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Ab tract 

The study was on collective labour dispute etllem nt mechani m in romia Region . The main 

objective is to evaluate whether collective labour di pute ttlement ma hinerie in romia 

Region is effective in preventing labour di pute. The the i examine the urrcnt legal 

framework for collective labour di pute prevention and ettlement and identifie ome of th 

shortcomings in existing procedures and operation . 

Both primary and secondary data are used for the purpo e of thi tudy. Particularly Lab ur 

Proclamation NO.3 77 12003 and relevant I LO conventi nand rec mmendati n have been 

analyzed. [n addition interviews, questionnaire , b ervati n , ca c dccid d by Lab ur Relati n 

Board and relevant literatures have been u ed t analyze how collective labour di pute are being 

re olved in Oromia Region. 

One of the main finding of this thesis is in Oromia Regi n collective labour di putc are not 

being settled in fair and quick manner because f necc ary di pute prevention and re lution 

insti tutions and processes are not in place. Thc Ie er empha i given on apacity building for 

organs mandated with labour dispute ettlement and Labour Relation Board fai lure to cttle 

collective labour dispute through consensus are the major lim itation to prevent and re 01 ve 

co llective labour dispute effectively. 

To curb rampant collective labour dispute in the Region the study proposed that deep knowledge 

and understanding of the Labour Law is needed, and that capacity need to be built in 

negotiation, in workplace co-operation, in collective bargaining and eventually in collective 

labour dispute resolution. 
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Chapter One: Introduction 

1.1.Background of the As e smcnt 

Ethiopia is a multicultural federal state divided into nine regi nal tate J. romia i one of 

these nine regional states making up the federation . It i e en the large t regional tate b th in 

terms of land coverage and population ize. Owing to it I cation and re ur e, the regional 

state is considered as epicenter of ocio-economic activitie in general and lab ur market in 

particular hosting many medium and big ize indu trie . The c indutrie accommodate 

significant number of employees. A the future tratcgic plan of the country h w that it i t 

be led by the industry, it is normal to expect that thi number will increa e. 

After downfall of mil itary regime in 1991 -th iopia intI' duced cconom ic y tem driven by 

market forces. Market economies recognize the divergence of intere t between w rker and 

employers, and accept that the increased level of econ mic activity n wing fr m market force, 

typically, is accompanied by increased connict and di agreement between w rker and their 

employers2. The conflict and disagreement inevitable in a market y tem need n t, h wever, 

escalate into full-blown, disruptive and damaging lab ur di pute . Pr vided the neces ary 

dispute prevention and resolution institutions and proce c are in place, c n nict can bc 

resolved fairly and quick ly, and employer-employee harmony and cooperati n re tored. 

In Ethiopia, the 1995 FORE Constitution conferred the power of enacting the labour code to the 

federal government on the ground that such laws are instrumental for e tabli hment of one 

economic community as promised in the preamble3 
. Pursuant to the on titution , the Iiouse of 

Peoples' Representatives adopted a certain number of proclamations in order to regu late labour 

matters, such as the Labour Proclamation No. 377/20036, which was partly amended by labour 

(amendment) Proclamation No 466/2 005 and 494/2 006. Among everal issues thi labour law 

governs, establishing and defining institutions for labour dispute settlement which mainly 

concern on preventive approach was one of them. 

IThe Constitution of the Federal Republic of Ethiopia, 1995, art 1 cumm art.47, PRO. 001, 'eg.Gaz. ,Year 1 
2Robert Heron and Hugo van Noord ; "National Strategy on Labour Dispute Prevention and ettlement in 
Cambodia"; Cambodia Ministry of Labour and Vocational training, (2004), page 7. 
3Cited above at note I, Art.55 (3) &the Preamble of the FORE Constitution, Paragraph 5. 
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Accordingly, the Mini try or Bureau (at regi nalle el) of Lab ur and (cial Affair, urt and 

Labour Relation Boards are the in titution e'tabli hed b) thi law that pia a pi\' tal r Ie in 

dispute settlement. The Ministry or the Bureau ha wide areas r inter ention to implement the 

labour law. From the per pective of di pute ettlement, it a igns c n iliat rand endea or t 

enable workers, employers or their re pective a 0 iation t resol e their i sues ami ably~ . 

ourts are empowered to hear and decide individual labour di pute,5 . [ abour Relati n Boards 

are given the power to hear and decide collecti e labour di pute 6. 

At present, these Labour Relation Board are e tabli hed at b th I ederal and R gi nal tate 

levels. [n Oromia Regional tate, currently there arc G ur permanent Lab ur Rei, ti n 8 ard 

establ.ished to provide collective labour di pute re oluti n 'er i e. 1 he e Labour Relati n 

Boards are located at Adama ,F infinne, Jimma and ekemte tn. '\ h se bran he found in 

Jimma and Finfinne were opened in 2017. [n additi n the numbers of file ' pending in the 

boards are less than 10. A these two branche arc not yet fully engaged in ettling Ilective 

labour dispute the researcher preferred t mit them from the ' tudy and G cu ed n th e 

branches found in Adama and Nekemte. [n additi n romia, uprel11e court i ' entertaining 

appeals taken against the decision of the Lab ur Relation board. Thi thesi will as e h w 

collective labour dispute is being resolved in romia Regional tatc. 

1.2.Research Questions 

A conflict is inherent to and inevitable in employment relation hip, establi hing effective 

dispute prevention and resolution processes i key t minimizing the occurrence and 

consequences of work place conflict. Conflict and di putes can be minimized, but the nature of 

employee employer interactions in a market economy point to the inevitability of conflict. 

Industrial relations in a market economy accepts and recognize that employee and 

management have a diversity of interests and that ome conflict is inevitable and need to be 

managed7.The diversity of interests, however, does not have to mean con tant di putes. 

Employees and employers can work together to re olve their di fferences and reach a common 

4The Labour Proclamation ,2003, art. 141 , proclamation.377. egarit gazetta no. 12. year 10. 
Sid, Arts. 137- I 40. 

61d, Arts.144-156. 

7Cited above at note 2 page 8. 
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understanding without di agreement e calating int disputes. 'r he onf1i lilll! interest reates 

the need to discu s and negotiate, while the comm n interest pro ides the impetus 10 rea h 

compromi e and agreement. Di pute can be prevented and resol ed by the a tion of the partie 

themselve , without the intervention of third parties. prcferen e ~ r resol ing di putes 

through the social partner rather than thr ugh g vernment intcrventi n is ne appr a h taken 

in severa l European countries when it come to ollecti e labour di pute 8. This approa h 

reflects a policy grounded in the principlc f "autonomy" and "voluntarim f the social 

partners" over their own affairs including di pute 9. Ilec ti ve labour di 'pute may also be 

prevented or resolved by services pr vided by tate- upp rted r operated bodie ', r private 

sector operators. An effective di spute management sy tem aims for preventi n in the lirst 

instance, and subsequently for the orderly and peaceful rc olution f any dispute that ari 'c in 

spite of preventive efforts, primarily through the ef~ rt f the di puting partie ' them. elve . . 

In Ethiopia; as can be inferred from the preamble fLab ur Pro lamation o. 77/200 ; one of 

the main targets of the proclamation is maintaining industri al peace. T rcali/e thi . promise the 

proclamation established in titutions and y tem that deal with co llecti ve labour di 'pute 

prevention and resolution. Accordingly collective labour relati n can be Ived through 

conci liators appointed by Ministry of Labour and cia I Affair, Pri vate rgan ( onci li at rand 

arbitrators), Labour Relation Boards and ourt. 

Despite the availability of all these instrument to maintain peace and harmony at work pia e , 

the problem of labour disputes still exists. Work place cooperation and c lI ective bargaining at 

enterprise level are not being well practiced. There are no arrangements at enterprise level to 

address complaints in a systematic manner in many enterpri e . Many collecti e labour dispute 

in Orom ia Regional State are being resolved through adjudications. 0 it is nece ary to 

evaluate whether collective labour dispute settlement machinerie 111 romia Region 

effective in preventing labour dispute. The the is examines the current legal framework for 

dispute prevention and settlement and identifies some of the hortcoming in exi ting 

procedures and operations. 

8 Professor Martin E. Risak and Christiane Holter(ed.), "S/renglhening Ihe lfechanislIIs 0/ Labour Oispule 
Prevention and Amicable Resolulion in Ihe Weslern Balkan 'ollnlries and Holdova ", ub regional Tripartite 
Conference; International Labour Office; (2009) page 5. 
9 Ibid 
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Accordingly, the re earch will try to an wer the following resear h quetion . 

1. What are collective labour di pute prev ntion and re oluti n mechanism and 

institutions in Oromia Region? 

2. llow collective labour di spute i being re 01 cd in romia Region? 

3. What are factors limiting effective functi ning f llectivc labour di pute pre ntion 

and resolution mechani m in Oromia Region? 

1.3.Literature Reviews 

Those researchers who conducted legal re earch on lab ur di put ttlement me hani m in 

Ethiopia have indicated that there are many hort c ming regarding the legal frame w rk and 

practice. 

lliruy Wubie examined that having good di pute ettlement mechanism i a pre-c ndition ~ r 

harmonious working environment lo . He mentioned that labour di pute i cia ified into 

individual labour dispute and collective labour di pute but h rtcom ing in term of clar ity 

regarding the criteria to differentiate collective lab ur di 'pute fr m individual labour di pute 

brought confusions requiring legislative amendment II. li e defined co llective labour dispute a 

disputes related with creating new right or amending the ex i ting one . As judi iary gave 

judgement based on the existing rights courts are not appropriate forum to entertain c ll ecti ve 

labour disputes. Therefore, collective labour disputes are primarily dealt with by qua i-judicial 

bodies established by virtue of the Labour Proclamation, and court are onl y in charge of 

appellate jurisdiction 12. Finally he suggested that owing to vaguene s of the law there i huge 

difference in identifying individual and collective labour di pute making couli deci ion 

unpredictable; but as Federal Supreme Court Cassation Division gave a precedent making the 

lO
H

iruyWubie, "The Settlement of Individual and Collective Labour Disputes under Ethiopian Labour law", E­
journal of International and Comparative Labour Studies,YoI.2, 0.1,(2013), page 39. 

llId page 43 
12 Id page 57 
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distinction more clear' courts and Lab ur Relation Board ha to ~ II \\' and implement the 

I· 13 ru 1I1g . 

Biranu Beyene examined that arbitration icon idered as ne of the c lle ti e lab ur di pute 

ettlement mechanisms appropriate to handle labour di putes whene er there i ' willingne 

between the parties to make use of itl 4. Biranu fo u ed on intere t di putc which i onc part f 

collective labour dispute as collective labour di pute include b th intere t and ri ght ba ed 

labour disputes. Biraml explained that labour Proclamati n .3 77 /2003 rt.141 pted ~ I' 

voluntary arbitration which avoids lock out or trike ut which are 0 tly 111eth d t break 

co llective agreement impasse becau e it allow neutral third party t imp e a binding dcci ion 

on the matter. ls He added that under Arl.I41 of ab ur Pro lamati n intere t arbitrati n i 

designed to work in accordance with appropriate law. As there i no pe i fic law de igned ~ I' 

interest dispute the laws which arc cros referred are -thi pian arbitrati n laws which 

of Art. 3325-3346 of Civil Code; and Art.244/2/g/,315-319 and 350-357 f ivil PI' cedure 

Code l6. Biranu concluded that designing intere t arbitrati n t w rk n the rule of the 

ethiopian arbitration law without being selective is a p rde ign ince the basic rule f thi 

law are not suitable to the unique nature of interest arbitration I ? . 

Mesfin Sileshi in mentioning CETU's view on the limitations of labour pro lamati n 

No.377/2003 said CETU believed that Article 145/1/ needs amendment because a it is number 

of government representative in the Board exceeds number of repre entative f employee and 

employer and hence the decision will favor government; professional as igned by Mini tel' 

should not give binding decision rather they have to serve the purpose of con ultation 18. 

Regarding historical backgrounds of Labour Relation Board ; Mehari Redai mentioned that the 

Labour Relations Board which was tripartite labour dispute ettlement machinery out ide the 

BId page 62. 
14Birhanu Beyene Birhanu;"voluntary interest arbitration in the Ethiopian labour proclamation : the problem in its 

design and a way to fix them";Oromia Law Journal , vol.6, 0.1,(2017), page 68 . 

15Ibid 

16Id page 74. 
17 Id page 84 
18

Mes
finSileshi, "The extent of compatability and /imita!ions of !he labour proclamation no.377 2003 vis- a-vis 

j undamentalILO conventions", (LLM Thesis AAU), (2012), page 92 . 
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ordinary court was establi hed by Proclamati n 

Mehari explained that Labour Relation Board wa 

.210 I 1 . Regarding its c mp iti n 

mp cd f' fi e per' n5 app inted b the 

Emperor and in practice; out of the five, two \i ere fr m trade uni n repre entati e and the 

other two were from the employers' side and the hairper n I' th Board am from the 

government side2o . In addition he mentioned that now a da} owing t m bilit I' capital the 

government is favoring capital at expen e of core lab ur right and 'imilarl judi iar al 

began to adopt investment- friendly interpretation of lab ur law pr i i n thr ugh Federal 

Supreme Court Cassation division which gives binding legal rea oning er all c urts
21

. 

Kassahun Kunde mentioned that as no adhoc Labour Relation Board i e tabli hed in I' mia 

Regional State; permanent Labour Relation Board i und r a heavy burden in entertaining all 

collective labour disputes22 . 0 MOL A need to tart a fa t m ve t ward the e tabli hment I' 

the adhoc Labour Relation Board so that the expeditiou eltlement of labour di 'pute will be 

achieved23. He added that even though Labour Relati n Bard i required t give deci i n 

within 30 days from the date on which the claim i lodged practically the time limit i diflicult 

to meee4 . Instead he recommended ror exten ion of time limit ba ed on number of divi i n 

within the Board, availability or personnel and racilitie within the Board and the need for 

expediency.25Kassahun also recommended MOL A hould make a m ve ror a creation I' 

permanent Board Representatives that serve on rull time ba i in the Bard for the expeditiou 

settlement of labour disputes
26

. 

Despite the contributions these studies made to the understanding or the concept or collective 

labour dispute settlement mechanism, certain questions still remain unanswered. The role 

played by government appointed conciliator in collective labour dispute settlement ha to be 

analyzed as they play key role in preventing labour dispute and maintaining harmonius 

19Mehari Redae, "Privatization in Ethiopia; the challenge it poses to Uniniosation and collective bargaining", 

(PHD Thesis Warwick University), (2015), page 61. 
20 Ibid 
21 Id page 235 . 
22Kassahun Kunde, "Assessment of Labour Relation Board In Alternative Dispute resolution. The case Study Of 
Western Oromia Labour Relation Board,(LLM thesis, Wollega niver ity), (2014), page 70. 

B lbid . 
24 Id page 80. 
25 Id page 85. 
26 Ibid 
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relation hip at indu try lev I. Reprc cntati n of on erncd take hider in Labour Relati n 

Board is an area that needs further attenti n a 'hainnan f Labour Relation Board i. Iligh 

Court Pre ident who i bu y with hi regular dut and al · me member or labour Rclati n 

Board will also be mi ing there b p ' ing a challenge on e. pcditi uelliement or lIecti e 

labour disputes. Thi re earch i unique becau e it cover ab ut ethics I' members I' Lab ur 

Relation Board, availability I' re ur e to Lab ur Relati n Boards, a ce sibilit , 

independence, and ca e management I' romia Labour Relati n Bard ' and generally v c 

will see the effectivenc s of Labour Relati n I ard in pre el1ting and settling Lab ur dispute. 

The role of Oromia uprcme ourt in adjudicating colle tive lab ur di pute i al an area 

where no research is conducted on. But a the court ha the juri dicti 11 t entertain appeal 

submitted against the dcci i n fLab ur Relati n Bard it requires further attenti n. 

Therefore, thi research i believed to be unique in that it i s ught t fill the gap in the 

aforementioned areas. 

IA.Objective of the tudy 

a. General Objective 

The General objective or thi re earch i t analyze laws applicable to preventing and ettling 

collective labour dispute in romia Regional tate and to sec whether there is discrepancy 

between the law and practice. 

b. The Specific Objectives 

The study has the following pecific objectives: 

y To describe types of labour dispute management y tem practiced in our country. 

y To explore the succe s of collective labour di pute pre ention mechanism in bringing good 

relation at industry level. 
y To identify the overall challenge (legal, practical and in titutional) that hinder the 

efficacy, accessibility, and quality deci ion of the Labour Relation Board in romia. 

y To analyze the role of government appointed conciliators in ollective labour di pute 

settlement and critically examine whether the practice goe in line with the law. 

,. To explain the effectivene of Oromia upreme ourt in entertaining appeal submitted 

against decision of Labour Relation Board. 

1.5.Method of tudy 
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In conducting this research, both qualitative primalY and econdaty data ha e been emplo cd in the 

following methods. 

The research first clearly identified mechanism of Preventing and re olving collecti e labour 

disputes Under International Labour Organization onventions and Recommendation ; and 

Labour Proclamation No.377/2003 . After that, it examined the situation of the LRBs in 

Oromia against the above mentioned laws. In conducting thi re earch, both quantitative and 

qualitative primary and secondary data have been employed. Accordingly, in depth interview is 

conducted with members of the two LRBs, secretary of the boards, trade union repre entative , 

employers association, employers and employees' federation, sectary and profe ional from 

Labour and Social Affair Bureau. Similarly, case file and annual plans and reports are a e sed 

and analyzed according to their relevance. The following table depicts detail of gathered data: 

fable 1 

Institutions Data gathering tools Participants of the study No. of data 

from where 
data are 
collected 
Labour Interviews • Chairman of the board 12 participants from the 

Relations • A member of the board from tho e 2 Oromia LRB 

Boards appointed by the minister 

• Two members of the board 
representing trade unions 

• A member of the board 
representing employer's association 

• Secretary of the Board 

Important documents 6 (of the last 3 years at 

(Annual Plans, both Boards) 

Performance reports, 
BPR, BSC, and etc 
documents) 
Case files 

40 

Oromia Interviews Judges 3 

Regional 
State 
Supreme 
Court 
Oromia Interviews • Head/Deputy of the Bureau 4 (participants) 
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Labour and • Indu trial peace and relati n 

ocial Affairs proce owner 

Bureau • Conciliators (2) 

Important documents 
3 (of the la t 3 year) 

(Annual plan, 
Performance reports , 
etc.) 

1.6.Significance of the research 

The outcome of this research wi ll be significant in many ways. For in tance, a tuted be~ re 

the currently available research works in the field of collective lab ur di pute in Or mia 

Region are not adequate. Thus, thi re earch will fill the gap in the exi ling literature in the 

field. Second, the research wi ll be informative to the public and the government about the 

status of collective labour dipsute in Oromia Region and what need to be done in the future to 

make the system more effective. Ilence, the utc me of the re earch may innuence individual 

and government actions. Finally, the outcome of the research c uld be u ed by ther 

researchers as an input for further re earch in the field. 

1.7.Scope Of the Study 

This research examines the current legal framework for dispute prevention and ettlement in 

Oromia Region, identifies some of the shortcoming in exi ting procedure and peration, and 

outlines a number of recommendations required for the improvement of the region's collective 

labour dispute mechanisms and operations. There are different modalities by which collective 

labour dispute can be addressed. It can be resolved through collective bargaining, social 

dialogue, conciliation, mediation, arbitration, Labour Relation Board, and strike out or lock out. 

But as the topic is vast, it wou ld be difficult with in the resource and time limitations of the 

study to examine every mechanisms of co ll ective labour disputes settlement. In addition the 

practice of resolving collective labour dispute through arbitration is not fully developed in the 

Oromia Regional State. The scope of the study is limited to analyzing collective labour dispute 

settlement mechanism through government appointed conciliators, Labour Relation Board and 

Courts. 
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Due to practical limitations, the use of interviews to know the ituation of ollecti e labour 

dispute on the ground will be limited to some selected zone where ba icall Labour Relation 

Boards are found. Since the consideration of whether or not all the ca e dccidcd b Labour 

Relation Board are in line with the law from the time it i c tablished until the pre ent i 

practically impossible for this research to cover, only ome case will be u ed/citcd by way of 

examples in the text of this research. 

1.8.Ethical issues 

Realizing the indispensability of ethical consideration in any research work, I have cxplained to 

the interviewees as to confidential character of our relation hip, a ense of tru t wa created. In 

add ition I hold a neutral position and avoided bia e to the extent po ible in report writing. But 

during my interview with secretary of Labour Relation Board, on ome point , i found them imply 

defending the institutions when they fail to admit very obviou hortcoming found in the 

institutions. I did my best to let them know that the re earch imply focu c on improving the 

system not harming individuals and finally we reached on agreemcnts. In addition i used different 

sources to achieve the objective of triangulation. 

1.9. Organization of The Study 

This study is organized in sequence of chapters after the preliminary pages which contain 

acknowledgement, dedication, abbreviation and acronyms, abstract, table of contents, list of 

tables, list of figures and list of appendices. Chapter onc has background to the study, chapter 

two concerns theoretical and conceptual aspects of collective labour disputes. Chapter three is 

about presentation, analysis and discussion of findings; chapter four presents conclusion and 

recommendation of the study. 
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Chapter Two 

Collective labour dispute settlement mechani m 

2.1 Introduction: 

As feudal mode of production was replaced by industry; capital- labour relation began to 

emerge necessitating labour regulation. But state preferred to follow lazier- faire principle in 

which rights and duties of worker and employer are decided by partie and tate intervene only 

to enforce promise created by parties in case there i a breach. In individual bargaining made 

between employer and employee; the employer can easily dictate each and every terms of the 

contract of employment leaving employee to work in very har h working environment. 

Employees began to take collective action to make working condition better. This nece itated 

the need to regulate collective labour dispute. 

In this chapter we will discuss parameters used by the legi lature to categorize individual and 

collective labour disputes; Institutions established by our Labour proclamation to prevent and 

resolve collective labour disputes and labour dispute settlement under ILO Internati nal Labour 

Convention and recommendation. 

2.2 Labour Disputes: 
As it is true for many definitional matters, labour dispute ha no one, agreed up on definition. 

Definition of labour dispute depends on the laws of the country, institutions given the power to 

settle disputes and procedures to be followed to resolve particular dispute
27

. Black law 

dictionary defined labour dispute as: 

'Controversy between employer and employees concerning the terms and 

conditions of employment or concerning the association or representation of 

those who negotiate or seek to negotiate the terms or conditions of 

employment28 , 

27 International Labour Organization, labour legislation guidelines, http: rwww.i lo.org legacy/engli . h di alogue 

ifpdiallllg/noframes/ch4.htm#2accessed on 7/05120 \8 . 
28Garner, B. A. (ed.), Black 's Law Dictionary, 8th ed ., West Academic. 2008 , p. 878 
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The definition given to labour dispute according t Pr lamati n 77/200 I, any 

controversy arising between a worker and employer or trade union and employers In re.\pect of 

the application of law, collective agreements, work rules, employment contract or customary 

rules and also any disagreement arising during collective bargaining or in connection with 

collective agreement. 29 

As it is understood from these definition labour di pute i any di agreement either in olving 

single employee and employer or many employee and employer and their a ciation on 

existing issue or future interest. 

2.2.1. Types of Labour Disputes 

Labour disputes can be categorized depending on di put ettlement pro edure r partie 

involved thereof. The widely known labour di pute cia ificati n are30
: 

Disputes about rights and dispute about intere t (econ mic di pute ), and individual and 

collective disputes3
!. 

i. Dispute ofInterest Vs. Dispute of Right 

A rights dispute is a dispute concerning the violation of or interpretati n fan exi ting right or 

obligation embodied in a law, collective agreement or individual contract f employment. The 

main allegation of this dispute is, a worker, or group f worker, ha not been afforded their 

proper entitlement(s)32. The parties to the dispute fail to agree on the existence or cope of 

application of a certain right granted by law or in the employment contract
33

. 

An interest dispute is one which arises from differences over the determination of future right 

and obligations, and is usually the result of a failure of collective bargaining
34

. It does not have 

its origins in an existing right, but in the interest of one of the partie to create such a right 

through its embodiment in a collective agreement, and the opposition of the other party to 

doing so. It arises when an employer and a worker or trade union do not reach an agreement 

29Cited above at note no. 4, art. 136 (3). 
JOcited above at note no.27 page 12 
31 Ibid 
32ibid 
3JCited above at note IO,p.48 
J4Cited above at note no.27, p. 15 
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on the need and the scope of application of a certain intere t \\ hi h 

employment contract nor in relevant legislation35
. 

ii. Individual Vs. Collective Labour Di pute 

not deta i led In the 

Individual disputes are rights disputes; they concern di agreement that relate to an e i ting 

legal right established by law or regulation , or by agreement36
. It can aloin lude ituation in 

which a number of workers disagree with their employer 0 er the ame i ue, but where each 

worker acts as an individual. Under Art.138 of the lab ur proclamation individual labour 

dispute are enumerated. 

Collective labour dispute is a disagreement between a group of worker u ually, but not 

necessari ly, represented by a trade union , and an employer or group f empl yer over exi ting 

rights or future interests37 • In a collective labour di pute, one fthe partie i a generic gr up f 

employees, not considered as a simple plurality or aggregate of individual empl yee , but 

rather as a group structured on the basis of certain hom geneity in their claim 38. A collective 

labour dispute includes both dispute of interest and di pute of law. ollective labour di pute 

are indicated under Art.142 of labour proclamation. 

Making distinction between individual and collective labour di pute i important because it 

determines the jurisdiction of court and Labour Relation Board. ourt i given the power to 

adjudicate individual labour dispute whereas Labour Relation Board are given the power to 

entertain collective labour disputes. But this is not an ea y distinction to make, and ome 

authors have repeatedly pointed out that the ideal way to differentiate the two type of di pute 

is to analyze the request made in the claim 39
. If the question affects a group of employees or 

even a generic group that can be individually determined and a generic petition is made for the 

entire group, then the proper method to follow would be that ofa collective di pute
40

. If, on the 

35 Cited above at note 10, p. 48 
36Cited above at note 2 page 10. 37 Labour Dispute System, Guidelines for Improved Performance {International Training Centr!!), (2013) page 18. 

38 Adoracion Guaman Hernandez, Resolving individual labour dispute; A comparative 0 er view, International 

Labour office ,(2016) page 204 
39 Ibid 
40Ibid 
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other hand, individual and specific petition are made ft reach f the empl yec. , then the a e 

is one of individual disputes41 

In Ethiopia the labour proclamation did not clearl dcfin indi idual and c lie ti e labour 

dispute. The confusion emanating from vaguene of the pr clamation i ' creating huge 

problems as party does not know where to take their ca e; urt or Lab ur R lation Bard. A 

we will see in chapter three organs mandated with eUling lab ur di pule metime failed to 

identify individual labour dispute from collective lab ur di pute. But the Federal upreme 

Court Cassation Bench gave a binding ruling with regard t identifying olle tive lab ur 

dispute and individual labour dispute. In it leading ca e on the i ue at hand the a ati n 

Division ruled that "our national legislation doe not make the number of w rker inv Ived in a 

dispute a standard to differentiate individual and collective lab ur di pute ; the fact that a 

certain dispute is submitted by one or more worker hall n t a certain the individual or 

collective nature of the dispute. Rather; if the effect fthe di pute are limited t the di puting 

worker (or workers) it shall be con idered a an individual di pute, wh rea di 'putes who e 

effects transcend individual spheres and affect the j int interc t f employee hall be c lIective 

labour disputes,,42. 

Inference one can make from this ruling i the tandard u ed to differentiate individual lab ur 

dispute from collective labour dispute is whether the outcome of the decision affect collcctive 

interests of workers or not. Hence number of workers participated in the ca e i not a 

determinant factor; even if all workers in the enterprise brought a uit if the claim i individual 

and specific petitions for each employee then it will be individual labour di pute. Also the fact 

that the type of dispute is mentioned under Art.142 will not make the dispute collective di pute 

rather it has to be qualified with the ruling given by assation Bench. Labour Relation Board 

will assume power if and only if the effect of dispute mentioned under Art. 142/ I / affects joint 

interest of employees. Hence it is valid to argue that the type of di pute mentioned under 

Art.l38 can be taken as collective labour dispute when the outcome of the judgement 

transcend individual Spheres and affect the joint intere t of employee. 

41 Ibid. 
42 KK Textile Workers ' Association Vs KK Textile Industry, Federal upreme Court assation Divi ion , File 
Number 18180, Hamile (July) 29, 1997 E.C. Published in Decision of the Federal upreme ourt Cassation 

Division volume no. 1 Page 1. 

14 



2.2.2. Labour Dispute ettlement: IL on ntion and R eomm ndati n 

Frameworks 

When speaking of international standard of labour di pute regulati n. it is n that 

ILO has not established specific procedure for the ettlement flab ur di pute '. It ha nl 

established the general principles and guidelines ~ r Member tates. n the ther hand. these 

guidelines and principles are es ential when ad pting nati nal legi lati nand e tabli hing the 

regulations of labour dispute prevention or ettlement a well a implementing them in 

practice. There are dozens of ILO onventi nand R mmendati n that are p tentially 

relevant to resolution of labour di pute . Oi pute re luti n i addres cd under the lie tiv 

Bargaining Convention, 1981 (No. 154). he c nventi n pr vide that bodie ' and pr edure 

for the settlement of labour di putes hould be dc igned to ntribute t thc pr m tion I' 

collective bargaining (Article 5(2) (e». While nventi n . 154 ~ cu 'c ' n c lIective 

bargaining, it also recommends u e or conciliation and/ I' arbitration a part I' the bargaining 

process where such processes are voluntary (Article 6). 

Voluntary Conciliation and Arbitration Recommendati n. 1951 ( . 92) rccommcnd that 

voluntary conciliation should be made available to a i t in the prevention and cttlement of 

industrial disputes between employers and worker 43. It further recommend that uch 

procedures should include equal repre entation of employer and w rkcr. hould be free and 

expeditious and voluntarily. 

Also, the Examination of Grievance Recommendation. 1967 0.130) add res e dispute 

resolution at the entries level , including rights di pute over alleged iolation of collective 

agreements. The instrument further recommends that i I' dispute re olution at enterpri e level 

has failed, there should be a possibility for final settlement either through the procedure et out 

by collective agreement, through conciliation or arbitration by the competent public authorities. 

through recourses to a labour court or other judicial authority, or through any other procedure 

deemed to be appropriate (paragraph 17). imilarly, Labour Admini tration Recommendation 

1978 (No. 158) provides that the competent bodies within the labour administration hould be in 

position to provide, in agreement with employers' and worker' as ociation, conciliation and 

43ILO ,Voluntary Conciliation and Arbitration Recommendation, 195 I ( 0. 92). paragraph 1 
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mediat ion fac ilitie , appropriate to national ndition. in ClI col llk ti\ . di putl.: (par.I'I.Iph 

10). 

2.2.3. Labour Di pute Manag m nt : t 01 ... 

Di pute management Y tem ary fr m countr to countr) 44 . In 'I.:ncral, hO\\C\I.:I, disputc 

management ystem fa ll in to three main ateg ril.:s depending on thl.: institutions in har 'c. 

These are Ministry or department f labour, independl.:nt organ cstahlished b law . and shared 

arrangement . Let u ee one by one. 

i. Ministry or Department of abour 

Labour di spute prevention and re luti n under th is ki nd or s)stl.:l11 is the responsihilit 01' 

nationa l and tate lab ur admi nistrati on mini 'try or departml.:nl. "1 hI.: proCI.:SS or con iliation and 

arbitration are firml y in the hand ' of labollr ,kpartment's orticials a\thou 'h national 

circum tance may allow fo r OI11C limi ted involvement 01 privatI.: ag.encics in thl.: disputl.: resolution 

process. In many African c untric ', di 'pute rc 'olution procl.!ssl.!s ha I.! heen dominated b thl.! 

state via the Ministry fLab ur and ' ocial Affai rs. lIsua ll throu'h it... conci liation and 

mediation services 46 

ii. Independent Organ Established B Law 

Under thi system, labour di spute management is the rl.!sp< nsihilit of b dil.!s fundl.!d b statl: 

but wh ich operate with hi gh degree of autonomy and indepl.!ndl.!nce. Dispute pre I.!ntion and 

resolution fall under the resp n ibility of an indepl.!ndent commission. authority. r imilar 

body operating under it own legi lati n, and with its own g erning c uncil or board. rhe 

mandate, functi on and independence of' uch bodie are estab li hed by la\ . Ihe inv I ement of 

private agencies in di spute reso luti n proce i ' normally enc uraged and supp rted by the 

independent body. In outh Afri ca an independent conciliati nand arbitrati ny tem (the 

commiss ion for concili ation, medi ation and arbitration) ha ' been created . 

iii. Shared Arrangement 

Under shared arrangements system labour di pute pre ention and re olution i hared between 

the labour administrati on in titution and an independent bod 47. In pain. for e. ample. trade 

44Cited above at note no. 37 page 28. 
4S lbid 
46 Ibid 
Hid. P29 
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union and employer organizations share the re p n ibilit. of disput~ manag~m\;nt \\ith tat~ 

labour administration institutions
48

. 

At this juncture it is imperative to mention the t pc of lab ur management 5 st~m I-thiopia i 

following. As we will see in detail in the next ection in I ~thi pia both n iliat rs appoint~d by 

Government and Labour Relation Board are emp wered b the Lab ur Pr lamati n t pre ent 

and settle collective labour dispute. onciliator app inted by g vernmcnt i n rmall fund in 

Labour and Social Affair Bureau. With regard to Labour Relation Bard; 1'1. 144/ / stated 

that Labour Relation Board is under the local auth rity resp nsible for the implementati n of 

.199/2008 Art. 33/7/ stated that labour laws. Similarly; in Oromia Region Proclamati n 

Oromia BOLSA shall establish, appoint nece ary tafT, admini ·ter, follow up and control 

labour Relation Board. Hence both conciliat I' and LRB arc found with in Ministr fLab ur 

and Social Affair. So Ethiopia foll owed lab ur management y 'tem directed by Ministry I' 

Labour and Social Affair. Owing to level of cc n mi development; Uhiopia can't afford 

necessary resources so that labour department can function cfTceti ely. ' 0 in addition 

empowering social partners to share the re ponsibility I' preventing and re 01 ing co ll ective 

labour dispute is necessary and hence hared arrangement ' are more recommendable in 

maintain ing harmonious labour relationship at indu try level. 

2.3.Collective Labour Dispute Re olution under the Ethiopian ontcxt 

Labour law proclamation No 377/2003 estab li hed different in titutions that are empowered 

with the task of settlement of labour disputes. Accordingly, eo llecti e labour disputes can be 

settled by negotiation , conciliation, arbitration, court, and LRB . Let u see one by one brieny. 

2.3.1 Negotiation: 
Negotiation is any formal or informal discus ion between the ocial partners with a view to 

. . d b fi 49 O' . d 
arriving at an agreement on Issues of common mtere t an ene It . I cu Slon an 

negotiation between the parties involved , without the a i tance of an out ide agency, i . of 

course, the first step in any effort to settle a dispute. Oi cu sion and negotiation with re pect to 

the terms of a contract is encompas ed in the term "collecti e bargaining," a proce in .. hich 

48 Ibid 
49Cited above at note no.19, page 73 

17 



all partie -labour, management, and g ernment-t da) pr( C\. illl their hc.:licl. ollecth e 

bargaining is the proce b whi h reprl! cntati es of a ompan) and n;rre~entati\ es 01 its 

employee meet to di cu and neg tiate the ari U ' phrases of their relation hip, which 11'1\ e 

been declared to be proper ubje t matt r of bargaining with in the ohjecti\e r arrh ing at a 

mutually acceptable labour agreement. 

"Collective bargaining erved a a meth d or pr es I' rule making of a pri ate nature whi h 

is intended to regulate the relati n of b th neg tiating partie and it also a wa of attaining 

beneficial and productive luti n to potentially c nnictual relations hetween the so ial 

,,51 S' '1 I d partners . 11111 ar y; un er Lab ur Pr lamation 0.377/2003 rt. I 24121 () II ect i e 

bargaining is defined as a neg tiati n made between employers and \\OIlers organil<llions or 

their representatives concerning c nditi n I' work or collecti e agreement or the re ne\'o' a I and 

modification of the collective agreement. 

An agreement arrived at by ucce ful bargaining without the use of any substitut· and aid is 

the most desirable method of ettlement f any lab ur dipute. Because the er nature of 

collective bargaining makes mediated eUlemcnts an even more natural obje ti e than in most 

law suits. Collective bargaining erve a a di pute 'ettlement mechanism b itself and its end 

result, normally, provide procedure and mechanism' for an efficient and sm oth settlement of 

disputes that may arise in the day by day implementation I' an agreement. II in all the writer 

believes that an agreement arrived at by ucce ful bargaining is the mo t desirable meth d of 

settlement of labour diputes. 

2.3.2. Conciliation 
The labour law defined the term "conciliation" as the activity conducted b a prt ate per on or 

persons appointed by the Mini try at the joint reque t of the parties for the purpo e of bringing 

the parties together and seeking to arrange between them voluntary ettlement of a lab ur 

dispute which their own efforts alone do not produce\ . h m thi delinition, one can ea il) 

understand that the labour law recognized two t pe of conciliati n depending up n their 

initiations. 

sOPa ul H. Sanders, types of labour dispute and approachesto their etllcment: La\\ and conlemporal) problem. 

(1960), page 214. 
SlCited above at note no.19 page 73 . 
52Cited above at note noA, Art 136( I). 
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The e are conciliation made up n the initiati n of thl.! <I'reI.!IlH:nt 01 thl.! di~rutin' parties 

them elve and conciliati n made up n the initiation of onl.! of tin: di putin' partil.!~ s . In the 

fir t cenario, parties to a di pute may agree to ubmit their asl.! dirl.!ctl) to onciliatol ~. I kncl.!. 

they them elves initiated the pr ce f onciliation. In the r,c ond I.!nario. eithl.!r of the 

disputing parties report hi Iher grie anc to the mistr . in the fir~t place. It I.! I thaI. lhl.! 

Ministry assign a conciliat r at the national and" ht:n nect:ssar) at the \\orda II.! el to hring 

about a settlement of a casess . On e as igned . tht: conciliator shall I.!ndt:avOi t( hring ahl Lit a 

ettlement by all rea onable mean a mayeem appropriatl.! to that end . 

Ilowever, upon failure to ettle the dispute. on' can sec a diffl:rt:ncc In this rl.!gard . 

Acco rdingly, if Mini try a igned c n iliator rails t sellie a labour dispute \ ithin 10 days. ht: 

hall report with detailed rca n thereof to the inistr an I shall Sc I' e thl.! )P) to tht: purties 

involveds7. Artcr thi , a party an take tht: ca . t: to tht: permanent or the adho I RH as the ca.,t: 

may be. On the other hand. if the di sputing parties' onciliatol fail s to .. ett le. slh is not 

required to report to the Mini try. and the party uggrit.: cd 111t1 ta"e the case din.:etl to tht: 

Boards8 . 

2.3.3. Arbitration 
The other avenue to settle lab ur di pute under the lab( ur pr) lamation is arbitration. 

b 
. I . b' S9 

Accord ingly, parties to the dispute may agree to u mit t lelr case to ar Itrators . 

Arbitration, in the context of labour di pute , ha been described a the 'ubmissiol1 or a dispute 

to a neutral or group of neutral who e function i t c nduct a hearing and render a judgment( 

termed as award) which is binding up on the partie 60 . Like conciliati n. arbitration ma) be 

voluntary or compulsory depending on the initiation or the proceeding. rbitration i 

53 ld, Art.l4 l cum.143 54 Ministry, as defined under Art.2(4) of the labour proclamation mean. hni II) of l.abour and OClal l\f(uir ' or 

Bureau of Regional Labour and ocial Affairs 
55Cited above at note noA, Art.14l (1-2) . 
56 This is explicit for the Ministry assigned conciliator a can be read from \n 142(2) of the labo~r pr?c1amall.OI1; 

Although thi s is not explicitly provided in Ih e law one cannot e pect a different role that dl pUllnl! panic 

assigned conciliator plays . 
57Cited above at note no A, An.142(3) 
581d, Art . 143(2) 
591d, Art. l43( I) . 
60Waiter A. Maggiolo, technique of mediation in labour dl pute . (1971) page . 
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compulsory if the submi sion of the di put t the neutral i ba ed n t on the on elll. 

expressed or implied, of the partie but rather an admini trati\,e r legal compul ion r 

direction. Arbitration i voluntary when the ubmis ion t neutral is based on the nsent. 

expressed or implied, of the partie. In ur Lab ur Pr clamati n a i the a e in partie' 

assigned conciliator, arbitration pre upp e the agreement of disputing partics. 0 arbitration 

under our system is voluntary in nature i.e. both the ubmi sion and arrangemcnt e lu i cI ' 

depend on their mutual consent. If the arbitrat r d n t 'culc the ase amicably . the part 

aggrieved may take the ca e on allowed gr und to the appr priate ourt
tol

• Ilt)\'.e cr. apart 

from providing arbitration as one way f ettling di pute, the labour proclamation is siknt as 

to its details such a the basic law and pr cedur be followed. In that regard, one ma expe t 

normal arbitration procedure exi ting in the 

applicable. 

il ode and ' i il Procedure 'ode to bc 

ome argued that the Proclamation i ill de igned in impl} ross referring la\ Ii '0 erning 

arbitration of labour dispute to general law applicable to arbitrati n; as it disregards unique 

nature of collective labour di pute62 . Biraml pointed that the proclamation should not have 
rbi tration La ) 

simply cross-referenced "the appr priate law" (i.e, thc I:.thiopian 

indiscriminately to be applicable on intere t arbitrati n rather ith lIld have identified the unfit 

rules and provided instead rule uitable for intere t arbitrati n
6

. rtick 125/1 1 I' i il odc 

dictates the arbitrators to use " principle of law" in rendering a\ ard; but as intcrest dispute i. 

l asically a dispute to create future right it i one fthe unfit rule . 

2.3.4. Labour Relation Boards (LRB ) 

LRBs are the other labour dispute ettlement in titution that are e tabli hed by the labour 

proclamation64 . These Boards can be categori7ed either a permanent or adh CbS . Both are 

under the local authority responsible for the implementation of labour lav" fob . The twO Bard 

are similar in terms of composition and meeting procedure b7. Ithough ba icall the two 

61Cited above at note no.4 , Art.143(2) 
62Cited above at note no.14, page 84. 
63 Ibid . 
64Cited above at note no.4;Art.144 
65 Ibid. 
66 Ibid 
67 1d, Art.14S cum.146 
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Boards entertain collective labour di pute , the> have different juri diction . I d u I,;\; them 

differently. 

a. Powers of the Permanent LRBs 

Whi Ie discussing power of both permanent and adh I R 13. rts .1 6 (2). 14:!( 1 ) and 147 thl: 

labour proclamation can be the tarting points. rt .136 2) define the tern "l:<; ential pllbli 

services undertakings" a those ervice rendered b> undertakings to the 'eneral public and 

includes air transport, undeltakings upplying ele tric power, undertakings uppl 'ing watl:r and 

carrying out city cleaning and anitati nervi e . urban bus Sl: r ices, hospitals, clinics, 

dispensar ies and pharmacies, fire brigade er ice and telec mmunicati n services
l9

. rt.142 

(I) mentions duties and respon ibilitie of the e nciliat r, and rt.147 enumerates the p wers 

of permanent and adhoc LRB by making cro -reference to rl.I42 (I). 

Based on this framework, the permanent LRI has jurisdiction to hear and conciliate or de ide 

cases involving establishment f new c ndili n of work, the conclusi)l1. amendment. duration 

and invalidation of collective agreement, the interpretati n of an> pro is ions of labour 

proclamation, collective agreement I' w rk rule ', pr cedure of el11plo l11l:nt and promotion of 

worker, matters affecting the worker in general and the existence of the undertaking. claims 

relating to measures taken by the employer regard ing prom ti )n, transfi!r and training, laims 

relating to the reduction of worker, ca e ubmitted to it bone f the diputin ' partil!s aftl!f 

the parties fail to reach an agreement in accordance with rt.142(3), and prohibited actions 

referred to Art.60
70

. 

On matters of evidence, the permanent LRB ha also c nferred the p weI' to require an per on 

or organization to submit information and document nece · ar ~ r the carr ing out of it 

duties, to require parties and witne to appear and te tif at hearing, to adminiter oath or 

take affirmations of persons appearing before the Bard and e. amine any uch per on up n 

such oath or affirmation , to enter the premi es of an working place or undertaking during 

68. ld,Art.147 
69Cited above at note no .4; AI1 .136 (2)(a-g). 
70 ld,Art.142 ( I) (b-h) cum .147 (I) (b-c). 
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working hours in order to obtain relt! ant information. h r \\ ilne r I rcquir t \ 

71 
submi ion of document r other articlt! 

b. Powers a/the Adhoc LRBs 

The Adhoc LRB have juri di ti n to entertain labour di pute on mall t 

benefits arising at es ential publi ser ice undertakin' mcntioncd und'r ,\rt ,1 6(2) )1' the 

labour proclamation72 . F r example, if a dispute ari:-.es oet\\e'l\ the emplo~ecs tlnd thc 

employer on wage in telcc mmunicati n ser ices, either o( the disputin ' parties rna) take the 

ca e to Adh c LRB. 0, the juri diction of the dhoc LRlh 1...ln be detennilH!d b rdetTin' into 

the subject matter of the di pute and the type or disputant un(krtaking. 

Practically, adhoc LRB i n t e tabli hed in ( romia region. Pcrmanent I IW .lIone entertains 

III collectivc labour di pute ,in luding th sc mallers ",hi h (llliunder thc jurisdiction o( adhoc 

LRB. Thi is made ba cd n admini. trative delegation as oL ,\ passcd u it ulalion that 

authorize permanent LR B entertain matteI's railing within til' jurisdiction of'the Adhoc 

Board. But the researcher are r opini n that MoLS cannot pass slich circulation as tlH': iSSUl! 

i already regulated by the pr clamati n and the proclamation has its O\\n justification \ hile it 

establi h and define the two Board. 

iv. Purpose and objective 

I he purpose and objective of LRB . (b th permanent and adho ) can be inferred (rom I'Ll 0 

of the labour proclamation. This article ha three sub-articles and its first sub·arti k pro ides 

that 'the permanent or the adhoc Board hall endea or to sellk b~ agreement lab )ur disputes 

submitted to it, and to this end it hall employ and make mc or all slich mean of' conciliation, 

as it deems appropriate,73. From thi pr i -ion. one can easil) understand that thl.! primar) 

purpose of the LRBs i to try it Ie el be t to eUle labour disputes b} agrl.!l.!mel1t. 10 do this. 

the Board consider not only the intere t of the partie immediatel) concerned but also the 

interest of the community of which the are a part in which ca e it ma) grant a motion t 

intervene by the government a amicu curiae74 . 10reover. in reaching an) de isi n. the Board 

shall take into account the substantial merit of' the case. and need not (0110\\ stricti the 

111d, Art. 147(1 )(d, e, f & g). 
12ld,Art.144(2). 
Dld,Art.ISO (I) 
14 Id,Art.ISO(2) 
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principle of ub tanti ve law fo llowed b) i\ il curt 7 • III rt i 

employers to maintain indu trial pea l: and \\ rk in thc pirit h nn 

promi ed in the preamble fth e lab ur proclamation7 

In ca c the LRB fail t ettl e the di pute through I.:oncilinti In. th 

wh ich have immediate effect and hall be onsidl:rcd as tho I.: d ci I 

Generall y, under the lab ur proclamati on, there an.: sc\eral in titlltion II I\ctHlC I 

labo ur di putes . The primary c ncern of most r these institlltion (c. cept rc 'lIlar court) i to 

nd the di spute peacefully thr ugh conciliati )n. 

2.3.5. Cou rt 

'( he FOR · on titution e tabli 'he an independl:n t judicial ,\I1e! it c1eal I) I clI Ollt that jlldici.t1 

power , both at Federal and State levels, arc ves ted In thc <.:Olllt .,' : 1 hCle il lC thlec tici 'd eOll lt both 

at the Federal and tate level nam ely. the r'edcrul SlI prcfll e olllt. l'cdcI,,1 I II ,h ilnd I il I III tilllCC 

Court.s. and at. t.ate level ; the State Supreme (u rt , Statl: III ·h il nd I i l st - I n~tanc' (olllb. I hl: 

Con ti tution ha directly e tablished the I cdcra l l) uprl: fll C mill at thc fedclal 1c\c1 and Ille tlllcc 

tier of state court at the tate leve l. Hut th is dOl:s l1 ' I mean coull C:tll clltcllain ;111 di pllte a 

limitation are set by the law. FORb consti tution rt 17 state thilt court can elltclt lin on I) 

justiciable matter (matter liable to be entertained in a COlllt of'ju tice ; mallei appwpli'lte III COUll 

review). In addition ArtA or the ivil Procedure ode indicated that withoul prejlldi\.:e 10 the 

provisions of the following Arti cle, the courts shall have jmisdiction 10 If') all ci\il ~lfit other th \f1 

those of which their cogni zance i expressly or impliedl, barred. ,\ mcntioned in pre\ iou section the 

original jurisdiction to entertain coll ective labour dispute i' gi en 10 Lahour Rcl,Ition Board , So court 

are precluded from entertai ning labour ca e in original juri diction . 

rt I 8 lab ur di\ i ion at each Regional 
According to Labour Proclamation 0.377/200 

Fir t lnstance court have juri di ction to etll e and determine indi\idllal lab lIr di ~ rllte \\hich. 

inter alia, include, di sciplinar mea ure including dismis al. laim related t the termin:ni n 

7S ld,Art. ISO (3) 
7b Pl ' Id, First paragraph of the preamble oflhe Labour r c amatfon. 

7Id,Art .147 (4). 
78 ited above al nole no. I , Art .78&7911f. 
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or cancellation of employment c ntract, queslion relit d I h \lr 

and re t day, claim related to empl 

the labour pr lamati n. nder rt.1 42 olle Ii\\.: lah Hlr di pUle I 

Relation Board are Ii ted. 

Ii n. I 

enl n in lIr 

I he labour divi ion of the Federal Ili gh ourt shall ha\e juri dicli( nih Ir ,no d dIn 

appeal again t the deci ion of the 13 ard on queslions of Ia\\ 
7 

• ,\ ccordin .1). il i e 1111 clcnl III 

upho ld, rever e or modify the de ision fthe LRB . li en! ~II o. it dcci iOIl i linal 1.,\ p()\\el 

given to Federa l Il igh ourt i delegated to Rl! 'iomll slIpn.:me court( 1' 1 RI ' ( Oil lillliion 

Alt.79) In romia Regional :tate; romi a Rl!giona l Suprl!tn Ollli \\ill Cllll.:llilin appeal 

again t dec ision of Lab ur Rel ation l3oa rd. In short. labOll1 di~isions of lhl.' rc 'Ulal 1.'01lrts 

entertain lab ur di pute either in their firs t instanl.'c jutisdidion 01' ill thl.:il 'IJ pdlalc 

j urisd icti on. 

A mentioned prev i u ly Labour Relati n 130ard is given lhc priorit) hcc:lu C of the I celliiar 

nature f co llective labour eli pute; a th l! di spu te ma go to c. ten t of' disturbin ' social ordel . 

lienee adjudication i not the pI' per way or addn.!ssing slich dispu tes' hltiler cOllcili 'ltion i ... lhe 

best way to addre s the d i plite. 

79Cited above at note no.4, Art. 140( 1 ) 
SO ld, Art. 154(2) 
81 Id ,Art. 140(2) 
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a e tudy Of 

Oromia Region 

II cti 

hapt'r 

Lab llr P II t ttlcm'nt [\1' h~ni III III 

3,1. Introduction 

Increased attention to the prevention of I"hour di PUI 

some dispute ' will ari e and thus it is necessary 10 determille ho\\ Ih nil ·111 

dispute which arc expe ted to be reso lved b the stli t applic.lliol1 ullh 

Ihe continuance of harm nious relations bet\ eell Ihe elllplo) 'I ,1111 hi elllli 

collective lab ur di pute to be"r in mind the df'cctllf del.:i illl1 011 I hI.: 1I,IIion II e 111 11ll , ll1th il 

fight for their re pc ti e claims the parties I1W) choos 10 i'I101 Ihe de III III f I f 11.lIioll I 

economy but indu trial adjudication cannot. 1..,0 labour di Jlllle Il'qllil 

proper handling. Reso lving disputes throu 'h Ihc social l1illlllCI 1.llhel Ih.1I1 Ih'OIi 'h 11\ '1111111.:111 

intervention i preferable because it creates I11me slabk inclll II i.tl I lal ion . Bill If p.1I Ii 1.li I III 

s\!ttle their di pute; government inten elltion 10; nel.:c ill ., Unci I Ihi dl.lple l \\e \,ill III tl)/c Ih' 

competence of in titutions cstablishl.!d b ' the laholll plOdal1lillioll 10 I ol\c \.11 III IIi I III in 

)romia Region. 

Government appointed conciliator is one r the organs mamhted "ilh eulin' c( II th c 1.lhmll 

disputes. onciliation may be prescribed as the praeticl! h \\hich the sen ice 01 ncutlal part) 

arc u ed in a di pute as a mean r helping the dl putin' pal tie to Il! lu c thl.:il diffclCI1C' dnd 

to arrive at an amicable ettlement or agreed s lution. I he con iii ItOI apr inted h~ th' 

Mini try endeavor to bring about a 'etllement on the mnllcr illlilar to c( II ti\e lah ur 
indll tri.1I 

dispute and matters peci{ied under It.I·L/ II or the PI' 

peace are in danger; the role of conciliator in maintainin indu triul r 'a \ cr) ru ia!. 

Under thi s chapter" e will ee the role pla}ed b. the con iii Itor in mainluinin· indu trial 

peace. 
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Labour Relati n Board i an ther main Oflwn m n I I d \\Ilh 

Be~ re adjudi ating; Labour Relation Board \\ ill 

conscn us. ut in ca e on iliation failed: tIH:) \\ ill 

liberty to foil w their wn pro edun: in adjudi atin' lib 

Relation Board can be re iewed b) romia upn.:me 

question. In addition if it ontains basi error 01 1:1\\ il c, n 

ourt a alion Icvel. In th is chapler \\e will di ell in 

UI • 

th 1I h 

ur 

me 

establishment of Lab ur Relation Board and qualit. 01 lil i n \\ \ ill 

also ce thc r Ie played by r min ' upn:rne l:Ourt in I II )111 

Relation Bard . 

3.2. on iliation 

Conci I iati n onc I' the meth )ds lIsed b the I -Ibollr Procl.IIll.llion I o. 77 .. 00 to )1\ 

labour di pute. on iliati n may be prescribed as the pl.letiee b \\hieh th 

party are uscd in a di pute as a means of help in • Ihe displltin' paltie to ledllc' th ·il dilkl nc' 

and t arrive at an amicable eUlement or a .reed solution 2. It is:t PIO coI'l tinal.1I1d older!, 

di 'cussion I' difference between the partie to a dispute undel the 'lIid,lIlce 01 th' con iIi ItOI . 

/\s proce of peace-making industrial rc\ati n. conciliation lim to hrin' the I 'cd ettlcl11'nt 

of di pute without re ortto strike or I ckout. I he pl.lctice 01 conciliation in indu hi II di I lite 

has developed main ly in connection with disputes arisin· from the I.tillll· (I collcdi\e 

bargaining i.e the negotiation between the parties \\ ith a ie\ to thc con III ion ( I' a collccti\ e 

agreement. Under our labour pI' clamati n conci liati)fl is pre)\: ideo h) '()\ el nm 'Ilt hllt mil, 

al 0 be instituted under private arrangement \\hich i ell )lira 'cd b) g( \ rnm nt . 

In thiopian labour proclamation agreement I' private onciliation an b implemented in t\\ 

ways. Fir t; parties may agree for a grievance pr edure in their (lie ti\ C a recment. and mi. 

include a term for the appointment of a conciliator. so as to help them ellic their di pute . 

fhough, the manner and matter of thi kind I' arrangemel1t i 11 t ·h ell Ihe purr s f the 13\\ 

2 ited above at note no 24 page 28 
1 Ibid 
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Ii ting the pos ' ibi I it ~ r a grie\ ance procedure a b r" in 

II n. taken as an indicat r ~ r the perm issibilil\. olihul \.;in . 

'r he sec nd type of conciliation under the pri\ute nth th 

t\>\o partie, but n an ad-hoc basis. In other \\ord Iltcr III I 

agree to ubmit their di pute to a con iliator that .. 111 II; cilh r 

because there i n re tri ction et negating the ,\ a) lab 1m di I lit ,til 

But in principle conciliati n i ' pro ided b 
( i.1I 

AfTai r Bureau. The c n iliat r appoi nted b) the 
III I 'III m 'nl 

n the matter imilar t c lie ti ve labour disputes and mullel ,\ 11.1 I III ( I 

the pr clamati n. At international Ie el "( Recommend.llion 

conci li ation machinery appr pri ate to national condilions :-.hould be 1ll.11 • \.,illblc I 

thc prevention and ettlement I' di sputes bclv"ecn cmplo. CI and \\( Ikt:1 \Ild Ih.II 1
11

1; dlll 

should be free of charge and expeditions. "() Reeommcndalioll 'o.n Illl.:nliom I Ihe 

importance f c nciliati n a' a machine! or systcll1to Ile\'cl)\ ,1I1d ctllc indll Iii II di I lilt: hul 

thc conciliation have to be vo luntal,). ')J1cilialion can b' eilh'l \ohml I 01 I,; o III I III 01 

dependi ng n the legal y tem 01' th at country. 

At thi j uncture it i neces ary t veri ry the p )sition or OUl' lahour PI( ' lam.llion.1 lolhe 1.11\1 

of conciliati on or in other word i ' concili ati n is vo lunUII,) or cOll1rul H in I Ihiol i.l? III ome 

countric mandatory concili ation i employed as usdull( 01 to eHIc collecti\C 1.lb lUI <Ii rute
. 

"or example, in Philippine the organ ested ""ilh pO\ er 01 elliin 1 oil eli\e lab UI di rUI 

the ati onal Labour Relati on ommi ion use mandalor) (n iliali( n (I me Ii Ii n 4, r h 

purpose of such concili ation or mediation i t determine real partie III i pUle. I 'Ille 

dispute by fair compromi e, to determine the nece ilY of lmendin' om pliant ( r in ludill
1 

till 

causes of action, to defin e and im pli r is lie in the a e, 10 enler in 10 mimi i n r liplll.lti n 

of racts and threshing out all preliminar maller. 5 

84Nationallabour relations Commission Department of labour and Employm nt R public 0 

Phllhppinesllltps :, nlrc.dolc .g,o\ r\ccc ' cd on cplcmbcr . 201 
8l lbid. 
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cording to Lab ur Pr clamation 1'0 , 77/200 , ' \ rnmcnt p int 

given the p wert ce and to settle ollecti\ c lab )ur di put 

dispute he or he will rep rt \.\ ith dl.:tail rl.:us n ther 

report to partie lilY I ed,8? "I hen any 0 part. ill\ 0" 

maller to LRB, It i un lear from thc \. ording of the p 

c nc i I iator i mandat 

plainti ff ha 

r j 

u h 

Re lat ion Board annexa ti on f concili ator's rep rt is mandalol) Irell;l\ui 

Board,88 This indicate that parties must e.! . hUlisl eon ilialioll clloll h '()\I;1I111\ Ilt III lilll 'd 

concil iator be ~ re they fil e c lI e.!cti e labour disputc to board , ( l!lllli.\ I IW III\e i 1I Ihe) 

consider a co llective lab ur di pute.! \.\itbout re.!p )rt of' conciliatol b ·ill ' .1 pll' (lI11fili ol1 . I he 

eVl!n do not accept the obje ti ons on thi s matte.!r. K'I fnfinmants sa 

wi II not attend conci I iati n ervice 'ess i n alran 'e.!d b) LS onicc . I here is no d.1I il on" h.11 

step and measures c nciliator in L. I\ offi ce.! wi ll follO\ ' ill lIch e I ·S. SO lejcclin' 

complaints coming to the B ard if rep )rt of conciliator is not annc ed "ill not elH .111 

pllrpose except fru strating the partie ,'1 \ IH': can see.! \\eak fwmc \\orl\ .lIld lack of O( Idillatilln 

between conciliator in L A ofli ce and Board in providing cffccti,c cOIH.:ilialion el\ iI.:' , I he 

report of conciliator can help the Board in understanding and framin' the C.I c. It ollid h I\C 

been so lution for current problem of entertain ing labour dispute \\itholltjllri diction.1 i lie in 

dispute will be screened and refined during this conciliation. hlrlhermore p:lrlie \\ ill lip an 

opportunity to find con ensus ori ented so l uti n a dipute resolution in I abolll ReI.ltion Hoard 

mostly ends in adjudication, 

86Cited above at note no, 4, Art, 142, 
871d, Art , 142(3), ( ) ( hI h d) 
88 Rule of Evidence and Procedure& Code of Conduct for Oromia I.RB 2009. \ rt I 1. 1) unpu 1 

89Mulumabet Ayalew,Secretary of WOLRB, 15082018: lclaku \ ) c\c. 1 l.RB e r I 1'). 1nl 1'\1 \\ d n 

August 3,2018 ' 
Q() Tulu Bulo EOLRB member (Governmcnt repre cntati\c) rntCf\ IC \\ don \ u u I .201 
~I Melaku A;ele,EOLRB, Secretary, Interviewed on I\UI!U t .20 1 : l ulu Bul • 1 l.RB m m r 

representat ive), Interviewed on August 8, 2018 
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In romia Regional tate the ultlln.: of bilateral n " tiati n 

employer and employee at plant Ic\ cI is minimal 2. I h pr hI 

of lInion i7ation in many organizations, I 0\\ U da mpl 

them elve to the extent of beating managers in the \\ Ikin' 

respect and enforce their lega l right.93 'I hese fa ts re\c I th It in 

the role of government app inted c n iliator is huge in nwint 'linin' in 1I Iri 

employer are not cooperating a they fail to appear before til (( 1\ iii 

appear before government app inted conciliators 4, ny its \CI') n.lIlIIe 

presence of both party in utmost g d faith and l1on·app ariln c of o Ill' P II 

effectivene s of the conciliation a no Sli cessful 'onciliatiol1 can t Ike pill in II 

party, 

n 

In ome foreign owned enterpri es; wners live abroad and th(il alloln' \\ho .IPI '." I clOI 

conciliator has no mandate t make conci liation then thc concili Itm i 101 ed to p I II In until 

the owner comes from abr ad 95 , This wi ll in turn make the pro((dure tcdiml .I"d I 'dll~c it 

efficiency a workers will be ~ rced t look for othcr option such a adjudk.lliol1 . ,\1 cn 'c of 

legal sanction in case they fail l obey the direction or order ·i\cn b 'Oil iii It II 

_Ind 
employers prefer to reject the rder given b conciliator , imil.lIl . om 

lawyer representing the partie are ob 'trllcting the conciliation. I he) ' (lllll el theil licnt 11 t 

to participate in conciliation,97 But in man caes the con iliatnr ,\chic\ed 

solved many collective labour disputcs,9K E pecially b re~llin' a mediulll \\h 'r b~ both 

parties present their case and negotiate; conciliators me sol in' man. indu trial di pute , I (If 

instance in one case99the employer refu ed to pay \\a 'e incrcmcnt and honll e tiplll.lled 

under collective agreements for ome \; orker ' 'I hen tradc union t ok the (I C to '( \crnlllcllt 

11 \\1 U 16. ~ 
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appointed conciliator; th on iliator after he Irin' th p ni 

pay the wage increment and b nus(;s as thl.: flu\ .llr 

bargaining. Accordingly the employer a epted and c I 

case the conciliator ucce rull y re 01 ed the di pute h) 

wage paid for employee w rking in horti ulturc to Hil r I 

th 

nl I linimum 

In add ition the conciliator al told u ' that attention .i\cn I ~ th 1 \ rllm III 11 n iii Ii n 

i too lowe pecially as there i n vehick ttl isit the \\olkin I c 1111 lin I 

at gra rot; no enough training; no necessar office rcqllin.:d fOl th 

finance provided for the c nciliation 101
. I here is somc 1<1\\)1.:1 

n the desire to ensllre c<.:on(llllil.: tating that over empha i 

comparable attenti n to the ial goal mat\(; the 'O\Cllllmnt '1\ III I IIl'nti"" 11\ I 

protection to economic gr wth (capital) at expensc of' <':OIC 1.110111 Ii ·ht 102. I indin '.1 lIit III 

balance between ec nomic cleve I pment and social protcction trike .It 

industrial relations in Ethi pia, and requires on 'oing I.:oopclation I 't,,· 'n the tini tl , 

government in titution , employers and their associations, and \\01\.:1.:1' ti\1.! 

trade union. The writer believed that the type of" dl.!\c\opmcllt II fell 

(lORE con titution) Art. 43/11 is sustainable de c1oplm:nt \ hiclt r 'qllil b lth 

e onomic development. The government needs to gi\e neec .11) .Ill 'ntion 
lit II 01 III 1.1 

BOL A will build its overall technical, managerial. information. ,IIKI 10 ,i til.: C.lf) Icit) li\ in' 

training targeted at filling the kill and knowledge gap of" <.:( ncili,l\or i t\ 

conciliation is one or the be t way to deal ,\illt colleeti\e IIhOlI! di pllt 111 

maintaini ng harmonious relationship' it i necessary to create more u\\ .nene on lith untn'l.! (f 

conciliation so that employer will willrull cooperate, Oromiu HOI \ i kc 

nece ary actions to prevent collecti e labour di putl.! und maint in in iu tri II p a I.: \lnder 

Proclamation No. 1 99/2 008 Art.3 7. But practically as the Bure III i 

simple dispute escalate to major collecti e labour dispute 
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dispute the Bureau ha to n Ollrage inl' rmal oi UI h ndlin' Ihr u 

in olvement of the ocial partner in lab lIr di pUle ,Ind lIni ni? IIi n nd 

3.3. Labour Relation Board In romia 

3,3, t, Human apital 

i. Composi/ion of/he LRB memhen 

According to ILO, effective di pute pre enli on and resolutioll lelll i Ih 1\ Ih It en ur 

participation of worker and empl 

stakeholder, both men and womenhould participale cithcl dill.:<.:11 

intermediate institutions I' r pre entativcs in decision-makin, 1 

extends to LRBs a they arc part r de ision-mukers, 'I h<.: ide I i 

( I 

mill n Iii n 

executed in an even-handed and enlightened mannel il Ihell' i \ illin' 

cooperation from the partie affected lOS. 'I hat is to sa , Il'lHI.: 'llI,lIin" I I Ih' di\ l'l'lll 

constituencies which are found within either the mana 'emclll III Ih' 11.lde ullioll 111(1\ 111'111 

makes the system effective not only by increaing trust on the laillles hUI.II 11 h ,,,Idill I 11111 tI 

strength to the LRB 's deci sionslo6 . Thi ' i' mainl> achie\ed h) .. dhetin' to ttil,"lit I 1\1<.:111 , 

Tripartite pattern is an arrangement by whi h I RB IS coml lse I or I nllllli 'I I I " 11 utI tI .. 

(government) de ignated a vice-chairper' n and chairperson, rl.:pre ent'lti\ e I I tr,ld ullion, 

d 
. f h 107 an representatives 0 t e management . 

Under the Labour Proclamation, the LRB i' composed r nine l11el11hel : ,I cinirp I on, t\~1 
qualified members who have the knowledge and 'kill on lah Hlr relation, apr inted ) the 

Minister (of Labour and ocial Affair ). four members r wh m t\\O rl.:rr Cllllh Ir "I' unit n 

and two represent employer's association, and t\\O aiternJle memher Ile Ir III th \ rk r 

101Such type of concern is already envisaged by differenl \l 0 on\cnli n no Re mmend II n 
example, Art 3(2) of the Tripartite Consultation (International l. h, ur t noard) n nl\ n, I) ( 
Art.2 of the Voluntary Conciliation and Arbitration Recoll1ll1cndalJon,I9 I( 092, nd An (, \n I 
the Examination of Grievances RecoJ1lJ1lendation.1967( 0 I 0) 

I04Cited above at note no.37; P35. 
l OS Alan f. J. Artibise "A Worthy, if nlikely nterpri c": Thc 1 \b ur Rei \I n 

Labour Policy and Practice in British- olombia, (1973-1980~ "p24 
J(l" ld p.26; see also Fumane 'MalebonaKhabo, olleClJ~C Bar ,"nm nd 1 

Meeting the Challenge? (ILO ub-regional Office for outh ,\fn 1 u 

107Idp.25. 
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ide and one fr m the em p loyers' . ide 10 , I ~ml I ) 

the most repre entative of cmplo ers' as 0 iati 11 

appointed from the m t repreentati es of trade llni n I 

I (encc, at lea t legally speaking, the composition 01 th' I I 

tripartite pattern as ugge ted by (1.0 . In practice. the eh irp III 

the I (igh Ollrt. ince the e tablishment of the t\\O I RB lh 

and Adama pecial Zonc Iligh ourts chair the 130ard nl, 

deviation from thi e tabli hed pra tice is the presellt ca e 01 lh' I ( II B \ hkh 1 in' 

chaired by a judge at Adama pecial Z Ile Ili gh Ollrl, 

lIch practice ha both merit and demerit. On the olle h:lJld, the Iii h ( uri Pr i I III II 

qualified and experienced in judicial works. s a merit. Sillt.:l· th 1\ 

in it. nature, it is good if it i led by such qualified alld e p 'I iellce I I 'I 

thi, incc the e pre idents arc one r the influelltial per ... ons in theil I' I 

role of LRBs is practically les ' known among its Clistomel and t.lkelll III 'I , it t ilit t' the 

cxecution of Bard deci i n 112. 

their wn regular dutie , and frequently abent fr)ll1 the meclin ' of th I\olld", Vi 

this vantage point, making Iligh ourt l'r\.!sident the chairpel on i not· (d, 

I n 12th iopia, the Labour Proclamation pr ides that the I I B ha\ e c en m III I 

the number of cases yearly filed and di po 'cd b thc t\ 0 Orolllia IIW ,( 11' In 

that the number of member i enough. Ilow\.!\er. pructieall) ,lit Inatc In 

. ' II II ' 
repre ented both in EOLRB and WOLRB becau<;\.! of bud Jct con t(",lInt , 11 

108 ited above at note no.4 ;Art.t45 (I) . 

IOQ ld;Art.145 (2). 
1' (KebedeAlemu enior Conciliator Oromia Labour and ol.lal ,\II 1 Bure u. Inl 1"\1 "d n \u u t , 

10,2018. 
IIIWerkalemM uleta,EOLRBMember,interviewed on ,\UI!U t 9 .• 018 . 
" 2KasaheZerihun, East wollega Zone High ourl Pre idenl und h Irp 

15,2018. h 
IIlThe researcher observed the exi tence of Ihi problem fr m ca e t t 
11 4Cited above at note no.4; Arl . 14S( I). 
"5KebedeAlemu, Senior Professional on onciliation. \ 

interviewed on August 10 2018. 
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de iati 11 since alternate member have grl:at I1tributi n In 

constitu ting a quorum 116. 

i.i, Ethic of the LRB Member ' 

ompliance with law , fairne ' and Ollrles . timclin 

ethi al principle by which members of I RB all: gO\ 

have uch detailed ethi al prin iplcs b \\hich the 

Proclamation and the working rules and pro cOlin: of th 

,ht tin 

which govern the ethic of LRB members. I- r e. ample. "ith r 

labour proclamation pr vide ' that the lini stry or 13l1le.11I h 

negligence of duty or malreasance in ornee and ... hall III 

substitute for the remaining, unexpired term
ll 

. Simil:1I1 • thl.: \\( I 

I Rl 

Oromia LRB contain ome pI' vi ions dealing \\ith ethic.1I ill . 'h f, 11 \ in 

arc case in point: 

• On the meeting date, member or the '~m\ld shall h' plIll tlla, 1I , 

• The chairper on hall report to the eonecrm:d h( d) III I; I 111 III 

commit unlawful act or the)' how negli lencc
l20

, 

• Any discussion made among members of'the LRlh h.\11 b k 'It in 

These are the legal framework as far as l!lhical considel Ition I m III I I 

concerned. The problem is that the e rule ' arc not adeqllat .• lI1d en th 

well known among the member. 
122 

In practice, there is no member di mis cd rr m member hip in th ncar p 

of duty or for being unethical \23. Il owever. contrary to th' \ rkin' nile 

116 Board's quorum is said to be constituted if at lea t four memb r ,OUI 
and one the employers attend the meeting (Mt 146(3) of the I b ur Pr 
adjourn cases on the ground that a quorum i not con titutcd th reb) If \10 

117 Principles of Conduct for Members of the Lab ur RclHli n II rd . ~ II , 

conductalrb.ht1l11. Acces ed on II 8 20 I . 
118Cited above at note no . 4; Art.145 (6). ~ Working Rules and Procedures of romia l.RB . 2009, 111'1 2; B unpu II h d) 

Id;Art. 2(C). 
m Id, Art.S (I) (C) . 
122ChalaDiro, EOLRB Chairperson. intcrviewcd on \u ' U t 0.201 
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attending the meetin gs of the LRB regularl)- is a 1I lIalllli 

Thi i mai nl y attributed to the part-ti mer nature of' the \\ I 

the Board's part-time work. im ilarl y, the amount of' n.:!l)lIll r,lti n pit th m m 

Birr 1000 per month (recentl y increased f'rom Bin 00 p r m nth . ( 1h 

re pon ibili ty given to member of th Board, this is a smalll.I)!ll nt n 

the extraord inary commitment on the members. 

3.3.2. Resource 

Resource is an important instrument ~ r any in .. titution to condlld il 

tructurally under BOL A. The b ard will gain their Iinanl.:l; tIC III Ih 

allocated to the Bureau. The following table ili llstnlle bud '1.:\ allll(;,lted 10 I I II 

four years. 

Table 2 

IJ lllil{et -
No. Year Western LRB f ("(I'nt I f{ II 

1. 2008 288,606 372.31) I 

2. 2009 40 I ,672 JR U150 

3. 2010 634,974 5()O.71)2 

4. 2011 64 1,173 5<)5.71J2 

Many of the informants describe the budget allotted to the bard i 
. ri b d 126 n . bard i gi~en 

hauled the service and function 0 t 1e oar. 1C 

settling collective labour di spute and en uri ng indu trial peace. It ha r 

inudcqu It 

ignifi\: nt fun ti n in 

\\Cr t n1er in t th 

123 MelakuA ela Secretary of EOLRB , in terviewed on 03 08 2018. 
124 . Y '. f f EOLRB 06/08 '2018; 'vlulumabct.\)alc\\. c r tar) 

ChalaDlro, Chairman 0 0 '. ") 8' Ka ahunl\.undc \\ 01 RB lern 
MelakuAyela, Secretary of EOLRB , 03 08 ~Ol . 

16,2018. 6 '01 Z nhun. \ 
i2SChalaDiro, EOLRB Chairperson, interviewed on ugu t • ~ 

August 15,20 18 . . '0 I lui urn d On ugu t . , - • 
126Melaku Ayele, EOLRB, Secretary, Intervlewe 

Interviewed on August 15,20 18. 
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premi es of firm and inve ti gate fa t in di PUII.!. 12 

investigation and conciliation er i e thai ould h 1\ 

workplace. The Bureau could not provide chicles for lh 

government or Bureau has given little attenti n 10 il I 

BOL A regards boards as an is lated rgan. lll n I r\.11 

it gives to the Boards, but attribute t 

bards cou ld not receive donation r a, istance from s( cial p;IIIIl~1 

income generating activities due t ab ence of guidelines on lh~ c i \I • 

Lack of ufficient room i another problem of' resnllr~e r 'lalill I to 1\ 

no waiting room for the cu t mer. I articulariy. lhe \! 01 RB h.1 onl \\ ( I 

file and another for rest of activities. During the meelin I ul bO(lld I1lcl1ll I • Iii 'I 

leave the room and wait out ide. 134 LRB ' have 11 inlerncl "cccss. III 'en 1.\1 I' 1II 

constrained the service of the board. 

3.3.3. Acccs ibility 

Acces ibili ty is a wide concept and can be manifested in tell1l 

location. Let us see them in detail. 

3.3.3.1.Simplicity and Informality 

This is al l about clarity of legal framework. pr ccdurcs and OpCI Iii n "hi 'h .1Il h II' I 

ensure that dispute prevention and re olution en ices are cr' liti( 1I • lilll I . 

127Cited above at note no.4 ; ali.14 7 (I) (g). . 
128 Nu-era Farm Basic Trade Union vs. pper Awash agro Indu tr). r II 

ordered the defendant organization to provide vehicle for the board mcmb 

investigation . . d 
I29WorkalemMulatu EOLRB member (representative of emplo)cr) ~ nt ~ ~ \ 
I30WorkalemMulatu' EOLRB member (representative ofemplo)er) \I1tc~IC\\ II 
I3IMelakuAyele, EOLRB, Secretary, Interviewed on ugu t4 :!Ol . r 
I32KebedeAlemu Senior Conciliator Oromia Labour and OClal \ Ilalr fiu 
IJJMelakuAyele 'EOLRB, ecretary, Interviewed on ug.u t 1 .• 0\ ~ 
134 ' f WOLRB . ntervie\\ed all 1 0 . 01 

MulumabetAyalew, Secretary 0 ' 1 
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under tand and acce ible to u er 13. uc.h c n m i 

Examination of Grievance Re omml!ndation.I967 I 

procedures should be a . lin complicated (l11c1 (II rajJIC/ (/ po 

may be prescribed if necessary for thi.1 fJ1trpOI/! , 1m /l/a/m 

procedure should be kept to a minim 11m. onciliati n III 

hearing should be simple, and u er-friendl> so a to .I\oi I 

and practice of court proceeding 136. ' impli it> of pn cdur 

ensuring that the voluntary conci liati n procl!dures establi hed h) Ih 

timely.137 

Labour Proclamation also direct the Board to swlc labour di PUI I 

exempted fro m sticking to ub tantive, procedural and c\ i kl1<.:e 1.1\ 

like Court. 138 Interview data and file that arc random I) lecl d ( 

Boards are following informal pI' cedurc to sl!ttle displIle!'l comin' h ( 1'111 'Ill .' 

n the other hand , some tep and rder ' or the BO:lI dare 1l1l1 ' h I 1111 Iii 

unnecessary as they have the effect f pI' tmeting proceed in '. I he \ c I tn I RB I 

tatement of defense from the defendant alwa s orders the 11.linlilf 

writing. 140 uch process wa one of the conlributor) faclor (or dd.1 

Board gives another adjournment for thi s. It imposcs additional hurd 11 

the proceeding. Plainti ff has to pay to get hi resp nsc \\ rillell b 1.1\\) er , P \I ie \: 

di tant areas have to endure all co ts the second adjournment ent Iii up 11 th 

potential to derive the parties in to win-Io e mentali! •. Plainliff can (mil r 

of defense if the matter is going to adjudication. tatement partie ·i\e durin 

should be written in the file and they are taken to be part or the c c. 

give written response to statement of defen e i lInde irablc. 

III Annika Talvik (Ed.), Best Practices in Resolving Emplo) ment Di pll e 

p6. 
136 Cited above at note no.37;p32. . 
Jl7Yoluntary Conciliation and Arbitration Recommendation, 1951, ,\nl Ie 
Il8 Cited above at note no . 4; art. 149(5)&150(3). 
Il9Kebede Desta WOLRB member, interviewed on Allgll t 1-,_01 

rd rin' I illl nt t 

140 ' . G' b' L\ tal \\01 RB Merga Ta'eraYs Seventh Day Adventist 1m I , 0 pi . • 

T
. . . . c . I rv'lce for \\D ( \. \ 01 RH. I II 1 
IglstFekaduYs Orgalllzation ,or socia e. . B I I . I ~ I Jem I 

Kitila Ys. Nekemte Road Maintenance ProJect, \\ OLRB rIll: . , , 

Horizon, WOLRB, File o. 1_181 12003. 
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3.3.3.2. o raphical ccc ihilit) 

eographic acces ibility is a concept that pn.: uppo c th 

in titutions at regional, provi nci al, di tri t or area ollice 

141 TI eek them. 1e number of uch office, their location. 

require careful consideration in relation 

aval'lability of resources l42 . Ince e . r our e on tramt a", ') 

attain physical accessibility to the required de'rcc. I kncc , 

telecommunication technologies uch a 'kype. idc(lconf r 'n 

recommended as a way of bridgin g the critical gapl41. Ilo\\c\ cr 

resources necessary to meet the capital and recurrcnt c pcndillll 

ervices to its clients, including ufficient professional and UPI 

equipment, including computer and telecommunication S. ~telll 

exi t l44 to make dispute preventi n and re olution dketiH:. 

Previou Iy there were only two Lab Llr Rel ation \3oard in Ornl11i.\ I{e ,ion" SI 

-astern Labour Relation Boards. But now to incrcasc 'cn'laphic ',1 .1 

branches at Jimma and Finfinne town arc pened in ( I'Omia Rc ·ion. I 

in formant argued that the Labour Relation Boards arc gcn 'I aphi nil in \ <':' I 

of the customer has to come from Qcllcm Wellcga lone (()amhi Dolle t \\lllt 

We tern Labour Relation Board in ekemte town. \I I he n,:sc'\H.:hc( heli \c 

geography of the region only fOllr location is not en ugh lind )rol11ia IH I 

additional branches. In addition lIsing technologies like ideo- confer 11<.: un I - !lin 

recommendable as it will improve the Board" acee' 'ibilit . 

3.3.4. Information and Awarene ' 

Dispute settl ing organ should make its exi tenee and sen ice kn( \ n \( the i lin' nd utur 

users. Such awareness and information \ ill help to impart the naturc, purr 

procedures of its service and what is expected fr m Ihe u ers to ac s th 

141 Cited above at note no.37; p.1 09. 
142 Ibid . . 
14JBest Practices in Resolving Employment Di pute In Intcrnatlon I 
Organization (Conference Proceedings, ILO Geneva, IS 16 eptcmb r .01 

144 Cited above at note no.37;p.33 
145Mulumabet Ayalew, Secretary ofWOLRB, inlervie\\cd on I 0 201 
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re ource has to be made available to publici/e ueh r an n 

media and information techn logy.146 

When it comes to the situation of I' mia 1 RBs. lack 

Board and its service is another factor aff'c ting their I c 

d 147 h have been ma e ,t e Boards have n t publici/c I 

industrial community and public in gencral. 14 I ~ en 

police do not know what LRB i and what it docs. I I 

from the same industries and area. Thi 

to certain area, especially indu trie adja ent to the Board 

employers have no awarenes on the exi tcnce of the board ,wd Ih ir 

worker or employers who have di putes to be settled but IHI\e no ill 

organ can help them. uch partie will avtiil themsches th (II !llInit 

information. A concrete indicati n of' thi . is the case of" Iliide ullion 

imul taneously after they get the in~ rmali on f'r m lheil lIl\olne).1 , On 

i cited as major constraint in affecting efforts of publici/in' Ihl' Hll,lId .' 

Generally, lack of legal knowledge and re ' uree. form"li .. ti· ,lI1d IIIl I 

distance between Board and client and lack of information and ,1\\ Ir 11 
I BIrd n I it 

service have affected accessibility of th e LRB . 

3.3.5. Rules and procedure ' of the HB, 

Effective labour dispute resolution organ need to ha c rule lind pn c 1\11 

transparency and user-friendlines for all kind of sen ice it render, 1 he I p r IIi n nd 

provi ion of LRBs are guided by rule and procedures incorpol .. lted in \.ri u lu\ . I 

146Cited above at note no.37; p 119. 
147Mulumabet Ayalew Secretary ofWOLRB, 15,08'2018. the \\ 

in public mission a~d vision statement poster and particlpatinfl on )mp IUIll 
148

K 
Z'h Ch' f f WOLRB 17 08 "0 18 lcla\...u ,\\I:le. r I RH. asaye en un, aIrman 0 0 , ~. • 

August 3, 20 18. I' fli d 
149 The researcher personally observed that one higher po ICC 0 Ice~ 

relation Board. Surprisingly; labOll r relation Board oflice and fll C 

compound. 
150Muiumabet Ayalew, Secretary of WOLRB, 15,08 2018: lemma 

Region'S labour union interviewed on August 3. 2018 
151Melaku Ayele EOLRB Secretary Interviewed on Augu t .201 1 ,,'. d \' t '018 lulum. 
52Melaku Ayele, EOLRB, Secretary, Intervlcwc on' ugu .~ 

15108/2018; 
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Proclamation basically guides how the B ard entertain nd r 

LRB can also employ evidential and pro edural rule in h iI P 

bound. Departure from these law i ba icall) intendl:d to In. 

u er-friendly. More importantl y, the Board nel:d to In k 

procedures. 154 The LRBs in Oromia ha e me do umcnt f r 

and procedure. Practically, majority f the prov isions or thl: lui i r 

Proclamation and Civil Procedure Prov i ions. It docs not cmph 1 i/c 

peculiar to labour dispute settlement. Rule 

Board members are combined in the ame d ument. I he rule cOllt ill 

regard to code of conduct l55 . It i 

ith 

effective rules of evidence and pro edure. I-:.vcn existencc of tlli 11I1' i lInkn \ Il I 11\11\ 

clients. This is affecting the consi tency of' rders and decision 'i\l:1l b III 11 r 

3.3.6. Meeting of the LRB 

The Board members are expected to erve on part time basis. I 

the Boards, members should meet on e in a week.
1 

7 

I h 

itll 

regard to meeting of the Board is ab enteci m or memhers. ,\11 IIll: 13 \I f 

regular job. Chairman of the Board who de ra to i president or til IIi 'h 

respective zone is busy with re p n ibility in the regu lar courL
I 

members raise the same problem or balancing the Board 's dut) and their I 

argue this is the reason behind absenteei m. Po tponing l11ectin' and .1 Ij 

common in the proceeding of the Board due to Board member hu) n • 

Almost all case files investigated during thi s as es ment contain repl:liti( u 

th rd 

lIl,1I h.1 

llrl1m nt 

board 's proceeding stating reasons like failure of e. amination of a c iiI or 

15JCited above at note noA art. 146 -156 direct how the LRBs ha\.c 10 enlertain and rc I c i uc 

154 1d art. 148. 
ISS Cited above at note no .88 , art.2(c) 
156 Cited above at note noA; art.l45(4). 
157 Cited above at note no .88 ; art.2 
158 Adam Marara, MemberofWOLRB, interviewed 15082018.. . u 
159 Tulu Bulo EOLRB member of board (Governmenl repre cnl'~I1\c) lnlcr.lC\ d n u 201 

Wayessa EOLRB board member (repre entalive of empl.o) cr).1I1Icr. IC cd n \9
U 

2uOti • 
, . f k c'alion) InICr.IC\\ don \u u I • 

EOLRB member (representative 0 wor ers asso I 
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members. 16o There are case file in which adjournment put 

order. '61 The absence of alternate members as per the pr 

the e problems. This problem affected the efficienc) 

atisfaction negatively. The Board could not do hearing. imc ti' Iti n, 
. . I 163 M d' makIng as Its p an. any a Journments are eonsistentl) p 

Board travelling hundreds of kilometer were hugely fru Ir I d b 

consequent delays.164 

enerally one can understand meeting and act ivities of' the HOltI'd 

per plan . Difficulty of balancing regul ar j b with Board' dut 

absence of alternate members have led to p ~lp nemenl 01 B til I' 1o' ·tin I 

proceeding. 

3.3.7. Settling Labour Dispute, hrough '0 11 ' II"" 011 ' 111 d :\h h.11I1 III • 

Labour dispute resolution using con ensus ba cd me ' hllnis\l1~ I. 1'c.1l II I 

relation system. The parties will have contr I on process and 1'1': lilt III th 

thinks fil. 165 The primary mission of the board i nollo adjudic.lle. but to ·ttl 

these mechan isms. 

The following table shows the number of ca e settled through concili.ltiol1 in lit· II t 

(2007 -20 I 0). 

160 . . ' T . E t . e \ OLRB L 8\\1 -I 9 ~006 \11»1 \ m I 
Meseret Tesfa vs Ethiopian Gra\ll rain n erpns , . . • 
Vs Nura-era Farm trade union , EOLRB File o. 818 0 I 2007; BI~h. nu \\ \ 111 

Construction works enterprise, WOLRB, File o. GB 1 2·79 2006 11 I tl·d:adu\ 
services for AIDS (OSSA), WOLRB, File 0. 18 -69'2006, lelhura u 1r r 101) B I 

Vs. Methara Sugar Factory, EOLRB, File 0.760012004 
161 Getachew IjiguVsBurfata Gonde Agricultural farm, EOLRB rllc 0 

Water Construction Works Enterprise, WOLRB. Filc 0 GB\I 18- 5 ~6 
162 Labour Proclamation, Proc.No.377/2003, art. 145( I). , 
16JMelaku Ayele, EOLRB, Secretary, Interviewed on AU~u 13.~01~ d \u u t 
164 Tulu Bulo EOLRB member (Government representatl\e) IntCf\IC\\C on I 

165 ' Cited above at note no.4 ; art .151 (I). 
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N 
0 

1. 

2, 

Table 3 

LRB Total number of cases - --umher oj ('II'" \('Ifl ,C/ \e Ifl d I 
presented to the board hy cO/l ciliutio/l /~('"(,Ill/ lI'fe /III lit 

ClI \ e,I leI/led 

EOLRB 129 24 18~66 

WOLRB 85 7 8.23 

Total 214 31 14.48 

Some of our interviewees mentioned that the succc achie ed b} the Board in I' I, in' I I ur 

dispute through conciliation is IOW,1 66 One of the informants described the lInderJ I nn.1l 

and the reason thereto as follows: 

[ .. " the concept of concilial ion, its principles (/11(/ pl'OCedlll't'l an' /lot .I 't "I'fll /111 

members .. , conciliation should have been done by the hO(/l'd 0/ 1/1 office nil/ II( (/I ' 

ordering, simply as matter of procedure, Ihe parties to go 10 thell" \\'(Irk/I/o, ('1//11/ do 1/ 

(conciliation) on their own. The parlies do nol slIcceed III .\lIch cil' '111111/(/1/( "I 11111/ 

always they comeback with their di putes unresolved. ReC(/lIle III ,11,' cllfl, /' /I , /11 

their bargaining power il cannol reasonahly be expected C(}I/Ct//(//1I1I/ olIO If( ul\ 

time and resource and we don 'I have Ihal .. .}'67 

I 

As explained above, the underperformance of board on res Iving dispute lhrough om:ili.lli 11 

can be attributed to a number of factors- There is confu ion on \\hat c 11 littlle con ili.llion. In 

some cases the Board orients the rights and obli gation parlic ha\c before cntcrin' t( 

settlement and encourage them to come to agreement.
168 

In other ea 'c - il onl. facililltc til 

parties to communicate with each other and does nol pro ide them \\ ilh alternatc luti n .. 

The Board members have no skill that helps them etllc labour di putcs b) agreement.' 

166
G

irmaTeferi Head of Confederation of Ethiopian Trade nion EOLRB Branch Int ('ie\led 
2018 Tulu 'Bul0 EOLRB member. (Government representative) intervlc\\ed on ,\ugu I • _01 

167' , 72018 Adam Marara, WOLRB member, interviewed on August I. ' , 
1680assu Sorii Member ofWOLRB 15108/201 8;Melaku Ayela. ecretal) ofEOl RB. 0_ ° _01 
169' '" 08')018 Kasaye Zerihun, Chairman of WOLRB, II1tervlewed on 17 - ' 
170Kasaye Zerihun, Chairman of WOLRB, interviewed on 17 08 2018 , 
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Conciliation service is also provided by L A orli e c 'I' In on I I I r, rc r 

on the difference between the conciliation made b the I.RI3 

Likewise conciliation and adjudication i condu ted b) the line B 

members see the merging of the two approache a good opp munil 

reality of the case, They say this will help them to gi\ ju t 

adjudication,172 Conciliator whether private or public is someone 

and impartial uses his or her knowledge, skill and te hniques 10 a i Ilh Ii r Itin' p 

I h · d'f1' 173 C '1" reso ve t elr I lerences. oncl latlon al 0 necds to be consellsual. II )\\ \ cr, i 

knew conciliator would give decision after con iliation, the) \\llllld 1101 IHI\C n nl d t il. 

This is likely against the principle of conciliation. 

The other reason for diminutive SLlcces in conciliati n is Im .. k of raeilil) , I .Id; l I II ilit Ii 

transport and per diem have restrained from pr viding such ser\ice,17 ,\b '111.: 01 lull tim 

professional conciliator at Board level is al 0 an ther factor . ol1cili<llioll lequil 

and time to bear result. Board 's member have regular job and Ihe \\ ill 1101 b' I "Illil • • 1 ,il,11 

Their time will not allow them to engage in conciliation. 

3.3,8. The quality of LRBs decisions and d ercc!'. 

Introduction 

A high quality decision is one which achieves a correct result so lar as the m,lIeri.11 1\ lil.lhl I 

the decision maker allows and does so fairly , speedily, clearly and ddiniti\eh 17 • Iligh gllllil) 

decisions need to incorporate important aspects of the right to fair trial . uch a et\ kc ellll I 

realized when the decision makers are enabled to adminiter ju tice justl) and eorr tl . In 
h 

relation to their findings both in law and in fact.
177 

The qual it orde isions rna. 

different factors related to external environment such a problems of legi lati n. ce n nll 

17l Bal'ina Itana, WOLRB member, interviewed on August 15 ,20 18. 
172Bal 'ina Itana WOLRB member, interviewed on August 15 ,20 18 . 
173 . ' Cited above at note no.37; p188. 1 
174 Mulumabet Ayalew WOLRB Secretary, interviewed on ugust I .. _018 . 
175 ' (CCJE) 0 . 'on no II (008) oflhc Con ultnl1\ 

Consultative Council of European Judges , p1l11 - I fE 
European Judges (CCJE) to the attention of the Committee of Mil1lS1er oflhe oun I 0 'u 

judicial decisions, 2008: 2. Available at: .. cd on - 9 201 
http://www.courtexcellence.com/-hnediaiMicrosites r' lles ICC! 
176 Ibid 

177 Ibid . 
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ocial context. In this section we will try to e aluatl.: ho\\ qu llit 

affected in relation to internal factors such a cae management. h 

to the decision. 

3.3.8.1.The Management of a c. 

An important element for the effectivenes of labour di putl.: re oluti n 

it is expeditious and timely .178 This mean gi ing a deci ion ill 

important element of its quality.J79 To en ure the efficil.:n<.:) 01 

proclamation has provided that the Board has to d cide cases within 

. h' . I d d 180 whlC It IS 0 ge . 

th 

n 

ur 

Ilowever, the practice shows that the case that appear bd·o rl.: the board .lre n I 

days. To get a concrete data on this point, 30 ca c wen.: random I) cle<':lcd. II m 

Oromia and EOLRBs, to analyze the time with in which the cases nrc dl.:l:i kd. 

in 0 

Ih \\ 

Table 4 

S.N Duration it takes to dispose ca es 
.1 

o. or case 

I. Cases disposed within 30 days 0 

2. Cases disposed in between I -3 months 9 

3. Cases disposed in between 3 -6 month 18 

4. Cases older than 6 months 3 

Total 30 

. h berore the Boards arc not di r cd in 0 d.. . 
The practice shows that the cases t at appear I' 

Member of LRB said we have never rendered a decision \ ithin the specilied timl.: limit 
. d h ber of the bard arc \\ rkin' n 

there are a lot of cases submitted every time an t e mem 

in a week. We try to settle dispute as soon as po ible but u uall) take an u\ 

months l 81
• 

17S Cited above at note no .13S:page 6 
179 Cited above at note no . 175 , page 5. 
ISO Cited above at note no 37; Art lSI. "'018 
lslKebede Desta WOLRB Member, Interv iewed on August 16. w ' , 
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There are different reasons for thi s. The first rea on' h I I at an \.:nd\.:. r I 

amicably through conciliation needs time. 182 Conciliatio b . n ) Its nalur\.: n I.:d 

the parties have to be given reasonable time so that the agr 't t· I. I cc 0 .11\1.: lll.: 

prescribed by board.
183 

Moreover, lawyers who appear before cou rt rl.:pr 

ttl lh 

do not have the power of making conciliati on Thus an attempl t II ). " 0 C<I an lIll fll 

another time-consuming factor. Cases observed also how thaI thi s prohlcm i 

case, as the representative of employer declined from making any kind 01 . ncili Ii n 

Board has summoned the owner of the industry. The Board r pealcdl po~q oned .Idjoumrn nl 

to seek the owner' s appearance in person who was abr ad on dut) . Undollhll.:dl .Ihi hi 

led to protracted dispute resolution. 184 

The geographica l inaccessibility of the Board is also another reason for prolon 'cd di I 

cases. 18S Workers who come from remote places, ometimcs, require lhe board 10 'iH lh III 

long adjournments. 186 Most often , workers want their adjournments to be Ii cd alter d,lI n 

which wages are paid so that they can cover the different expenses the III II. lacc.
1 

7 ,\ n Ilhel 

reason why cases cannot be disposed in the 30 days peri d tated b la\ is relaled 10 Ihe 1.1 I 

that the members of the Board are part timers. As the Board has trial onl once. liH a hall d.1 • 

in a week, it can summon and process only limited ca es in thi time .
18H

• 

Actual cases also show that Board members' being part time is a ca li se for th' 130.lId • 

inefficiency. There are cases that are adjourned repeated ly a members of the 80.lrd arc Ih enl 

as they are occupied by meeting or as they are busy with their regular duties. imi lal prohlem i 

mentioned in numerous cases. 189 There are cases which get deci ion after 16 t tal adjournment 

IS2
K 

Z'h Ch ' f fWOLRB 17/08/201 8' Chala Diro Chairman ofofLOLRB. 06 0 2018 asaye en un, ai rman 0 0 , , • 

ISJMelaku Ayela, Secretary of EOLRB, 03/08/2018 ;. '1 80701 '008 [ I rn I RB 
IS40 rganic slaughter house plc.trade union vs. Organi c slaughter house pIc, FI e o. - •. 
18sMulumabet Ayalew, Secretary of WOLRB , 15/08/201 8 . ' . 0 I 
IS6

Mul 
b t A 1St fWOLRB 15/08/201 8' Kebede Alemu, enlor onclltator a~ r 1m3 our 

uma e ya ew, ecre ary 0 , , 0 . Labour Relallon BO.lrd 
and Social Affairs Bureau, August 10,2018; Mulllmabet Ayalew,Wesl roml a 
Secretary' Adam Marara'WOLRB member, August 15, 20 18. IS7 " . d A gut 1 '01 

Melaku Ayele EOLRB Labour Relation Board Secretary, Intervlewe .. 
u 

• F - t . (from em pI )cr Id 
18sFirehiwot Wa;esa, member of the Board & Legal Service Head at WonJI ugar ac ory 

IS9 August 9, 2018 . , al hale and 1I1phuric cld hare mp n. 
See for example, Gezahagn Dadi (Plaintiff) Vs. Alum.lnt.am P E h' ian ugar orporallon \\onJI Tramm 
(Defendant) Fi le No. 756/0112004 ; Abdi Ge leta (Platntlff) s. I I O~ F'I lR '6" I '00 
and Research Branch (Defendant), File No. 755/01/2004, and Execution leO - -
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(decided after four years),1 90 Most of thi s adjournment ' arc 11 b 

members or as they come without studying the ca e 191 1'1 ' len.: arc ell . in \ hi h Ih 

gave adjournment for 4 subsequent times to study the ca e, l~, 

3.3.8.2.The Elements Inherent to th Oeci ion 

The Labour Proclamation provides that judgment of the Board ~hould e III in 

controversy, content and sources of evidences con idered, evaluation or thi 

Board 's findi ng, decision on each issue and action taken on decision. I 

discussion will deal with major requirements that a high quality deci sion needs 10 C llll ill .' 

a. Reasoning 

The quality of a judicial decision depends principall y on the quality or it rc'\ unill . I h 

statement of the reasons not only makes the decision ea ier for the litigants 10 under sl.ln I In I 

be accepted, byt is above all a safeguard against a rbitra rin e s , 19~ I vel' pall . ha ,I Ii 'hI I 

receive a judgment which shows the reasons, A judgment with lit a rea"nn \\ould 1ll.lke il 

impossible to fi le a well-founded appeal aga inst the judgment. 'I he reasonin ' of a jud 'Ill 'III 

must convince the parties that their position has been full y considered , It mtlst shO\\ \\ h) (111\' 

facts given by the party are regarded to be important and others arc re "mlcd 1101 II) I 

important. 196 The judgment must clearly point out on what facts the deci sion is nascd. h 

"it is not enough that justice is done but justice must be een to be donc",IQ7 In the praclk I f 

Oromia LRBs, it is difficult to get a sufficient reasoning of dcci ion , 'I here arc ase ... in \\ hieh 

the LRBs just use the phrase "having seen all facts and the law. the Board decide ..... 1 In 

190Atinkut Kebede Vs Oromia Forestry and Wild Life Conservation, \ OLRB, lile . '0 . B 1 1:174 6~.t 
191 Aliyyi Adam (I SS) persons Vs Nura-era Farm trade un ion, EOLRB File 0, 818 0 I 20?9: Blrhanu, \\ 

Oromia water Construction works enterpri se, WOLRB , File o. GBM 2-79 2009. Tigi t Fckadu\ 
Organization for social services for AIDS (OSSA), WOLRB , File o. 18-69 '2006 f; c rr \ r ml 

192Getachew Ijigu Vs Burfata Gonde Agricultural farm, EOLRB Fil e 0,81 3 01 '2009, Te a)e 
Water Construction Works Enterprise WOLRB , File No. GBM 18-75,726 . 

193 . ' 
1 

Cited above at note no.4; art , 1 S I. 
94 C' 
1 

Ited above at no. 17S ;page 7. 
95 1d ; page 8, I ' I r . (\ • well In /l1UI {II 

196 Justice Devendra Kumar Upadhyaya; Skill of Judgment Writing, JIIC leta /'Ol/lIlIg Ie 

Pradesh, page 19. 
197 Ibid. 
198Alemu Hexo (20 persons) Vs Trust Security, WOLRB ;File 0. 824 01 2007. 
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several cases the board members exercise their individual position but 1 il I 

stands with the provisions of law or col lective agreement. 199 

b, Clarity of Decisions for Enforcement 

M Ih If 

Decision given must be effectively enforceable for the benefit 01 the U I: ul p M. '-

Judgment should record the result of determination either grant'lng I' 1 I' rl: Ie or rl: u III nl 

such relief. It shou ld exactly indicate what the decision maker requires the partie I 

how the decision should be executed and which party ha to carr it OUI, the de dlin I r 

execution thereof. 201 This part of the judgment should inform the parties e\actl) ahoul \\ h II th 

court orders them to do and how the decision shall be executed?02 

In the practice of LRBs, it is not uncommon to ob erve decisions \\\'itlen in ,lIl1bi 'II U 

language and that are difficult to be readily enforced. In on ase 203 , the plainlill~, \\ho \\ I 

serv ing the institution as security guards claim that they were not provided \\ith lInilOlm 

clothes and shoes for the fiscal year 2005 and 2006 E.C, even though the colle 'tive tl'lCclllent 

lets them to get it twice in a year. The board decided that the plaintifT shou ld 'et these hen ·lil 

(which were due in the last 6 months). 

In other similar cases,204 the Board has decided that the defendant 'hould pay to the phinlifl 

an amount of money that can cover the expense to buy clothe (uniform) and shoe, a \\ell 'I 

fees for annual and holiday leaves of the last six months. As one can ee rrom these ca e . Ihe 

Board has not determined the amount of money the plaintiffs hould gcl. The decision \\ I 

made in very general terms, without calculating the exact figure of the mone that the plainlilt 

deserve. The decree should state the amount of money to be paid and if interest is als to h 

paid, the rate and the period for which it has to be paid. uch a ague formulation or tI 

199Yakoye Tadele (12 persons) Vs Awash MelkasaSulpharic acid and Almunium alphatc FactoI'), E'Ot RB, III 

No. 833/0112007 
200 C' d 201 Ite above at note no.175; page 9. . . nicatin Effecti ... el} Throulo\h 

Mohammad Rafiq and Rajasthan (ed.), Judgement Wntlllg And C.om~~ d b \~I;o/1(/1 Judicwl I ad III) I 
Judgements, paper for the 10th West Zone RegIOnal workshop 01 gam_e Y 

202 Jaipllr, 2008, 1-5. . . n 
How to Write a Judgement: The Khmer Instltut~ of Democracy, ~~~:ITh\nkin" df; acce ed onJun 201 
htt :llwww.khmerrollhcom/ df/CriticaIThtnktne.-En /Pat't7-llltl . m e J'lmma Bran h TIr \b III 203 . d W'ld r~ nservallon 0 IC . ' • 

Nura Abba-Mecha (6 persons) Vs Oromia Forest an I I e co 
District, WOLRB File No. GBM 14-18/2006 k ' WOLRB File 0 B t II· 

204Kibru Alemu (4 p~rsons) Vs Oromia water and Construction wor s en.terp~: ' 0e'LRB rile' 0 GB' t 1 • ~ 2 
~3 1 . C t tion Works Enterpnse, w • 
.1 104; TesfayeNegeriVsOromla Water ons rue 
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execution order could cause the parties to start a d' new 1 pute on Ih uti n n th nt nt 

of the decision. 

c. Exhausting All Reliefs Sought by the Plaintiff 

Obviously, a decision making body is required to give d - . . . e 1 Ion on all r Ite th 

an) re Ie allneo 111 Ih plaintiff. Art. 5/3/ of Civil Procedure Code mentioned tllat . I' f' I . , 

which has not been expressly granted amounts denial Acc d' I . . or IIlg 10 tl1 Plll\ lin n\ 

claimed by parties but skipped silently means the court denied til I' I I . e c allll an 1 m: I 

" "e ,S 1 1Il me 10.1 l rc can't bring fresh suit on the issue. But this should not be ,'11t"rpr"t -0 'I 'f' f' '1 0 I 

and every relief asked by the part is correct. Similarly; Federal . upreme 

decided that the court's failure to address each relief sought by the part i~ ilk '.11 .1110 11 

be corrected
205

. 

The practice of our LRBs shows that the Boards frequentl y fail to exhaust all relief HI ·hl I 

the plaintiffs. In one case206
, the plaintiff has three major claims. The lirsl is. the dclcndalll h.1 

to pay him per diem of 1 month. Secondly, the defendant hall pr vide him \ ilh I 'nclil \h.11 

other employees get for the last 6 months such as soap, paper towel and ct . 'I hirdl), he d.lilll 

the change of his work place from Nekemte to Addis Abcba decided h) the cmplo)el \\ ilh \11 

his consent should be dismissed. The defendant on hi s part has replied that the plaintifl d 

not deserve the benefits as the loader machine on which he u cd to work \\as not Ilinciionill ' 

due to repairs . Additional ly, employer institution argues that it ha the allthorit) to tltln lei hi 

employees. The Board closed the fi Ie stating that the plainti ff cannot claim per diem in •• 

where he was not in work. It can be observed from thi s judgment that the board ha ncilh'r 

granted nor refused the 2nd and 3rd reliefs sought by the plaintiffs . 

In another case also207 , the plaintiffs claimed the following three remedies from the Boar : I) t 

order the defendant to pay them the two months ' salary 2) to order the defendant 10 \ cr 

litigation costs and 3) to order the defendant to pay them moral damage. fter hearing the c I 

and considering the adduced evidences, the Board ordered the defendant to pay them th t\\ 

20 C . B h F'le '0. ' '9~ \ lurn 
5 Yeshimabet G/Tsadik Vs Fantaye Shigulitu, Federal Supreme Court as atlon enc. ·

1 

~o~ B) . . k terprise WOLRB. File . ' 0 . B \~. 9. 
trhanu Wayessa Vs Oromia water and ConstructIOn wor sen, I' I o IIi 

207Tsedale Abdisa (8 persons) (Plaintiff) Vs. Mekana Yesus Church, ekemte Evange lea I e 

Preaching Station (Defendant), WOLRB, File No 18-84/966 
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months' salary and to cover litigation costs, but rema'lned . lIent on th p. menl m 
damage. The Board should have ruled on the relief sought. 

3.3.9. Execution ofthe LRBs' decision 

t. It The Labour Proclamation states that the decision of the Board hall haH: iml11 di.l 

has also included that the decision of the board shall be considerl:d as a term III 

employment between the employer and worker to whom it applie .20 "hl: pr I."nnli n h 

also provided that orders and decisions of the Labour Board shall bl: con.,iden:o 

decided by civil courts of law.
209 

Article 155 (3) of the Labour Pro lamation al ollie th Itlh' 

proceedings of the board shall be considered as 'quasi-judicial procl:edings' and Ihl: 1l1.11 

competent judicial tribunal' for the purpose of Article 442 f the penal ode (An, 11K 01 th 

new criminal code) . Accordingly, any person who refu c to aid justice. for e, amrl' .1 I Iii 

officer who refuses to produce an accused shall be criminall y resp )Il~iblc if il i dull 

summoned by the Board. The LRB can punish the person who committed slich of lel".:e, 

Delay in execution of decisions is another serious problem facin g LRl3 s. I he lo\l(mil1 ' I •• hk 

shows the ti me it takes to dispose execution files in the (the data compose'i of files of' e e~\ltc I 

cases (11) and those closed due to absence of decree holder (3). 

Table 5 

Table 1 ime 111 which execution cases arc 

disposed 

< month 

1-3 month 
2 

3-6 months 
7 

>6months 
4 

. til resented to the LRB. 79% (11 ut 
As it is shown by this chart large number of execution I es p , 

o e an exc uti n file h.1 n life 
of 14) took more than 3 months to be implemented. n averag , , 

fti tits ho\\ n abo\cintab1e 
span of 4.93 months, which is worse than the case 0 Irs su 

208 c· d -2 Ite above at note no.4 An J) . 
2M ' 

Id; Art 147/4/. 
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In one case,2 10 a decree holder whose transfer was declared I f' I h un a\\ II \ the II rd h 
an execution file to return to her former place of work B h ' I' • , ut e IS Imced t \\ it 
have the decision executed, Tn this case the Board ha mad 'I I 22 ' , e a tota 0 j urnmcnt 

execute its decision as the judgment debtor (employer) re l'stS I'n d'fr' I' I erent Ille 1111\ m 

non-appearance) not to execute judgment. In another case, an execution ell c th.1I \\ 

the EOLRB on 2110311997 E.C was not executed until 30/02/2005 I ~, "and ha Ilile r n 7 

years, 11 months and 9 days,211 

Interview participants state that decisions related to collective barga inin ' take Ion 'er tim 

execute as most employers organizations owned by foreigner a sert that the 0\\ Ilel II' hr 

and cannot participate on the collective bargaining,212 

Many of the employers also do not want to comply with the decision 11' the llo,\I'(1. I he) \ ill 

lise every possible tactics to hurt worker who sued them and won case a 'ainst them .21 I h 

Board faces challenges on cooperation of other stakeh IdeI" \ hi le c ccutill' it 

decisions,214Due to lack of awareness banks, police & pri on admini stration ofliccr thin th.lt 

they have no legal duty to accept and execute the order r the hoard:
ls 

But, th' 1,1\ 

empowered the Board to take different measures which need p lice ass istance to e c ute
21 

• 

Police members resist accepting the orders of the board, especially when the injunction i III t 

signed by the chairman of the board who is always represented fr m courts,' 7 on equentl). 

the Board members execute their decisions by making a kind of diplomatic relationship. 

210Hirut Ahimed vs Kidist Mariyem University,EOLRB , File No, BM 10-44/7 17. d bEt on FII 
211' . . I ItS C (J'udgement e tor). xecu I 

Teshome Abayneh (decree holder)Vs Ethiopian Mtnera Deve opmen . 

No. MR/83/01/ 97 
z'2Melaku Ayela, Secretary ofEOLRB, interviewed on 03/08/2018 , . d 1508 '018 
213 Adam Marara member of western Oromia labour relation board; l~terv l~we don I 08 ~'O I ' 
z'4Adam Marara' member of western Oromia labour relation board; Intervlewe on ~. 
215Kasaye Zerihu~ Chairman of ofWOLRB interviewed on 17/08/20 I 8. 
216 ' ,.' 15 ?O I 8 

Kasahun Kunde,WOLRB member, mtervlewed on August ,- . 9 08 ?018' Da u ori, lember r 
217Firehiwot Wayessa, Member ofEOLRB, representing the employers, 0 ~ , 

WOLRB, 15/08/2018. 
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3.4. COURT 

Regular courts are not to forthrightl y rush into adjudicating e\ ery la\\ uit h 

them. Rather, primarily such a court has to make sure th t th " , a e case II1stltutcU th 

of the nature made to fall partly or wholl y outside the J'uri d' t' f .1' IC Ion 0 orulll r) 

bas ica lly meant to depict the fact that there are certain is ue 'd t·f'·1 h I I en I leu ) u\\ t 

other tribunals entrusted with delegated, quas i-judicial power- 0 as to decide ( 11 

related to administrative activities and functi ons of the govcrnm"nt 'd' I I I " . C 0 1 Ill'). \\ I 11 (1' 

power of adjudication of the case brought to the court i one, given (h) law ) to other n "n i • 

outs ide the ordinary judicial structure- then such a court will not ha e material juri Ikti n 

there upon; and, hence, cannot render a validly enforceable deci ion. 

As previously discussed the court has no jurisdiction to entertain collecti ve lahoul di put in it 

first instance capacity. But Oromia Supreme Court can ee appeal ' taken a 'Hinst lied ion of 

labour relation board on legal issues (Proclamation No. 3771200 Art. I 4) . II fi ndill' of f. ~t 

made by the Board shall be final and conclusive (Proclamation o. 77/2001 MI.l 

Oromia Supreme Court can 't re-evaluate facts prov ided in the ca c and retlch on other I Ii iti, 11 

than that of board on factual issues. But as can be seen from ome Ii Ie Regional llprcm 

Court goes to extent of analysing and evaluating facts by them elves \ hich is ultra·,irll . III 

one case Federal Supreme court Cassation Bench decided that Federal II igh ourl( Rc ,ion.ti 

Supreme Court) can' t re-evaluate facts provided in the case; rather they arc obl iged 10 :Ie ept 

conclusion made by LBR on factual issue; hence reversed the ru ling given b. f-ederal Iii h 

Court as the court went to extent of evaluating facts by itsel f 218. 0 , romia upreme our I i 

mandated to see the appeal only if it is related with the question of law. In addi tion pur uantt 

proclamation No.1411 2008 Art.3l ; Oromia Supreme Court a ation Bench an re' ic\ 

decision made by Board if it has fundamental error of law. 

As observed from practical cases most of the appeal enterta ined by Oromia uprcme ourt i 

I 
. . ' d" f I bour dispute i the m t contr \ 

re ated With the issue of jurisdiction. JUfl S lctlon 0 a 

218 . • . F d I Supreme Court Cn alion Ben h. Fit 
Blrhanu Bini (w-34) v Arbaminch Leather TextIl e Industry, e era 

1025 12(volume 17) 
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issue under Ethiopian labour law. This largely ow t h " es 0 t e ambl 'U lt) n tur 
classifying collective and individual labour dispute 219 II ' , . 0 ectlve labour dl put 

affecting the rights and interests of workers in the und t k' er a mg. (ne 31111 t t II \!th th r 
dispute is collective or individual by simply looking at ' . f' pro IS Ions 0 artH;1e 1 8, n 1 ~ 

Labour Proclamation. But the practice developed in we tern LRI) 'd' d 22 ~ 111 leate 0 • A di 

by a number of Federal Supreme Courts Cassation Decision tl ' . I d' 1e ISStH.: In t k I put 

affect the workers in general to qualify as collective labour di pute a d f' II d ' , I' , n a U11 ~r JUri I II n 

of Board.221 LRBs' staff and members should be cautiou and conversalll \\ ith thc c 1,1 t in 

taking'and entreating labour disputes. One can guess how it wi ll be devastating il I UI C n 1\ 

falling under jurisdiction of Board, having been entertained and de ided is finall ) ()\CI\Uln 

on want of jurisdiction. 

In one case the plaintiff claimed that he should have been as igned on 161h Ie\ cl hut tht.: 

employer assigned him on 10th level222
. The defendant alleged that since the easc tit h.lIld i 

individual labour dispute the board has no jurisdiction to entertain the case. But th' Ihlld 

dismissed the objection and finally decided in favor of plaintiff, The defendant appealed a ,,,in \ 

the decision of the board. Oromia Supreme Court entertained the arpcal and after hearin hoth 

parties; ruled that since the issue in question is related with legalit of' as igning cmplo)e 

based on the new structure developed by the organization; it i collective lab lIr dispute and 

hence confirm Board's decision. Tn this particular case Oromia upreme urt is conlined 

only in verifying the jurisdiction of Labour Relation Board which i lega l question and als II 

the outcome of the decision will affect right and interest of other worker ; it \\as colle ti\e 

labour dispute and the position of the court seems legal. 

Other allegation against the jurisdiction of the Board ascend from the idea that their ca e 

should be handled by the adhoc Boards. The proclamation ha identified the permanent and 

adhoc Boards along with their respective powers. In practice, the permanent Board entert lin 

b 
. . . .' d h f tl dhoc one Man\. i ue· related t 

oth matters falli ng under Its JUriSdiction an t at 0 le a ' J 

'
19C' ~20 Ited ~bove at note no.1 O;p 49 ' wed on 15 08 2018 

221 InterView with Mulumabet Ayalew, Secretary ofWOLR~, lnte;~lle80 52600 15531,16653, 
22 Look for example Federal Supreme Court Cassation deCISions, " f'l ' 190163 decided on 29/08/2007 

2F' , I 0 'a Supreme court, I e no, , Inca a sugar corporation vsGurmessaLul essa; roml 
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Payment from industries giving essential service come t tl 
o le permanenl 'RB nd th B rd 

are also looking into the matter. Even though the Board r b" la e 0 ~eC ll o n fr 
the jurisdiction in such cases, the Board rej ects such objections e 

Power, But a letter was written from Oromia Labour and oc' It'," " la ,1Ir~ ,ure \l I • 
task of the adhoc Labour Relations Board to the permanent Boa d 22) , b I r 5, t ma) I 1 

the permanent Board to manage the tasks of the ad hoc Labour Relal ion B r I 

delegation when large number of cases may come to it. In one case l 4 the pi inlifl Ilim 

that the employer failed to provide them clothes and hoe ~ r t\\O )e4lrs and u kc I 

compensated in money, The defendant raise primary obje tion arguing the 'hlilrd h 

jurisdiction to see the case, The Board rejected the objection and decided in 1,1\ I 

n 1 

employees, But Orom ia Supreme court reversed the ruling arguing that rursuantto 'I rl .1 17l1 .\ 

of the labour proclamation; Labour Relation Board is precluded fr m entertainin ' ell e I -1.11 

with sa lary and other benefits, Tn other case Oromia upremc Oliit hold differl'nl pc iIi n 

arguing that Clothes and shoes are working tools provided by employer which ,1I1 ' t b ' cI,lilll d 

as a benefit after employment relation is terminated and the claim is to be entertain'd b) 

Court.225
, One can infer from these two cases that Oromia uprCme ourt enlertain illlilll 

cases differently which is wrong, [n the first case as can be under tood fnm the \\ (l ik 1111 

shoes and clothes are to be provided for workers on security po t as working t< ols and hould 

not be considered as benefit. Also the outcome of the deci ion wi II not a rfect the right of Ih r 

workers, Hence the position of the Court seems wrong as the ca e i individual labour di rute 

to be entertained by regular Court. 

I "b tl ourt and abom Rei Ii n In many cases employees are facing difficu ty to get Justice as 0 1 C 

Board dismiss their case stating lack of jurisdiction, The justification behind i a benefit n: 

, 'd' 'f d' d' t'on i allo\\ ed' ralher Ihe very sensitive it may leads to endless mdustnal Ispute I a JlI Ica I ' 
, '1' , ment appointed con iii I r party can settle their dispute through prIvate conci latlon or govern 

or through strike or lockout. 

22J ' f'" B to the two permanent board on I ~ o~ 2001 
A letter written from Oromia Labour and SOCial A ,airs ureau 

224 E,C, ,Letter No, Dh/HoI03 /0 I 10 I, " ura AI Macca( with 6 per on ). Oromia upn:m 
Oromla Forest and wi ld Animals authOrity Jlmma Branch vs N 

~~urt, ~Ie.no, 190828, decided on February 20 ;20 I 0, , Talore (with 8 person ) ,oroml3 'uprcm uft fi 
Ethiopia Electric Power A wash Melkasa Branch vs Makore 

no 300924, decided on February 29,2019. 
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But sometimes court goes to extent of dismissing the I ca e on y because the relief 
related with wages or benefits. This requires serious co· t' . . n ec Ion a It restrIct a ce t ju ti 
citizens protected under art.370f FDRE constitution I 2.6 . none ca e thc emplo)er in th 
collective agreement agreed to pay half month's wage in th r r b e lorm 0 nusc and al 0 \\ J 

increment provided that certain threshold of profit was gene t d I 2008 h ra e . n t e compan) arn 

the profit but refused to pay the promised bonuses and wage incrcm ' I I d I en . ·e l!nI UprCll\C 

Court Cassation Bench decided that as the claim is related wI'th wagc a d b Ii I I n enl! It ; tIC C JUri 1a 

no jurisdiction to entertain the case. [n this particular case the i L1C 0 wage < nd benefit i 

already governed under the collective agreement and the cOLlrt i expe led to 'nlon:e the 

collective agreement. In addition Court's denial to enforce the colle ti vl! agreement In it ell i 

dangerous as it will hamper industrial peace. Hence the position of the court seems illc .,,1. 

In some cases the Board assumes jurisdiction only because the cau e facti n is rl!i<l tl!d \\ itll 

transfer of employee from one place to another. The plaintiff227 in tituled a uit claimi n ' that .1 

per collective agreement employer is obliged to pay him a per-diem of Birr I I lor 29 (h 

as he is transferred from Cawwaqa to Ginbi town. The employer argued that Ih l! Board has 110 

jurisdiction to entertain the case. But the Board rejected the objection and decidcd the cmplo)cl 

to pay 4,860 for the plaintiff. The employer took appeal against the deci ion of th l! Board and 

Oromia Supreme Court reversed the decision on want of jurisdiction. The deci ion gi\ ell h) 

Oromia Supreme Court seems tenable as the outcome of the deci sion doe n' t affect the right 

and interest of other workers. 

The Federal Supreme Court Cassation Division, began, in recent times to adopt investml!nt­

friendly interpretation of labour law provisions, thereby potentially po ing a challengc to\\ard 

h f I b . I ts a thi ambivalence at the 
t e promotion and protection of collective aspects 0 a our rI g 1 

national level seems partly a reflection of similar ambivalent di position at the internatiollII 

226 E . Trade Union v. Construction \\ork d 
Construction Works and Coffee Technology Development nterpnse . 0'" n 'F'lle 0 91 ~ C ' I S Court Cassallon IVISIO. • -. 

offee Technology Development Enterpnses; Federa upreme. . Elh 'opia Ihe challenge ,I po 10 

decided on July 72002( taken From Mehari Redae, "Pnvallza!lOn ,111 (20'1 5) 'age 199) 
U ' . . '. .. (HD Th . Warwick University), p . .oJ 22~'mosatlOn and collectIve bargall1mg", p eSls. C rt WORLB file no 2091.6. de Id~-u 

Ethiopian Commodity exchange vs Masarat Tesfa; Oromla Supreme ou , 

on March \3 ,2010 . 
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level between the mindset of the multilateral financial ' t't ' In I utlon on thl: 
h 228 0 'C' h' lLO on the ot er. ne can Inler t IS fact from the fOllowin g ca. c, 

Employees working under different post sued ethio telec I " om calmIng thc) \\ ill II 
reduced from their post and asked for reinstatement229 Ethio tcl d ' , - ecom anwc lin lIall n 

lawful because it was a decision to alter work methods or introduce n' t I I e\\ ec mo 0 \ \\lth 

raise productivity resulting in the reduction of the work force. We tcrn I abollr ReI.lli n 1\ r 

decided the reduction was illegal and ordered re instatement. Oromia . lIpn:I11C wurtl.: ntirll1 

the decision. Finally Ethio telecom took the case to Federal upreme COllrt assatiol1 B 'Il\,;h 

claiming the decision rendered by the Board has fundamental error of law. I hc cu stili< n B 'n h 

entertained the case and finally ruled that as the cancellation did not follow the prt I.:cdme I ill 

Labour Proclamation the reduction was illegal ; but regarding the legal cffeet of lin 1.1\\ lui 

termination the court has the discretion to order re instatement depending 011 if cOl1linu Ilion f 

employer- worker relation by its nature give rise to serious diffi ulty and in this 1.:.1 c .111 I 

employment relation is terminated the relation between employer and worker is 'cllin' hillel 

and ifre instatement is ordered it will create serious difficulty and rdered dismissal 01 \\Ol\.; I 

up on payment of compensation. In this case the Cassation Ben h did nol pnn i Ie .n 

reasoning that shows existence of harsh relationship after employment relation was tel min.11 I. 

Th is fact was also proved by Labour Relation board. The worker only brought thcir .N': I 

court which can't be taken as indicators of bitter relationship after termination. In addition Ih 

lawyer of Ethio - telecom Western branch, where workers were reduced, admitted the non­

existence of harsh relationship and told us that the decision was not fair .2 0 'en lhe h:dcrtl 

128C' d b Ite a ove at note no.19; page 233. 
. d .. iii 7 619 

229Ethio telecom vs Tesfaye Kebede (with 60 persons), Federal Supreme Court Cassation eel Ion. I e no 
2)0 . . . d 1 august 16 '018 Adam Marara; Ethio- telecom western region 's lega l adVisor, Intervlewe 01 , ~ , 
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, B h231 d 'd d ' e Court CassatIon enc eCI e In another case; filing suit aft r t nnin Ii n suprem 

k by itself should not be considered as it give rise to seriou war ers 

. f teAs impartiality and equality one of the core value and ethics of'judi i I) nn 111 LI L1r ' 

arty is unacceptable, one p 

rt Cassation Bench. File 
III b b Federal supreme Cou Abijata Soda Ash PLC Vs Marta A e e, 

o. 8~3~6 
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Chapter 4 

Conclusion and Recommendation 

This study assessed the competence of organs d d man ate with re Iving ollecti\ In ur 
dispute in Oromia Region. Based on the overall assessment th I' II' . , e 10 oWll1g con III I n nd 
recommendations are drawn. 

4.1. Conclusion 

Contlict resolution is an essential part of any well-functioning labour market and indll~trial 

relations system. Where there are labour relations one inevitably find labour dispute and the 

need to resolve them efficiently, effectively and equitably for the benefit 01 all the Iwtie 

involved and the economy at large. The framework put in place to deal with such dispute i .1 

crucial component of any country's industrial relations system. The opti n5 a ailablc to thl: 

social partners and to governments are numerous and range from informal negotiations all the 

way to formal litigation and may even include government intervention to rcsol c cert.lin 

labour disputes in the public interest. Labour dispute require especial attcnti n and prell el 

handling. The continuance of harmonious relationship between the employer and hi 

employees is one the peculiar feature of labour litigation . Maintaining harmonious n.:lation hip 

in the industry is necessary to bring economic industry as it bolsters productivity and cncotll ,I 'e 

further investment. 

In Ethiopia; as can be inferred from the preamble of Labour Proclamation No.377 '200 : one or 

the main targets of the proclamation is maintaining industrial peace. To realize thi promise the 

proclamation established institutions and systems that deal with collective labour dispute 

prevention and reso lution. Accordingly collective labour relation can be olved through 
. . . . . d S . I Af~' Private organ (conciliator and conciliators appOInted by MInIstry of Labour an oCla lairs, 

arbitrators), Labour Relation Boards and Courts. 

. .' f t I party are u cd in 
Conciliation may be prescribed as the practice by which the sel vice 0 neu ra . 

. . d h' d'fference and lO arn\c t 
a dispute as a means of helping the disputing parties to re uce t elf I 

'1" . one of the method u. ed b~ thl: 
an amicable settlement or agreed solution. Conci la1lOn IS 

. Th fi ding of thi the i ho\\ th t 
Labour proclamation no.3 77 12003 to solve labour dispute. e 111 
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Nexus between governments appointed conciliator and 'I" , ' conCI latlon madl: b) Ihe I RB 
unclear and Ineffective, Also Employer and their attorne ' yare negatl el affl:clin' Ih 
of conciliation especially by failure to appear when request db ' , e 0 y on dlator . I hl: .Ill'nti n 

given by the government on social aspects in general and Labour and cl'al mlir Bure u 
specifically is too low there by hampering the success of conciliat ' lon , 

Labour Relation Board is autonomous organ duly established to address the grie\ancl: in th' 

industial relation of the nation , This organ has a first instance J'ur'l d'lct ' II . I n OVl:r 0 eell\ 

labour disputes. In Oromia Regional State, currently, there are rour permanent Labour I elation 

Boards established to provide collective labour dispute resolution crvices, I hese I ah lUI 

Relation Boards are located at Adama ,Finfinne, Jimma and ekemte towns. I lit this thesis 

focus on Eastern LRB found in Adama and Western LRB found in ekemte t \ n, 

Findings of the study revealed that LRB is not effective in preventing and res Iving colkelh e 

Labour disputes. LRB has no the necessary institutional, technical ancl managerial capacil) to 

deliver effective labour dispute settlement services, Even though the primary purpose of the 

LRBs is to solve disputes consensually through conciliation,because or a number )f factors, the 

Boards ' performance in this regard is low, Many Board members have no clear understand in I 

on the concept and techniques of conciliation. Except the proclamation. there is no guideline on 

how the LRBs should conduct conciliation and adjudication together, nwillingness of 

employers and negative role played by attorneys also affected the crfecti ene s of the 

conciliation. 

The management of cases in both LRBs can be described as inefficient. The problem i \\{HSe 

in the case of execution files than first suits, The nature of the function of the board. la k of 

cooperation from concerned bodies, the geographical inaccessibility of the Board, the 

workload of the Board members from their regular job, the procedure the Board follo\\ ,can be 

considered as causes for the inefficiency of the LRBs. 

, . d t er plan Many board member 
Meetings and activ ities of the LRBs are not bemg carne ou as p , 

fi 
. , ' 'b d' d ty A Iternate member are nOI ) el 

md It difficul t to balance their regular Job With oar s u ' 
, t d the meeting The e factor led I 

assigned to fill gaps when the members could not at en ' 

delayed proceed ings 
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There are some grounds of concern for discrimination during th B d h . , e oar s caring and d i i n 

giving. LRBs do not give sufficient reasons for their decisions 0 d" I . me eCI Ion la\e 11 

analysis. They are not clear and difficu lt to execute. They al 0 fail to e. actl) indi 
t th 

amount of money that a judgment debtor has to pay and the deadline for their execution. 

Oromia Supreme Court is enteltaining appeals taken against the deci ion of the I ah til 

Relation Board. Given the nature of collective labour dispute the legi laturc preferred I ahour 

Relation Board to handle collective labour dispute. The decision given by the Board on lactual 

issue is final and conclusive. But Oromia Supreme Court can review de ision 'i,en b\ the 

Board if the grounds of appeal is related with legal questions. In additi n Oromia uprcll1c 

Court can entertain appeal taken against decision of Board if it contain fundamental ern I 01 

law. Finally Federal Supreme Court Cassation Division is assuming power by way 01 cl\\sltlioll 

over cassation. Most of the case reviewed by courts are related with juri diction. r ctcrl1linill' 

collective labour jurisdiction from individual labour dispute is not an ea y tao k as the la\\ lacks 

clarity on this matter. The finding of this thesis shows that Oromia upreme courl is ncililci 

impartial nor predictable in entertaining appeal against judgement of LRB . 
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4.2.Recommendations 

Based on the above mentioned findings, the writer forward the follo\\ in ' in! 
recommendations. 

4.2.1. Government Appointed Conciliat r 

1. As Nexus between governments appointed eonciliato d '1" r an con I latlon mad > th' 
LRBs is unclear and ineffective; It is good if the la ' d d w I amen e to make rep r1 

conciliators in Oromia BoLSA a prequest to file cases to th I R[) I r e _ )s as 111: rer rt 

conciliator can help the board in understanding and framing the ca e. 

2. BOLSA should give training for workers and employers 011 the mer'lt 0" '1'" concl lall! n In 

maintaning industrial peace and boosting productivity. 

3. Government has to provide BOLSA with necesarry re ource a sustainable 'I'lm Ih 

can 't be achieved at expense of Core Labour rights. Generall y; as I ahour di pUI~ 

prevention and resolution is the responsibility ofBOLSA; the g vernmt.:nt nt.:l'ds to ,he 

necessary attention so that Oromia BOLSA will build its overall technical. mana 'cd. I 

information, and logistic capacity. Giving training targeted at filling tht.: ~kill alld 

knowledge gap of government appointed conciliator is also nece ary. 

4. Oromia BOLSA is empowered to take necessary actions to prcvenl collectiH! lab lur 

dispute and maintain industrial peace. But practically as the Bureau i not undertaking 

its duty a simple dispute escalate to major collective labour di pute . 0 to rn:\ent 

collective labour dispute the Bureau has to encourage informal di pUle handlin' 

through dialogue; active involvement of the social partners in labour disrUIC and 

unionization and collective bargaining. 

4.2.2. Labour Relation Boards 

A. Representation of Concerned Stakeholders in the LRBs 

1. Although it is not clearly stipulated within the law, there is e tabli hed pra Ii e f 

'd d Ad a pecial Zone High ourt making East Wollega High Court Presl ent an am 

RB d WOLRB However the e per on ar 
President the chair persons of EOL an . , . 

. f the Board thereb\ negat" cl) 
extremely busy to concentrate and attend meettngs 0 ' ~. 

.' od if Oromia BoL,\ n Ide 
affecting the efficiency of the LRBs. Hence, It IS go . 

blic prosecutor from pro e Uti n 
other options like a judge from the courts or a pu .. 

I bl' secution chief admtnl tral r. 
instead of the high court president or zona pu IC pro 
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2 The practice of representing workers ' representat'lv I ' 
. e , emp oyer repre enl I I 

and alternate members deviates from the law becau f b d . 
se 0 u gel con traml n 

absence of registered employers ' associations First th II" 
. , e cont ro IIlg (aci I' I 

represent members in employees ' side is consideration ofgeog I ' I d' rap llea I lanc r m 
the location of the LRB; not most representation in the trade union as prO\ idcd b, Ih 

law. Second, members representing the employers' side are rcpn:scnted h th 

Ethiopian Employers ' Federation . However, since there are no registered empll) r • 

associations in Oromia, it is not clear from which these federati ons arc ('OIm d. 

Third, alternate members are not practically represented although they htl\e 'n: II 

contribution in faci I itating the LRBs ' work at least by constitu ting a quorum. llenl:', 

it is good if Oroma BoLSA allocates sufficient budget so that the repn!sentatilll1 of 

workers ' and employers' representatives will be in tune with the pirit of the I lhoUl 

law. The Employer's federation should also work in co llaboration v. ith )rllllli.1 

BoLSA and donor institutions such the ILO to organize employers' assllci(l tiol1 

Otherwise, at least legally speaking, the federation will become ba eless. 

B. Ethics of Members of the LRBs 

Two problems can be mentioned with regard to ethical conduct of members or the 

LRBs in Oromia. Firstly, there are no comprehensive and adequate ethical rules hi 

wh ich the members are governed. Secondly, even the ex isting cattered rule \\ ithin 

working rules and procedures of the LRBs are not effecti vely communicated and 

known among the members. Hence, LRBs should develop comprehcnsi \ c and 

adequate ethical rul es that govern members ofLRB. 

C. Resou rce . 
. blem fo r the LRBs to carr) out theIr 

Inadequate resource has become the major pro . " 
hem is insuffi cient to dl charge th II' 

function. Currently, budget allocated to t . 
. , I LRBs' sen ice prO\ISI011 . 

responsibilities. Lack of vehicle is hugely constratntng tle . . 
sand equipments. There i no gll1d hne 

There are no enough office rooms,bench room , . B I \ 
. I artners Therefore, Oromla I 

on how the LRBs can get donation from socIa p . . 
mark enough budget and materIal 

need to give attention fo r the LRBs and ear 
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effectively conduct their function. 1t is also imp rt 
o ant to draw guideline on h \ 

can access assistance and donation from social rt . 
pa ners without ompromi in' th ir 

autonomy. 

D. Accessibility 

Currently, clients, especially individual workers have lack of legal kno\\ led, 

resources to fo llow their case. The LRBs are also following len lth d I' g Y proce un: I C 

submission of counter reply by the plaintiff. Geographicall y,the exi ting I Rlh arc Itt 

inaccessible to their users. The roles and functions of the LRBs are not well eommul1il::tt d 

and known to their clients and stakeholders. Therefore,the LRBs should \llik 

collaboration with governmental and non-governmental institution uch as uni\ er ilic . 

prosecution offices, Oromia Justice Sector Professionals Training and Legal Re cardl 

Institute and ILO so as to provide free legal aid to the clients. They should als) ,I\oid 

lengthy procedures that unnecessarily affect efficiency. Both Oromia BoLS and LRII 

should strengthen public relation works through different print and electr nic medias. 

E. Rules and Procedu res of the LRBs 

The current rules of evidence and procedure of the LRBs strength a it is not up In d.tte 

and effective. Many board members and clients have no knowledge ab lit the e. istence 

of this rule thereby affecting the consistency of orders and deci ion. I hen:forc.a 

mandated by the labour law, it is imperative for the LRBs to issue rule pertaining to the 

existing situation of dispute settlement procedure. The LRBs need to publici/c and 

effectively implement the rule. 

F. Investigation and Decision Giving 
. f' vesligating di puted fa t h 

Even though, the LRBs are given wide power \11 terms 0 III 

. . b the major obstacle. The pro c f 
entering workplace, lack of facIlity has ecome 

. d WOLRB [n the former ca e. the B rd 
giving decisions is varying from EOLRB an' . 
. . . tar In the latter ca e. the Board 1\ 

gives decisions based on presentation of Its secre y. 

f 
of the assigned Board mcm 

decision based on presentation 0 one 
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Therefore,Oromia BoLSA need to provide facTt' . I lIes requIred for BO"rd" " . . " un I ' tl n 
of facts at workplace. SImIlarly, the Bureau has t d I . 

o eve op ul11form working rul nd 
procedures that regulate the process of decision giving. 

G. Consensual Solution 

Oromia BoLSA and LRBs in collaboration with stakeholder like II hOllld i\ 

training to boost the skill and knowledge of members of th I R[) .. . e _ ) on concIlI,1\1 n. 

BoLSA and LRBs should issue clear guidelines governing proced d d lire an e. pectc 

outcomes of conciliation and more specifically to maintain impartiality. Bo! ,hould 

also plan to arrange schemes for licensing and accreditation of private agencic~ foJ' their 

involvement in dispute settlement. 

H. Management of Cases (Efficiency) 

1. The 30 days period within which the LRBs shall give deci , ion provided under 

article 151 (1) of the proclamation should be extended 0 that the potential for 

settling labour disputes through conciliation will be high. 

2. When assign ing a chairperson and government representative, romia Ho! ;\, 

workers' confederations, and employers' federation have to take into consideration 

the potential effect of the regular duty of a member on the LRB . I he romr" 

BoLSA need to assign the alternate members envisaged by the proclamation h) 

fixing standard fee for attendances at meeting of the Board. 

J .Fairness of the Procedures 

As decisions given by LRB failed to incorporate important aspects of the right to fair 

trial ; Oromia BoLSA has to arrange trainings on these issues. 

k. Execution of Decision 

r d'ffi It Ihe main 
Execution of decisions is the other stage where the LRBs lace I ICU y. 

Id However the LRB are gh en th 
reason being the weak support from stakeho ers. , 

'd 'ustice So the LRBs have the prohl m 
power to punish any person who refuses to al J . , . ' . 

. t the execution of theIr de I Ion . Th 
of exercising their power to coerce others to asslS 
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LRBs should also exercise their power and coerce t k I Id . s a e 10 er to a I 1 the uti n 
of their dec ision when there is refusal to aid justice St k h Id . . . a e 0 er , In ludlng Ihe 
should also be awared about their responsibility to cooperate the LRB . 

I. 

4.2.3. COURT 

Most of the case reviewed by courts are related wl'th ' . d" [) .. 
JUri I tlon. ctermllllO 

coll ective labour dispute from individual labour dispLlte '1 t I . no an cas) la r.. I Ih 

law lacks clarity on this matter. Currently the LRBs enterta' n . d' 'd I ' I man 111 1\ I III 

labour cases out oftheir jurisdiction. This problem basicall y emanates from la k 

of clarity of the labour laws in delineating jurisdiction. on equcntl). se\cral 

ind ividual labour disputes that are mandates of regular courts an.: h'in' 

entertained by the LRBs and vice versa. Sometimes court g es to c. tent 01 

dismiss ing the case only because the relief sought is related with ,\" 'l' or 

benefits. This requires serious correction as it restrict access to justicc of 

citizens protected under art.370f FDRE constitution. Theref re, th t: II lISC of 

Peoples' Representatives need to amend and make clear rrovisions \\ hich 

allocate jurisdiction to the LRBs and to regular courts. Until the la\\ is amcnded. 

LRBs and courts need to base the decisions given by the Federal ass3tion 

Bench as point of reference. The Oromia Justice Sector Profe ionals 1 rainin ' 

and Legal Research Institute also need to arrange training for judgt:s to larif) 

on the jurisdictional issues. 

2. In era of global ization capital is gaining upper hand over ocial ril!hts. 

Especially developing countries are found on the ' race to the Bottom'. I II ur 

rights are intentionally being neglected to ease burdens on foreign in\t! tor . 

Following the same path, courts are tilting toward capital 100 ing their 
. . . r . ne of the core va lue of judi i Ir, 

impartiality and equaltty. As Impartla Ity IS 0 .' . 

. . f' capital and remalll lin partlU I 
·the court has to review its positIOn on avonng , 

and predictable. 
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Annexes: 

I. Interviews 

This is an interview designed to gather information on "collectiv labour di put · ·ttl 11\ lit 

mechanism In Oromia Region". Interview was conducted with member of Ih' 1\ 

secretary of the boards, trade union representatives, employer assn ialiol1. 1:11111 

employees' fede ration, secretary and professionals from Labour and ' cia I Affair Bur. II n 

Judges. Genu ine and complete responses by each interviewee arc highl y helpful III Illik th 

findings of the study reliable. 

Part One: Personal Information 

Name 

Sex 

Age 

Name of the office 

Position 

Qualification 

Part two: Interview: 

I. In the last year did you use its services relating to conciliation? 

Yes 0 No 0 

2. If yes, how would you rate your satisfaction with these servicc \\ithregard 10 Ih 

procedures and processes used? 

Very satisfied 0 Satisfied O Not very satisfied 0 

3. The outcomes achieved? 

Very satisfied 0 Satisfied 0 Not very satisfied [J . 
. in strengths of the labour d, pUIC 

4. Overall , what do you consider to be the rna 

through conciliation ............ · .. ·· ................ .. .. 
... ...................... 

. . ? 
5. What do you consider to be its main shortcomings. 
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· ............... ... .. ......... .. .. .............................. ...... ..... ......... . ... .. ...... ..... 
. " ..................... ... ..... ... ............................... .. ... , .. " . ................ ............ 

6. Does the system give every encouragement t 
. ? 0 consensu -ba ed appr a h 

resolution . .............. . 

YesD No D Unknown 0 

7. Are pre-conciliation and conciliation services read'i 'I . 
I Y aval able to aSSI t th~ di rutin 

parties to find consensus? .... 

Yeso No D Unknwono 

8. Have officers received training in the ski lls and techn'lqLles f . b " o con en us uddin ,'! 
Yes 0 No D UnknwonD 

9. Do the LRBs have clearly stated purposes and objectives 

10. Is there problem with regard to the composition of LRBs et by the law,! 

a) Are independent experts (e.g., academics) represented? 

b) Were officers/professional staffs engaged on the basis of open competition'! 1)0 th 

have job description? 

c) What qualifications and experiences do LRBs member and tht; stall' I11cmb I 

have? What considerations does the bureau take in to account while appointin ' the 

two members of the board? Are there in service trainings? Il ave of'licers rec ·i\ ed 

training in the skills and techniques of consensus building? 

d) What problems are there with regard to term in office of board members'? 'on-

compliance with law? Re-election? 

e) What practical problems did ensue from service nature of member being part time . 

11. What problems relating to remuneration and sitting fees of member are there? 

12. Is the service of LRBs accessible? What problems are there? In terms of: 

a. Geographica l location? 

b. Technology (do LRBs have a computerized case management y tern?) 

c. Is there any effort made to make it accessible? 

71 



13. To what extent are LRB autonomou? 

• 

• 

Is LRB independent of the Mini try or Burl!au of I aboul '! 

institutions? 

Does it have its own governing organ ( oun il)? 

r 10 m ther 

14. Do the LRBs have resource pr blcm ? What dOl!s LRB look in tl!rll1S of utili/in I 

resources available to it? 

a. Is there problem of human rcsourcl!? 

b. uffieient budget? Ilow much is it in figurl!? What arc the sources of bud 'ct for 

LRBs? 

c. quipment (including computers)? 

d. Office pace? Do LRBs havl! dl!dicated rooms 1'01 conciliation Illediation :tnd 

arbitration proceeding? 

IS. Do the LRBs endeavor t cttle lab wr dispute ' by agrl!l!ments'? ~ hy '? \\ h not '! \ hat Ie 'al 

gaps orland practical gap are thl!re? 

16. What status doe the report of conciliat r have while the I RB entertains the case'? Is it 

presentation mandatory to file the complaint? 

17. What are the practical problem in delineating juri diction of the conciliators. LR[3s and 

regular courts? 

18. Are the LRBs efficient? Is the number of client and caSl!S gl!nl!rall increasin I or 

decreasing? Why? Do you not think that fewer ca l! appl!ar ber re the board than 

expected? Why? 

a. How many 

1. Cases on hand 

11. Hearing dates et 

III. Others 

b. How many cases ha the LRB re 01 ed by: 

1. withdrawal. 

11. by dismissal , or 
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iii. with a settlement (negotiation, mediation) 

IV. by Board deci ion 

19. Is there any system in place for disseminating ervice to be gi en and thl.! \\orks d nc b) 

LRB? 

• 

• 

• 
• 

Giving away annual report 

Media 

Website 

Pamphlet 

20. Does LRBs have arrangements In place to en ure a countability? Is thl.!l'l.! an. person 

dismissed from membership due to negligence of duty I' for bein ' undhical? 

a) (e.g., oath, code of thic, mi. i n tatcments, susceptibility to inspection an<.l 

etc)? 

b) Is there any indication r mi conduct (corruption, bribery) on thl.: part or 

members? Are LRB member ' committed? Do the mcmhl.!r ... attend thl.! meetil1)~ 

regularly? 

21. What other obstacle are the LRB currently facing? 

22. What suggestion do you have to enhance the efficiency and effcctivencss oil Rl3s? 

23. Are judges are competent enough in entertaining appeals taken against ckcisions or I.RB 

24. Do judges receive training on collective labour dispute settlement'? 

25. What suggestion do you have to enhance the competency of judges? 
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List of Interviewees: 

3. MulumabetAya lew, ecretary fW LRB, Intervie\\l:t1on 108/2018 : 

4. Melaku Ayele, EOLRB ecretary, Interviewed on ugust 3.2018 

5. Tulu Bulo, EOLRB member ( overnmel1t repre, el1tati\e). intl:nic\\l:t1 Oil 

August 8, 2018 

6. Tulu Bulo, EOLRB member ( ovcrnmcnt representative), Jintcn ic\\cd Oil 

August 8, 20 J 8 

7. Lemma Wayc a Ea t howa Zone 0 el'l1l11ent appointed ollcilialol . 

interviewed n Augu t 6, 20 18 

8. Kebede Alemu, en ior onci li ator at r min Labour and ~oeial /\ffhirs I3l1rcall 

interviewed on August 10,20 18 . 

9. Werkalem Mulcta, I ~ LRI3 Member, intervit:wt:d on Au 'ust 9,2018 . 

10. hala Diro, EOLRB hairpcrson, interviewed on August 6,20 18. 

II. haleme Rekita , EOLRI3 member (rcpret:ntativt: of' \\orkt:rs associatioll) 

interviewed on August 9, 20 18 

12. Kasaye Zerihun, Chairman of' WOLRB, interviewed on 17/0812018 

13. Tamam Adam, .J udge at rom ia upreme ourt, inter iewed ugust 7. 2018. 

14. A Imaz Abarra, Judge at Orom ia upreme court, Inter ic\\ed on ugust 7,2018 

15. Daka Gole, Gonite Agricultural Farm Trade nion ' hairman. intcl'vievved on. 

august 23,2018. 

16. Biranu Tafasa, Oromia Labour and ocial Affair Bureau Finance Department 

Head, Interviewed on March 29,20 J 9. 
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