  Naivasha 

came up, emphasising the importance of partnerships. Kiari  also believes this is 

essential and is what Fairtrade teaches them. Partnerships are the only  way  to sustain 

projects.  If you  teach  the JB that when  they  come up with  a  work plan,  it  is no problem 

to engage with  professionals or  to do some scoping  of the area. He says that  when 

certified farms pull  their  resources together around Naivasha,  because they  take care of 

the same community,  they  can  have a big  impact on  that  community. By  working 

together,  next  to some of their  individual  projects, they  eliminate the risk of duplicating 

projects (RC041011).

When asked about improvements in  the future for Fairtrade, Kiari  says that Fairtrade is 

redoing  the standards for  hired labour  next  year.  Fairtrade International has formed an 

advisory  committee on human  rights and that  committee will  help shape the strategy  of 

the policy. So next year  there will  be more emphasis on  workers rights, living wages etc. 

He also explains that the auditing  process has changed.  It  is not  ticking off boxes 

anymore with  pass or  fail,  but  an  overall ranking  measured against  a  benchmark 43.  This 

new system is a process and developmentally driven, Otieno believes (RC041011). 
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4. The Impact of Fairtrade

The first  part of this section  focuses on  the research  questions about  the opportunities 

that  Fairtrade has brought  for workers in  terms of improvements in  measurable 

standards and enabling rights i.e social upgrading. It  does so by  underlining  the aspects 

that  characterise Fairtrade at  the local  level as well as the issues that remain 

challenging in the wake of buyer’s demands. 

The second part  is a  short list of recommendations regarding social  upgrading through 

Fairtrade arisen from the research.

 4.1 Answers to the Research Questions

• What are the enabling and/or hindering economic  conditions that influence the 

realisation of social upgrading through Fairtrade in Kenya? 

Fairtrade provides a  link  between global and local  levels.  In addition,  it embodies the 

tension  between commercial  pressure from  buyers and the ‘social  embeddedness’44 

from  Fairtrade’s civil society  focus.  The cut-flower  industry  is a  highly  competitive 

industry  where buyers demand high  quality  flowers at a  low  price. And at the same time 

they push social responsibility down the cut-flower value chain. 

In  this strongly  buyer-driven  chain a  concern could be: what  is the producer’s intention 

to join  Fairtrade,  to improve working  conditions or  to gain  market access? It  could be 

observed in  interviews with  managers that  most  see Fairtrade as a  win-win  situation. 

For  the farm  Fairtrade brings a  competitive advantage and enhances its reputation,  so 

it  can  get  access to direct  markets more easily.  In  the direct  markets farms agree upon 

contracts for  the coming year  which  makes their  financial income more stable. 

However  managers point  out  that  they  can  survive in the business with  or  without 

Fairtrade; farms only  sell a  modest percentage of Fairtrade flowers,  the rest  are sold as 

conventional  flowers.  The commitment  towards Fairtrade is a  matter  of the manager’s 

perspective on  labour. Managers are more and more conscious about  social 

responsibility. Joining  Fairtrade is a  choice of commitment to their  workforce. So 

managers see it  as equally  beneficial  to their  workers and want their  workforce  to be 

happy and comfortable, which contributes to their productivity. 

49

44 2.1.3 See Literature and Critique p.15.



The data  at  hand provides valuable insights into the debate concerning the 

establishment  of a  business case for  social  upgrading  (Rossi,  2011). Fairtrade managers 

highlight  the importance of a  happy  workforce as an  advantage for  productivity.  This 

finding shows that considering  workers as social actors with  rights is not in  conflict 

with  their  role as a  factor  of production. On  the contrary,  it  might  be the approach  that 

delivers the best outcome for  both, workers’ welfare and the producers’ 

competitiveness. This provides a  case for  Fairtrade and recognising workers as social 

agents with rights and entitlements.

In  regard of this tension  between  social and commercial embeddedness, all  managers 

confirm  in interviews that  they  feel the pressure to sell flowers at  a  low  price because of 

the competitiveness in  the global cut-flower market. The success of Fairtrade has 

increased consumer  demand for  sustainable products and has brought Fairtrade 

products into retail distribution channels.  This movement into mainstream  markets 

puts downward pressure on  price premiums as Fairtrade producers increase and retail-

chains demand lower  prices from  them. This tension results into producers trying  to 

consolidate optimising  their  profit  and exercising social  responsibility  towards its 

workers.  

The results regarding the compliance to Fairtrade standards in  the field are that 

producers first  and foremost  concentrate on improving measurable standards such  as 

H&S. Which  is easily  visible and quantifiable for  themselves but also for auditors. More 

difficult is the provision  of enabling  rights.  Providing workers with  negotiation  power 

and access to entitlements could translate in  demanding a higher minimum  wage 

through  the union, resulting  in  a  higher cost  for  the producer.  Managers seem  more 

reluctant towards fully  improving  enabling  rights.  A  considerable influence of social 

upgrading through  Fairtrade is therefore hampered by  the tension between  commercial 

and social embeddedness.

Within this broader  research  question  some of the arguments in  the literature must be 

addressed. Barrientos & Smith  (2005) and Anne Tallontire (2001) suggest  that 

Fairtrade farms can  indirectly  benefit  social upgrading  in  non-Fairtrade farms.  Indeed, 

it  could be observed in  the field that  one of the impacts of Fairtrade thus far  has been  to 

catalyse others to improve their  social  responsibility  awareness.  Fairtrade managers 

agree that  they  had an  influence on the Naivasha  cut-flower  industry; more farms have 

adequate protective equipment, workers get training  regarding  their  work,  transport  is 
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provided to and from  work, more farms try  to provide subsidised meals etc.  However, 

non-Fairtrade farms do not  adopt all  aspects of the Fairtrade approach. Enabling rights 

fall short  in  non-Fairtrade farms, such  as workers representation  through shop-

stewards, subsidised education  for children  in secondary  school, education  and courses 

for adults and an effective grievance procedure.

Fairtrade farms can  demonstrate how  benefits for  both  producers and workers are 

achieved.  It  can catalyse a  more human  mentality  to production  whereby  workers have 

rights and entitlements, and are not just  seen  as a production  commodity. Fairtrade 

could serve as a  reconciliation  of these two views on  labour.  However  a  broader 

mitigation  of the tension  between  commercial and social embeddedness is necessary  in 

order to achieve social upgrading for all workers.

• What is  the  impact of Fairtrade on social upgrading for workers  in the cut-flower 

industry in Kenya? 

The answer  to this question  is deducted on  the one hand  from  the changes,  the needs 

and the aspirations towards Fairtrade expressed by  workers in  FGDs. On the other 

hand from  manager’s perspectives on  social  upgrading  in  Fairtrade farms. At first  the 

manager’s perspectives are summarised, then workers’ perspectives are discussed. 

Managers are changing  their  mentality  towards their  workers gradually.  Their 

engagement towards Fairtrade seems to be a personal and voluntary  choice.  While the 

initial  motivation  to get the Fairtrade certification  might  have been to get  access to 

direct markets with  contract agreements, their  social  awareness has become an 

important part.  Parallel,  there is also a locally  rooted motivation to see Fairtrade as an 

opportunity to improve the Naivasha community through the Fairtrade premium.

All  managers believe Fairtrade has a  positive impact  on  the working  conditions. They 

say  H&S has improved a  lot,  the overall social  dialogue is better  and that  wages are 

higher. Also,  the Fairtrade premium  provides workers with  benefits through  projects 

decided on  by  the JB-representatives.  These projects are for example; a  bursary 

program, a  down payment  plan for  certain  goods,  subsidised courses,  help build a 

hospital etc.  

Manager  also state that if it  was not for  Fairtrade overall  living conditions would not 

have improved as much. The most important aspects being education,  environment 

and social  welfare in  the community. Managers also say  to support  partnerships with 
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other Fairtrade farms and the government  to realise a  bigger  impact, for  example the 

women’s hospital in Naivasha. 

However,  the rationale for  the producer to deal with  the tension  between  social and 

commercial embeddedness seems to continue having  both regular and seasonal 

workers.  In  this manner  the producer  is able to respond simultaneously  to 

contradicting buyer’s pressures such  as high quality  requirements alongside quick 

responsiveness to orders and low  prices.  In Fairtrade farms producers should strive 

towards a  full regular  workforce. There could be  a  willingness and positive trend 

observed towards more regular  workers.  Also, seasonal workers are  feeling  more job 

security  than  before also by  expressing  their  expectations to become permanent very 

soon. 

It is clear  in  the field that  another  way  to deal with  this tension is a hesitation  towards 

negotiating an  individual CBA  with  the union. Some Fairtrade managers are hesitant 

towards negotiating  and postpone the  collective bargaining  with  the union which  they 

guaranteed upon to do so in  the Fairtrade standards. An  individual CBA  would provide 

workers with more rights and entitlements than the weak sector  CBA  where minimum 

wages are too low.  This important negotiation  depends a  lot  on the management vision 

towards social responsibility. 

This research investigated in  detail how  the introduction  of Fairtrade has influenced 

social upgrading  from  the workers’ perspectives.  Particularly  focusing  on  the changes 

they may have witnessed since Fairtrade45. 

It is clear  that the introduction of Fairtrade has had a  considerable impact  on 

measurable standards.  The biggest  improvements throughout  the years are situated in 

health  and safety  conditions. H&S standards are most  easily  observed and the changes 

are more easily quantifiable by the workers. 

All  workers at  Fairtrade farms think  Fairtrade has a  positive impact on  their  lives. They 

have witnessed improved working conditions. They  now  have adequate protective 

equipment,  transport, good meals, changing rooms,  social benefits since before the law 

required it  (such as maternity  and paternity  leave),  medical care,  better  working  hours 

and respect regarding re-entry times.
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The three biggest problems that  came out this study  regarding  measurable standards 

are: childcare, transparency towards chemicals and wage46. 

Childcare facilities,  such  as nursery  school on  the farm’s premisses,  make a  significant 

difference to women’s well-being. Women  face difficulties in  taking  care of their 

children  while working.  Even when the farm  provides a  nursery  school, women  say 

there is a problem of overpopulation.

Class I chemicals should not  be used according to the Fairtrade standards, however 

many  sprayers do not  know  which  chemicals they  are spraying.  They  are educated 

about  spraying  and the potential hazards but  are not told  exactly  which class they  use 

in  the field.  Sprayers want more transparency  regarding the chemicals because they 

worry about their health. 

Wage is defined as a  measurable standard but  is closely  connected to enabling rights. 

Every  worker  pointed out  that  the biggest  issue they  would like to see changed is wage. 

The workers in  Fairtrade farms are paid more than  the minimum  wage but  it  is still too 

little. The relevance of wage as a  first  priority  of social upgrading  is clearly  connected to 

the basic needs of workers household. Most  workers struggle to get by  and ask an 

advance on  their  salary. The direct  impact of a  higher  wage could be observed in  the 

largest  Fairtrade farm  where workers earn about  3000KES more than  in  other 

Fairtrade farms researched.  These workers live more comfortably,  can eat  better  and 

wear  nice clothes.  Still, all workers,  even the ones earning  the most,   are forced to low 

living standards. 

Workers have very  limited bargaining  power  and the opportunity  to negotiate wages 

depends on  workers representation through  the union. That  is why  wage is so closely 

connected to enabling rights. 

Crucial  component  of social upgrading, enabling  rights have emerged as a  precedence 

in  the FGDs.  Enabling rights that  workers expressed to have improved since Fairtrade 

are voice, respect  and not being discriminated against. Workers highly  value being 

respected in  the workplace.  Their  relationship with  supervisors has improved since 

they treat workers with more respect. 

Discrimination  seems to have been  tackled.  However, according to workers it does still 

occur  during promotion  when  supervisors exercise favouritism. The procedure should 

be fair  and preferably  there should always be a shop-stewards present during the 

interviews. 

Sexual harassment used to be extensive but  this problem  has been severely  reduced 

through the presence of grievance procedures and gender committees. 
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Also, the relationship between  management and workers has improved with  the 

introduction  of Fairtrade.  Democratic  structures appear  to be prioritised by  Fairtrade, 

when  demanding  for  worker  representation  in  for  example the JB and different 

workers’ committees.  A  transformation towards a  more open  social dialogue between 

both  is seen.  Workers learn,  through  the JB, how  to communicate and negotiate with 

the management.  The distance between  management  and workers representatives has 

been reduced.

Grievance procedures are in  place where there used to be none, and different 

committees to voice problems or  concerns have been  set  up.  Fairtrade also underlines 

the importance of raising  the awareness of workers’ rights.  Workers express that  they 

feel more comfortable in  the workplace and learned their  rights through  the shop-

stewards.

Workers expressed that education  is very  important. They  appreciate that they  can get 

a  bursary  program  for  their children  through  the Fairtrade premium. It would 

otherwise be impossible for  them  to send their children  for  learning beyond primary 

school. Besides the education  for  their  children  workers all mention  their  joy  and 

aspiration  to take courses such  as driving, knitting or  the computer.  There is room  for 

personal development  through these courses partly  subsidised by  the Fairtrade 

premium 47.  Education  is a  major difference between  Fairtrade and non-Fairtrade 

farms. Some workers can even  combine their  studies with  work, for  example to become 

a  nurse.  Working  part-time seemed no option in  non-Fairtrade farms and the courses 

workers have to pay themselves. 

The Fairtrade premium  has been used in  different  ways at  the farms. Projects like 

building  roads, water  projects, hospitals and orphanages.  All  workers agree that  these 

projects have benefited them  and they  are convinced it  benefits the Naivasha 

community.  

An important  part  of the improved enabling  rights is workers’ representation  through 

the union.  According  to the union-branch  in  Naivasha  and the workers,  Fairtrade has 

empowered the union.  In  terms of workers’ representation, in  farms in  which  a  good 

social climate is praised, there is often  a  good relationship between the management 

and the union.  The best  working  conditions can be seen  in  Fairtrade farms where 
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Fairtrade officers,  management  and shop-stewards work  well  together.  This is still 

more of a struggle in non-Fairtrade farms48. 

Fairtrade pushed unionisation  and since there is no disciplining  the workers anymore 

for  using  their  right to freedom  of association. The Secretary-General  of the Naivasha 

union-branch  would like more farm  to become Fairtrade,  because it  praises Fairtrade 

for  advancing  social  responsibility  and empowering  the union in  its practices, despite 

not all of them  having  an individual CBA.  An individual CBA is important to entrust 

workers with  more ability  to negotiate their  rights. This would reduce the power 

imbalance between  managers and workers.  However,  the union  also underlines that 

Fairtrade cannot act as a  substitute for  the national  labour  law,  and consequently  can 

not reenforce its standards.

Fairtrade can  mediate negotiations towards more individual CBAs, but  it  seems to 

depend on  the management their  attitude towards collective bargaining. Between  the 

Fairtrade farms there could be observed a  difference in  this attitude49.  There is still a 

way  to go in  order to ensure that the provision  freedom  of association  and collective 

bargaining in the Fairtrade standards is fully put into practice. 

In  conclusion; with regard to enabling rights the observations are mixed.  Fairtrade 

establishes a  more democratic  organisational structure at  the farms through the JB and 

different committees where workers can voice their  concerns. Workers feel more 

respected and discrimination has diminished. Managers value a  good social climate 

and seem  open to cooperation  with the union, but some are not eager  to negotiate an 

individual CBA. An individual CBA  is important for  the empowerment  of workers 

because it entrust  them  with  more ability  to negotiate their  rights,  and in  particular  a 

higher  wage.  Wage is all workers their main  concern. Because a  higher  wage could 

provide them  with  better  living  standards, help to pay  for  their  children  their  education 

and ultimately  a  better future. Now  their  salaries are  too low  and not in  line with  their 

actual costs of living. Fairtrade standards state that wages in  Fairtrade farms should be 

in  line or  exceeding  minimum  wage agreements.  So it  is the union  that  should negotiate 

a  proper  minimum  wage.  However, when  it  comes to negotiating  wages it  seems a 

difficult issue: the  farms are profit-seeking  business organisations and do not want  to 
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pay  higher  wages if they  do not  have to.  It  could be observed that Fairtrade empowers 

the union  but it  should help to enhance labour  organisation  even  more. Fairtrade 

cannot substitute  the national labour  law  and therefore should cooperate with  the 

union  and the Kenyan government  to aim  for  better  working  conditions in  all  farms. So 

workers can  achieve all aspects of social upgrading, including  freedom  of association 

and collective bargaining.  Resulting  in  a  higher  wage as a  by-product of their  enabling 

rights. 

 4.2 Recommendations

Recommendations and reflections which came up during this research are briefly 

described in this section. 

• About the internal workings of Fairtrade

When looking at the critique UNCTAD50 made in 2007  about  the Fairtrade standards it 

can  be said that things have changed for  the better. Concerning  the homogeneity  of the 

standards; now  there are product specific standards51  for  ‘Flowers and Plants’,  ‘Fresh 

Fruits (including bananas and wine grapes)’, ‘Fresh  vegetables’,  ‘Prepared and 

Preserved Fruit’, ‘Secondary Products’, ‘Sports Balls’ and ‘Tea’. 

Although, it  is recommended that the flowers and plants standards are subject  to 

continuous updating to keep up with new developments.

In  2009  there have been established three Fairtrade regional  producer  support 

networks: Fairtrade Asia,  Fairtrade Africa,  Fairtrade Latin America. Fairtrade Africa52 

represents all  certified producers in  Africa. It enables its members to have a  stronger 

voice in  the governance and management of the organisation.  The three producer 

groups are also in  the board of directors of Fairtrade International.  The top-down 

structure of Fairtrade is being challenged with their presence. 
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Fairtrade should consult as many  Kenyan  stakeholders as possible in  the working  of the 

flower  and plants standards. It  should listen to their  recommendations and critique in 

order to have a positive impact on the sustainability in a longer perspective. 

Good to mention  is also that Fairtrade will  introduce new  hired labour standards next 

year.  Fairtrade realised it  addresses the labour  rights of the workers but  fails to address 

entitlements and lives beyond the workplace.  So it  will work together  with  an  advisory 

committee on human  rights and that  committee will help shape the strategy  of the 

policy  that will reform  the standards with  more emphasis on  human  rights 

(RC04102011).

It is recommended that  the standards put  more focus on social  upgrading from  a 

workers’ perspective in  order  to address workers even  more as social actors with  rights 

and entitlements. This is the best way  to mediate the tension  between  ‘capital’ and 

‘labour’.

• About being inclusive 

There has been  critique that the Fairtrade standards applicable in  the Kenyan cut-

flower  industry  are not suited for  small farmers. This is a  problem  that  urgently  needs 

to be addressed.  Fairtrade’s core vision  is to help small  farmers get  access to the global 

market.  It  considers support  to producers of high  importance and the organisation 

should be careful  not  to create barriers to potential new  members especially  the small 

scale farmers. Small farms are often the worst regarding working conditions. 

It is recommended that  the standards need to be harmonised to also favour and 

accommodate smaller  farms (for  example by  financial  management  of the premium  in 

small farms,  development  of Fairtrade manuals for small farms etc). By  all  means 

Fairtrade should avoid becoming an elitist movement.  

• About being transparent

The interviews with  workers clearly  prove that  JB-representatives want  more financial 

transparency  in  regards to the premium  money.  Sprayers want more transparency  in 

regards to the chemicals they  use.  Transparency  is something  that  Fairtrade advocates 

so there is need for full transparency towards all levels of the workforce. 

It is recommended that  Fairtrade encourages the management  to be fully  transparent 

about  what is going  out  and what is coming  in  from  Fairtrade flowers sold. Also 

absolute clarity  about  not  using  class I chemicals and labelling  the ones they  do use. 

Because sprayers still seem  not to be convinced about not  using  class I and are worried 

about their health. 
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• About the cooperation between Fairtrade and the Union

It could be observed in  this research  that  farms which  are Fairtrade certified and where 

the management,  fairtrade officers and shop-stewards cooperate well together,  have 

better working conditions for their workers. 

Therefore it  is recommended that Fairtrade cooperates and encourages the union  in  its 

practises. This is so important because shop-stewards need to education  workers more 

about their rights and provide them with training on labour legislation. 

Fairtrade and the union  need to ensure a  gender-balanced policy. So women  can 

achieve more promotion to supervisory and middle-management levels53.

Also, this cooperation  could enhance union organisation  and encourage farms to 

negotiate individual  CBAs.  Both  entities serve as a watchdog  upon violations of 

workers’ rights. 

It is recommended that Fairtrade should devote more attention  to freedom  of 

associating and collective bargaining  in  their  standards.  Because this is such  an 

important part in the achievement of enabling rights for workers. 

• About  the partnership with  other  Fairtrade farms, the government and different 

stakeholders

A  health  and safety  officer  interviewed in a  Fairtrade farm  said that  she feels that 

Fairtrade is taking  over  the responsibility  of the government. To prevent  the 

government  becoming  too lazy  at  implementing  labour  laws or  investing  in  social 

infrastructure, it is important for Fairtrade to cooperate with them. 

It is recommended for  Fairtrade to partner  with  as many  Kenyan  stakeholders as 

possible to reach sustainable development  for  the community.  As said in  regard to the 

women’s hospital in  Naivasha, if Fairtrade should someday  not be able to support  the 

hospital anymore,  there are other  stakeholders who will keep it running. In  this case,  it 

is a  project where the government  is involved and has responsibility  over  it.  This is a 

good example of sustainable long term development. 
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• About Fairtrade in the farms

During  the FGDs workers sometimes seemed unaware of what  Fairtrade actually 

means.  They  know  they  can  get something  “for  free” at  the Fairtrade office but  did not 

understand the mechanism  behind it 54.  Some even  thought  that  it  was the Fairtrade 

Officer personally giving them things. 

It is recommended that much  more effort is put into providing  workers with  full  and 

comprehensible information of Fairtrade, so that  everyone is knowledgeable about  how 

it  is implemented and audited. This could be in  cooperation  with  the shop-stewards 

informing workers.  Also,  to keep training JB-representatives on  financial management, 

and project implementation and assessment to empower them in their tasks. 

Fairtrade Officers themselves exchange ideas regarding  the working  of Fairtrade at 

farm  level. They  visit each  others’ farms and exchange best  practises.  Once in  a while 

there is a  conference for  African  producers,  traders and NGOs to meet  and share their 

experiences with  Fairtrade55.  Fairtrade officers express their  interest in these 

conferences and suggest  Fairtrade to organise  this at least  once a  year because of the 

much added value to their work (F2FO290911). 

• About a unified standard consolidation

In the interviews with  managers all of them  expressed a  need for  an  umbrella  body  for 

all  the different  standards.  Managers say  they  are under  constant audit  and it  would 

help if there was a unified standard consolidation.  One effort  towards this end,  called 

HEBI56,  has failed in  its attempt.  It  is difficult  to make a  detailed recommendation 

about  this issue,  because this was not under research. This last recommendation  is 

made with  a  view  to report there is a significant  demand for  harmonising standard 

initiatives in the cut-flower industry in Kenya. 
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5. Conclusion

Fairtrade is discussed in depth  during  the interviews in  this research.  Important 

conclusions can  be drawn from  the analysis.  First,  it  is clear  that the impact  of 

Fairtrade on  social upgrading  is greatly  connected to the global context.  Meaning: it  is 

interconnected to the tension  generated by  global  buyers in  terms of pressure on cost 

and efficiency  on  the one hand and pressure to exercise social responsibility  on the 

other hand. In  this particular  study,  to be in  compliance with  Fairtrade standards 

which inherently increases costs. 

Fairtrade has had a  considerable impact on  social upgrading  in  terms of measurable 

standards. The most  significant  changes have been  recorded in health  and safety 

conditions. Improvements have also been  made in  terms of wages, which  are usually  a 

bit higher in  Fairtrade farms. But  there is still a long  way  to go.  The relevance of wage 

as a  first priority  of social  upgrading  is clearly  connected to the basic needs of workers 

household.  All  workers say  their  wage is too low  and not  in line with  their  cost  of living. 

The opportunity  to negotiate wages depends on  workers’  representation  through  the 

union. That is why wage is so closely connected to enabling rights. 

Regarding  the impact of Fairtrade on  social  upgrading  in  terms enabling  rights the 

observations are mixed.  Fairtrade has established a  more democratic organisational 

structure through  the JB and different committees.  Workers can  channel their  voice 

more and feel  more respected.  Discrimination and sexual  harassment  have diminished.  

Through  trainings and courses workers also feel empowered in  their  personal 

development. The different  projects funded with  the Fairtrade premium  have benefited 

them and their community.

Managers’ perspective on  labour  is changing  gradually.  They  value a  good social climate 

and seem  to be open  to cooperation  with  the union.  Even so, some are eager  to 

postpone negotiating an individual CBA. An individual CBA  is an  important  step in  the 

empowerment  process of workers because it  can  entrust  them  with  more ability  to 

negotiate their  rights.  As enabling  rights,  freedom  of association and collective 

bargaining  are important to provide workers with  a  stronger  negotiating  power that 

would allow  them  to carve a  better future for  themselves,  resulting  in  a  higher  wage as a 

by-product of these rights.  

However,  negotiating  higher  wages seems a  difficult  issue: the farms are profit-seeking 

business organisations and do not  want  to pay  higher  wages if they  are not  forced to.  It 

could be observed that  Fairtrade has empowered the union but it  should help 
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strengthen  labour  organisation  even  more.  Fairtrade cannot  substitute the national 

labour  law  and therefore should cooperate with  the union and the Kenyan  government 

to aim for better working conditions in all farms. 

The attainment  of enabling rights, especially  collective bargaining,  is the social 

embeddedness57 of the GVC that  represents the recognition  of workers as social actors. 

The increased costs of this recognition  that is negotiating  an  individual  CBA  with  the 

union  and increasing  salaries,  are in  stark  contrast with  the pressures to reduce costs 

deriving  from  commercial pressures.  It  is therefore the tension  between social and 

commercial embeddedness,  created at  the top of the GVC transferred to its lower 

segments, that prevents social upgrading fully. 

Fairtrade is a  link between  global  and local power  politics.  It  can  help to see workers 

less as a  production commodity  and see them  as social actors with  rights and 

entitlements that will  enable them  to participate actively  in the cut-flower value chain. 

Fairtrade can  extend the space for  labour  to exercise its agency  further  by 

strengthening workers’ representation.  

Fairtrade is an  ongoing  negotiated process and through  cooperation with  producers, 

workers,  the union  and local  Kenyan stakeholders in  that  process, Fairtrade could lead 

to the desired improvements in  enabling rights.  In  the Kenyan  cut-flower value chain 

Fairtrade can be seen as potentially  helping to mediate between  commercial pressures 

and social responsibility.  This optimistic view  should not obscure the fact  that  Fairtrade 

is limited in  changing  the fundamentals such  as corporate-driven  globalisation  and 

cost-cutting strategies.  Therefore, unless the tension  between  commercial  and social 

embeddedness is relieved, Fairtrade will not  fully  deliver  social  upgrading  in terms of 

enabling rights needed for sustainable development in labour and human rights. 
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INTERVIEWS

Key Informant Interviews: 

Interviewees Reference including date

F1 

F2 

F3 

F4 

F5

KPAWU

Fairtrade International

Financial Manager F1FM220911

Human Resource Manager F1HRM220911

Project Administrator 
Fairtrade Office

F1PAFO220911

Fairtrade Officer F2FO290911

Health & Safety Officer F2HSO270911

Fairtrade Administrator F3FA210911

Production Manager F4PM230911

Production Manager F5PM270911

Human Resource Manager F5HRM270911

Secretary General SG220911

Regional Coordinator, East 
Africa

(Product Responsibility: Cut 
flowers & Vegetables)

RC041011

FGDs:
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FGDs Farm & Section # Participants Reference 
including date

1* 

2

3

4

5

6

7

8

9

10

11

12

13

F1 Green-house & Pack-house 3 women F1GP220911

F1 CDU 5 men F1C240911

F1 Green-house 5 women F1G250911

F1 Pack-house 6 women F1P240911

F2 CDU 5 men F2C120911

F2 Green-house 4 women F2G140911

F2 Pack-house 4 women F2P160911

F3 CDU 5 men F3C200911

F3 Green-house 5 women F3G190211

F3 Pack-house 4 women F3P180911

F4** CDU 3 men F4C220911

F4 Green-house 4 women F4G230911

F4 Pack-house 4 women F4P250911

* conducted inside the farm.

** F4 is not Fairtrade certified

66



7. Appendix

 7.1 Question FGDs

Focus Group Discussion Workers

Introduction (welcome the group, introduce myself, explain the research and what the 

results will be used for)

Structure 

Let each of them introduce themselves. 

-name

-age

-marital status

-educational level

-time working at the farm 

-type of contract

Q1: Could someone please describe a typical working day in the factory, starting from 

the morning, how you get to the factory, what type of work you perform, how many 

pauses you have, where you eat, when you leave, any other detail you would like to 

share.

Q2: What are your three main concerns  in your life at the moment? 

Q3: Does your wage help you to meet your basic needs?

Q4: Is there anything connected to your work or to the workplace that makes you 

unhappy or uncomfortable?

Q5: What are the things you would like to change in the workplace if you could?

Q6: You are working at an FLO-certified company which produces Fairtrade flowers. 

What are your experiences with Fairtrade?  

Q7: Can you remember what was the situation before Fairtrade?

Q8: Could you tell me more about the things that have changed since the Fairtrade?
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Q9: What are your future aspirations towards Fairtrade contributing to your well-

being? 

 7.2 Farm Profiles

Far
m

Hectara
ge 

Product
ion

Flowers Market Certificatio
n

Workers

Fairtrade

Non-
Fairtrade

F1 53 26 varieties 
roses

Europe direct 
sale: 
Germany 
(omniflora), 
The 
Netherlands 
(roseconnect)
, (not UK) 

Fairtrade 
since 2005

1100 
workers 95 
percent 
permanent

F2 almost 
200

? varieties roses, 
carnations, 
fillers

Europe direct 
sale

Fairtrade 
since 2009

5000-5500 
workers

F3 almost 
200

27 varieties 
roses, 
carnations, 
fillers

Direct 
markets 
(switzerland, 
germany, uk, 
us)

Fairtrade 
since 2004

5000 
workers

F4 41,5 roses, hypericum Netherlands 
auctions, 
direct market 
in Japan

700 
workers

F5 23 22 varieties 
roses

50% 
auctions, 
50% direct 
sale 

529 
workers
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 7.3 Example Interview

Focus Group Discussion 1

12 september at Carnelleys, 16u55

5 sprayers (CDU) from xxx ( 4 permanent / 1 casual ) 

Impressions:

three of them  spoke the most. two young men  and an older  one. Overall  very  positive 

about  fairtrade.  Samuel liked his job, the only  thing  he want’s is a  higher living 

standard so a  higher  wage,  mainly  to send his kids to school.  His wage was 5000 & 

higher  then the others, he had been  working  there longer. The one young  men (single) 

said conditions are bad (living  hell)  but  about  fairtrade he was positive.  it  thought  him 

to drive,  he would want  to become a  driver.  The other  young  men  was a  casual worker, 

he was confident  tho that he would become permanent, and that  he could sent  his 

children  to school  then. He complained about  his BP, only  having  one & not  being 

replaced enough, they  did wash  it. The others had three BP’s.  when asked if there was a 

lot  of difference between  permanent and casual  he said no,  but eventually  it turned out 

wage is a  lot  less: 3500  (or  something).  They  like being  sprayers because you  get  a 

chemical fee. House allowance not included in  the wage so plus 1500. check  up on 

health  3  months.  Fairtrade premium  decision quarterly.  They  gave a  say  in  it (see 

mattresses). Training  - definitely  empowerment  for  the workers. personally  and for  the 

community there are benefits. 

Introduction: 

Samuel 30y married 2 children secondary school

worked there 10y (casual 4y)

Jozef 37y married 5 children primary school

worked there 6 year (3 years casual)

Paul 47y married 7 children secondary school

worked there 18 years (8 months casual)

January 23y single secondary school

worked there 3y (6months casual)

Steven 26y married 3 children secondary school

seasonal contract 8 months
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Discussion: 

Q1: 

January: spraying: groups in  sessions, morning  session  from  6  to 7,  next  from  2  to 4. 

morning not  a lot of work, more work in  the evening lots from  2  to 4  , then  they  spray. 

after  bathroom, wash  clothes showers.  don’t  work  in  own  clothes,  change wash  your 

body to be free from chemicals.

up to é:  can  go to their  houses, you  can do others thing,  if you  not  you  can  just  sit 

around, if you  have kids you  play  with  them. eat  lunch? voluntary  to eat  in  the canteen, 

if you  are willing.  cheap? yes 10sh/15sh, good food.  pick you  up with  bus? yes company 

bus, various picking points. break-time they  take you  back. 2  to 4: extent  sometimes to 

5.  if someone has leave, 2  to 5,  paid for  overtime. back with  the bus till the morning 

again. BP’s washed,  leave it in  the changing room. In  the morning  you  come & it  is 

washed. each  day. Hours a  day  not that much, get  a  higher  wage? chemical allowance 

on  top of your  salary,  how  many  hours do we work...they  do take as if we have worked 8 

hours, because our work has risks. do pay as if we worked 8. 

Steven: Happy  to come here for today. Advice on  spray, what  should we eat  to stay 

strong. even  with BP’s there are effect.  How  much do you  get  checked? after  three 

months. He wants the touch  the quality  of the BP there they  are not good.  go there and 

see the quality. even  the period, giving  new  BP’s he is still  using  the old one until  now 

already  6  / 8  months. They  should replace after  weeks or a  month. effects from  BP not 

only from chemicals also other effects. That is his opinion & is not correct on his side. 

Samuel: under  the house act,  safety  and health  now  doing  well in  the company.  most  of 

us have three pairs of BP’s,  they  wash,  drain them, put  them  in  the reck,  so there is 

some comfortably.  For lunch  they  try  to give us better  foods. for  sprayers, what we eat 

is important, to keep us healthy. By  the time we are spray  they  remove the other  people 

so we don’t  effect them.  the supervisor  makes sure everybody  puts on gloves and mask 

etc, so that we are protected.  They  draw  blood to check for  medicine, if they  see you  are 

effected, the person  is removed to another  job and they  bring  another  person in. they 

do that so they  can  recover. but  take a  fresh  person.  hospital Kaje sure that  doctor  put 

medicine,  what has effected you  becomes in low.  chemical allowance when  you  are 

outside they  don’t take away  the allowance. after  three months,  to the doctor try  find 

medicine, get better & go back the spraying. 

Steven: why  no 3  BP’s? because you  are casual? different section, and supervisor  it 

depends on that. Target supervisor of steven is big. there is pressure. 

Samuel: we have the union, so we can  help him.  so what  we did the last time we can 

bring him to the union representative and present him the problem. 
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Steven: but  i still have fear. wrong side of supervisor? meeting with  these guys can  give 

me advice. 

Q2:

samuel: that  the children can  be educated. but  the money  can’t make them  go to school. 

another thing: is how  we eat. if you  eat  will  you  can  survive for  so long. but now  how  we 

eat is just ugali. at working place is ok.

Steven: but  if you go back  in  the house, you  have a  wife and children  they  want to eat. 

one kg  flour  is 60sh  and three children  and wife en  you.  After  one month  you spend 

more than your salary. 

January: and then they  want to were the clothes they  want to wear..water...country  is 

becoming a living hell. lets call it a living hell. for that small salary you have to pay tax. 

Samuel: hospitality,  health. January: we have a clinic  at the working place,  but  if you 

took  your  spouses there, the maximum  is wife and 1  child.  the ret  is on  your  own  risk. 

The clinic is free for employees only and for wife and one child the rest is up to you.

Q3: 

Samuel: No. reasons: two children want to go to school but school  are very  expensive. 

he earns 5000  after  deducting  advance.  Can  not afford his living.  standard of living  is 

very  low. can  not  afford to go home. switch  his phone of when  people call. can not  go 

home to home area. transport  is too expensive. the money  is too little. if they  can 

improve the wages. too low ( everyone agrees)

January: economy  is high, not  married but  he can  feel  the weight. the money  is not 

enough  for  basic  needs. food is getting more expensive,  everything  in  the country  is 

getting so expensive. 

does your  wage go up? january  : no. Samuel: yes .  January: if you  work on contract  is 

low, permanent is higher.  College 5000  is permanent and he is as a  casual  3500  after 

deduction. 

Steven  add house allowance 1000. is that  enough? no. houses are expensive, you  can’t 

get t for that 1500-2000 is normal. so you lose your wage, water, house ...

Q4: 

Steven: social building  have games,  pool  after  work  you  can go there and play  with  your 

fellow employees. after that you can go back and go home and struggling to survive. 
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Samuel: aid policy  in  the company, but these people are just  working  with  us, 

something  like spray  should be considered, consider  them  not  to spray  so they  can 

improve their health. But they don’t discriminate? no they have aids policy.

Relationship manager/supervisor? the relationship is good,  if a  issue arrises look  for 

the shop-steward/representative, talk with  him  and he talks to the management  about 

the issue. No barrier? no just talk, solve the problem and go back to work? 

January: absence: victim  calls union  rep = shop-steward, call him  supervisor  comes 

and talks with  that  person  plus you,  they  solve the problem  and then  you  are sent back 

to your working place. 

Q5 (see Q1) 

Q6:

samuel: with  fairtrade things are very  different.  auditors want  to put  in place are very 

good.  in  company  they  make sure that h&s are ad-hired to.  makes sure the premium 

which  they  get  from  selling,  most of us were given mattresses. Did you  have a  say  in 

this? We call them  the reps of fairtrade at  each  section,  they  come together  to form  the 

joint  body. JB = workers members and management.  put the money  on an  account  and 

then  decide what to do with it and ask  the workers(steven: members).  we suggest that 

our  problem  : we want  to sleep well, we want mattresses and they  bought  almost 

everybody. we sit down and decide what to do.

Q7 & Q8:

improved? january: yes.  he was not  there with  implementation. but  he shares stories 

with  colleges. BP they  used to wear  rugs. don’t  know  fairtrade links with  H&s but i 

think so.  Reasonably  BP now. Salary  increments,  bonuses like the one mattresses, 

educating  people now,  computer,  driving...if you  are willing.  Trainings organised? they 

are institutes that  link with  the JB,  they  talk  with  those institutes if members want  to 

join,  you  pay  25  percent  of the training.  I can  say  we have really  improved, more so in 

trainings.  They  are important everyone agrees. he has trained driving. he learned 

something he didn’t know. now he can look for a job as a driver. 

Steven: even  me for  that  short  time: since i work there fairtrade changes which  it can 

bring in the surrounding  environment  in  which  we life, they  want  their  health  to be 

good and make sure that  area  is clean  and environment is good around.  january  agree 

and samuel. 

Samuel: over the year  before we got  fair  trade we sprayed with  chemicals put xxx,  were 

first  class chemicals and should not be sprayed not even  with  human  beings. no no 

more these and replaced them with second class chemicals.
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what I can  add: also they  can  assist  the poor  students to help them  with  the school fees 

to second school and university. fairtrade is making  people in  the community  to 

improve so much.

Fairtrade is good because they  are helping  people,  pile school  and transport.  (like town 

Nakuru)

can  you use the busses on  the day  off,  transport  for  other  things? only  the JB can  & 

officials.  when member select  the JB, JB mixed officials from  management and 

workers. not transport outside work. 

You  feel reps do good job? Steven: yes really  they  are listening, present our  needs.  they 

sit  down when  the money  has come, then  they  come and tell us we have an amount of 

money,  what  do you  as members want. we sit  down  and share ideas each  and everybody 

can  decide,  bring  suggestion and we decide what  we want. Quarterly  money/premium 

decision. we go with the majority. we follow that. is democratically elected. 

(What food can I eat to remain strong?)

January: how  often  is excised the decision: quarterly,  after  three months: it  depends on 

the market.  quarterly  but depends on  market when  premium  gets in  you  are awarded 

something. what  do you  know  about  the market? lot of ft  products being  sold? 

January:they  are concerned,  i  can  say  they  do flow  the flowers from  here to where they 

are sold. 

do you  feel because of ft  farms,  do you  think  it has influence on  non-farms? January: on 

my  behalf non  members of fairtrade are working  hard to becoming  ft.  our  living 

standards are being  up lifting  by  the standards i can’t  say  it  is because of the union. 

union  is less concerned in  the fair  trade more about non  fair  trade . they  are there for 

the others. 

Steve: but  they  are there as a  watchdog.  Are you  members of the union? yes we are, it is 

important that  its there.  January  : you  know  those gifts,  the elected members the J & 

officials we can’t trust them  that  much  but  with  the union  stresses what  comes give it  to 

the members, no shortcuts, it acts as a  watchdog,  they  do make sure what  us come has 

reached the members. 

Samuel: there are a  lot  of companies around here that  are not  fairtrade,  what  we are 

seeing  with  our  flowers they  have ft  labels. one day  they  told  us that when  these flowers 

arrive the market  that  have the ft  label are being  solved faster  then the other markets, it 

is selling  well.  when  we see the flowers are being soled well  then there will be job 

opportunities.  and working  standards will  be improved.  so the non  members ft  they  are 

trying to get ft. 

Steven:the higher  production the more flowers,  more money  comes.  FT farms also 

results in investments in  the community  you  don’t  recognise this in  other  farms? 

struggling to get but haven’t met the standards of ft.
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Q9: 

January: community  or  individual? about  me: i’m  aiming to have further  studies with 

fairtrade. Not only  the driving  i have, being  trained.since i have a  good grade so i  am 

aiming higher. when  you  grow  up you are asked what would you  like to be, i was 

dreaming  to be an  electrician. i know  with   the help of ft  i will  get it.  Will  you  have a 

diploma  you  can  apply  for  another  job? yes now  i  can  start  looking  for another  job,  by 

the help of ft  i got  into driving school.  Would it  otherwise be to expensive? yes if you  are 

employed by  the big  companies you  would spend 5000  shillings to be educated on  how 

to drive, the ft  is helping  me to achieve this goal.  i have more goals then  being  an 

electrician.  if they  will  let  it. if they  will support  me. Is there a  class in  electricity?  yes 

i’m  caring on  that. So you  are taking that  class? yes i’m  taking  one.  I don’t  even  dream 

of having a diploma but is did have.

And for others? 

Samuel: I want  to live a  standard where I can  be able to educate my  children,  the 

community  there will be a lot of improvements.  around the lake, there is pollution  the 

environment,  so i  think  the community  around will be healthier  people in  the near 

future.  Personally  wage going  up? yes the wage should go up but with  ft  it will  be more 

easy. 

Steven: on my  front  I would like to add my  professions, even  my  children,  with ft  will 

help me to get  my  children  in school  go far. Do they  offer  education,  free? yes its i  there, 

free until standard 8. 

Aspiration  to become a permanent workers? yes i think i  will become a  permanent 

workers,  soon, very  soon. Other  advantages besides job security? my  job security  is not 

bad, because i expect something on my part, i don’t think i have any worry. 

Teaching  my  child, my  daughter  is form  two now  going form  three and they  are helping 

me. Personally? I want  to get  a  license in  driving,  i know  how  to drive,  but  i don’t have a 

license. You taking it  the course? yes. How  long  does it  take the course? January: i 

depends on what you  want to be. operator  (three years) or just  drivers (6  months). 

Steven: depends on the grade. 

When do you take classes? in the evenings or when you are off. it is flexible. 

I also want  to be a  driver,  so if i  leave my  job i can  go and try  to be a  driver. be a  driver 

for a matatu. 

January: in  summary  ft is trying  to help us. yes (everyone).  So have have to conclude it 

is not  a  bad thing? no it  is not a bad thing. but  we can  get  more. Higher  wages, 

chemicals...? yes yes.  They  are making sure every  sprayer  is tested after  three months. 

there are technical terms like rotation  if chemicals in  the blood are too high. rotating 

somewhere else. 
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Has anyone experienced rotation? I have seen  most  of the people done that.  a  lot of 

people. Every  rotation you  can find that: after  some period, 6  months there is a 

rotation. they  are taking  to other  section like production  section, like grading  section if 

you  are willing to be back again  after  three months then  they  do test  you  the 

concentration of the chemicals in you blood are ok you can go back.

But  it  on  your own  free will? yes it  is voluntary.  most  people like the sprayers because of 

chemical allowance that can increase your salary. its is a risky job but... 

Also some don’t  like working  with  ladies.  Why? the spray  section  most  men,  only 

women  operate chemical machine so almost  all men.  there are men  who don’t  like 

working  with  ladies.  ladies are...don’t know  how  to put it, but  we don’t  like it.  we work 

alone, the rest of the section women are there. 

Discrimination? no discrimination. 

Steven: god wish we shall meet another time...
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