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A6stract 

%e research is aimed at tielt'nnillillg alia pn"oriti::ill[J fac tors o6structill!J tfie esta6[isfilllCllt ana 

cOlIso[iaatioll of £a6our lI111'O liS ill pn"'vate higfier eaucat /'olla[ institutions i1l f£tfziopla. 'Ifie stua), 

fias attempted" to figure ou t tne j"Il/[ucnee of some factors on tfie desire of emp{oyees to 

illstitutiollarize tfielllseEves alll defelld tfieir rliJfits. 'TTie 06;ective of tfie study was to collle lip witfi 

{)ivia interpretations as to tfit.! 'Very f actors [imitl"lIg die ac'vc(opmcnt of unionizatlOl/ ill tfie stated 

illstitutiolls alld tfieir respecti'"e degree ofilllp[ications. 

'TTie study, illitia{Ey, ulldergone tfirollgfi differellt SCIentific metfiodS to detect tfie genera{ situatiolls 

tfiat tfiere are in tfie private filiJfier educationa{ institutions witli regard to tfieir liuman resource 

confiiJuratiolls alld management practices. }lfter wards, tfie Stlldy o;pallded its liorizoll ill to 

mal<.jng speCliwtiolls all tfiose mallagement and w60ur rewted factors w fiicn are liofi[illg 6acl( tlie 

jonnatioll of liTH'ons in organi::::ationa[ conteJ(t. 'ITie research 'was o:pectea to 6ring a60ut outcomes 

ustillg Ollt tlie majorvana6[es tfirowillg set 6ac/i} ill tfie emp[oyees' IIl1iollformat ioll efforts. 

'TTie investigatioll fias made use of 60tfi primary and secolldary sources of data. Specifica[Ey 

questionnaires distri6l1ted to randomEy serected emp[oyees and IIl1scliedufed interviews collducted 

witii respollsi6[e personnef ill tfie illstitlltiolls fiave comprised tlie majority of tfie tas/( 'To 

suppfemellt t fie finding, tfie researclier, lias made use of secondary data so urces and items. 

'TTie difficu{ties tnat were faced durillg tfie study illculde wcl( of tlie necessalY [iterat ure to 6e 

reviewed especia {Ey witfi rega rd to In tfie specified sector of indllstry, a lid tfie a6senee of coopera tion 

f roll1 some l"lIstitull"ona( officia& upon cow/ucting interviews and requesting for company recora 

matcn"afs. Cfu rtfrer morc, t fie time prau/'aed for die stllay fias, llllquestiolla6(y, posed sOllie 

li"llll"lat10 11 for 6ringing ex/ta ust ive usts affac tors into V I'C"W. 
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CHAPTER ONE 

INTRODUCTION 

Over the last five decades, trade unions in Ethiopia h ave evolved a nd 

experienced so many ups and downs. Owing to the relentless e fforts 

of workers, currently th ere are plenty of trade unions, a considerable 

number of workers federations a nd a confederation. At th e national 

level, the Confederation of Ethiopian Trade Unions [CETU) claims to 

represent about 300,000 workers organized in 431 basic unions and 

9 federations. The law [la bour proclamation 377/2003, ch2 Art .124) 

requires the management to m eet and confer with elected union 

representatives when m aking decisions which affect pay, hours of 

employment, or workin g cond itions. When unionized employees a re 

dissatisfied with payor other job related factors, the company faces 

a possibility of a strike or other form of collective action designed to 

pressure the firm to respond to employees' concerns. Managers, to 

this end, need to understand the basics of labor relation s and labor 

law to handle day- to-day labor m anagemen t relations effectively. 

The presence of a union mounts the pressure on the management 

fo r a watchful and prudent policies and human resource practices . 

Huma n resource specialists in labor relations can help m a nagers 

develop tactics an d str ategies to work constructively with the union 

and its representatives in areas such a!S negotiating the tcrms of a 



new labor contract, interpreting a labor contr act, or responding to 

an employee grievance. 

A union IS basically an organization th at represents employees' 

interests to managemen t on issues s u ch as wages, working hours 

and working condi t ions. Employees partic ipa te in ad ministering the 

union and support its activities with union dues and fees meant for 

fin a n cing its activities and services. The law [proclam ation 

\\ 377/2003, a rticle Ill] protects employees ' rights to join and 

participate 111 unIOn s . It a lso requires employers to bargain and 

confer ,'lith the union over certa in employment issues that affect 

employees' welfare . 

Employee unions are brought into existen ce, usually, with a 

/ 
though t of securing a better barga ining s ta~d~ ~ Many studi es in the 

a rea disclosed that employees opt for establishing unions wh en they 

feel threatened , in secured , and gen erally dissatisfied with certa in 

aspects of the job. Workers cons ider establishment of union s, as 

ensuring higher wages and better benefits, as a means of being 

heard by m anagement and securing uniform treatment, a nd lastly 

they see u nionization as a solution to thei r problems. Higher 

educational institutions are established with specific objectives of 

tra ini ng an d producing qualified human capital required for 

economic development, cond u cting resea rch undertakings 

pur poseful of ind icating problem areas and disseminating resu lts to 
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the best interest of stakeholders. Since 1998 G.C., more than 18 

Private Higher Educational Institutions (PHEls) are sharing the 

contribu tion made to the sector by public higher learning 

institutions in producing educated m anpower. According to some . 

studies conducted in the sector, instructors in these institutions 

usually complain about so many aspects of th e job and the 

management . Managerial practices observed in these institutions are _____ 

more of job-centered and seldom consider human aspects of the job. 

This being the case, workers in these organizations h ardly attempted 

to set up unions. 

\ 

\ 

\ 
\ 

\ 

\ 

\ 
3 

-. 

- • . -.... ..J J 
I 

--------.1 

I 

'; 



STATEMENT OF THE PROBLEM 

It is quite apparent that bus iness companies combine capita l, la nd , 

entrepreneurial a nd human resources m order to perform the ir 

a ctivities and consequently bring about the product to their 

customers. Among the above-mentioned resources, human resource 

sta nds out to be the most crucia l one as it determines ho\\' other 

resources are to be utilized. Setting up systems where by 

organizational resources can be managed appropriately is vita l for 

success. Companies organize units , via these systems, so as to 

manage their capitals, land use, entrepreneuria l ventures and 

human resources . Human Resources Management is usually 

observed as being one of the difficult tasks to be underta ken by 

company management. Thi s case is intensified in a com petitive 

business environment where employees are gaining a better 

bargaining position 

Workers do have certain righ ts tha t must be honored by employers -
with no preconditions . Usually , employers specify the do's a nd the 

don'ts together with the rights and responsibilities of each \\·orker. 

But some companies try to ta ke best advantages of some s ituation s --
by going agai n st the will , a n d basically the rights of the \\'o rkers . It 

is a n a lmost u su a l tend en cy thal em plovees are unfa irly treated a nd 

were m ad e to ind ivid ually con fron t with organizatio n s 

unquestionably deny in g th em a ba rgamm g powe r To avert suc h 
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cond itions for too many employees within d ifferent organizations are 

settin g up labor un ions a nd registering themse lves in the National 

Labor Un ion Federations. 

High e r Educational In s titution s are e n gaged in the ac tivity of 

offering edu cational services to their customers. In these 

in s titutions, the workers (i. e. instructors a nd lecturers) a re 111 a 

continuous touch with cu stomer s (i. e . s tud ents ) and this call for a 

more con cerned a nd delicate management as it may otherwise r esul t 

in an unfavorable repercussion. However, the existing scen a rio a nd 

the actual trend a re not as they should h ave b een. Employees, by 

far, could be regarded as not being treated as they ought to and in 

almost a ll of the instants they were n ot able to claim their rights and 

act in unions for securing a better bargaining stand s. 

To this end, th e research was focused on identifying th ose major 

factors which deterred employees from achieving high er bargaining 

stands by setting up officially accepted unions and con sequently 

undertook a s peculative scrutiny on the identified facto rs with the t \ 

r 
in te n t of offering a ppropria te resolutions. 
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THE RATIONALE 

It is qu ite natural that the main aim of most business enterprises is 

obtaining the maximum profit by successfully satisfyi n g their 

customers and thereby enhancing their brand acceptance which 

ultimately grants unleashing and uninterrupted long term success. 

Pri vate higher educational institutions are, these days, in a n eck- to 

neck competi tion . Being subj ected to limited number of custom ers, 
-.~-

the pace to win competition is gaining a boost in momentum. The 

m ost important resource that these institutions are using is human 

resource and specifically the teachers that they have. It is bone 

certain that customers will m ake 2.n institution their specific choice 

if they feel convinced that the value that they are expecting to be 

provided by an institution is superior to any oth er institution. Apart 

from other elements, the quality of education maintain s the h ighest 

weight II·hen customers make th eir own valu e ana lysis. The quali ty 

of education in turn is h eavily dependent up on the qua lification and 

m otivation of the teachers . Motivation undoubted ly plays a vita l role 

in delivering the required service. Employees feel de-motivated when 

and II·here they feel the gap between their expectation and what is 

actually there in for them. At too many instances, teachers at these 

institutions do not feci secured and m otivated which as a result 
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serious ly weaken the act developing belongingness to the 

ins titution s. Therefore, the m a in reason behind underta k ing this 

s tudy is to clearly illi cit the m anagerial a nd employee centered 

problems hindering the efforts m a de by em ployees to safeguard th eir 

rights and as a resu lt bring about m otivated employees which are 

wi lling to stretch their pote ntia ls so as to perform to their best . 

SCOPE OF THE STUDY 

The research a imed a t obtain ing a result which IS supported with 

evident ial fac ts about the major elem ents acting as set backs for the 

unionization interests and effo r ts and make prioritizations so as to 

shade ligh t on the most important ones. The researcher for this 

purpose con sidered randomly selected private higher educational 

institutions . In these institutions th e workers are normally 

categorized as academ ic and non-academic staffs. It is obvious that 

the c h a racteristics a nd interests of academic staff members a re very 

different from that of the non-academic ones. The researcher, with 

thi s context , has con sidered only academic staff m embers. Further 

more, with the th ought of securing convenie nce, the researche r was 

limited only in to observing private higher educational institutes 

located in a nd a round Add is Ababa. Apa rt from these th e researc h is 

merely descriptive in a sense that it is limited to li sting out the 
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factors laying setbacks in unionization efforts and verifying their 

level of influences u sing ranks as a parameter. 

LIMITA TIONS OF THE STUDY 

It is as clear as crystal that a lmost every research activity will be 

faced with certain elements which bring about drawback on the 

effectiveness of the study. 

With respect to this study, certain limita tions which h ave had some 

sort of influence over the preparation of a well-organized and fully 

dependable material were identified in advan ce . These limitations 

were:-

1. Lack of necessary literature to be reviewed with reference to 

th e specific industry undcr consideration. 

2 . The unwillingness of some institutional officials to offer the 

desired information for the study. 

3. The shorta ge of time required for undertaking a full fle tched 

study where by exhaustive listing of variables would have been 

made possible . 

4 . The lack of sufficient budget for undertaking the research in 

the appropriate manner. 

5. The lack of access to certain records, which were attribu ted to 

many causes. 

8 



OBJECTIVES 

General Objectives 

The research study has a general objective of identify ing the major 

and relevant factors discouraging activities of setting up labor 

unions in private higher educational institutions. 

Specific Objectives 

The specific objectives that the research targets to achieve are; 

1. To identify factors discouraging the formation of trade unions. 

2. To prioritize the factors on the basis their degree of 

influence. 

3. To obtain first hand information on the fe elings that employees 

have towards the management and towards establishment of 

unions within the specified scope. 

4 . To come up with some propositions as to curbing the 

problems to the best interest of both the employers and 

employees. 



METHODOLOGY 

A. The Data 

Th e stud\' m ade a modest a ttempt to identify the elements deterring 

the establishment of labor unions in private higher educa tional 

institutions. Th e Research er has \-iewed the data from two a ngles. 

With regard to the type of data needed, the study particula rly 

rummaged around for different personal, organizational and 

environmental factors standing against unionization effort s. The 

research has, d irectly or indirectly, accessed the a bove-mentioned 

data by using da ta sources such as ; 

~ Questionnaires distributed to random l,- selec ted sample 

in structors a nd lecturers . 

~ Interviews conducted on responsible insti tu tiona l officials 

~ Organizationa l s econdary data items ,a nd 

~ Other relevant literatures 

B. Method of data collection 

As to the me th od of da ta collection , both pri!TIary and seconda ry 

data items were used . Prima ry data sou rces like questionna ires fi lled 

in by teache rs in selected in s titution s a nd imerviews mad e with 

res po n sible offi cia ls co n s ti tuted th e unde rta~ings . On th e othe r 

ha nd seconda ry data ite m s were collected cram pu bli s hed and 
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unpublished materials related to the issue . The combined u se of 

these, undeniably, provided outcomes that are of a higher degree of 

reliability. Furthermore institutional records were also observed. 

c. The sampling method 

The method to be applied in identifying th e sample e lements is of 

utmost importance for arriving at sound and reli able findings. 

Concerning the sam pling design for the questionnaires, the 

research er first applied clu ster-sampling mech anisr:; for deciding the 

three private higher educational ins titutions to be inclu ded in the --study. Then from each of these institutions, 20 randomly selected 

teachers were made to fill the questionnaires. The total sample size 

for this study was sixty. 
~ 

D. Method of data analysis 

The research made a kind of inquiry into identifying independent 

variables that a re considered to pose influences on the dependent 

varia ble , which is 'se tting up unions'. Having collected th e relevant _, 

data for th e research, it was compiled, organized , ~~eferenced(r/?' 
processed and interpreted carefully so a s to mini m ize non-sampling 

errors . The data processing was made to identify descriptive and 

inferential statistics tools which supplemented the interpretation 

a ctivity. [n due course of the processing, tabl es, pie-charts, bar 

graphs, frequency polygons we re used to a ll ow for a decert 

und erstandin g of the collected data. On th e top of these, certa in 
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s ta ti stical applications like sampling d istributions a nd confidence 

in terval estimations were emploved for the in terpretation phase . 

Organization of the study 

The project paper con ta in s four ch apter s. The firs t chapter contain s 

the in t roduct ion which is fo llo\\'ed by the s tatem e n t of the p roblem, 

th e ration a le, scope of the study, lim itation s of th e s tudy, and th e 

m ethodology. Ch a pter two discu sses the literature review where 

different r esearches a nd their findings a re highlighted . In ch a pter 

three, Results and discu ssion are presented . The four th ch a pter 

cover s conclusion s a n d recommendation s . 
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CHAPTER TWO 

LITERATURE REVIEW 

It is vividly unders tood that organ izations maintain clear sets of 

obj ectives to be accom p lished in due courses of their opera tions. 

Most companies set out surviva l, profitability or grovvth whi le 

undertaking "activities a nd associa ted efforts . To th is end they 

procure human resource so as to get things done a nd their by 

secure pre-established and pre-defin ed destinies. Ha ndling a nd 

dea ling with human resources activities, by far, take the lion share 

of organizational m a n agement . As human resource is a very vita l 

resource that can enable a firm to make use of other organizational 

resources, it is a n utm ost importance to establish human resource 

management tools, procedures, policies a nd guideline s with a 

watchful thought. 

As per th e Indian Institute of Personnel Management, personnel 

management a lterna tive ly te rmed la bor managem ent or staff 

management represents the task of dealing wi th human 

rela tionsh ips withi n an organization. Academically the three aspects 

are the welfare aspects concerned w ith working conditions and 

ameni ties su c h as canteens, c reches, housing, personal probl ems of 

\\·orkers, schools an d rec reation, the second aspect deals ,,\lith 

recruitment a nd p lacem ent of employees, remuneration, promotion, 

13 



incentives, productivity etc., while the third aspect is a ll about 

industrial re la tion which is concerned with trade negotiation, 

settlemen t of industrial dis putes, joint consultation and collective 

bargaining. The concern a rea of this study is the a forementioned 

third aspect of personnel ma nagement. 

Trade union s. are u sually established with a pnmary obj ective of 

promoting and protecting th e interests of its m embers. One thing 

which n eed s to be remembered IS th at a trade UnIon, besides 

fighting for the rights of workers, must also see to it that they are 

discharging their responsibilities towards assigned work. A study 

m ad e by Mulugeta [2004] on the ro les of trade unions, clearly m a de 

a n assertion that the labor union in a case compan y positively 

con tributed to the accomplishment of objectives by enhancing th e 

crea tion of harmonious work environment. 

In spite of the fact that m a ny studies and practica l expenences 

verified the importance of labor unIOn s In expediting company's 

efforts toward s goals a nd objective accompli shm en t, mo s t managers 

a nd company officia ls still maintain a n egative attitude towards 

unionization efforts and extend their effort s even to the extent of 

resi stin g their establ ishment. 
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The functions of a trade union are very comprehe nsive. Its functions 

are generally classified into those which are militan t or protective 

and those \\·hich are fraternal, ministrant or positive. Under the 

former group of functions, a trade union is primarily concerned with 

obtaining better condi tions of work and of employment for its 

members through s u ch militant activities as strikes and boycotts 

which a re generally resorted to when efforts at collective bargaining 

fail to bear results. The latter function relate to the provisions of 

such benefits as sickness and accident paymen ts . A trade union 

also offers financial support to its members during strikes and 

lockouts and during periods of temporary unemployment. 

Efforts of labor associations, if not outwardly, are influenced by th e 

government. The Ethiopian government dreads the presence of well 

organized labor unions, fed erations and confedera tion s for fear that 

it may discourage foreign investors, and as a re sult it has appeared 

a bit restricted in ratifying firm proclamations favoring the working 

class. However, marked changes with such regard h ave been 

witnessed due to pressures from labor unions and federations 

internally and the International Labor Organization (ILO) externa lly . 

The constitution of Ethiopia contains a full chapter (chapter 3) o n 

fundamental rights and freedo ms. The fundame ntal ri ghts h a ve been 

grouped under the h eadin g, "Human Ri ghts" a nd "Democra ti c 
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Rights". The constitution gu arantees rights and freedoms of equal 

protection under the law, freedom of speech and expression, freedom 

of assembly and association. General freedom of association is laid 

down in the constitution (Article 31, "For any cause or purpose'), 

and specified in article 42, "Rights of Labor", which reads: "Factory 

and Service Sector Employees, Peasants, Agricultural Workers , other 

Rural Workers, Government Employees Below a Cer tain Level of 

Responsibility and the nature of whose employment so requires, 

shall have the right to form associations for the purpose of 

improving their economic and employment conditions. This right 

shall include the right to form trade union and other associations to 

negotiate with their employers and other organizations affecting their 

in terests". 

On the top of this, a consistent criticism and pressure from the 

International Labor Organization (ILO) experts, facilitated the 

adoption of labor proclamations one after the other. The labor 

proclamation No . 42/1993 has served its purpose for a decade m 

spite of uninterrupted opposition and critique from ILO experts. In 

2004 , a new proclamation No. 377/2003 has been made effective. 

This proclamation asserts the right of workers, without dis tinc tion 

whatsoever, to form organizations to organize their activities \\· ithout 

in te rferen ce from the publi c authorities and not to be dece :ved by 

a dministrative authority (Article III (1), (2) and (7)). [n add Ition to 

16 



this, it has clearly stated the minimum requirements of membership 

for setting up trade unions to be 10 . 

Apart from unions under th e umbrella of CETU, there are different 

organizations that are not recognized as unions under Article 3 (2) of 

the labour proclamation. The wide range of exclusion gave rise to 

uncertainties and problems. In pa rticular, difficulties arise because 

of the insufficiently clear definition of some of the categories, such as 

managerial employees or because of the rationale for excluding some 

categories, such as teachers. 

The situation of the Ethiopian teachers association (ETA) has been a 

cause of deep concern for some time. An important step towards 

resummg a normal situation has been the release of 

Dr.Woldesemayat, president of ETA, following a decision of the 

Supreme Court in May 2002 after he h ad been arrested in 1996 and 

sentenced in 1999 to a prison term of 15 years . However in March 

2003, the ILO's committee on fre edom of association reiterated its 

concern on this m ater and requested the government to amend its 

legis lation so that teachers , like other workers, have the right to 

form organizations of their own choosing and to negotiate 

collectively, a nd to keep it informed of deve lopment in th is respect, 

including the current status legislative reforms regards trade umon 

pluralism and the labour rights of civil servants. In its latest 

communication for the 2004 report of the committee of experts on 
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the application of conventions and recommendations the Ethiopian 

government specified that teachers a re free to form associations to 

promote their occupation a l interes t and th a t those working In 

government institutions a re governed by the civil servant law, while 

those working in private undertakings are governed by the labour 

law. 

Too many studies made into forma tion of trade umons a ddressed 

that h aving one indus try wide labor umon IS of a considerable 

importance as it strengthens its influence and avoids the case of 

inter-rivalry of trade unions. According to Sarkar[2000], "One 

Indu stry sh ould have Recognition to one Union only so that Workers' 

Problem will have quite and Satisfactory Solution". The Ethiopian 

government with this regard m ade it clear that industrial unions 

setting up their respective federations are to be included under a 

national confederation, namely, Confederation of Ethiopian Trade 

Unions (CETU). 

There are 9 industrial labor federation classifications as: 

1. Farming, forestry, hunting a nd fishing national industrial 

unlOn 

2. Mining a nd quarries national industrial union 

3. National m anufacturing industrial union 

4. Electric, gas and water national industrial union 
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5 . Construction national industria l union 

6. Whole sale and retai l nationa l indus trial un ion 

7. Transport and communication national industria l un ion 

8. Finance, ban k a nd insura nce national industri a l union 

9. Public services national industri a l union 

A study rriade by the Con federation of Ethiopian Trade Unions 

[CETU](2005 : 123) indicated that the farming industry stands first in 

th e number of registered ind ividua l labor union s and in the rate of 

registration. It is followed by the manufactur ing a nd public service 

industries . 

Private higher educational institutions are included in the last 

industria l category which is 'Pub lic Service Industries'. A cross-

sectional s tudy conducted by CETU [2005:212J indicated a 0.25% 

average increase in m embership. However , almost none of it is 

contributed by the education sub-sector and specifically the private 

higher educational category . This may be attributed to m any 

reasons. However the general and outwardly observable aspect is 

the fact that the private h igher educational sector is in its early stage 

of development. Nevertheles s, the concern of the re search is to 

iden tify th e s pecific oth e r reasons which stood on the way of 
1 

employees unionization a ttem pts. - /' 
r 
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A study made by Jain and Agarwal [pp . 1341 , 2002], on Indian trade 

un ions movement identified seve ra l difficu lties and obstacles to the 

developmen t of labor union s and ascertained the case that most 

obstacles take their root from the labor itself. They put forward the 

followin g enumerations . For th e purpose of easy observation , the 

factors are su b-divided into : 

A. Difficulties from worker's side: 

~ Illi teracy of workers 

~ Migratory nature of labor 

~ Lack of unity and awareness 

~ Lack of inside leadership 

~ Small s ize of trade unions 

~ MUltiplici ty of trade unions 

~ Inter-rivalry of trade unions 

B. Difficulties on the part of trade-union : 

~ Uneven growth of trade-unions 

~ Weak fi n ancia l resources 

" Instabi li ty among trad e unions 

" Narrow outlook 

" Irregularities in the working of t ra d e un ion s 

" Lack of effic ient workers a nd deli cate trade union leaders 

C. Opposition by employers 

20 



D. Government policy 

The idea of setting u p trade union s, usually, emerges fro m the 

prevailing circumstances that the workers are made to be exposed 

to . A study u ndertaken by Solomon (2005) convincingly 

demonstrated the positive relationship between the degree of 

insecurit\· and the ten den cy of workers to set up labor UnIons . 

Workers , when feelin g threatened, look for some company so that 

they will defend their righ ts full h eartedly. In addition to the fellin g 

of insecurity, so many other factors force workers to join themselves 

and from trade unions .Upon joining labor unions m embers a re, 

usually, required to make periodic contributions for funding the 

union. As a result , they expect some objectives to be satisfied. Firs t 

workers want to prevent management from taking a ny unilateral 

action which may be irration a l; preju dicia l to their vital interest like 

transfer, promotion by favoritism , layoffs, punishment etc. secondly, 

union m embership is thought as offering secure means of protection 

from economic dangers beyond their control such as accident, 

death, illness, unemployment, old age etc . Most importantly 

workers want a strong front for communicating their fee lings, 

option s , reactions, grievances etc. and secure effective vOIce In 

decis ion making process on those matters which affect the ir interes t 

d irec tly. 
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Despite the aforementioned benefits and purposes, most workers in 

some industries ra rely give a closer thought into it. Employees in 

most private higher insti tutions are n ot, by any m eans, exceptions to 

thi s. In m ost tendencies, the workers were exposed to conditions 

which threaten their welfare . Nevertheless, not enough efforts have 

a lready been observed into setting up unions. This leads into a firm 

conclusion that there are factors keeping workers away or hindering 

the activities of unionization efforts. It is, thus, the main concern 

and orientation point of this study to pin point these factors with the 

maximum possible degree of clarity . 

Plenty lots of factors can be attributable to the under development of 

labor associations in companies specifically and in industries 

generally. Illiteracy of workers is one of the factors predominantly 

observed specifically 111 manufacturing industry which IS 

ch aracterized by having their considerable human resource portion 

made up of illiterate or semi-literate workers . It is apparent that 

su ch workers, as they h ave limited education, are not that 

enlightened a nd usually do not value unionization. On the top of 

this, they consider their fate as though it is attached to the current 

organization a nd fe ll like they can not get employed in another 

company . To this end, th ey try to sho\\' the management their 



obedience at the expense of a lmost anything. Formal edu cation will 

help individuals h ave an enlightened and broad outlook. 

An other factor is the migratory nature of workers which can be 

reasoned for many other factors. In almost a ll conditions, it is an 

utmost importan ce to h ave a stable labor force and environment so 

as to set up trade unions. It is when em ployees get to know each 

oth er a nd have common areas of concern that their unionization 

efforts flourish. A supporting argument was advanced by Sarkar 

(2000: 2 13) who stressed the labor tenure stability as h aving an 

implication on the communication of workers which ultimately limits 

the possibility of organized efforts . Private High er Educational 

Institutions are u sually ch aracterized by a relatively higher la bor 

turnover rate. A study made by Kinetibeb (2006) on one private 

h igh er education ins titution indicated a comparatively higher rate of 

labor tu rnover th at was 15% per annum. More over, the industry is 

very much characterized by a frequent introduction of new s ta ff 

members. Separation rate is a lso equivalently h igh. 

Lack of u n ity a nd awareness is one a mong the common factor s 

impeding the developm ent of unions. In most cases, wh en 

empl oyees lose common ground s and common a reas of concerns, 

c reation of the urge toward s organizin g workers is ve ry difficu lt. 

Some orga niza tions a nd their top managements a pply the "Divide-
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and-Rule' kind of system where they expose different groups of 

1Norkers to different treatments and circumstances. 

This kind of act by the management destructs the possibility of 

organized efforts. This practice has long been, a nd still IS, a 

mechanism to disintegrate a possible common fee ling and 

consequently develop a sprit of mistrust among different working 

groups . Sometimes workers, even though maintaining similar areas 

of concerns, do not perceive the attitude and belief that unions 

defend their rights and enables them to have a strong foothold . In 

line with this most workers, due to lack of awareness, think that 

setting up unions would rather negatively influence them as it 

invites a direct and face-to-face confronta tions with the employer. 

To this end most of th e workers, usually, get in to a feeling of 

reluctance to get themselves organized . 

Another important fac tor is the lack of inside leadership. There is an 

a rgument that leaders are rather born, n ot created. In subordination 

with this, leadership requires so many personal and psychological 

t raits. These traits coupled with a strong commitment bring about a 

real leader. The presence of a leader makes workers behavior 

consistent, efforts co-operative and moral high. As a matter of fact, 

eve ry group, may it be small or big, requires a strong leader to guide, 

inspire and direct its members towards the attainment of a 
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particular objective. Jain and Agarwal (pp. 1297, 2002) have very 

a ptly remarked that, 'The will to do is facilitated by leadership and 

lukewarm desires for achievemen ts are tran s ferred into a burning 

passion for successful accomplishment by the skillful u se of 

leadership'. Without leader ship, a group d isintegrates, destroys its 

team spiri t and fritters away its energy. Hence, the absence of thi s 

c rucial element makes th e act of unionization a bi t out of reach. 

Another aspect that matters to a con s iderable extent is the size of 

employees. (i.e. the number of employees). There h ave been some 

outright arguments a bout the relationship between size a nd group 

formation . Some argue that the smaller the sIze th e higher the 

t endency for individuals to get attach ed to one another and have a 

spirit of uni ty. However, some argu e to the contrary and supplement 

supporting reasons by emphasizing on th e increased possibility of 

having enlightened leaders. Letting these a rguments aside, size 

matters in a sense that the functioning of the union reqUIres 

involvement of individuals a nd contribution of fund to run its 

operations, \\-hich is h a rd ly a t tain able 111 small sIze workers 

environment. 

Weak financi al resou rces, u s u a lly, stands in the way of settin g up 

trade u nions. This appears to be empha sized m ore in organizations 
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where workers are offered low salaries a nd allowances. Financial 

issu es present convll1cll1g reasons for m a king decis ions on som e 

proposed ideas. Despite the fact th a t workers maintain a strong 

enthusiasm for setting up unions, they barley make any move at a 

condition where they fee l that it disturbs th eir states quo. Vi r tually 

all trade u nions require financial resources to be collected from 

m ember s in a form of mem bership fee a n d periodic contribution . 

This collected fin ance is to b e u sed for running its activities and for 

h a ndling some contingencies . The size of the contribu t ions , and 

how regula rly that they a re made, dete rmines the strength of th e 

union a n d the longevity of the association . 

Pe rha ps the stronges t and fierce opposition em erge from the s ide of 

the employers . Too m a ny employers, for one reason or another, 

maintain a stand wher e they perform a nti-labor union activities. 

These is observed by many as a misconception for the presence of 

labor union s does a lot goods to organizations in creating som e 

senses of friendships, coopera tion a nd fostering ha rmonious 

envi ronment that ultimately boost produ ctivity and effici ency . 

s tudies ITafesse, 2004) undertaken recently indicated th at 

management applies negative treatme n t that grows even into firin g 

so as to discourage a ny m ovement th at may potenti a lly turnout 

establishing uni ons . However, this s tudy was a kind of case study 
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wh ich seriously de li mited its scope to considering one company only. 

More over , as it hadn't taken management viewpoin ts it is 

consid ered as just being a mere ref1ection of the workers. 

Diversity of th e work force in customs, culture, race, background 

a nd areas of specia lization unquestionably poses some lim itations in 

th e relationships that they form. Closer ties and re lationships are 

usually prerequisite to th e establishment of unions friendly links 

give birth to organized efforts. It is something as clear as crystal 

th a t getting a long individual s with m arked deviations in concern s 

a nd traits is a very difficult task. Generally, the reality on the ground 

is that su ch people can easi ly d isagree than they reach into 

agreement and share common ideas. 

In addit ion the things mentioned above, the very nature of the job 

deter mines the possibility a n d requiremen t of settin g up trade 

unions. To a n oticeably large ext ent Sarkar (pp . 137, 2000) 

demonstrated t hat in organization which emphasizes on h aving only 

the job done a nd follow a la issez-faire kind of leadership , worker s 

secure a less tend ency to create informal groups wh ich are spnng 

boards for trade union formations. In most of the private higher 

edu cational institutions, workers, especia lly the teachers, stay in the 

compound fo r a very li mited time and consequently, they hardly 

form informal work groups. 
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Apart from the above m en tioned factors, others like the existence of 

inter-rivalry in and among labor unions, the narrO\\-er outlook that is 

maintained by both members a nd leaders, and the aspect of having 

a geographically separated place of working, which u ndoubtedly 

brin gs about a bridge in communication may hm-e some effects in 

hindering the creation of organizing of such a kind. 

By and large, as labor ul1lons are formed wi th the intent of 

improving the workers bargaining power and contributing to an 

enhanced labor welfare practices, it usually flouri shes in working 

environments and institutions which are characterized by autocratic 

management and! or traditional styles of administration which 

considers workers as insensible _ On the other hand , th e feeling that 

workers have about the states quo determines the possibili ty for a 

move into being organized. In other words, it is very unlikely for 

there to be any thought of setting up one if the workers fee l satisfied 

with the way things are in the organization and the way they are 

treated by the management. The preliminary observation made by 

the researched indica ted that the conditions in the selected p r ivate 

higher institutions a re not that much satisfyin g rather the vast 

majority of the workers maintain the idea tha t th ings have to be 

improved in various areas of con cern . Conseq uently, the study, 

re lying up on this fact, \\-ill t ry to make an in tervention so as to point 



out the factors influen cing the setting up of unions with in the 

s pecifi ed scope of coverage and handover recommended solution s to 

minimize thei r influence. 
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CHAPTER THREE 

RESULTS AND DISCUSSION 

The establishment of labor union s was proved to be a mutual 

benefit for the organization as well as the workers. However, at so 

many tendencies, organizations were observed resisting the 

establishment of trade unions. The problems in and around effecting 

organized efforts can not only be attributed to organizations and 

their management but a lso it emerges from th e workers th emselves. 

Problems like lack of interest a nd commitment, lack of unity, 

absence of stabili ty of tenure may be som e among the many. 

The establishment of trade unions reqmres som e sen se of 

dissatisfaction in a certain aspect of the job as a prer equisite. If 

companies and their management engage themselves in some 

activities of maintaining the welfare of workers, establishment of 

la bor associations m ay sound as though it IS not worthy an 

undertaking. Thus organizations must maintain an acceptable level 

of labor compensation and improved wor k ing conditions for the 

workforce , as well as the mobilization of other corporate resources' 

productivity in an atmosphere of relative indus trial peace, and tied 

to the quali ty of labor relations in organization . 

Th e actual fact on the ground, when it comes to private higher 

educational in stitu tions, is that employers do not usually appear to 

be really concerned about th e feelings and requirements of the labor 
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force. The ava ilability of par-time workers in the market has 

contributed a lot for e mployers to have a bette r bargaining stand 

than the regula r employees . At tim es , employers are observed 

creating nuisa nce to th e extent of threatening workers and making 

them fee l unsecured. To this end, mostly workers in th ese 

institutions restrict them selves from ini tiat in g organizing efforts. The 

research wa s undertake n with the intention of identifying and 

prioritizing factors that hinder th e establishment of trade unions in 

these institutions. 

The study adopted an approach, which initially identified some 

factors through prelimin a ry observations and secondary data source 

items. Together with these the study used questionnaire , distributed 

to randomly selected instructors in the institutions , unscheduled 

interview and institution a l records . After the use of these additiona l 

tools, the r esearcher has been a ble to come up with some more 

add itiona l factors which have, serious ly, limited th e creation and 

development of labor unions. 

According to the gathered information, from the questi onnaire, 44 

males a nd 13 fe m a les gave th eir res ponses. Th e researcher used 

cluster sampli ng method fo r th e thought that situa tio ns and workin g 

condition s a re more or less s imil a r in t he in s t itutio n s . 

3 1 

-. 



The research, to this end, has identified the following lists of factor s . 

These are; 

I. Small size of employees (small number of employees) 

II. Opposition from the employers 

111. Migratory nature of workers 

IV. Nature of the job 

v. Diversity in customs, culture and race and background 

VI. Lack of inside leadership 

Vll. Lack of interest and commitment 

Vlll . Weak financial strength 

IX. Geogra ph ical separation of workers 

The researcher, herewith, made a modest attempt into closely 

observing those factors which were found to be of a paramount 

implication towards setting up trade unions in the case institutions. 

1. Opposition from the Employe rs 

Opposition from the employers has been identified as being one of 

th e factors discouraging unionization efforts. It is overt th at workers 

who held administrative position, usually, tie themselves closely to 

the organization and take the s ides of the management in any effort 

that safeguard the interest of the management. Accordin g to the 

study, a bout 28% of the respondents mainta in administrative post 

whi le the rema ining 72% is respondents were ordinary workers. 

Con cerning the management responsiveness towards th e major 
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concerns of workers , the study m ade it clear tha t the majority (60%) 

fee ls that the management does not t ake the concerns of workers in 

to consideration. This, unques t ionably, brings about a strong desire 

for an organized effort. On the top of this, about 60% of th e 

respondents remarked that their management adopted, and still is 

pursuing a very poor style of management. The style of management 

observed in the case of private higher educational institutions is too 

far from being modern. In most tendencies, the management follows 

the "rule of thumb" kind of management. 

The majority of the respondents [70%], while asked about the effort 

that they had made so far concerning unionization, expressed that 

no matter how enthusiastic and eager that they feel they are seldom 

encouraged for the vast majority of the workers fear the challenges 

that the m anagement will most possibly pose. 

Furthermore, the respondents were made to rank 'the opposition 

from the employer' among other eleven possible factors. According to 

the ranks made [ Fig.l] about 26% of the re spondents ranked it first 

as hindering the es tablishment of trade unions. 
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Figure- l : A graph showing the rank together with corresponding 

numbers of respondents for 'opposition from employers' 

By using the sample ranking information, the average rank was 

found to be 

Sample mean ra ting ; (f1x11 + ((2x21 + (f3x31 + (f4x41 
f 1 + f2 + f3 + f4 

; (1 5.d ) + (11x2) + (12x3) + (19x4 ) 
15+ 11+12+ 19 

149 
5 7 

2 .614 
2.6 

Thus according to the sample data, the opposition from employers 

m a inta ins a 2.6 sa mple average ranking by the respondents. Thi s 

result underscores the above facto r a s h a ving a sa mple average of 

high er ra nk* which in tu rn signi fies th e fact that it is taken by 

workers as impeding th e poss ibility of fo rm ing trade unions. The 

researcher, furthe rmore , com puted t h e confiden ce interva l es ti mate 

of the po pulation average ra n king wit h the 95% confidence level as 

unde r ; [* the most impo r tan t fa c tor ra n ked l[ 
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Sample Average Ranking ± Za 
-

S ... 
z 

-
Wh ere, Sx = the sample standard deviation in ra nking 

a = significance level = 1-95% = 0.05 

Sx = 1.1 96 = 

Z •.• , = Z •. o" = 1.96 , 

I f,(x, - x) ' 

I f, 

Where ; 

f; . frequency 

x= each rank 
-
x = Average rank 

Thus the confidence interval ranking is; 

2 .6 ± 1.96xl.196 

::::: 2.6 ± 2.34416 

'" 2 .6 - 2 .34 :0; population average ranking :0; 2 .6 + 2 .34 

'" 0.26 ,; popUlation average ranking ,; 4.94 

The above estimate indicates that at a 95% confidence level the 

popu lation average ranking will range bet\\'een 0.26 and 4.94. This 

clearly indicates that this factor is one a mong the major factors 

forwarded by workers as destructing their efforts to organize . The 

standard deviation of 1.2 indicates that there is no th a t much 

s ignificant variation in the resp onses given concernin g thi s factor. 

Here one thing to be emphasized IS that some employer 's 

discriminate based on trade union m embe rship and pe rform a n 

activity called union busting to prevent un ion membershi p among 

their s ta rf. Furthermore, at so many occasion s, m anagemenl in 
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private high er educationa l in stitutions was observed a pplying severe 

disciplina ry m easure on workers who have started some m oves in to 

persu ading oth e rs a bout the idea of forming unions . 

II. Lack of Interest and Commitment by Workers 

For one reason or another, Instructors in th e institution s a ppeared 

to h ave less interest toward s bringing them selves in to unison. Some 

efforts observed failed due to lack of commitmen t. As per the study 

result , about 25% of the respondents feel tha t it is to no, particular, 

avail to set up union s. Instead, th ey consider such movements as 

m aking their organizational life worse off. Con cerning the remaining 

75% respondents who firmly believe in unionization for betterment 

of workers welfare, there seem to be no clear move into converting 

what they believe in idea l terms into real essence of practice . 

The atti tude that the respondents have, about their persona l 

expectation of how long they will stay in their current institutions, is 

clearly indicative of and may serve as a reason for the lack of 

interest in an activi ty that undoubtedly should extends to long term . 

I 
No. of % age of 

Proposed yea rs 
Respondents Responden ts 

I Below 1 Year - 0% 

l Bet\\'een 1 a nd 2 Year s 9 16% 

i For More tha n 2 years 28 44% 
I 
I Have no idea 20 35% 
I 

I 
TOTAL 57 100% 
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Table- I: A table showing respondents propositions to the number of years that 

they wish to stay in their current institution 

Concerning the rank that this factor was gIVen In companson with 

other factors was as 16 individuals ranked it 1st , 13 ra nked it 2 nd , 

2 1 r a nked it 3 rd and 7 Individuals ra nked it 4 th . Consequently, the 

average Rank is as 

Sample Average= (16xl)+(13x2) +(21x3)+(7x4) 

rank 57 

16+26+63+28 = 133/57 =2.3 

57 

Therefore, the lack of interest and commitment, from the side of 

workers, maintain a sample average rank of 2.3 which is a better 

ranking than the previous factor The popUlation estimate of the 

average ra nk for this factor is determined as ; 

Sample Average ± 2.x ., S - , where, once again, a confidence , 

level of 95% is selected to be applied. 

S -= ., 
'iJ,C,; -x) ' 

If, 

Z O(j 5::::: Z HJ 25 = 1.96 

1.015 

Thus, the confidence interva l estimate for the population average 

rank is; 

Sample Avera ge Ran kin g ± ZO 
-

Sx 

" 
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=> 2 .3 ± l.015 x 1.96 

=> 2 .3 ± l. 9894 

=> 0.31,; population average rank ,; 4.3 

According to the above result one can state with the 95% confidence 

level that the population of teachers in private higher educational 

institutions .ranks this factor in the range of 0.31 and 4 .3. This 

indicates , clearly, that the majority of workers in these institutions 

consider the lack of interest and commitment as a main reason for 

not having organized. 

III. Migratory Nature of Workers [High Labour Turn over Rate] 

The private higher educational sector is characterized by highly 

migratory nature of worker s . Much of the jobs in almost a ll these 

institutions are being done by par-timers. Records indicated that 

most full time employees in these institutions have rarely stayed 

more than 3 years in their organizations. The work force in these 

institutions is characterized by frequent introduction of new staff 

members. It is, therefore, clear that such working environment do 

not pave ways and foster the development of organized efforts. 

Studies ind icated repeatedly about the high labor turnover that the 

sector is subjected to. Secondary data sources manifested that the 

case institutions maintain a grand average turn over rate ofl2%. 

Higher labor turnover rate contributes to the a bse nce of stable 
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working environment tha t fosters re la tionship formation which se t 

out conditions for a furth er unionizat ion efforts. The excerp t from 

the s tudy , as depicted below, s h ows thi s tendency. 

Ran k 1s t 2 nd 3 rd 4th 5 Ul 6 th 7 th 

Number of 
9 10 8 7 9 3 1 1 

Respondents 

Table- 2: A table sh owing the ranks corresponding to 'migratory nature of 

workers' as a factor deterring unionization efforts . 

This factor m a intains a sample average rank of; 

Sample average = 
Ranking 

(lx9)+( 1 Ox2 }+(8x3}+(7x4}+(9x5}+(3x6}+( llx7) 

57 

9 +20+24+28+45 +18+77 
57 

3.9 

As can be under s tood from the sample mea n resul t it can 

be concluded that th is factor h as a roughly average influence 

over th e effecting of unionization . 

Iv. Lack of Unity and Awareness 

Anoth er decisive factor is the fact that employees do n ot m a in tain 

th e required level of aware n ess a bout th e benefits of being in u ni on s . 

Equa lly important is the fac t th a t th ey have little know-how a bou t 

th e p rocedures needed to se t u p tra de unions. According to the 

s tudy, 56% of the res pond e n ts adm itted that they have a poo r or 

ve ry poor level of aware n ess a bout th e legal a nd constitutiona l 
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provisions concerning trade unions. It is, but, only 18% of them who 

have responded confirming that they have sufficient level of 

awareness about the provisions. [Ta ble -3] 

Level of Awareness 
No. of 

% age 
Responden ts 

Very Good 3 5% 

Good 7 12% 

Satis factory 15 27% 

Poor 23 40% 

Very Poor 9 16% 

TOTAL 57 10% 

Table-3: A table showing the numbe r and percentage of workers with regard to 

their awarenes s of the le gal and cons titutional provis ions. 

In addition to the low level of awareness, lack of unity among 

worker s has been raised as contributing to th e a bsence of ini tiation s 

towards efforts of organization . Workers in these institu tions lack 

u ni ty due to m a ny reasons . Organizational discrimination in 

treatments and remuneration is o ne among th e m any reason s to be 

raised with this regard. 

Concerning respondents' ranking designed for prioritizing the 

factors, lack of unity and awareness was ra nked 1 Sl by 7 Individuals, 

2nd by 9 Individuals , 3 rd by 7b Individ ual s, 4th by 18 in dividua ls, 5 th 
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by 8 Individuals and 6 th by 8 individuals resulting III an average 

ranking of 3.61 as is shown under. 

Sample Average Rank =( lx7)+ (2x9)+(3x7)+(4x 18)+(5x8)+(6x8) 
57 

=7+ 18+21+72+40+48 
57 

The result indicates th at this factor has a more tha n average rating 

which implies that it limits the efforts of unionization to a large 

degree of extent. 

Apart from the above discussed factors, the respondents as well as 

secondary data items acknowledged the impacts of divers ity in 

customs, cultures, race and back grounds as having a certain 

implication. The study made a point that workers in these 

institutions do have marked diversity in the above mentioned 

parameters which h as resulted in defining their behaviors a nd 

patterns of relationships. Concerning the racial diversity, the study 

confirmed that 28% of the respondent as being Amhara, 25% Tigre, 

32% Oromo and 5% Gurage. This clearly shows that there is a 

marked social variation which sets its implication on the issue. 

Moreover, other aspects like their educational field of specialization, 

educational status a nd rank, unquestionably, set their m a rk on the 

case. 
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Nature of the job also defines the extent to which workers feel the 

urge towards setting up unions. Most of the instructors asserted 

that they have very busy schedules and had hardly a ny time for 

other activities and responsibilities. On the top of this, majority of 

them s how up in the compound for a very limited hour of a day. As a 

result they have a less tendency for creating social ties that m ay 

have a good potential for growth in to unions. 

Lack of ins ide leadership, which has close relations with the interest 

and commitment, the small size of employees and the geo~raphical 

separation of workers at different branches were found to have 

contributed a lot in discouraging the establishment of trade unions. 

Here under will be the listing of some of these factors together with 

their average ranks and confidence estimates about population 

average ranks. 

Sample 
Confid ence interval 

Estimate of Average population average 
No. Factors Rank rank 

1 Lack of Interest and 2.3 [03 1 4.3] 
commitment 

2 Opposition by Employers 2.6 [0 .26 4.94[ 
3 Lack of Unity and Awareness 3.6 10.2 8] 
4 Migratory Nature of workers 3.9 [OA 6.76) 
5 Nature of the job 4.04 108 721] 
6 ' Diversity in cultures, cu s tom, 

I race and back ground 
5.05 [1.01 9. 09) 

7 Absence of inside leade rship 7 [2A8 10.1 2) 
8 Small Size of Employees 7.9 13 1 1089] 

Table-4 : A Table showing the list of factors together with their average ranks . 
J 
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As can be observed in the a bove table the sample average ranking 

shows the rating of the respondents according to th e d egrees of 

inOuen ces (from the most inOuencing to the least inOuenc ing) . 

Therefore, the first three factor s , as they m a intain higher ra nks, 

s tood out being the most imposing factors. Whereas, the confidence 

interva l es timate column shows the interval estimates of popula tion 

ra tings. These give a clear insight into the overall conditions that 

there is 111 the popUla tion of workers in the case organizations. 

According to these estimates, once agam, the first three factors 

secured their positions indicating that they will also gIven priority 

rankings by the population if a census had been undertaken. To 

expla in the interval estimate rat ings, for instance, 'Lack of interest 

and commitment' maintained a an interval rank of [0. 31 4.3] 

indicating that at the 95%confidence level it can be stated that the 

minimum possible a verage ranking that this factor will have having 

undertaken census is 4 , whereas, it may have a maximum ranking 

of 0 .31 indicating the case that it is a virtually critical factor. 

By and large, the study has successfully attained its objective of 

identifying and making prioritiza tion of the mos t acknowledge 

imposing factors that lay inOuences on the possibility of union ization 

and has made ranki ngs of the relevant fac tors so as to give a clear 

picture into the case. 
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CHAPTER 4 

CONCLUSION AND RECOMMENDATION 

CONCLUSION 

It is essential to reiterate th e importa nce of higher education as a 

social good even when it has to be provid ed through private means. 

Assuring qua lity of education has already taken various forms of 

expressions. However, little thought and consideration has been 

given to the actual providers of the service with regard to enha ncing 

the qua lity of education for the good of the public. It has been 

repeatedly remarked that motivation serve as an important tool in 

boosting the performance of the teachers. This in turn, benefits th e 

cu stomers in particular and the economy at large. 

The m anagement in private higher educational institutions, usually, 

a ppears to overlook the importance of considering the teachers as 

contributing to the lion share their earnings. Instead, they are 

observed h aving a serious misconception of acting custom er oriented 

at the expense of th e teachers. The study made it clear that teachers 

In the sample private higher educational in s titutions do have plenty 

to complain about. Ho\\· ever , even havin g sound and appropriate 

compla ints to be presented to the m a nagem ent, they rarely present 
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the cases and actively confront th e management for fear of creating 

unnecessary co lli s ion. 

The study, to thi s end, has taken a root from these tenden cies and 

has made enqui ries in to the reason s keeping the workers away from 

formin g union which might have gu a ra n teed them a strong 

ba rga ining ·s tand . The study h as undergone through different 

scientific m ethod s and has been able to identify imposing and 

relevant factors limitin g th e establishment of tra de unions in the 

case of private high e r educational institutions. 

Con sequ ently, the s tudy, through the reflection of t he worker s, 

identified factors like; lack of interest and commitment, opposition 

by employer~, lack of unity and awareness, migratory nature of 

workers, nature of the j ob, diversi ty in cultures, custom, r ace and 

background , a bsence of interna l leadership a nd th e relatively small 

size of employees as setting drawbacks in unionization efforts. 
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RECOMMENDATION 

The Researcher Believes that curbing the impacts of the factors 

identified requires cooperation and coordination among various 

stake h older s . Stake holders like th e trade unions confedera tion , the 

relevant trade unions fed eration, the n a tiona l teachers association , 

the employers, a n d mainly the workers need to device mean s 

through which they can minimize the implications of the factors to 

the best interest of the constituents . 

To tackle the factors which are taking roots from the workers' side 

gen era l education and exposures are recommended. The interest 

and commitment of workers will be furthered th rou gh well intended 

and organized orientations about the legal and constitutional 

provisions which, in the mean time, highlight the benefits to be 

gained from unionized efforts. Furthermore, a change in the 

individual ized attitude of workers should be effected a nd workers 

should feel unionized and sh ould be m a d e to confront the 

management in any unfair practices a nd in safegu arding their 

rights. These roles must be played by other organized union s and 

specifically the national unions confederation [CETUI. 
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Another aspect of the solution I S encouraging the social ties of 

employees . Social interactions undoubtedly foster unity and 

m inimize the gap created by dive rsities in different aspects . 

The attitude of employers' opposing the formation of trade umons 

should be changed. They should, rather, think labor as co-opera tive 

so they should be edu cated as such. By this, workers wi ll co-operate 

with th em and with both co-operation organization a l objectives will, 

best, be fulfilled . 

Furthermore steps should be taken to promote leadership from 

amon g the members of the working class in order to enable them to 

assume a responsible role in trade union activity. It sh ould a lso be 

ensured that, wh en such lea ders are developed, th ey are not 

victimized by their employers. 

Concerning the legal provisions, inducement of penalties should be 

put into practice to curb a management's policy of victimization and 

s imilar u nfair labor practices which prevent the emergen ce of 

internal leadership. 

The media public sh ould play constructive roles in facilitatin g the 

creatio n o f a wa reness to the legal a nd cons titutional provisions a nd 

th ey shou :d be enga ged in the act ivity of exposin g some ma l­

practices so tha t they will get disco uraged . 
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By and large, as mentioned above, it is the responsibility of various 

s take holders to limit the influence of the identified factors and 

con certed efforts a re of utmost importance m glvmg appropriate 

resolut ions to the identified problems. 
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Appendix 

QUESTIONNAIRE 

To be filled by Academic Staff Members in Priva te Higher 

Education a l Ins titutions 

Private Higher Educational Institution s (PHEIs) play prominen t roles in 

enhancing the growth of the edu cation sector. However, the quali ty of 

service has long been, and still is, far from being satisfactory. This can 

be reasoned by many interrelated factors. One of the grand reasons is 

th e fact that workers a re way from being motiva ted to the desired level 

of extent. It is apparent that trad e unions provid e enhance their 

welfare as well as motivation. The work force represents vital aspect of 

the process of delivering the service . With the exception of some weak 

efforts , there has not been any coordina ted effort of organizing with a 

potential of growing into unions . Some of the efforts made, with this 

respect, failed to hit their target for one reason or another formation of 

trade unions in these institutions. The information that you provide 

will b e of significant importance for undertaking the research entitled 

"Hurdles Against Setting up Trade Unions: the case of selected 

private higher education institutions'. 

The study is condu cted in partial fulfilment of the requirements for 

Master 's Degree in Bu siness Admini s tration (MBA). The data you 

provide will be used for academic purpose and is kept strictly 

confidential. Moreover, as th e data is required for academic purpose, 

you a re encouraged to freely express your views and concerns. 
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1. Sex 
o Ma le o Female 

2. What is your racial category? 
o Amhara 0 

o Oromo 

3. Current edu cation status 
o 
o 

Doctorate degree 0 

Degree 

Tirgre 

Gurage 

Masters Degree 

Ot her 

4. Current institution that you are working 

o Unity University College 

o Africa Beza College 

o St. Mary's University College 

o Other 

5. If the a n swer fo r question No . 4 is academic staff what specific job 

t itle do you curren t ly h ave 

o Assistan t Gradu ate 

o Assis tant Lecturer I 

o Assi s ta nt Lecturer II 

o Lecturer o other 

6. Do you currently hold a ny admin is trative position 

DYes o No 

7 . If 'Yes ' s pecify your posi tion ____ _ ____ ____ _ 
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8. What is your salary range? 

o Less than 1,500 birr o 1501 - 2500 birr 

o 5,500 - 3,000 birr o More than 3 ,000 birr 

9. For how many years have you worked in this institution? 

o Less than a year 

o Between 1 to 2 year s 

o More than 2 year s up to 3 years 

o More than 3 year s up to 5 years 

o More than 5 years 

Use the following abbreviations as a tool while responding to the 

following conditions. 

V. P. = Very poor 

P = Poor 

S = Satisfactory 

G = Good 

V.G. = Very Good 

V.P. P S G V.G. 

How do you see the compensation 
12 package In satisfying interna l 

equity 
How do you rate the 

13 compensation pac kage as 
I compared to other organizations? 

14 I How do you rate the m a nagement 
re spon s iveness to your concerns? 

15 
How do you see the style of 
m a nagement 

16. Do you think setting up labour unIOns set \\·orkers 111 a better 

positi on? 

o Yes No 
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17 . If Yes, How? Mention some possible ways they will be better off. 

18 . If No, Why?[please specifyl ______________ _ 

19. Have you ever involved in labour unions established In private 

higher education al Institutions? 

D Yes D No 

20. What, d o you think are the cha llenges of setting up la bour unions 

typically in private higher educational institutions? 

21 . How do you rate your level of awareness about the legal a nd 

constitutional provisions con cerning labour unions? 

D Very Good D Good D Satisfactory 

D Poor D Very poor 

22. Do you think setting up labour unions support management 

activities? 

DYes D No 
23 . If, Yes, How? __________ __________ _ 
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24. For how many more years do you personally propose to stay in 

this institution? 

D Below 1 year o > I to " 2 year s 

D For more than 2 years 

25. Are you currently involved in any informal group? 

D Yes o No 

26. Have you ever rai sed the idea of fo rmin g organ ized effor ts? 

D Yes D No 

27 . If, Yes, to what extent have you gone? ____ ______ _ 

28 . I~ NO,why? ________________________________ ___ 

29. How do you rate your kno\\·ledge about setting up and running 

labour unions? 

D 

D 

Very Good 

Good 

D Satisfactory 

D Poor D Very Poor 

30. How do you see your potential and interest for b ein g a leader? 

D Very Good Satisfactory 

D Good Poo r D Very Poor 

Here, under, are 11 factors limiting the formation and 

development of labour unions in other different industries. Rank 

these factors on the basis of their influence on the format io n of 
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labour union in your organization. Please start from 1 as the most 

influencing factor and 11 as the least influencing factor. 

Ra nk 

I Illiteracy of workers 

II Migratory nature of workers (High Labour Turnover) 

III Lack of unity and awa reness 

IV Lack of inside leadership 

V Small size of employees 

VI Weak financial resources due to low compensation 

VII Opposition by employers 

VIII Lack of interest and commitment by workers 

IX Diversity in customs, culture, race and background 

Geographical separation of worker~ at different 
X 

branches 

XI The nature of the job 
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