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Opcraliollal Dcfillilions 

1. Confcdc"ation: refcrs to The COlIll:dermion of Eth iopian Trade Unions (CETU) 

unless and otherwise spec ified. 

2. Federations: refer to the nine Industrial labor Federat ions of Ethiopia. 

3. Public Enterprise - Share Company or factory owned by government. 

4. Labor Proclamation 377/2003 is the latest labor proclamation which is aimed at 

ensuring that worker-employer re lations are governed by basic principles of rights 

and obligations with the view of enabl ing workers and employers to maintain 

industrial peace and work in the sprit of harmony and cooperation towards the all­

round development of the country. 

S. The Ethiopian Privatization Agency (EPA) was establi shed in 1994 by 

proclamations number 8711994 and 146 /1998. EPA carryout the process of 

privatization of public enterprises. 

11 



ABSTRACT 

The labor IInions IIslloll), defilled as (lssociol ions 0/ workers who by lIIeons 0/ collcel in' 
bargaining and endeo\'()r 10 illl/,rol'e Iheir working condilions, econolllic alld s{)('iewl 
posilion. This sholl's Ihalllllioll.\' slril'e 10 shore bene fils mainly Fomlhe organizalioll,l' sll('h 
as pro filS, ilwwhen organizalions operole in loss, undergone major slmclural changes ol1d 
on process o/privalizalion Ihe 1110 in dilly o('!abor unions will be changed. To assess lohor 
IInion aclivilies and challenges in Ethiopian pllblic Enlerprises, in which 1710.1'1 o/Ihelll are 
operaling in loss mainly in lexlile and yarn enlerprises, Adei Abeba yarn share COlllpUlI), 
basic labor union was selecled based on preliminary assessmenl, The sludy used documenl 
review, inlerview and qlleslionnaire as main 10010/ data collection. Ajier deep analysis Ihe 
sludy idenlified Ihe union is building ils financ ial capacity by involving in commercial 
activities. This aClivity helped 10 plan/or ifs members lor long run benefils and sllrvival by 
saving Ihe company and its membersfi'om 10lal/ailure, Instead 0/ seeking benefits through 
collective bargaining the union gives away Ihe rights 0/ ifs members to Ihe organizalion 10 
save Ihe company. The main challenges o/Ihe union being the poor pelformance 0/ the 
company and less qualified and old aged members, the union strives to cope up with the 
challenges, The study will benefils other public enterprise labor unions to cope lip with 
challenges(aced by labor IInions and benefit their members in long and short run, 
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CHAPTER ONE 

Introduction 

I. I n trod uction 

Employees organi ze a union to bargain collectively for them (FOSSSUlll: 1999).This uclinition is 

considered as the co re purpose of labor unions establishment in man y organi zations. Labor 

unions are representatives of employees to represent them in collective bargaining with the 

management to secure the rights and benefits of employee from the organizations. Hence, labor 

unions are expected to take the share of the company's profit through wage negotiation, soc ial, 

economic and lega l rights of employees on behalf of their members. 

However, is that poss ible for the unions to secure the ri ghts and benefits of employees when the 

orga ni zati ons face loss? What should be the focus of labor unions when organizations are in 

cri ses, restructuring? Should unions focus on collecti ve bargai ning or self-capacity building? 

For the better understanding of these questions, preliminary assessment was made in the 

Confederation of Eth iopian trade Unions (CETU) and Industrial Federations. The assessment 

found out the situat ions of public enterprises as in the conditions of operating in loss, 

restructuring, downsiz ing, and on privatization process. The respective la bor unions are al so in 

many prob lems, which took some unions to the total co llapse. 

However being in the same situation, Adei Abeba share company labor union was found to be 

reacting differently to the challenges encountered .Thi s study was des igned to identify the 

acti"iti es o f thi s labor union. chall enges faced and \lays of cop ing \\'ith the cha llenge. The stud y 

conducted detai l analysis of the labor union to share experiences to other unions in similar 

situations. 



The slll(h' used both primary and secondary method oj' data collection. Detail analysis oj' data was 

made to identity the act iviti es, cha ll enges and labor union members . Finally, summary of the 

tindings and recommendations were given at the end of the paper. 

1.1 Background of the Study 

What to study in Ethiopian public enterprise labor un ions had been the researcher initiation at the 

beg inning. To do so, preliminary assessment of the study was made in the Confederations of 

Ethiopian Trade Unions (CETU) and Labor Federations to get insight about the activities of basic 

labor unions. This assessment was made with doc ument rev iew as well as interview with the 

officials of the CETU and the Industrial Federation Textil e, Leather and Garment worker's Trade 

Unions. This method was selected since most of the publi c enterprise basic labor unions are 

organized under these associations and their activit ies are close ly followed by their respective 

federations and the confederation. The assessment identifi ed a lot of problems and challenges 

fac ed by the public enterprises ' 1 share companies ' I labor unions. 

1.2 Statement of the Pt'oblem 

According to the labor union officials the problems encountered the unions we re summari zed as, 

I. Unions either immersed in di sagreement with management and/or their members such as 

Anbesa Shoe Share Company. 

2. Internal capacity weakness and somet imes total collapse of unions in financially weakened 

organ izat ions such as Akak i Textil e Share Company in 2007/2008, which was the pioneer 

textil e company in Ethiop ia. 

The preliminary assessment results are enumerated as fo ll ows: 

A. The decline in the membership of labor uni ons was the paramount problems faced by the 

unions. As per the Ethiopian labor union confede rati on annual stati stica l report of 1997 and 



I <)<)g in the four Yarn fil ctories " rgallilc'd 1I1lder the Illtili strial Federation Textiic, Leather 

ancl Garme nt Workers Tracie Uni uns, the total Ill embers of lI nions had decreased from 38 13 

to 2798 ( i, e, by 101 5), This membe rsh ip decrease ma inly pertains to the continuous layoffs, 

downsizi ng and restructuring procedures made by the factories, Consequently the income of 

basic labor unions decreased each month by I % multiplied by the net salary of each member, 

which was the contribution of membe rs to their union fixed by CETU, This directly 

weakened the financial capacity of labor unions, This al so adversely affected the activities of 

labor unions when active members were terminated and income was decreased , 

B, The privatization of many factor ies and the instabi lity of factories after privatization created 

frustrations in other public companies' employees and basic labor unions, The Deridawa 

Textile Share Companies, Arbaminch Textile Share Company, the Adie Abeba Yarn Share 

Company number one were privatized, T he owners fail ed to manage the factori es as a result 

em ployees were exposed to problems and factories were closed for a while, The Deridawa 

Textile Share Company employees were not paid a sa lary which amount to G, 000,000 birr 

and the higher federal court rejected the request of their sa lary from the government in the 

year 2008, 

C. The financia l performance of many public enterpri ses had been becoming weak to support 

their employees, All members of the Industrial Federation Textile, Leather and Garment 

Workers Trade Un ion public ente rpri ses ope rate in loss and many fail to sat isfy the benefits, 

safety budgets and compensations as agreed on the collect ive barga ining and proc laimed by 

the gove rnment in labor union proclamatio n number 377/2003 , 

l3ut in the prel iminary assessmen t one specia l labor union was found which was performing the 

other way being in similar situat ions menti oned above , 



The industria l relation hcad in the Ind ustri,tI I:cdcrat ion Textile, Leathcr and Garment \\'orKers 

Trade Unions, Ala AyalelV IIhclIlcd s;lid .... Adei Abeba Share Company Labor Union is cvc n 

bidding to buy the company itse lf from pr i,a ti za ti on agency of Ethiopia, the company which is 

also in bankruptcy. And continued saying' ... sometimes unions may go beyond simple 

bargaining function to the ex tent of building a capac ity of bidding to buy the company itself. 

This statement made the researcher to study the activities of the Adei Abeba labor union, 

challenges and coping mechanisms so as to di sseminate the experiences of thi s labor union to 

other many labor unions in the same situat ion. Hence this study described systematically the 

internal activities of Adei Abeba share company labor union along with challenges encountered 

and meanness used to alleviate challenges. 

1.3 Significance of the study 

This study is significant from improving the literature in the field and practi ce of labo r uni on 

act ivities in Ethiopia. It will broaden the knowledge in the field of labor unions mainl y in 

Eth iopia where it is bar ley ava ilable. Most literatures found are written from the spec ific country 

view point such as labor unions in United States, besides the literatures are very old . 

Hence this study 

I. Gave detail insights on the act ivities of labor union in Adei Abeba Yarn Share Company. 

2. Gave detai l insights on the poss ibl e challenges that could be faced by labor unions by 

taking Adei abeba yarn share company labor union. 

3. Described how labor unions cope up \\'ith their chall enges 

The most important significance of thi s study is to contribute to the improvement of labor union 

prac tices. 

4 



1.4 Pmfile of Adei Abeba Share Company Bas ic Labor Union 

4- Adei A beba Share CompallY /Ja~"ic Labor Ullioll 

Adei Abeba employees had started the process of unioni zing since the nati ona li zat ion or the 

fac tory in 1975. Due to high politica l in fl uence from the gove rnment employees we re encou raged 

to form the ir own labor unio ns and to ' fi ght ' for their ri ghts .The name of the labor union had 

been changing with a long with the change in the names of the company at different times. 

Elections were conducted in every 2 to 3 years of interval for union leadership .the majority of 

the current labor union leaders were elected in 2003/2004 .since then union has conducted an 

electi on e ight times and the majority of the current union leaders were reelected. The labor union 

is currentl y named as Adei Abeba Yarn Share Company Basic Labor Unio n. It is a member of the 

Industrial Federat ion Textil e, Leather and Garment Workers Trade Unions, which was organized 

nationall y. This Federation is a member of Confederation of Ethiopian Trade Unions (CETU). 

-4- Th e mallagemellt alld orgallizatioll of Adei A beba S lwre Company labor lillian 

As per the Ade i Abeba yarn share company basic labor union Legislat ion of the 2005, its 

management system was structured in four wings. 

1. Gelleral assembly - is the supreme body of the labor union , which conta ins a ll members of 

the union . T he ma in authority of the general assembly is to control the overall ac tivity of the 

union, approve the leg islati on of the union, and elect the leaders of the union. 

2. Labor lillian cOllI/cil - is a comm ittee establi shed by representat ives of one member from 

administrati on staff and eight rep resentati ves from d iffe rent sc:c tions of productio n 

department labo r union members. The council is the vice supreme body of the labor union in 

its authority. The counc il conducts meeting on regu lar and irregular basis for close 

supervision of the labo r union ma nagement. 
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3. Tlte II/bor IIl1ioll /III/ Ili/ge/llell l - the la bor union Ilw ilagemellt is rc:sponsi bk lor carryi ng out 

day today aeti viti es o f the union , plan fo r futu re acti vities of th" un ion and represents the 

labor union in co llecti ve bargaining. The management is acco untable lo r both the general 

assem bly and the labor union council. 

Me mbers of the management are 

.:. General Manager 

.:. Deputy General Manager 

.:. Chai rman 

.:. Accountant 

.:. Casher and two members 

4. AtI(lil commiflee- It is responsible in controlling the implementation of employee ri ghts and 

resource utilization. It is accountable for the general assembl y. 

Labor ullioll m embership 

As per the 2005 leg isla tion of Ade i Abeba Share Company Labor Un ion, any employee 

recrui ted on a permanent base and completed hi s/her prohi bition period can apply for 

membershi p in the labor union . But department manage rs accountable for the general 

managers can ' ( be a member. 

1.5 Objectives of the study 

The study had the general objecti ve of assessing the genera l path of the labor union of Ade i 

Abeba Share Company in the year between 2004/2005 to 2006/2007 to share the experi ence 

of the labor union to other unions . 
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,/ Specific objectives 

Thi s study identified 

> The activities of the labor union 

:.- The chall enges faced by the labor union 

> The mechan isms used to cope up with the c ha ll enges 

> The needs of members from their labor uni on 

1.6. Scope of the study 

<:tr When this study was conducted, Adei Abeba Share Company had two compounds named 

as block number one and block number two. In 1999, the share company number one was 

privatized. After four years, it was made under the custody of block number two but full 

in tegration or umon was not made between the two blocks. They were operating 

independentl y. Hence, the study covered on ly the Ade i Abeba Share Company block 

nu mber two. 

(d' A financia l performance of the union lI"as not included in the study. 

1. 7. Lim itation of the study 

.:. The basic limitation in thi s study was lack of literature on labor unions . 

• :. The poor data and information recording and handling mechanisms al so created a 

limitation on the study. The data we re not updated and compiled in CETU, labor 

federations and Adei Abeba Yarn Share Company. Since 2007/2008 data was not 

updated, the study included the documen t rev iew unti l 2006/2007.The limitat ions of 

lack of updated in format ion and data was overcame by using d ifferent sources and 

data man ipUlat ion 
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.:. The lack of financial data 01' thc' labor union made the study not to include the 

activities of labor union ill relation to detail linancial ana lysis. 

J .S. Methodology 

The nature of the study is descript ive in nature and used quest ionnaire wi th open-ended 

questions, document review and interview as instrument of collecting data. The analysis mct hod 

involved systematic interpretations of data and narrat ion . 

• :. Data Design 

The study was conducted based on the primary and secondary data. Primary data was 

co llected by USIng semi-structured interview and questionnaire. The secondary data was 

collected by rigorous readings of documents and reports. 

Instrument of Data Collect ion 

4- Docllment review 

The document of Adei Abeba Share Company, Adei Abeba Share Company Labor Union, 

CETU and Industrial Federat ions wcre the main sou rce of data . Since the study covered a 3 

years phenomenon of the labo r union, it was assumed documents could contain the original 

data and information for the time that has passed. Above all acti vities and challenges of the 

labor union changed from time to time, wh ich made document review necessary. Secondary 

data was co ll ected from \'arious sources like Legis lat ion of the labor union, co llect ive 

barga ining document labor law and other relevant documents from the fo llowing sites 

r The Confederation or Et hiopian Trade Unions (CETU) 

~ Industrial Federati on Texti le, Leather and Garment workers Trade Unions 

~ Adei Abeba Yarn Share Company 

s 



.. Interview 

Detailed semi-st ructured intcrv icw IV'\S conducted to strengthen and get ex planations on issues 

that were not clear on thc documcnts . The interview also contributed substantiall y to the study 

since it was conducted with all labor union leade rs most of whom have been leadi ng the union for 

more than 13 years . 

... Questiollllaire 

Questionnaire was also used as one tool of co ll ecting data from labor union members. In Adei 

Abeba Yarn Share Company there were 809 labor union members when thi s study was 

conducted. Quest ionnaire was used to collect data from these members. The purpose of the 

questionnaire was to support the va li d ity of other sources of data. Besides it was used to gather 

information on the need of the union member from the labor union . 

• ;. Sampling technique 

The population of the study was the members of Adei Ababa yarn Share Company labo r union 

members which we re num bered to ~Oy ( i.e. all workers of the company eligible to be a member 

of the union were all members) . In the study homogeneity among the population was assumed, 

since they were all members of the union and the study required identifyi ng s imple op inion they 

had about the labor union. Above all, the workers to benefit from their union co ll ect ive ly 

establi sh labor unions. As a result , emp loyees had collective opin ion about their labor unio n, 

which made the pop ul ation homogeneous for the purpose of thi s study. Homogeneity was 

assumed among the admi ni stra ti on and prod ucti on workers. Since it is very difficult to include a ll 

the population in the study sampling technique was used. Due to the homogeneous nature of the 

populati on, 5% of the total population was taken as a sample, which tota l 41 sampl e size (Colin 

Robson: 2002) . This was decided by us ing personal judgment. In sampling technique . st ratifi ed 

sampling was used by di\ 'iding the tota l number of employees in to adm inistration department 
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and productiull dcpartlllcili. allt! li'Dlll cach dcpartment 5% was takcll tu Illailliaill the 5% sample 

s ize from the total population. This was because the assumption that labor ulli on me mbers might 

had different opin ion about the labor union depending on the nature of their work. But still 

homogeneity was assumed among each department workers (i.e. admin istrati on and production). 

Table: 1 Sample Size Computatioll 

Department A- number of B- 0.05 A*B 

employees Sample Size 

Administration 141 141 *0.05 7 

Production 668 668* 0.05 34 

Total population 809 809*0.05 4 1 

In the d istribution of the questionnaire In each department systematic sampling was used to 

ascert ain that al l the population had equa l chance of gett ing the questionna ire. 

Table: 2 Systematic Salllplillg Techllique Computatiolls 

Department A- number of B- Sample size C- Systematic 

employees sampling 

BfA 

Administration 14 1 7 20 

Production 668 34 19 

The di stri bu ti on of the questionnaire was easy due to the fact that the admin istration and 

production depa rtmellt compound were far apa rt, and each have their own employee a!!endance 

ii st. In thi s stud y systematic sampling was drawn by using the attendance list. and from the 
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'Idlllillis tr" tivl' s t" ll evc ry 20 ,II and from product ioll dl'p"ri lll cnt cvcry l ,!'h we re taken until the 

sample s ize is sati s fi ed 

1.9 Data Analysis 

The analys is was divided in to three parts : 

The first part is document and interview analysis along with related questionnaire data. It mainly 

contained the analysis of activities carried out by the labor unions and factors that initiated the 

activ ities. The ana lysis categorized the act ivities of the labor union and narrated to explain the 

current and future activit ies of the union in detail. For this purpose content analysis method was 

employed. The output of this analysis was the explanati on of detail activiti es oflabor unions. 

The second part of analysis used data collected through questiorUlaire and assessed 

.:. The object ive of members to join the labor union , 

.:. The participation of members in the labor union 

.:. The communication between Labo r unions and members 

.:. The current demand of members from the labo r unions and related issues 

The las t analys is pa rt contained the narration (Creswe ll , 2003 ) o f cha ll enges faced by the labo r 

unions in detail. This was done through interview with the union leaders and document analysi s. 

At the end conclusions and recommendations were forwarded. 

1.] 0 Organization of the Paper 

This paper is organized in to 4 chapters 

Chapter one In troduction: thi s chapter gi ves the bac kgro und of the study and the methodology 

used to conduct the study. 

Chapter two is Literat ure Review: This chapter re views stud y - re la ted literatures and preVI OliS 

studi es to conceptua li ze the content of th e study. 

II 



Ch' lpt~r three is Data Presentat ion and Anal) sis: this chapt~r discusses the activities or Adei 

Abcba Share Company Labor Union. the needs or the labor union members and the chal lenges 

laced by labor unions. 

Chapter four gives the Summary of the fin ding and recoillmendat ions for the problems identified 

in the study. 
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CHAPTER TWO 

Lite/·attlre Review 

This part reviews various literatu res on the study. A wide Varity of books and arti cles were 

reviewed to substanti ate the concept of the la bor union and specific topics . 

2.1 Labor Uni ons 

A labor union is defi ned as "a group of workers who have banded together to ach ieve common 

goals in the key areas of wages, hours , and working conditions" (Boone and Kurtz, 1999). 

What are Trade ILabor unions? 

'Trade unions are usua ll y de fined as associati ons of workers who by means of co ll ecti ve 

bargaining endeavor to improve the ir working condi tions, economIc and societal position' . 

However, he evaluated thi s de fi nition as wrong saying, first in addition to fi ght for higher wages, 

advanced unions have taken on such new tasks as advisory and executi ve functions in 

govern ment committees on educat io n rec reation, soc ial we lfare, publi c hea lth , ancl nationa l 

defense. Second ly, the de fi nition limits the un ions ' goals to the group of organi zed wo rkers. How 

ever, agreements between labor and management are bind ing for all worke rs in an industry. 

Thirdly, the defi nition assumes the members ' interests to be the union ' s sa le source of 

motivation. But unions have widened the ir concerns sometimes even the ex tent of support ing the 

needs of the nati ona l economy against the demands of their members .modern trade unions are 

mul ti pu rpose organi za tions whose goa ls for the society increasi ngly takes precedence over the 

goals for the union membership. In an attempt to analyze the union's rol es, he identified the 

fo llowing main func tions in hi s stud y (Mark Van De Va ll : 1970). 
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Macro soc ia l functions - On bclla l I' of the soc iety 

On behalf of the industry 

On behalf of all workers 

Micro social functions - On behalf of the members 

2.2 Types of Unions 

The category of the labor unions is a lso important to evaluate the main emphas is of the labor 

unions. Unions can be categorized based on ideology and organizat ional forms. Ideo logy refers to 

the union's goa ls and objecti ves: what its members see as its mission. A distinction is often made 

between poli ti cal unionism and "bread and butter unionism" (termed business unionism). 

There are several different organi zational forms characteristic of labor unions. The earl iest unions 

were craft unions. Craft unions represent employees in a s ingle occupat ion or group of closely 

related occupations . The members o f craft unions are genera ll y highly skilled workers. Examples 

of cran unions include the various ski ll ed trades in the constructi on industry. Separate unions 

exist fo r each maj or skill (e.g., carpenters, electricians, plumbers). Craft unions are most common 

in occupat ions in which employees frequently switch employers. A construction worker is 

usuall y hired to complete work at a speci fi c job site and then moves on to work elsewhere (often 

for another employer). In addit ion to collective bargaining, craft unions often serve as a 

placement service for members. Employers contact the union's hiring ha ll and union members 

currentl y out o f work are referred to the job. 

Close ly related to craft ulll ons. though di stinct in many respects, are profess iona l ulllons. A 

profess ional is gene ra lly understood to be an employee with ad va nced and highly speciali zed 

sk ill s, oft en req uiring some credential , such as a co ll ege degree and/or a license. Professional 
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uni ons "rc much morc rccc nt than cran uni ons and " rc must CO ll1 1110n in thc public ,ec tnr. The 

Ameri can Federati o n o f Teachers is one of the oldest pro i'css iona l unions in United States o f 

America . Many pro fessional unions began as profess ional assoc iati ons. and then became more 

un ion- like in character (e.g. , the Nat ional Ed ucation Assoc iation o f Ameri ca). 

The unioni zed system considered in thi s study, however be long to industrial umons. This is 

because almost a ll publ ic enterprises are organi zed in such system in Ethiopia .An industrial 

un ion represents workers across a wide range of occupations within one or more industries . A 

good example of a typica l industrial union is the Uni ted Auto Workers (UA W). It represents 

skilled craft workers, assembly line workers, and unskilled workers in all of the major American 

a utomobi le companies. Although most industria l un ions began by organizing workers in a single 

industry or group o f re lated industries, most have di vers ifi ed over the past 30 to 40 years. 

Anothe r organizati onal form is the general union. Genera l unions organi ze workers across all 

occupations and industries. Because they are typica lly po liticall y o ri ented, general unions are 

more common 111 Europe and deve loping countri es (http ://wv..w.answers.com/topicllabor­

un ion?cat=biz-lin). 

Labor unions are complex and vary considerably with respect to internal structure and 

ad min istrative processes . It is easiest to differenti ate among three di stinct le ve ls within the labor 

movement: local unions, national and international unions, and fede rations . 

Orgall izatioll of labor ullioll ill Americall 

Local unions are the bui lding blocks o f the labor moveme nt and represent the interface betwee n 

the union and its rank-and-fi le members. Although there a re some free-sta ndi ng loca l unions, the 

vast majori ty o f locals are in some way affili ated with a national or internati onal union. Most 
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cr;lrt unions bcgan as local unions, which tl, c n j uincd tugethcr to Illrl ll nat ional (or international ) 

organ iza ti ons. Some major industri al unions also began as amalgamations of local unions, though 

it was gene rall y more common for national organizations to be fo rmed first, wi th loca ls to be 

establi shed later. The duties of a local uni on almost always include the adm inistration of a union 

contract, which means assuring that the employe r is honor ing all of the provisions of the contract 

at the local level. In some instances, local unions might also nego tiate contracts, although unions 

vary cons iderably in terms of the degree to wh ich the parent national or international union is 

involved in the negotiation process . Anothe r important function of the local union is servicing the 

needs of those represented by the union. If a worker represented by the union believes his or her 

ri ghts under the union contract have been violated , then the un ion may intervene on that person's 

behalf. Examples of such situations include the d ischarge of an employee, fa ilure to promote an 

employee according to a contract seniority clause, or fa ilure to pay an employee for oveliime. 

Virtually any provision of a contract can become a sou rce of contention. The local union may try 

to settl e the issue informally. If that effort is not successful, the union may fil e what is kn O\\'Il as 

a gri evance. This is a formal statement of the di spute wit h the employer and most contracts se t 

forth a gri evance procedure. In ge neral , grievance procedures invo lve seve ral different steps, with 

hi gher levels of management entering at eac h step. If the grievance cannot be settled through thi s 

mechan ism, then the union may, if the contract a ll ows, request a hearing before a neutra l 

arbitrator, whose decis ion is final and bind ing. Most craft un ions have apprenticeship programs 

to train new workers in the craft. The loca l union, usually in cooperat ion with an empl oyers' 

assoc iati on, will be responsible for managing the appre nti cesh ip program . In addit ion, loca l 

unions wit h hiring ha ll s are respons ible fo r mak ing job referrals . 
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The jurisdiction of a local union depends to a large ex tent on the organizational 101'111 oj ' the 

pm-cnt organi zation. Local s or indust rial uni ons most orten represent workers within a s ingle 

plant or fac ility of a company (and thus are termed plant locals). For example, in the casc or the 

UA W, each factory or producti on facilit y or each automobile manufacturer has a separate loca l 

union. In some instances, a factory may be so big that it requ ires more than a single local, but this 

is not usually the case. In contrast to pl ant loca ls, loca l craft unions (as well as some industria l 

unions) are best described as area locals. An area local represents all of a union's members in a 

particular geographical region and may dea l with many different employers. Area locals are 

typically formed for one of two reasons. First, members may in the course of a year work for a 

number of different employers, as in the case of cra ft unions. Consequently, it would be difficult, 

if not impossible, to establi sh and maintain a separate loca l in each work locat ion. Second, 

members may work continuousl y for a s ingle employer, but each employer or location may be 

too small to justify a separate loca l union . The latter case is more typical of some industrial 

unions. /\ n example is the United Food and Co mmercial Workers (UFCW), which represents, 

among others, clerks in retai l outlets. Although a n industria l union, the UFCW may have only a 

few members in each store, so a single local is establi shed to serve an ent ire region. The s ize of 

the region served by a loca l union depends on the number of members avai lable. In large 

metropo li tan areas, an area loca l might sen 'e only members in a particular city. In less dense ly 

populated regions, an area loca l may have ajuri sd iction that covers an entire state (in a few cases. 

more than one state) .lnternal structures and administrat ive procedures differ between plant and 

area loca ls. In almost a ll loca l unions. the membership meeting represents the apex of power, as 

the officers of the union are accountable to the members much as the officers of a corporation are 

accountable to stockholders. In practice, however, membership participation in union affa irs is 

usually quite limited, so local union officers often enjoy considerab le power. 
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Plant loca ls have a num ber or elecled unicials. usually a president, vice pres ident, sec rdmy. and 

treasurer. In almost all cases, the officers are fulltime employees of the company the union 

represents, and the contraci genera ll y allows some release time for union affa irs. In additio n to 

the principal officers of the local, there are a lso a number of stewards. Stewards may be elec led 

or appointed, depending upon the union. The steward serves as the everyday contact between the 

union and its rank-and-file members . If members have concerns about the affairs of the union , 

these may be voiced to the ste ward. The steward's most important responsibility is handling 

grievances. Should a worker represented by the union have a dispute with the employer over hi s 

or her rights under the contract, the steward has the initial responsibility of representing the 

worker. Usually the steward will di scuss the matter with the employee's supervi sor to see if the 

dispute can be resolved . If not, then a formal grievance may be filed and it then proceeds through 

the grievance system. At hi gher leve ls in the gri evance system the employee may be represented 

by a chief steward or union officers. 

Area local s typ ica ll y have more complex internal structures than plant loca ls . Thi s is usually 

because of the large geograph ical reg ion under the local's jurisd iction, along w ilh Ihe grealcr 

dispersion of members within the region. As in the case of plant locals, area locals hold periodic 

meetings in which the officials of Ihe union are acco untable to members. There are al so elecled 

officers in area loca ls, as well as stewards for the various work sites in the local's jurisd iction. 

The principal difference between a plant loca l and an area local is that the la tter Iypically 

employs one or more full-lime staff members 10 handle the affairs of the uni on on a dai lv basis. 

These staff members are usua ll y called business age nts. Gi ven the dispers ion of members over a 

large geograph ica l area and the possi bility that the loca l may be responsible for administering 

many different contrac ts, it is the business agent's responsibility to visit work sites regul arly and 
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deal" ith 11I\lbkms th:lI m:l} ari s~ . The business agent may alsll he r~s p(lilsibic 1(11 1l1 :1I1:1,~ ing any 

apprcnticeship programs and t lt~ union's hiring hall. Cont racts arc oli~n ncgoti ated direct ly by 

local uni ons and the bu s in~ss age nts are usually responsible for these negotiations. In some 

unions, elected offi cers may serve as business agents, but normall y bus iness agents are separate 

staff mem bers. Dependi ng on the size of the local union, there may be a number of ass istant 

busi ness agents. 

NATIONAL AND INTERNATIONAL UNIONS 

There are approximately 150 national unions 111 the Uni ted States, along with about 30 

professional assoc iations that carryon union acti vities. National unions are composed of the 

various local unions that they have chal1ered. Some unions have locals in Canada and therefore 

ca ll themse lves internat ional unions. The terms "in ternational union" and "national union," 

however, are generally used interchangeably. As with local unions, the administrati ve structures 

of nationa l unions vary considerabl y in complexity. Olle im portant factor is the size of the un ion: 

larger unions are structurally more complex. Structural complex ity also diffe rs between craft and 

indust ria l un ions. Not only do craft unions tend to be sma ller, but dec ision mak ing tends to be 

decentrali zed. Contracts usually have a limited geographical scope and are negotiated by local 

unions. The nationa l union poo ls the resources of local uni ons. thus helping out with thi ngs such 

as st ri ke funds . The national union may also provide research services and be involved politica lly 

at the nat ional and state levels. In general. there are few inte rmediate units between the national 

office and the local craft un ions. National officers, elec ted periodica lly, generally work on a fu ll-

time basis for the un ion. Such unions also hold national conventions, most often eyery couple of 

yea rs. The officers of the national union are accountable to the cOI1\ 'ention, much as the officers 

ofa local are accountable to membership meetings. 



Nati(llwl indus tri al un ions arc typica lly more C(lilipics. They tcnti to be largcr and have a more 

heterogeneous mcmbership than craft unions (both in terms of sk ills and demograp hic traits). 

Although there are esceptions, contracts in ind ustrial unions tend to be negotiated primarily by 

slaff members from the national office. In many cases. the barga ining unit will include all locals 

from a particul ar company (across the entire country). Even if cont rac ts are negot iated by locals, 

representati ves from the national union witt often parti cipate in ta lks to assure that the contract 

conforms to patterns estab li shed by the nat ional organization. 

As with craft unions, national unions have periodic conventions and national officers. Depending 

upon the union, the national officers may be elected directl y by rank-and-fi le members or by 

some other body (such as convention delegates). National unions generally have a substantial 

paid staff that provides a variety of different serv ices (e.g., research, legal representation, 

organ izing new members, negotiati ng contracts, and servic ing locals). National unions may also 

have one or more laye rs of hierarch y between the loca l unions and the natiollal offices. for 

example, In the case of the UA W, there are different divisions responsible fo r the maj or 

industri es in which that un ion represents workers (see above). Within the automobi le ind ustry, 

there are divisions that correspond to each of the major producers. There are other divisions that 

deal with the needs of special groups within the un ion (such as minority workers and sk illed craft 

workers). Consequently, the structures of large industrial unions are often as complex as the 

companies with which they dea l. 

FEDERATIONS 

A federation is an association of unions. It is not a un ion in the usual sense of the tenll. Rather, it 

provides a range of serv ices to affi liated unions, much as an organization such as the National 
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Association of Manufacture rs provides sen iccs to it s nH':lllber linll s. The AfL-CIO is currcllt" 

the onl y nationa l federation in the United StateS. The AI:L-CIO for med in the mid- 1950s as the 

resu lt of the merger of what were then two competin g fed erations: the American Federati on of 

Labor (AFL) and the Congress of Indus trial Organ izations (C IO). The AFL was estab li shed in 

the 1880s and consisted almost exclusively of craft unions. Craft unioni sts feared that industria l 

unions might undercut their pos ition, thus they genera ll y opposed formation of industria l unions. 

The most famous of the AFL's earl y leade rs was Sam uel Gompers (1 850- 1924), who is generall y 

viewed as the "father" of the American labor movement. 

Pressures during the Great Depression seemed to favor industri a l union ism, so several ulllons 

with in the AFL broke away to form the ri va l CIO. Most influent ia l in formation of thi s federa tion 

was John L. Lewis (1 880- 1969), long-time president of the Un ited Mine Workers (UMW). 

Initiall y, the competition between the two federations, which chartered competing unions, 

probably helped the labor mo vement to g row in the United States. As it became apparent, 

however, that furthe r competit ion was only se lf-defeati ng, the merger was ultimate ly negotiated. 

There are about 70 national unions affil iated with the AFL-C IO; these unions represent about 13 

million workers, or about 81 percent o f the 16 m ill ion American union members. In addi ti on, 

there are about 60 independent loca l unions that are a lso directl y affili ated wi th the federatio n. A 

gu iding principle of the AFL-CIO is "nat iona l union autonomy." That is, the federati on does not 

contro l the affi li a tes nor dictate th eir internal pol icies (though it often tri es to influence affi liates). 

The federat ion serves a range of function s. It acts as a lobbyi ng body in the po li tical arena and 

uses it s financ ia l resou rces in election campaigns. It \\'orks to resolve con fli cts between affiliated 

unions, such as disputes between construct ion craft unions over jurisdiction of different areas of 
/ 
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lVo rk and disputes bd\\ een aniliated (Ill ions th;ll may bc competing in efforts to ,'r~. ;lIl i /l' Ile\V 

I1l cmbers. It provides rescarch se rvi ces to " t"tili"tcd unions and also helps unions org;tni ;c ne\V 

mcmbers. The di versity of AFL.-CIO standing cOlllmittces reflects the range 01' l'cderation 

functions. These include the L.egisla tive Co mill ittee, the Organization and Ficici Serv ices 

Committee, the Civil Righ ts COlllm ittee , and the COlllmunity Services Committee. 

The structure of the AFL-CIO IS quite complex and also reflects the federation's mUltiple 

functions. The federation holds a convention every two years. Each affiliated umon sends 

delegates to the convention. The day-to-day business of the federation is handled by its principal 

officers (president and secretary-treasurer) , who confer regularly with an executive counci l 

consisting of more than 30 vice presidents, virtuall y all of whom are drawn from the ranks of the 

affiliated unions. In addition to the standing committees, the federation has several staff units. 

There are also several different departments withi n the federation that serve the specialized needs 

of different affi liates. An affiliate can choose to associate with those departments relevant to it s 

part icular needs, such as the Building Trades Department, the Industrial Union Department, the 

Metal Trades Department, and the Public Employees Department. 

The national AFL-CIO offices are in Washington, D.C. There are state-level bod ies of the 

AFLCIO, however, in all 50 states . These bod ies dup licate the federation's national ac ti vities at 

the state level (e.g., lobbying state legislatures and support ing prolabor candidates in state 

elec tions). There are also AFL.-CIO central bod ies in more than 700 cOlllmunities. L.ocal unions 

are affili ated with the city centrals and these organizations provide services at the cOI11m unity 

leve l. 
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2.3 W hy WOI'kers Unionize"! 

Accord ing to FOSSSUlll ( 1999). Elllp loyee beca me ullIon members th rough one or the th ree 

processes. Fi rst union employces lll ay organize a union to bargain co ll ectively for thcm. Second 

employees in a unit covered by a collective bargaining agreement may dec ide to join the un ion. 

Third a newly hired employee may be requ ired by the collecti ve bargaining agreement \\·here 

they work to join un ion as a condition of continued employment, (Fosssum : 1999). This wil l lay a 

foundati on to understand the basic ways of establishing labor unions. But the detail explanations 

on reasons of j oining labor unions are elaborated by Mark Van De Vall (1970) in hi s empiri ca l 

analysis entit led as 'Towards union j oini ng' . When a worker applies for union membership, his / 

her actions is usua lly the outcome of the dec ision making process in which the major elements 

invo lved are 

A. The image he / she has formed of the union 

B. The need she/he wishes to sat isfy th rough the un ion 

C. The social environment. which directly exerts pressure to 

app licat ion, indi rectl y innuences the content of image and needs. 

These decis ion maki ng process are elaborated as image, needs and environment arc closely 

li nked; together they compose the psychologica l fi eld in which the applicants motives deve loped. 

By moti ves it means the inner guiding process which determine behavior towards an end or goal , 

in thi s case membership in labo r union .The image comprises acti vities which the un ion performs 

fo r the ind ividua l, group and soc iety as we ll as those factors which together makeup ' the 

movement'. These are social groups (membership stewards, offic ials). the organization structure 

(branch, un ion, federation).The needs can be div ided in to 'egocentric 'i.e. those \\·hich are 

di rected primarily towards the indiy idual own interest. and the 'soc iocentric' that is those which 
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include til e interests of fellow wo rke rs and I or cntire community. [ven if these eicnlelltS <Ire used 

in the anal ys is of hi s study the rcsearcher clearl y expla ined the problems assoc iated wi th it. The 

problems in the use of th is survey for establi shing these needs are, first because th c need for 

security Illay be subconsc ious and only ind irec tl y related to trade union. Theses diflic ulty 

however can be overcome by deducing the members' needs from the motives hel she gives 

deci sion to join. The second complication is that worker may j oin a union for more than one 

reason. Holley,( 1997 ) explained in hi s book_ca lled ' The Labor Relations Process' the reason 

why unions are formed pertains to two theories as explained below. 

He started by ask ing, why unions are formed? 

Unions are not present in every organization; 111 many instances, employees have chosen to 

rema in non-union. Th is section provides explanat ion of employees co ll ective behavior that cut 

across many organi zations; the following sections attempts to explain what propels employees at 

a particular facilit y to be a member of a union. 

Alienation Theory This is based on the belief that emp loyees mi gh t seek collectiye act ion to 

relieve their fee ling of al ienation, which has resulted from the extensive use of machinery 111 

man ufact uring operati ons. Employees become alienated fro m their work because 

> They lost contac t with their own labor when the produc ts they created were taken away from 

them, thereby, red ucing their sprit and status. 

r They lost invo lvement in their work when the machi ne dom inated. 

> They became estranged from fe llow employees when thei r work made them so tired and 

competit ive that they were incapable of hav ing authentic relati onsh ip. 

As a result, employees might become aware of their common p li ght and c lass concessions could 

compel them to join in union or engage in collective act ivities to imp rove the ir working si tuat ion. 
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Ll lli llilS call ;lI1d do address 11 poss ible aspcct 01" "lI1 plo)'ce alicilat ioll, Il amci y the employees desire 

to speak the ir millds witho ut fear of managcmellt repri sal. 

Empl oyee mi gh t be d issatisfied with some aspects 01" their jobs while not being a lienated from 

their wo rk . Will iam N. Cook, (1985) has shown that employees mi ght join unions if they 

I. Are d issat isfi ed with physical characteristi cs of thc work place , low wages or lacks of 

benefit s and 

2. Be li eve that union wi ll help them achieve the job related conditions important to them. 

Scarcity consciousness: theory the need for j ob security in his classic book, a theory of labor 

manage ment, suggests that employees are att racted to unions on the assumptions that unions will 

protect their jobs. Many employees, particularly manual workers strongly believe they are living 

in a country of limited opportunity and become sca rcity conscious - the employee collectively 

be li eve that jobs are difficult to obtain and re tain. 

Unio ns therefore are attractive to be to the many employees concerned about job security, 

regard less of their skill and occupatio lla l skil l. Few employees, including white-collar employees 

and managc rs, are currentl y immune from the possibilit y of la),offs. And unions do offer seve ral 

ways of strengthening employee's job securit y: they can negotiate work rul es, which prescribes 

proced ures for performing a job thereby ensuring that a certain number of employees will be 

ass igned work, They can negotiate apprenti ceship program, which ensure the qualified people are 

ava ilable for certain sk illed jobs. They can negot iate seniority and layoff provi sion, which require 

the company to layoff employees by th eir sen iorit y and to recall the most senior ones first. They 

can negotiate gri evance procedures, which include the final step of arbitration to protect them 

agai nst to protect them against unjust di scharges. unfa ir treatment, and vio lati ons of labor 

agreemen t. 
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2..4 Catalys t for Organization 

Employees ' dissa tisfaction with their \\ork place is significantly related to both union activity 

and actual voting for union representati on when elect ions arc held. Employees are more likely to 

vote for unions as dissatisfaction increases. 

Indi viduals are influenced to vote for unions more by dissat isfaction with employment condition 

than the job task characterist ics. Dissat isfaction alone does not automatically mean a union 

organizing campaign wi ll result or the union will win an election. Two conditions have to ex ist to 

predict organizing attempts and union win. First, employees have to be dissatisfi ed and believe 

they are individually unable to influence a change in the conditions causing their dissatisfaction. 

Second, a majority of employees have to believe co llective bargaining would improve conditions 

more than changing jobs, and its benefit s outweigh the costs. 

Union member plaee the highest priorities in their union's handling grievances, getting feedback 

f,'olll thei r unions, additional fringe benefits, hav ing a say in the union, better wages, and job 

security. 

Holley, ( 1997) under the title 'Procedures for organizing unions explained the catalysts why 

employees join labor unions which he emphas ized on labor union formation', In forming and 

join ing unions, employees mainly consider whether the union will improve their personal 

situat ion in terms of wages and benefits, promotional opportun ities, and job sec ur ity. Can 

employees expect to satisfy their job related goa ls and needs by supporting these goals0 Will the 

union provide the means for ach ieving these goa ls0 If emp loyees perceive that a union \\'ill help 

them to attain their goals, they will likely vote for it in an election and support it s activities 

afterwards. If they are not convinced, they will not vote for the un ion and will not support its 

activities . Employees who are not satisfied with their pay. supervis ion, and / or \I'ork may view 
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the union as the instrulll ent to sat is i)' their job needs. Some researchers ha w argued that job 

d issat is faction is the beginning o r cmpl oyee erfo rt to start a union formation campaign. Thcy 

argue that job dissati s faction se ts in motion a sea rch to end the uncomfortable d issonance 

between what is desired (Good pay . effec ti ve supervision and so on) and what they are 

experi encing. Job d issatisfaction results in the formation of coalition of employees designed to 

bring about changes in econom ic and working cond itions. 

General beliefs about unions means that an e mployee beli efs, for example that that a union will 

improve wages, benefits, and work ing cond itions, provide a return to the employees for the 

dues paid, and secure pro-employment legislati on. 

Specific beliefs about unions are more related to an ind ivid ua l' s j ob and work place. To influence 

employees' specifi c be liefs about un ions, union organi zers should focus attention on 

communicating the union' s unique characteri stics and its impact at the work place . Spec ifi c 

beli efs that can be focused on include expec tati ons about improvement in pay. benefit s and j ob 

security because of unioni zati on. Uni ons mus t promote the ir ab ili ty not only to impro\'e wages 

and benefit s , but to make the work more meaningful and increase employee partic ipation .Social 

pressure, job di ssat isfac tion .general and spec ific beliefs about unions interact with union 

instrumentality , which is employees perception of whether the union will be instrumental in 

attaining desired outcomes, such as higher wages, im proved working conditions. job security, 

and protection from arbitrary treatment by management . 

2.5 Goals and Stra tegies Ma nagemen t and Unions 

Unions and management o f companies ha\'e goal s that are simi lar and goals that may at times 

confli ct. Their goals provide direc tions and serves as the basis for their organi zati on stra tegy, 

plans and organizati ons structures (Ho lley : 1997). 
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C"als of the "(""pany and the unions 

The company wallts The union wants 

. '. To survive and rema in compet itive .: . The company to survi ve and remain • 

.'. • To grow and prosper competitive as well as for the union to survive 

.:. To achieve favorable return on its and remain secure 

investment .:. The company to grow and prosper as we ll as 

.'. • To effective ly use of human resource the union 

.:. To attract , retain and motivate .:. The company to achieve a favorab le return on 

employee its investment and return 'fair' wages to 

.:. To retain managements right to make employees 

deci sions and retain fl ex ibility .'. • The company to effective ly use human resource 

.:. To obtain comm itment from the union within the rules and policies of the agreement 

that there IVill be no stri ke for the and to achieve job security and employment 

duration of the agreement opportun ity for members 

· '.' The company to attract , retain , and motivate 

employees with in the rul es and po li cies of the 

agreement 

· '.' To protect union and employee ri ghts that were 

negoti ated and inc luded in the labor agreement 

· '.' To obtain commitment from the company that 

there will be no lockout for the durat ion of the 

agreement. 

SOllrce: Holle)' (1997), The Labor Relallol/s Process 

28 



2.6 Thc Declinc in Labor' Unions 

Onc or the loc us areas or the study is to ident ify the challenges emana ted from internal weak ness 

of the labo r unions. To brie r this idea the According to Paul Kubicek, ( 1999) who has studied 

labor unions in post communist countries, has made a research on labor unions mainly in post 

communist countries . Country samples taken in hi s study were Bu lga ria , Czech Republic, 

Hungary, Poland Ukraine and Russia. 

First he raised a question, Are labor unions in post communist sta tes really weak, or have repo rts 

of their near death been grossly exaggerated? Overall, union membership has declined 

significant ly, although in abso lute terms unions remain the largest organi zat ions in these 

countries. The ILO estimates that overall membership has dropped by a third, although in some 

cases the decl ine has been greater. In add ition, they say nothing about member activity or 

confidence in unions, both of w hi ch are universal ly low. And finally he concludes that the dec line 

in labor union will pertain to one sou rces of the weakness but not the on ly one. 
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CHAPTER THREE 

Data Presentation and Analysis 

Summlll'Y of Adci Abcba Basic Labor Unioll Activitics bctwccn 1995- 2004 

The labor union before 2005 mainl y focused on thc collect ive barga ining as a main means of 

securing the ri ghts and benefits of its members. But due to recurrent financ ial loss, the company 

workers had never secured any salary increment. The company fail ed to cover the cost of safety 

for workers from 200 I onwards. The company couldn't buy accident protection materials, 

uniforms, shoes and other safety material s ment ioned in the co llecti ve bargaining. 

These situations pushed the union since 2004/2005 and it had developed its own vision mission 

and speci fic goals to execute. 

3.1 Thc Labor Union Activitics (2004/2005- 200612007) 

The ac ti viti es of the Adci Abeba Basic La bor Union emanate from its vis ion, mission and goa ls 

.Hence the vision, mission and goals are mentioned be low. 

General vision 

,. To create Industrial peace, make employees effec ti ve and e ffici ent in the work and maximize 

their contribution for the organ izat ions. 

>- To secure the full rights of employees and .Job securit y. 

>- To create strong and smooth rel ationship with the management for the profitability of the 

company and motivate employee for better performance. 

,. To subsidize the low income of employees by making them shareholders of the union's 

business holdings so that employees will give focu s for their job. 

,. To help and subs idize HIY victims 
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Short krill vision 

,. Ex pansion of the 14 shops in furt her investments. 

,. To operate the Agro industry project oCthe union in Methara Oromia regional state. 

,. To buy the Adei Abeba Share Company frolll Privatization Agency and hence to create 

prod uctive textile factory and make employees the owner of the company through shares. 

Long term Vis ion 

}> Invo lve in maintenance and other related Agri cultural Business such as export different 

Agricultural produces and save hard currency. 

}> To bu ild marketing research training and deve lopment institution and other service gtVlng 

sector. 

Act ivit ies of labor union 

Depending on the VI SIOns of the labor union it had executed the fo llowing activities .In 

2004/2005 it has started to invo lve in commercia l ac ti vities to build its fin ancial capacity 

1. Inconlc generating act ivities 

The union generates its income from contribution of its members. As per the legislation of the 

union each member should contribute I % of its net sa lary to the union. But due to high layoffs of 

employees thro ugh restructuring, the union lost substantia l number of its members which 

consequently hampered its source of income. 

Ta ble: 3 N llmbers of Ullioll Mell/bers 

Year 2004/2005 2005/2006 2006/2007 

Male Female Total Male Female Total Male Female Total 

Number 238 1040 1,278 222 101 5 1237 157 652 809 

Suurce: stallsllell! report ojC£TU 200612007 
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I.' rom 2004/05 to 2005106, ·11 ellll'l ll\·C'C's \\ere terrllinatcd due to various reasons. Ihlt lilHll 

2005/2006 to. 2006/2007, 428 members Were te rminated en the basis ef 20/45. This signilic'1I1t 

layeff of empleyees had red uced the income of the union by 11 ,232 birr each month. 

To cepe up with thi s challenge the union started to. expand the shops business. The union built 

more than 14 shops. The shops were built on 80 m2 area (Company prefile 2007) given by thc 

company to the union. 

The sheps were mai nly used fer the purpese of cafeteria. kiosk, sell outputs of the company and 

some were rented. This act ivity beested the unien's inceme. Abeve all the prejects created a 

market oppertunity for the cempany and the area where the sheps lay was open spaces and 

garbage throwing area was cleaned and developed, This gave an attracti ve eut leek fer the 

company and the area, 

The union had involved in Agro-industry business in 2005/2006 by taking inves tment land from 

Oromia region in methow town expected to be operat ienal in 2008/2009, 

The union leaders s tat~d the purpese of the project is to give secured seurce of inceme fer 

empleyees in case of ret irement and to subsidize the lew inceme in the future. 

When the laber un lens were asked the reasen they prefer to. invelve in this business, they 

explained that the Agro bus iness was selected because e f the assumptien that 'it will ne t be 

affected by high techne logy, easy to. use the local labe l' and cenducive environment for the 

business in Metham '. The projec t was under construction when thi s study was conducted and not 

operat ional to give comment on the success of the project. 



Table: 4 Tlte NUII/ba of Vuiou II/ell/bas ba;'ed 01/ Il/ colI/e 

-
MOIlIIt~V Nll lllber allrl percentage Total 

Il/colI/e /1/ M ale Percentage fell/a le Percelltage N Ull/be/' Percelltage 

birr 

:0300 5 318 3J 5.0.6 38 4. 70. 

30.1-450. 46 29.30. 275 4218 321 39.68 

451-60.0. 45 26.66 30.-1 46.63 349 43.14 

19 60.1-750. 7 4"6 17 2.61 24 297 h I. 

75 I -90.0. 30. 19.11 II 1.69 41 5.0.7 ~q • 
. ~ III 

90.1-10.50. 3 1.91 6 .92 9 f.f I 
I, '.« '.l ~ 
. ~ 01 <Ii I 

i 
10.51-20.0.0. 16 10. 19 2 .31 18 222 I!, r 

.. ! 

2: 20.0.1 5 318 .f .61 9 1.11 ." ~- I 
Total 157 652 809 10.0 

Source: 200712008 Annual Repol"! of Adel Abeba share company labor uni on 

As can be seen from Table number 4, 87.52% of the union members earn less then 600 birr as 

monthly basic sa lary which was described as ex tremely low by the labor union leaders. The 

sa lary of employees had neve r been adjusted or increased since 1992.The union leaders be li e\'ed 

with no increment in the sa lary of employees the income o f empl oyees is too low to resist the 

hike in price of consume r prod ucts . As a resul t the labor union leaders claimed that the union is 

involved intensively in business acti vities to subs idize the low income of employees in long run. 



2. Social activ ities of the labor union 

In an interview with the labor union leaders the activity called soc ial activity was discussed and 

the resu lt s of the ac tivities are observed. The soc ial act ivity targe ted mainl y to support the social 

life of employees and protect ion from HIV IAIDS. 

A. HIV AIDS Awar'eness Creation 

The union invited profess ionals to the company to conduct a program on HIV IA IDS prevention 

effort. As per the labor union leaders this created aware ness on HIVI AIDS among employees. 

Above all many employees made HIV test by their own free will. Accord ing to the labo r union 

leaders HIV was a 'terror' in the company before the year 2003. Mainly in the years 2001 the 

union lost 36 of its members in death due to HIV IA IDS. Due to high awareness creation through 

campaign and support the fi gure had fall signifi cantl y to one to two employees in a year. This 

shows the union was successful in its activities of HI V IA IDS protection campaign 

13. F in ancial support 

The union ga ve support of200 birr per month for HIV victim emplo yees by raising money from 

employees. The union had taken a piece of land from the company and gave it to these HIV 

victi m employees to generate extra income by planting vege tables and made them productive. 

The union explained this was done to avoid sense of dependency and build sense of self support. 

In a questionnaire di stributed to union members labo r union activity on HIV AIDS is mentioned 

by (36) or 87 .8% of the respondents as one strong side of the labor union. 

C. Sponsoring Marr iage Ceremony of its Mem bel'S 

Since 2004/2005 the labor union fully sponsored five marri age ceremonies each year on ave rage. 

Accord ing to the labo r union leaders, the union dec ided to sponsor marriage ceremonies targeting 

two objectives : 
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I. To suppo rt employees who w<lnt t(\ III <I 1' 1')' but lack Jina ncial capabi lity for ma rriage 

cere mony 

II. M inimize HIV IAIDS expansion by encourag ing marri age among employees 

3. Activities on Education 

A. La bor Union M embers' Family suppo rts 

In 200512006 The union had covered the tu itio n fee for m iddle leve l technical training program at 

certificate level for 9 children of its members and hence facilitated the ir employment opportunity. 

Th is was done to support the old age. and low- income e mployees o f the company who were 

go ing to retire. The union beli eved hel ping the children o f employees would help the economic 

capaci ty o f retired employees. But thi s acti vity was stopped because o f di sagreement by the other 

members on the se lection procedure of the children and their families (i.e. members) for the 

opportun ity. 

B. Educa tion for its Members 

The union had given a computer training schola rship for 3 employees in 2005/2006. T his 

program was deve loped to make employees rcady for fut ure techno logica l changes mainly the 

expans ion of computer usage in the company. But thi s attempt fail ed to continue due to high 

controversy among the members and union leaders on the se lection criteri a of employees for such 

training scholarships. 

4. Activities to make Labor Union Members the ownc rs of Adci Abeba share company 

Ade i Abeba Share Company Basic La bor Union has start ed the acti vity to buy the company. This 

idea was stimulated since the Pri vat izat ion Agency announced bidd ing to se ll Adei Abeba Share 

Company in the yea r 2006/2007. According to the uni on labor leade rs thi s annou ncement was a 

' shock' for the un ion due to the bad experiences of pre\'ious privatization. Deridawa Textile 
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Share Cumpany. Arbolll illc/' Texfile .'·IIlII',· ('(JIIIIHIII)' (/Ild tldei Abeba Yarn Faclol), Mock olle \\ as 

pri vati zed between the yea rs 1998 10 1999. Llut alicr bc ing pri vatized the companies lI'erc 

re turned to the ownership o f government duc to d isagreement created between the em ployees, 

government and buyers. T he buye rs leli the coun try without paying the salary o f employees in 

Deridawa Texliie Share Company which amount to 6.000,000 birr. Hence, the union dec ided to 

buy the company with other investors in share, T hi s was decided by the union leaders 

anticipati ng. 

"- If employees are the owners, they will fee l the organi zati on is their own property as a result 

productivity will increase. 

"- To reti re incapable (i. e. phys ica lly and mentall y) employees by g iving shares of the company 

and create employment opportunity for new qualifi ed Job seekers . 

TableS: HllmulI Resource distributioll by Age 

Age group Tota l 

2 1-25 6 

26-30 29 

3 1-25 34 

36-40 278 

41 -45 259 

46-50 182 

51-55 18 

56-60 0 
J 

Tota l 809 

-Source. Adel Abeba Share CompallY pl'~filt! 2001 

*Note: only union members' data was taken 

% of em ployees 

0.75 

3.59 

4.20 

34.36 

32.0 1 

22 .50 

2.22 

0.37 

100 % 
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The ul1lon believed Ih 'lI if Ihe CO Ill I""1 Y is privali zed to olher owners, Ihere "'a, a I\:ar Ih"l 

employees would suffer as olher colll pan ies pri va tized in the industry. The labor uni on ka,k rs 

just ified their fear by the aging pattern of ils members in the company. According to the labor 

union leaders, the early ret irement procedure will be applied if the company is pri vati zed to 

private owners. 

Table: 6 Humall Resource by Service year oj employees' distributioll 

Service year Total 'Yo of employees 

Range Employees from the total 

:'02 
, 

0.37 ~ 

3:'05 II 1.36 

6:'0 10 98 12. 11 

I 1:'0 I 5 4 0.49 

169 0 379 46.85 

2195 172 2 1.26 

26:'030 101 12.48 

3 1:'035 25 3.09 

36:'040 12 1.48 

41 :'045 4 0.49 

Total 809 100% 

Source: A del .4 bebu Sharf.! C oll1f'{/I~r profile JOO 7 

*Note: on ly union membe rs' data ' ''15 taken 

As can been from table 5 and 6 above,57. 1 % of employees satisfi ed the age of earl y retirement 

and 34.36 % would sati sfy the age requ irement \\'ith in 4 years .Besides 85 .65 % of Ihe members 

sati sfy the service requiremelll f'or ea rl y retirement. As per the leaders of the uni on, if the 
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compan ), is so ld lor ot her owners the union has a fear that morc than 50% o r it s mcmbcrs \\'ill be 

retired with low pens io n bencli t to support their lives. Above all the union had a /Ca r that 

employees would lose the ir jobs s ince most of its members were not profess ionals. The human 

resource department of the company, as can be seen from the table be low catego ri zed the 

educat iona l leve l of its members. 

Table: 7 Humall Resources by Education Level 

Educational level Number of workers 

Read and write 223 

Grade 1-8 282 

9-12 202 

Semi-pro fessional 93 

profess ional 9 

Total 809 

Source: ...J dei Abeba Share Compw~l l prq/ile 2007 

*Nole: only union members' data was taken 

% of employees 

27.56 

34.86 

24.97 

11 .50 

1.11 

100 

From the above table 87.39 % of employees had below 12 grade educat ion level. Acco rding to 

the labor union leaders, thi s created a threat that wi th the advent of any technological change 

many employees would lose their job. 

To cope up with thi s threat the union decided to buy the company. The obj ec tive of the union was 

to retire the 'unli t' employees but mak ing them owner of the share company. But the bidding 

process was under process when thi s study was conducted and nothing could be said on the result 

of the process . 
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S. Future Act iv ities and Pmjeets 

The labor union has developed the following projects and plans for futu re implementat ion: 

Table: 8 Fulure Plalls of A dei Abeba Yam Share COlllpallY Basic Labor Ullioll 

The proj ect Objcctive of th e Project Est imat ed Cos t in birr 

Construct ion of Market Center Generate the income of 20 million 

Building the union to support the 

union 's activ ity 

Dairy Agro process ing Operation To expand the operat ion 3 mi llion 

of union investment 

Husbandry and Fruit Plantation To generate income for 500,000 

Expansion employees li ving with 

1-II Y 

I {o I 
;;~~ 
g~~~ 
<()~~ 
~~'" 

~~~~-=--~---+=-~--~----~------------1~ 5~ Buy Adei Abeba Share Company To make employees 11 
~ 

frol11 Ethiopian Privat ization owners of the co mpany 45 milli on 

Agency and bui ld their financial 

capacity 

The union was planning to raise the investment capita l for these investments by investing in share 

wi th other investors and using internal finance. 

3.2 T he Labo r Unio n and Members 

As per the 2005 legislation of Adei Abeba Share Company; Basic Labor Un ion was establi shed 

having the objec tives of protec ting the rights and benefi ts of emplovees and represent them in 

co llecti ve bargaining. The opini on of labo r union members was analyzed to give insight on the 

coexistence of the union and its members. 
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When th is study was cond ucted, in Adci j\bella Share Company, there were 809 employees 

e ligi ble to be mem ber of the union, and all we rc mcmbers orthe labor union. 

I. Objectives of members to join the union 

The s tudy ident ified the objective of employees to join the ullIon pertains mainly to protect 

themselves from wo rk place problems such as losi ng the ir .l ob. 

Table: 9 Objectives of members to join ti,e IIl1ion 

Reasons to join labor union Number of % of Respondents 

Respondents 

To protect them selves from 37 90.24 

wo rk place problems 

To get advice from the union 23 56.09 

Unionizat ion makes strong 9 2 1.95 

Total 41 100 

From the total respondents, 90.24% (37) sa id they j oined the labor union to protect themselves 

from workplace problems such as los ing their jobs. In addition to thi s 23 (56.09%) replied they 

joined to get advice from the union. At the end 9 or 2 1.95% o f respondents sa id , they joined the 

union by believing unionization makes strong. This shows most labor union members joined the 

union to protect themselves from workplace prob lems. 

2. E mployees' knowledge on the benefits 

Union members were asked whether they were informed about the benefits gained from the labor 

Union, 70.73% (29) of all respondents replied they were not communicated about the benefits 

that they could have from the union. 29.27% (12) of respondent repli ed that they were in formed 

40 



thc bcnefits , and from thi s 7 s<lid thl' benel! ts \\'erc not enough. They ex plained that the benel!ts 

arc not enough since the union !>, ikcl to so lve the problem faced by each employee. 

Even if the majority of the labor uni on mcmbers said they are not informed about th e beneli ts 

ga ined from the labo r union , the legi slati on of the union ex plains the benefits the union members 

could get which includes 

.;. Sponsoring funera l ceremony 

.;. Low interest credit service 

This shows the union failure to communicate its members about the benefits the union members 

cou ld dri ve, 

3, Employees' Knowledge on Collective Bargaining 

The labor proclamation of the fed eral Democ ratic Republic of Ethiopia num ber 377/2003 

defined co llective barga ining as' A negotiat ion made between employers and workers of the 

organi zat ions or their represenlat ives concern ing conditions of wo rk or co ll ect ive agree men t or 

renewal and modification of collec til 'c agreement.' Collective Bargaining is conducted el'cry 

year in the Adei Abeba Share Company. 

The members were asked whether they were communicated about the result of the co ll ective 

bargaining agreement, 80.48% (33) of respondents said they were not communicated about the 

result of collective Barga ining. 

This information is related with the production members mentioning the labor union failure to 

ask for their ri ghts of gett ing acc ident protection and safety materi als from the compan y as a 

main weakness . HOII·ever. in the collec tive agreement made in 2005 the sa fety agreement \las 

significantly changed from the prev ious agreement s. 

The 2002 collectil'e bargaining is compared Ivith the 2005 on safety of workers Collect i\ 'e 

bargain ing agreement 2002 articl e 59 numbers 2;Working uniform, accident protection and 



safet), malcri a ls arc nol cO lls idered as sa l;!!')' o r allY other benefit s . bUl lllL' COlll pi. IIlY Illust stl ppl : 

them to keep the sa kty of workers at work place' Artic le num ber 3 'The company Illust slipply 

the safety materials to the workers, and in case of fai lure the workers will get the monetary value 

of the materials' In number 7 of thi s art icle, the explanat ion the safety materi al s and jobs that 

were eligible for it is mentioned in detail. The 2005 co llective bargaining article 59 remains the 

same but one number was included as number 8 and read as 'By consulting the union, the 

company can reduce the budget of the safety materia ls and transport se rvice depending on the 

financial capacity of the organization.' This shows the union failed to communicate its members 

about the collective bargaining agreements ment ioned above. 

4. Employee participation 

From the total respondents 75.61 % (31) of the un ion members said they actively participate in the 

activities of the union. Their participation is mainly on the annual meeting, conferences on HIV. 

This shows that employees acti ve ly present themselves in the un ions meetings and other 

program s. 

S. Financial contribution of employee to their Basic labor union 

In Adei Abeba Share Company employees contribute I % of their net salary every month as a 

member of the union. Empl oyees were asked whethe r the contribution is expensive or cheap in 

relation to their sa lary and benefits they get from the labor union. 
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TI/ble: III Opil/iol/s 01/ Fil/I/I/cia l COl/tributiol/ of Mell/bers to Ul/iO/H' 

Expcnsivc Cheap No 

Response 

In relation to N umber % age Num ber % age I 

sa lary 15 36.58 25 60.98 

In rela tion to 27 65.85 14 34.1 5 0 

Benefits 

From this, we can conclude the majori ty of union member valued their contribution was more 

than the benefit s they get from the union. 

6. Union members' priority 

The members of the union were al so se lected the priorities they need their labor uni on should 

focus on. 

. --~ 
Table: J J Ral/k of UI/iol/ II/ell/bers prlori~J' 

6T ,~ ,-----,--------------------------------,---------,-----------~ I 
RanI< Unions members priority I Number Percentage ,~. It 

. O!? IIli ... 
~--~~~~~--~--------~--~~------+I~------_4~~~------~.~ M 

I /-l e lp in the gri evance procedure of 16 39.02 01 r <I : 

~=~. ~ employees .. '" ~ 

~~------------------------+------+--------+ Q~ ... ;,S ~ 
Wo rk all Job security 13 3 1.71 ~ 

2 

Protect the company from being pri\ 'ati zed 
1

9 21.95 

3 I 
i 

-I Salary increment 7. 32 
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The abow mcntiuned focus areas wcre the top r;lIlkcd dutics that cmp loyees wanted their union 

to wo rk on more. Thi s shows employees had hi gh necd of support fo r gri evance handling 

procedure from the union. 65.85% (27) of the respondents say that the union is not working well 

on the above-mentioned demands of employees. Thi s shows most of members were not gett ing 

what they expected from their union. 

7, Strength and weakness of the union 

In identifying strength and weakness, the respondents listed more than one strengths and 

weakness of the union. The administrative and the prod uction union staffs responses are 

summarized as follows: 

Administr'ative Department 

Strellgtlt 

:.- The union is strong in executing its own mission and vis ion 

,. The union is strong in supporting HIV viclims or its meillbers 

).- The union issued certifica te of ownership of properly to its members to assure the uni on 

members are the owners of the union's business holdings 

Weaklless 

~ The union IS weak JJ1 helping earl y retired employees JJ1 the process of securing their 

pension. 

~ The union focused on business act ivities than in vo lving the problems faced by each 

member. 

~ The labor union management dom inated the dec isions made in the union. 

~ The labor union didn ' t audit its financi al status for long period of time 
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Production Department 

Strellgtl, 

.r Issued certifi cate of O\Qlcrship of Lll1i l)I1 " property (share) to its members 

:;. Supported to HI V victims of its mel11bers 

Weaklless 

>- Failed to help employees ill early retirement process 

>- Failed to secure the safety of employees' from the company Le, when the company 

stopped safety or accident protec tion materials supp ly, 

>- The union failed to nego ti ate on the increase of salary and benefits of employees, 

>- The un ion did not take any action when the company stopped transport se rvice to 

employees, 

>- The union leaders create a 'strong relati onshi p' with the management instead of 

protect ing employees' ri ght. 

This shows production statTs mel11bers were deprived of many rights and benefits, \\'hich is 

viewed as weakness and the issua nce of certi ficate of ownership (shares) to its mel11bers on the 

iJ1\'estment holdings of the union is thc st ro ng side of the labor union mentioned, 

3 ,3 Challenges Faced by Ade i Abeba Sharc Company Basic Labor Union 

Even if the union was invo lved in l11any acti vities to attain in long and short run vi sions, the 

union faced chall enges. Th rough inten'i ew al1d document reviews the follo\\ing main 

challenges were identified. 

J, The Financial \ Veakness of the Ol'ganizatioll 

Adei Abeba Share Company had been operating In loss for more than ten years, This 

weakened the financial position of the company. The loss operation of the company is shown 

below: 
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TableI 2: Illcollle all II Sale pll/II I'eljilrllll/ilce of Allei Abeba Slwre COlllpall), 

Year 2004/2005 2005/2006 2006/2007 

Net loss in birr ( 11 ,673,877.46) ( I 1.760,89 1.47) (8,095,825) 

Sales performance 2 1.9% 22.4% 25 .3% 

in birr compared to 

its plans 

Source: Annualjinancial report of Adei Abeba share company 

The company is weak not only in its financial performance but the company usually performs 

much less than its annual sa le plans. Table 12 shows the financia l weakness of the company, 

which posed challenge on the activities of the labor union. 

A. Impact on Safety and Transport service 

The labor proclamation 377/2003 part seven chapter one on occupational sa fety, health ancl 

working environment , one of the obi iga tions of an employer is to provide workers with protec tive 

equipment, clothing and other material s and instruct them of its use. However, the company 

fai led to supply safety materials to employees due to high financial shortage. 

According to labor union leaders , the labor union lost its power in securing the rights and benefits 

of employees that they must had from the company. The union leaders explained that they agreed 

to the actions of the company so as not to lose the company itse lf for the safety materials. 

F1II1her, they explained that, this would support as internal revenue in supporting the financial 

crises of the company. Nevertheless, employees' were complaining for the absence of sa fety 

materials supply from the company. 
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Under thl: collecti ve bargainin g of ~ OO-l/05 arti cle 45, the comlxlny is obliged to gil'e tr"nsport 

se rvice to it s employees. Il0wl: w r. the com pany to tally stopped both the s;rl i:ty and tr'"lSport 

service, which sa ved a cost of 2,OOO,OOO birr per annum on average, 

B. Impact on S,II," 'Y 

The union leaders sa id, increments of sa lary for employees is totall y un thinkable in the com pany 

since the 2004/2 005 collecti ve bargaining agreement artic le 70 number 3 states 'Salary increment 

shall be declared at the end of each budget year after declaring bonus and when the net profi t of 

the company will not be less than the tiu-ee month gross salary of total employee' , From this, 

salary increment in the company is poss ible when the company gets profit. 

However, employees menti oned the union failure to protect their rights In safety, transport 

service and salary increment as a mai n weakness of the union main ly by production department 

members, 

2. Emp loyee Old age ,M any years of Service and Low Qu a lifi cat ion 

As can be secn from tab le 5 and 6, most members of the labor union are old aged with many 

yea rs of service and above a ll low qua lifi cation or ed ucational background. Due to the abo I'e 

fac tors, the company manageme nt applied the 20/45 earl y reti rement procedure on most 

employees. This created the retirement of employees with minimum pension benefit s, Hence, 

the union was planning to buy the company and retire the 'unfit ' employees with ownersh ip 

benefit s, 

• ' ''"P-_ . 
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3. The Unstable Managemcnt of the Compan)' 

The top managemcnt of the company had been changcd morc than 4 times in the 3 years from 

2004/2005 - 2006/2007. Hence, these posed a cha ll enge to union by creati ng new 

management to negotiate. The union was forced to convince cach new management abo ut the 

agreements made with the preceding management .For instance during th is study the union 

was dealing with the management on the 800m2 areas of land given to the labor union by the 

previolls management. 
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CHAPTER FOUR 

Summa ry of Major Findings and Recommendations 

4 . 1 Summary of major Findings 

Tile labor IIl1ioll activity 

~ The activities of Adei Abeba Share Company Labor Union targeted on building long­

term capacity and benefits of employees as expla ined by labor union leaders .. 

~ As per the labor union leaders, the labor union prefers to involve in investment acti vities 

to benefit employees than getting it through collective bargai ning. 

~ Based on the information from interview and questionnaire, Decrease in the members of 

the union did not collapse the union 's activity. 

:;.. Adei Abeba share company labor union is an exempla ry union in its long run plans fo r 

other Labor unions in the same situation 

Tile labor IIl1ioll alld /IIe/llbers 

~ From the weakness stated by the labo r union members it can be conc luded that the labor 

union failed (0 give focus for the members' short-term problems and priorities . 

>- More than 70% of union members said the union failed to communicate its plans. 

benefits and collective bargaining document to its members. 

r Labor union members j o in labor union for egoce ntric purpose or to maximize persona l 

benefits since more than 90% of union members join the union to protect themse lves 

from workplace problems 
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Challcngcs 

).- The main cha llenge of the ullion emanates fro m the 

.:. Financial performance of the com pany; that is due to continuous loss of nct Income 

which amount to 8.000.000 . 

• :. Educational background and aging demography of its members since more than 50% of 

its members are belo,,' 12 grade level of ed ucat ion .. 

4.2 Recommendation 

;;. The labor union should continue to plan and execute plans in creating income security 

for its members in long term. 

;;. The labor union shou ld comm unicate its plans and acti vi ti es to its members, the 

general assembl y and the labor council. 

>- The uni on should be participative and disclose its objecti ves and benefi ts gaincd from 

thc un ion. The union shou ld also cOlllmunicate the resu lt of collective barga ining 

results to its mem bers. This will create more innovative decisions in the activities of 

the union and support from its members. 

;;. All the labor union management wings should be act ive such as 111 auditing the 

finance of the union. 

;;. The labor union shou ld be active in supporting its member!; in their current problems 

such as in the process of 20/45 early retirement, financial problems and grievance 

procedure. 

;;. Either the union should fully or partly finance employees' safety material s and 

transport services. 



)..- Labor uniull ed ucat ion shuuld be given to employees to creale awareness 0 11 pcaccl'u l 

industr ial relatio ns. 

Recom mendation for further study 

The following topics are recolllmended fo r further study 

:» Labor unio n leadersh ip and management system 

:» The future trends o f labor unions in Ethiopia 

:» Employees' attitude towa rds industrial relations 

51 



I~ibli()gnl plly 

i\. Books 

Boone, Lo ui s E., and Kurtz, Dav id L, ( 1999) . Contemporary Bus iness. Fort Wo rth, TX: Dryden 

Press 

Col in Ro bson,( 2002). Real World Research.2nd ed ition. Blackwell Publishing,USA 

.l ohn w. Budd, (2005 ).Labor Relati ons, A Striking Balance .McG raw hill , USA 

Mark Van De Vall ,( 1970 ),Labor O rgani zati ons, a Micro and macro Sociological Analysis on 

Comparati ve Bases , Cambridge Uni versity Press. 

John w. Creswell, (2003). Research Design. SAGE publications, London 

Joh n A. Fossum,( 1999). Lobar Relations . 7'h edi ti on. McGraw- Hili , USA. 

Ric hard a. Lester, (196 1). Labor and Industrial Re lat ions, a General Analysis, the Macm illan 

Company, Newyork 

Will iam H. Holly, ( 1997) .The Labor Re lat ions Process. 6th ed ition, The Dryden Press, 

USA 

B, Jou rn a ls 

Edward S ussna, ( 1960). The Measurement of Ind ustri a l Relations Confli ct. The Review o f 

Econom ics and Statistics, Vol. 42, No. 3(pp. 332,333) 

Frederick H. Harbison, ( 1947). A Plan For Fundamenta l Research In Labor relati ons. The 

Ame ri can Economic Rev iew, Vol. 37, No.2, Papers and P roceed ings of the Fifty-nint h Ann ua l 

ivlec ting of the American Economic Associat ion, (pp. 375,383) 



!'aul Kubi eek,( 1999).Organ ized Labor ill 1'1lsiCOll1 lllUlli si Stal es :Comparative 

po l ilies, voI.32, no.1 (pp83- 1 02) 

Terry L. Leap and David w. Cri spy, ( 1986). Conceptua li zat ion Of Colleet iveBargain ing Power. 

Industrial and Labor Re lations Rev ie w, A publication of new York state school of Induslrial 

Relations, Cornell Un iversity Ithaca, new York , Volume 39 Number 2, (pp.202- 2 13) 

W illiam N. Cook, (1985). Towards A General Theorv Of Industrial Relations.Ad va nces In 

Industrial Relations, London, England Volume 2, (pp.223 - 252) 

A. Websites 

htto :l/www.referenceforbusiness.com/enc yc looedia/Kor-Man/ Labor-Unions.html) 

http://www .answers. eo m/too i ell a bo r-un ion? ea t=b i z -fi n 

D. proclamation 

Federal Negarit Gazeta .(2004).labor proclamation number 377/2003.Ethiopia 



Appendix I 

Addi s Abab:.! University 

Faculty of Business and Economics 

MBA program 

Questionnaire to be filled hv Adei Abcba share company basic labor· union membcr-s 

Dear respondent this questionnaire is develop.::d for academic purpose only. Any of the responses 

and opinions you give will not be exposed to any of the third party. The purpose of this 

questionnaire is to make academic oriented analysis on the labor unions and to contribute input 

for the better functi oning of labor un ions in enterprises. 

Nole: DOli 'I write your name 

The answers can be given in written format or by making tick mark (Y) in the box as required. 

Numbers can be \Vritten \Vhere ranking is required. 

Thank you for your collaboration. 



Backgruund information 

1. Sex 

O Ma ie 0 female 

Total work experience _______________ _ 

How long have you b~en working with your present firm ________ years 

Work department 

Job position, ___________________ _ 

Your Job grade. _______________ _ 

For how many Years have you been member of labor union? For _______ years 

2. Are you a member of the labor union currently? 

DYes DNa 

3. If your answer is yes for question number I Have you joined the union voluntarily? 

DYes DNa 

4. Ifno ,,·hat forces you tojoin the labor union? 

5. First read the following alternatives and choos~ the variable (s) that makes you join the labor 

union. Choos ing more than t\l·O a ltematives is possible. 

o To avoid personal problems in the work environment: dismissal and friction. 

o To obta in indi"idual benefits such .as promot ion 

o For persona l information and ad\·ice 

o For physiological reasons such as prestige 



o For the workers in my firm , my tcam and occ lIl'a tion 

o l3eing organized makes powerful, unity is strength 

o Out of soc ial duty, because one ought to be a member is accepted thing 

o Out of ideal ism, for better society and happ ier wo rld 

o Influence from parents 

o In fluence from fellow workers influence from supervisor 

o Influence from fri ends 

OIf any other explain __________ _____ ______ _ 

6, Have you ever qui t your membership before? 

DYes 0 no 

7, I f yes why do quit your membership and vlil), do you rejoin now? 

8, Are you fully informed about the function and benefits of unions? 

DYes 0 no 

9, Ha\'e you evcr been participated in the general assembly ofl abor unions and elections? 

DYes 0110 

10, How many times have you participated in the gC' l1er:t1 asscmbly? 

OAII the time (write the number of parti cipati on) , ___________ _ 

OSome times (m'ite the number of years) _ ____________ _ 

{ 



1 I. Were the elections and meetings dCll1 ocr;lt;~') 

DYes D No 

12, Are YO ll di ssatisfied by your eurrentj ob? 

DYes D No 

13. Do YOll n think the problem will be solved by the labor union 

DYes DNo 

14. If your answer is 'No' for the above question, explain the reason 

15. Docs the labor un ion inform you the out cOllle of colkctive barga ining? 

DYes DNo 

16. Do yo u think the membership fee is high with respect to your income? 

DYes D no 

17.7. Do you think the membership fee is high wi th respect to the benefit you drive from being 

membership? 

DYes D no 

18. From the followin g alternatilTs, which of them should be given priority in the union? Rank 

your top priority as 151 and second priority :2,,,1 ~lI1d so on. \Vrite under each item why the 

item is your priority. 

/ 

\ 

\ 



_'_Handling gri evances 

__ Giving feedback to employees 

__ Adding fringe benefits 

__ Having say in the union 

__ Increment in salary 

__ protecting from privatizing the organization 

__ Protecting the employees from earl y retirement 

__ Job security 

'_' __ Protect labor rights after privatization 

__ If you have other priority explain 

19. Write the strength and weakness of the labor lInion 

--------------_._--- ,-------------

,-_._--,-----------



Appelldix 2 

Interview Questions 

Preliminary analysis 

I. What is the History of labor confederations, federations and basic labor unions? 

2. What are the Policies rules principles, plans missions, vision of CETU and its members? 

3. What are the basic relationship among basic unions, industrial confederation and 

federations? 

4. What are the conditions and challenges of basic labor unions? 

Interview with Adci Abeba share company basic labor union leader·s 

I. What is the history of the labor union? 

2. What are the main act ivities of the labor union? 

3. What are the challenges faced and coping mechanisms? 



20, Evalua te tlte over,,11 P Cr/' )I'I1l:tIl CCS, IVcakllL'" :iIld st rL' llgtlt oCt lte !abor lInio ll in yo ur 

organization ________________ ". _______ _____________ _ 

. -,-----_._- -----------

.-- -_ ... --- -----------

-------------- _ .-



Appl'ndix :> 

The Co nfederation of Eth iopian Trade Union s (CETlI) 

The Confederation of Ethiopian Trade Union (CFTU) \las re instated in 1997. The Confederation 

has incorporated nine Industri al Federations, naniCIy: 

I. Nat iona l f ederation of fann, Plantation Fi shery and Agro- Industry Trade Union 

2. The Ethiopian Industrial Federation of Construction, Wood, Metal , Cement Trade Unions 

3. Transpol1 and Communications Workers trade Unions Industrial Federation 

4. Federation of Commerce, Technique and Printing Industry Trade Union 

5. Industria l Federation of Textile Leather and Garment Workers Trade Unions 

6. Federation of Food, Beverages Tobacco and Allied Trade Unions 

7: Natibrwl Industrial Federation of Energy, Chemical and Mine Trade Unions 

8. National Federation of Tourism and General Service Workers 

9. Industrial fede ration of Bank ing & Insurance Tr"de Un ions of Ethiopia 
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