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CHAPTER-ONE

1. INTRODUCTION

1.1 Background of the Study

It is well known that employee dissatisfaction igpatential source of trouble,
whether it is expressed or not. Hidden dissatigfacyrows and creates reactions
that may be completely out of proportion to thegmral concerns. Therefore, it is
important that dissatisfaction be given an outldtcomplaint, which is merely an
indication of employee dissatisfaction that hasbe#n submitted in writing, is one

outlet. (www.4shared.conrSep. 29, 2010)

If the employee is represented by a union, ancethployee says, "l should have
received the job transfer because | have more ssniohich is what the union
contract states," and she submits it in writingntkthat complaint is grievance. A
grievance is a complaint that has been put in mgitand thus made formal.
Management should be concerned with both complants grievances, because
both may be important indicators of potential pesbh$ within the workforce.
Without a grievance procedure, management may aklemo respond to employee
concerns becauseanagers are unaware of thenTherefore, a formal grievance

procedure is a valuable communication tool fordhganization. (www.4shared.com
Sep.29, 2010)

Hence, handling of employee grievance and to firgblation for it is important
factor for an organization to survive in global ketr competition by keeping
qualified, professional, skilled and experienceglayees with their willingness to
produce quality products and giving good servicescuistomers. The point is
without the knowledge and willingness of employdlee organization cannot
achieve its mission at all. Willingness of emplay,e® some extent, depends on the

provision of motivation by the organization whetliers in cash or in kind. To
1



motivate an employee, managers should give duatiatteto the employees right
and attend grievances in due time. However, sindeviduals and their problems
are much part of employee relations on collectsgies, then it is in the interest of
both management and labour union to have writtegvgnce handling procedures
to deal with it. The main objective of grievancentbng procedures is to settle the
dispute at the earliest possible stage. Moreadelay of grievance responses
dissatisfied employees. To this end Mamorio & Gandtated that “Grievance
neglected for years or delay of response cantresldw productivity and damage

of materials(2004:741)

Most of the time grievance exists where therevktion of contract, law, company
regulations, workers' rights like promotion, salaiycrement, etc... In many
government organization this violation is not piged. When we came to private
organization there is no law or human resourcecpolnd procedures in most
companies. Even recruitment undertake accordirtgeowillingness of the owners.
The researcher motivated to know the practice mvgnce handling procedures in
MIDROC Ethiopia PLC. But to study the overall MIDE companies was costly
and time consuming. Therefore, this study was geduonly on MOHA Tekle

Haimanot Plant, which is one of the MIDROC Ethio@ieup Companies.

1.2 Background of the Organization

MOHA (Mohammed Hussein Al-Amoudi) Soft Drinks IndosS.C. was acquired
from the Ethiopian Privatization Agency and estli#d on May 15, 1996 with a
paid up capital of Birr 108,654,000.00 and hasfttlewing operating units: Nifas
Silk Plant, Tekl Haimanot Plant, Summit Plant, Ganélant, Dessie Plant, Bure

Plant and Awassa Plant.

MOHA operates with a Head Office located at AddibaBa led by a Chief
Executive Officer (CEO) appointed by the Chairmdntiee Board of Directors.



Hierarchically, the CEO is accountable to the Gham of the Board . The Plant
General Managers are delegated with autonomous tagldirect, organize, plan
control and administer the overall operation ofirthiespective plants within the
limit of their approved budget. The company hasniadstrative policies and
procedures manuals that govern the company withildetitten rights, obligations
and employees' benefits, rules of conduct and attlewant information without

neglecting the labor law and other government lamd directives.

Tekle Haimanot Pepsi Cola Plant was established9®1 as "Saba Tej" share
company. By replacing the old line started prodgcPepsi Cola, Mirinda and
Team Brands in January 1978. The major currerdyms of MOHA Soft Drinks
Industry S.C. are: Pepsi Cola, Mirinda Orange, 7-MRinda Tonic and Mirinda
Apple (All Pepsi Brands), Kool, Bure Kool and Tosgeater products)(Source

Employees' Handbook of the company)

1.3 Statement of the Problems

To achieve any organizational goals, well organizedtivated and productive
employees are the most important asset. In omlaget this it is necessary to
maintain a good relationship between the immediapervisors and the employees.
In addition it is necessary to use, a well prepdmachan resource manual with

detailed policy and procedures. Therefore, theareber assessed that:-
» Sources of grievances in the company

* Types of grievance

* The grievance handling practice of the company,

* How the company’s management handle employee groevand

* What kind of procedures they followed to solve gaiece problems and other

related issues.



1.4 Basic Research Questions
This study focused on the following questions:

* What are the major causes of grievance?

* How did grievances reported to the top level mansgd?

* How does the company management solve grievantéepns?

* What are the major problems encountered while dgalith grievances?

» To what extent the management ready to treat gieesaplaced by employees?

« To what extent employees satisfied with the manayenresponse to
grievances placed?

* What measures could be taken to address the csiteation?

These and other related issues addressed in tii. st

1.5 Objectives of the Study
1.5.1 General Objective

The general objective of the study is to determine way MOHA handles
employee grievances and identify the major problémas employee encountered
to get their grievances heard.

1.5.2 Specific objectives
From the general objective, the following speaifijectives were drawn:

* |dentify and analyzed the causes and types of @miess in the company.

» Assess the method of grievance handling procedthias currently
practiced.

 |dentify the relationship between the immediate esuigor and lower

level employee and the top management and the tabon.



* |dentify disciplinary measurements taken by the ag@ment and delay
of responses to employees grievances,
» Suggest and recommend how to solve the existinglemo according to

the Human Resource Management system.

1.6 Significance of the Study

Without a grievance procedure, management may lablerno respond to the

employees’ concern because managers may unawaeenployees' grievance.

Therefore, this study provided useful informatiam the top management of the
organization about the current status of employé=/ance handling process and
put recommendation for the company’s managementadmt union executives. It

could also serve as a reference material for resess who are interested to
undertake similar study.

1.7 Scope/Delimitation of the Study

MOHA has seven regional offices in Ethiopia. Fofithem are in Addis Ababa,
the rest are in Awassa, Gondar and Desse. lbigdstly and time consuming to
study even the four plants situated in Addis Abdliserefore, the researcher was
forced to limit the scope of the study on MOHA Teellaimanot Plant, which is
located in Addis Ababa.

1.8 Research Design and Methodology
1.8.1 Research Design

The method of the research is descriptive stasistiethod that is basically
depended on gathering quantitative and qualitatata. Descriptive research
method was employed because it is better for setualies research specially

to study some relationships.



Open ended and closed ended questions and stdigntezviews were
designed. Open ended question help to get anoidaay problem in word
and free answer. Closed ended questions were @eistgncheck parts and
perceptions confirming information and producingsvaar which was
either qualify the respondent in some way or gasagarable data across

the sample.

1.8.2 Population and Sampling Techniques

MOHA Tekle Himanot Plant has 698 employees. Frbm tbtal of 698
employees 15% (104 respondents) was selected ramd&@mple random
sampling was employed because it was appropriatiif® kind of factory

where employees were working in one place.

1.8.3Types of Data Collected

The researcher was used both primary and secorti#dayto collect the
relevant information for the study. Primary dataswollected through the
distribution of questionnaire to the sample resgonsl and arrangement of
structured interview to the selected managementabwlr union members.
Secondary data was collected from the company'®rds¢ and other
relevant documents including related literature. othB primary and
secondary data was collected because primary dataegaed some question
and the questions which were not answered by pyirdata answered by
secondary data. In addition to this necessaryrimtion was collected

from the company’s Human Resources policy manuglpsacedures.



1.8.4Method of Data Collection

To collect the necessary data questionnaires westeibdited to sample
employees in order to get real information directhgm respondents.
Questionnaire was deployed since the number obreimts was more than
100; it was very difficult to use interviews or ethmethods of data
collection. Therefore, interviews were arranged fop management
members and the labor union executives to get feeings and attitudes

towards employee grievances.

1.8.5Data Analysis Method

The data collected through the distribution of duesaire was analyzed
using descriptive statistic method. Descriptive hodtis chosen because it is
more appropriate to analyze quantitative data. sTlrequency counts and
percentage were used.

1.9 Limitation of the Study

There faced a problem of getting acceptance. Maggnizations refused to accept
the researcher because of the title of the rese&aime respondents didn't answer
all the questions. It was very necessary to conmcaim and give briefings for
respondents individually, but there was no enough.t

1.10 Organization of the Study

This paper was divided into four parts. The fipsirt presents the introduction
section and deals with the background of the sthdgkground of the organization,
the scope and research methodology, etc.. The decbapter consists of the
literature review and in the third chapter the ectéd data have been analyzed and
summarized. Chapter four is the last chapter thedlsd with the findings,

recommendations and conclusions of the study.



2.

CHAPTER TWO

REVIEW OF RELATED LITERATURE

2.1 Definition of grievance

As far as this research paper will focus on emmoggnagement relationship; specially on
employee grievance handling process the reseatigbsrto review different literatures written
with different scholars at different times aboug theaning of grievance, the method or process to

solve employees’ problem, about the labor unionahér more related things.

A grievance is any dispute or difference arisingMeen any employee and management
or between the union and management. Most coleti@rgaining agreements define, in
general, what the parties have agreed to consg&legla grievance. Unions usually prefer
a broad definition that recognizes any dispute, lavimanagement prefers to limit
grievances to the meaning or application of a paldr clause. The primary function of

the definition is to outline the parameters of whgies of disputes may be grieved.
(www.google.comWikipedia, March 2011)

Grievance means any discontent or dissatisfaction, whether expressed or not and
whether valid or not, arising out of anything cocteel with the company that an
employee thinks, believes or even feels is unfamjust or inequitable. This discontent
can arise out of something connected with compangxpressed and implied, or may be

valid, legitimate and rationair untrue and irrational or completely ludicrogsid)

A good management redresses grievaasdbey arise, excellent management anticipates
them and prevents them from arising. A managerkraow about the simmering even
before they turn into actual grievances througlessdvmeans such as the exit interviews,

gripe boxes, opinion surveys and the open doocyoli



C. B. Mamorio. & S.V. Gankar, (2004:741-743) cotkedifferent definitions and summarize as

follows.

» Date Yoder, for e.g. grievance defined it as “written comptdiled by and employee and
claiming unfair treatment”.

» Keith Daxis, on the other hand, define it as “aeslror imagined feeling of personal justice
which an employee has concerning his employmeatiogiship.”

» According to Jucines “a grievance is any discontgrdissatisfaction, whether expressed or
not, whether valid or not, arising out any thingneected with the company which an
employee thinks, believes or even feels to be grifgustice or inequitable.

» Beach says “a grievance as any dissatisfactioaadnf of injustice in connection with one’s

employment. Situation that is brought to the reti€the management.”

A grievance is a formal expression of dissatistactabout a work situation usually by an
individual employee, but it may sometimes be itétibaby a group of employees or a union acting
on their behalf.

G. Cole, (1997: 367)."Grievance — is an individual disputes between an employee and
employer. However, since individuals and theirbpeans are as much a part of employee
relations on collection issues, then it is in thieiest of both management and trade union to have
written procedures for dealing with grievances.e Timain objective of grievance procedures is to
settle the dispute at the earliest possible stage."

2.2 Causes or Source of Grievance

Generally, grievance exists where there is a vaiabf:-

» Contract

* Law

» Company regulations
* Workers' rights

» Past practice



The Contract: These are the easiest grievances to win, espeuwibkre the violation is

clear-cut and management is not overly belligerent.

The Law: There may be a violation of municipal, state alefal law. Remember that the

law always supersedes the contract.

Company Regulations:Management generally cannot violate its own rtelsarm one
or more workers. A personnel regulation may be loo&ed in hiring or firing of a
foreman may have brought liquor into the plant #meh fired a worker for the same
violations. Uneven enforcement of company or agemegulations, as well as

management disregard for its own rules, can prawidegrounds for a grievance.

Workers’ Rights: Discrimination and workers’ rights cover a broadge of incidents or
practices. Discrimination occurs when two peopke taeated differently under the same
conditions in such a way as to harm or treat unidgoae of them. Discrimination may
include, and is not limited to, race, sex, agdagiah, sexual orientation, national origin,

personality, looks, union activity, past incideatsl experiences, and political affiliation.

Past Practices:Arbitrators will sometimes consider violationslofg-standing practices,
accepted by the union and management, as grounddifa in favor of the union. If, for
instance, the employer has allowed a 15-minute wasfor years and then suddenly
disciplines a worker for leaving her station 15 utes before clock-out, the union usually

has a strong casguww.google.com, Wikipedia, March 2011)

The problem of statement of chapter one discusteyelit causes and some of them stated under

the following literature.

1. Concerning Wages- of the employee is under paid, complain abogerntive (piece rate

are too low or too complicated and mistakes inudating the wages of a worker.

2. Concerning supervision — the supervisors gives him indefinite instructifor job
performance.
3. Concerning Individual advancement complaint that employee record of continuous

service has been unfairly broken.

10



4, General Working Conditions — unpleasant or unsafe conditions, overtime is

unnecessary.

5. Collective Bargaining — the company doesn’t allow the supervisors to deti and
settle the grievance of the employees.

From a practical point of view, it is probably easto list those items that don't

precipitate grievances then to list the ones tloattEamployees may use just about any

factor involving wages, hours, or conditions of émyment as basis of grievance.

(Alpha University College, 2005, HRM handbook).

2.3 Types of Grievances

Grievance can be classified into three types:ilegie, imagined, and political.

. Legitimate grievances occur when there is reasonable cause to thinle thas
been a contract violation. Even in a cooperativdrenment, contract statements
may have different meanings to different peopléus misunderstanding of the
agreement may cause legitimate grievance.

. Imagined grievances— occur when employees believe that the agreeimant
been violated even though management is exercigimgcontract rights
reasonably. Again, misunderstanding is the princanyse of these grievances. A
cooperative labor union can help settle such comslaquickly by explaining
management’s rights.

. Political grievances— are the most difficult to solve. They occur wivemplaint
is pursued to further someone’s political aspiraio For example, a union leader
may be reluctant to give an open support to uni@mbers by handling their
grievances properly. This means to the leadersa & political support in the

next union election. (Ibid)
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2.4 Grievance Management

Unions know that employee dissatisfaction is a ipidé source of trouble, whether it is
expressed or not. Hidden dissatisfaction grows arghtes reactions that may be
completely out of proportion to the original conter Therefore, it is important that
dissatisfaction be given an outlet. domplaint, which is merely an indication of
employee dissatisfaction that has not been sulinittewriting, is one outlet. If the
employee is represented by a union, and the emplsgegs, “I should have received the
job transfer because | have more seniority, whictvlat the union contract states,” and
she submits it in writing, then that complaint igréevance. Agrievanceis a complaint
that has been put in writing and thus made formwEnagement should be concerned
with both complaints and grievances, because badly be important indicators of
potential problems within the workforce. Withoutgaevance procedure, management
may be unable to respond to employee concerns decaanagers are unaware of them.
Therefore, a formal grievance procedure is a vadualmmmunication tool for the

organization.

2.4.1 Grievance Responsibilities

The table below shows the typical division of rasgibilities between the HR unit
and line managers for handling grievances. Thesgporssibilities vary
considerably from one organization to another, edatveen unionized firms. But
the HR unit usually has more general responsiditManagers must accept the
grievance procedure as a possible constraint one somm their decisions.
Management should recognize that a grievance &hawuboral expression of some
underlying problem. This statement does not meat #very grievance is a
symptom of something radically wrong. Employeedfi#iogrievances over petty
matters as well as over important concerns, andagement must be able to
differentiate between the two. However, to ignome@eated problem by taking a
legalistic approach to grievance resolution is tesnmuch of what the grievance

procedure can do for management.

12



2.4.2 Grievance Procedures

Grievance proceduresare formal communications channels designed ttesatt
grievance as soon as possible after the problesesarFirst-line supervisors are
usually closest to a problem; however, the supervis concerned with many
other matters besides one employee’s grievancemaydeven be the subject of

an employee’s grievance.

Supervisory involvement presents some problemoivirg) a grievance at this

level. For example, William Dunn, a 27-year-oldhlatoperator at a machine
shop, is approached by his supervisor, Joe BagssMmnday morning and told

that his production is lower than his quota. Babgs®es Dunn to catch up. Dunn
reports that a part of his lathe needs repair. Baggests that Dunn should repair
it himself to maintain his production because thechanics are busy. Dunn
refuses, and a heated argument ensues; as a Basstorders Dunn to go home

for the day.

The illustration shows how easily an encounter ketwan employee and a
supervisor can lead to a breakdown in the relatipnd his breakdown, or failure
to communicate effectively, could be costly to Duhhe loses his job, a day’'s
wages, or his pride. It also could be costly toBagho represents management,
and to the owner of the machine shop if productisndelayed or halted.

Grievance procedures can resolve such conflicts.

In this particular case, the machine shop has araminwith the International
Brotherhood of Lathe Operators, of which Dunn isnamber. The contract
specifically states that company plant mechaniestarrepair all manufacturing
equipment. Therefore, Bass appears to have viotagdinion contract. What is
Dunn’s next step? He may use the grievance proeepiavided for him in the
contract. The actual grievance procedure is diffeie each organization. It
depends on what the employer and the union hawedgrin and what is written

in the labor contract.

13



A unionized employee generally has a right to unepresentation if he or she is
being questioned by management and if discipling reault. If these so-called
Weingarten right§named after the court case that established tleeyiolated

and the employee is dismissed, he or she usudllpevieinstated with back pay.

2.4.3 Steps in a Grievance Procedure

Grievance procedures can vary in the number ofsstiepy include. The Table

below shows a typical procedure, which includesftfiewing steps:

1. The employee discusses the grievance with thenusteward (the union’s

representative on the job) and the supervisor.
2. The union steward discusses the grievance hitlstaipervisor's manager.

3. The union grievance committee discusses theajree with appropriate company

managers.

4. The representative of the national union disesighe grievance with designated

company executives.

5. The final step may be to use an impartial thadty for ultimate disposition of the
grievance. If the grievance remains unsettled asrtatives for both sides would
continue to meet to resolve the conflict. On razeasions, a representative from
the national union might join the process. Or, apomte executive from
headquarters (if the firm is a large corporationyimhbe called in to help resolve
the grievance. If not solved at this stage, theevgmce goes to arbitration.
Arbitration is flexible and can be applied to almasy kind of controversy except
those involving criminal matters. Advisory, or votary, arbitration may be used
in negotiating agreements or in interpreting clauge existing agreements.
Because labor and management generally agreeisipaitels over the negotiation
of a new contract should not be arbitrated in ttiegpe sector, the most important
role played by arbitration in labor relations isthe final step in the grievance
procedure.

14



Step 5

Impartial Third-Party

Arbitration by:

National Union Representative and
Company Executive or Corporate
Industrial Relations Officer

Step 4

Meeting between:

Committee of Union Officers and
Step 3 Company Managers

Meeting between:

Step 2 Chief Steward and Supervisor's

Manager and/or HR Manager
Meeting between
Union Steward

Step 1 Union Steward and Supervisor

Discussion of Written

Grievance between

Grievance arbitration is a means by which disputes arising from different
interpretations of a labor contract are settledabthird party. This should not be
confused with contract or issues arbitration, dised earlier, when arbitration is used
to determine how a contract will be written. Griega arbitration presents several
problems. It has been criticized as being too gps$do legalistic, and too time-
consuming. One study found that arbitrators gehetadated women more leniently
than men in disciplinary grievance situations. didiion, many feel that there are too
few qualified and experienced arbitrators. Desplitese problems, arbitration has
been successful and is currently seen as a pdtgrdigoerior solution to traditional

approaches to resolving union-management probl@mas.4shared.conSept. 29, 2010)
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2.5 Analysis of Grievance Data

2.6

A. M.SARMA, (2002:576) described the analysis ah@ tesearch, which helps to
improve the performance of the grievance redrassahinery. It provides an insight into
the group dynamics and informal leadership pattatnthe workplace. Constant
monitoring and interpretation of the data can pievihe management with valuable

feedback. The grievance data should include:

= number of grievances

= nature of grievances

= grievances appealed to the highest level

= the nature of decision making at the first, secand third appellate level and

= grievances not finally closed.

Labor Union

It is very important to get the willingness and pemation of all the people who work in
an organization for the growth and development rofoeganization. If good relations
didn’t exist between the management and the worltene exists grievance. In many
organizations if employees asked for promotionarsaincrement or other related issues
individually the management didn’t accept the gioesor didn't solve it as expected. If
good relations didn't exist between the managemaedtthe workers, it may result fire
out of employee. To protect individual employeenfr worst working condition and
unemployment it is better to be organized and fartabor union (Trade Union), which
represents them and stands for them to solve pheiblem by discussing and bargaining

with the management.

2.6.1 Trade Unions

Trade unions are associations of workers and aree® with the intention of
protecting the workers against exploitation of émeployers and also to improve

the workers’ conditions. The industrial revolutiam England and in other
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countries and the advent of the factory system waddyction are greatly
responsible for the emergence of trade unions. Thedern industrial
establishments employ the workers in conditionsciwimake them helpless in
bargaining individually for improving their work oditions. The workers are
unorganized, and are subject to exploitation, lBygamployer. This exploitation
of the employers is resented by the working clas®nce they form unions to
protect themselves against the exploitations ofehmloyers. Thus the trade
union movement arose for the purpose of defendieg tights, for improving
their living and working conditions and for protect their interests. From a small
beginning this movement has now grown into mightyrldwide movement for
achieving social justices, economic equality anéservation of democratic

values of life(R.s.Gupta 2002:154)

“If employees have problems that you aren’t addngssiunionswill! ”
MICHAEL SEVERNS

A union is a formal association of workers that promotes ititerests of its
members through collective action. The state obmsivaries among countries
depending on the culture and the laws that defimsonimanagement
relationships. In the United States a complex systd laws, administrative
agencies, and precedent is in place to allow werkerjoin unions when they
wish to do so. Although fewer workers choose tosdotoday than before, the
mechanisms remain for a union resurgence if empoyeel they need a formal
representative to deal with management. This chaamines why employees
may choose to organize a union, how they go alipwand the bargaining and

administration of the agreement that union and mament reach.

Trade union is a “continuous association of wagmesa for the purpose of

maintaining and improving the condition of theirnkimg lives” Web

Trade union means and association of workers in @menore occupation-an
association carried on mainly, for the purpose miterting and advancing the

members’ economic interests in connection withrttaily work” G.D.H Gole
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“Any combination, whether temporary or permaneotnfed primarily for the
purpose of regulating the relations between workuareth employers, or between
workmen and workmen, or between employers and grapoand for imposing
restrictive conditions on the conduct of any tradebusiness and includes any

federation of two or more trade unions” - The &athion Act 1926.
2.6.2 Managing Labor Relations

Labor Relations is the process of dealing with exygés who are represented by

a union. Managing labor relations is an imporfantor of HRM.

How Employee Forms Union

For a new local union to be formed, several thimgst occur. First employees
must become interested in having union. Nonemg@syeho are professional
organizers employed by a national union may geeematerest by making

speeches and distributing literature outside thkplace. Inside employees who

want a union try to convince other workers of tleadfits of a union.

The second step is to collect signatures of emp®yen authorization cards.
These cards state that the singer wishes to votietermine if the union will

represent him or her. Thirty percent of the emeésyin the potential bargaining
unit must sign these cards to show the Nationabtadkelation Board (NLRB)

that interest is sufficient to justify holding aleetion. Before an election can be
held, however, the bargaining unit must be definétle bargaining unit consists
of all employees who will be eligible to vote inetlelection and to join and be

represented by the union if one is formed.

If employees of an organization want to form a uanithe law prescribes a
specific set of procedures that both employeestia@arganization must follow.
Assuming that these procedures are followed anduttien is approved, the

organization must engage in collective bargainiriy the new union.
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2.6.3 The Union Organizing Process

General interest in union among employees

If less than 30% of
bargaining unit members
sign cards, process ends

|

Collect signed authorization cards

l

Petition NLRB to hold election

If union is rejected by
majority vote process ends

Secret ballot election is held

A

Union signs up members and elects officers

A

Collective bargaining over first labor contract

A

Labor contract signed

l

Grievance procedures used to resolve disputes
during the life of the contract

Source(Griffin 2000: 405)
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2.7

The election is supervised by an NLRB (National duabRelation Board) representative
and is conducted by secret ballot. If a simpleamtyj of those voting (not of all those
eligible to vote) votes for the union, then theamibecomes certified as the official
representative of the bargaining unit. The newomrthen organizes itself by officially
signing up members and electing officers; it wiloa be ready to negotiate the first
contract. If workers become disgruntled with theimion or if management presents
strong evidence that the union is not representiatkers appropriately, the NLRB can
arrange a decertification election. The resulswth an election determine whether the

union remains certified.

Organizations usually prefer that employees notub®nized because unions limit
managements freedom in many areas. Managementhusyvage its own campaign to

convince employees to vote against the union.

It is at this point that unfair labor practices aften committed. For instance, it is an
unfair labor practice for management to promisgit@ employees a raise (or any other
benefit) if the union is defeated. Experts aghes the best way to avoid unionization is
to practice good employee relations all the timejost when threatened by a union
election. Providing absolutely fair treatment wdlear standards in the areas of pay,
promotion, layoff, and discipline, having a comptadr appeal system for persons who
feel unfairly treated, and avoiding any kind of datism will help make employees feel

that a union is unnecessary.

Collective Bargaining

The intent of collective bargaining is to agreeatabor contract between management
and the union that is satisfactory to both parti€ee contract contains agreements about
wages, hours, and other conditions of employmentluding promotion, layoff,
discipline, benefits, methods of allocating ovedjnvacations, rest periods, and the
grievance procedure. The process of bargaininggoayn for weeks, months, or longer,
with representatives of management and the uniogtinge to make proposals and
counterproposals. The resulting agreement musttifeed by the union membership. If
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2.8

is not approved, the union may strike to put pressim management, or it may choose
not to strike and simply continue negotiating urgilmore acceptable agreement is

reached(Griffin, 2000:314)

Labor relation is the system of relations betwearrkers and management. Labor
unions recruit members, collect dues, and enswedimployees are treated fairly with
respect to wages, working conditions, and ensuae @émployees are treated fairly with
respect to wages, working conditions, and otheress When workers organize for the
purpose of negotiating with management to imprdweirtwages, hours, or working

conditions, two processes are involved: unionizaéind collective bargaining. (Ibid)
Labor Laws

The National Labor Relations Act (also called thenyfer Act after its legislative

sponsor) ushered in an era of rapid unionization by

1. Declaring labor organizations legal
2. Establishing five unfair employer labor practicasd
3. Creating the National Labor Relations Board (NLRB).

The Wangner Act greatly assisted the growth of msiby enabling workers to use the
law and the courts to legally organize and colletdii bargain for better wages, hours,

and working conditions.

Public policy began on the side of organized |abhdr935, but over the next 25 years the
pendulum swung toward the side of management. Laber-Management Relation Act..
practices by unions, and permitted workers to d#ge(reject) a union as their

representative.

Finally, the Labor-Management reporting and disatesAct., or Landrum- Griffin Act
(1959) Swung the public policy pendulum midway betw organized labor and
management by declaring a bill of rights for unimembers, establishing control over
union dues increase, and imposing reporting requargs for unions. Landrum-Griffin

was designed to curb abuses by union leadershipidindions of corruption.

21



2.8.1 How Unions Influence Human Resources Managemte

Labor relations involve the interactions betweerrk®os and management. One
mechanism by which this relationship is conductedumion. Unions seek to
present a collective voice for workers to makertin@ieds and wishes known to
management. Unions negotiate agreements with reamag regarding a range
of issues such as wages, hours, working condifamn security and health care.
One important tool that unions can use in the gmee procedure established
through collective bargaining. This gives emplay@eway to seek redress for
wrong full action on the part of management. lis thay, unions make certain

that the right of all employees is protected.

2.8.2 How the legal system influences Human ResoertManagement

The legal system influences managers by placingstcaints on the ways
potential and actual employees are treated. Egpdrtunity laws ensure that
companies do not discriminate in their hiring angining practice. The Fair
Labor Standards Act and the Equal Pay Act ensuet people earn fair
compensation for the contribution they make to theganization. The
Occupational Safety and Health Act (OSHA) ensuet #mployees have a safe
and healthy work environment. Labor laws seek ratget the rights of both
employees and managers so that their relationship lwe productive and

agreeable(Thomas S. Bateman 2003: 510)
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CHAPTER THREE
3. DATA PRESENTATION AND ANALYSIS

3.1 Characteristics of the Respondents

In this chapter the researcher presented and auhlgiata that was collected through
distributed questionnaires and interview of theolabunion officials. Out of the total 104
randomly selected respondents from different depamts 95 questionnaires were collected
properly and all data was analyzed using descegtatistic method. Frequency counts and

percentage were used to analyze the collected data.

Table 1: Profile of Respondents

No Item Alternatives ERLET G
Number Percentage
1 Age 20-24 26 27.4
25-29 25 26.5
30-34 14 14.1
35-39 10 10.4
40-44 8 8.4
>45 12 13.2
Total 95 100
2 Education Elementary 4 4.2
12 complete 56 58.9
Certificate 10 10.5
Diploma 16 16.8
Bachelor Degree| 9 9.5
Masters Degree
Total 95 100
3 Experience 1-5 37 38.9
6-10 21 22.1
11-15 15 15.7
16-20 7 7.4
>21 15 15.7
Total 95 100

Source: own survey
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On the above table item No. 1, indicates that 270t%e respondents are with the age
range of 20-24, 26.5% of the employees are 25-@9 @4.1% are from 30-34 years old,
10.4% are from 35-39, 8.4% from 40-45 and 13.2%ahm/e 45 years old. This indicates
that the company employees are in the productiee ddnis is the competitive advantage

for the company.

Regarding the educational background 4.2% of theleyees are elementary school,
58.9% of the employees are high school completh%thave a certificate, 16.8% are
diploma holders and 9.5% were graduated with addacldegree. This indicates that there
is a big gap between high school graduate and higgthecation graduates. Therefore the

management has to motivate employees for furthecagwbn.

Concerning work experience, 38.9% of the employeese an experience of 1-5 years,
22.1% served in the company from 6-10 years, 17%em worked 11-15 years, 7.4%
have an experience of 16-20 years and the resfdlhalve an experience of above 21
years. Even if the organization structure of tampany has no change within the last five
years, the company recruited more employees. Tidgates that there exists high
turnover in the company. Turnover resulted if ¢hisrjob dissatisfaction. Therefore, the
company management has to investigate the causenolver and improvement should be

done.
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3.2 Data Pertinent for the study

The researcher tried to see different causes efgnice in MOHA Tekle Haimanot Plant.
The different causes were promotion, compensatsaiary, wages and benefits,
performance appraisal, disciplinary measures, gafetrking condition, job security and
supervisory treatment. The data collected throtnghdistribution of questionnaire was

analyzed using descriptive statistic method. Tlggjuency counts and percentage were

used to analyze the collected data.

Table 2 Extent to Which Promotion Causes Grievancketween Management and the

Employee/Labour Union

Item Alternative: Frequenc
No. Percentac

To what extent promotion caus To a very great exte 15 15.7

grievance between the management andTo 3 great exte 30 31
the employees or labour union?

To some extel 20 21.0

Un decide: 10 10.t

To a very less exte 20 21.0

Total 95 10C

Source: own survey

As indicated in table 2 above, 95 respondents atienthe question paused. As can be
seen from the responses 15.7% of the respondedtthaa promotion causes grievance to a
very great extent. On the other hand 31.5%, 21% amather 21% said that it causes

grievance to a great extent, to some extent advery less extent respectively. 10.5% of
the respondents couldn’t decide. This indicates pnomotion has a great share in causing
grievances placed in the company. Effectivea#tlon of employees involves allocation of

additional authority and responsibility, as and wileey acquire adequate experience and
competence, and good work of an employee is teebegnized and rewarded. Therefore,

the company management has to set promotion pkascgnd criteria; and implement the

principles fairly and equally for all employees.
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Table 3 Compensation as cause of grievance between Managerand the employees
/labour union

Item Alternatives Frequency
No. Percentage
To what extent compensation | To a very great extent 12 12.6
causes grievance between the | To a great extent 22 23.2
management and the employeesTo some extent 42 44.2
or labour union? Un decided 10 10.5
To a very less extent 9 9.5
Total 95 100

Source: own survey

As shown in table 3. 12.6% of the respondents ts@tilcompensation causes grievance to a
very great extent, 23.2%, 44.2% and 9.5% said thesuses grievance to a great extent, to
some extent and to a very less extent respectivdl§.5% of the respondents couldn’t

decide. This indicates that compensation causevagice to some extent. Therefore, the
employees or the labour union might discuss with cbmpany management to solve this

problem.

Table 4 Salary, Wages and Benefits as Cause of 6vance between the
Management and the Employees /Labour Union

Item Alternatives Frequency
No. Percentage

To what extent salary, To a very great extent 20 21.1

wages and benefits cause$ To a great extent 44 46.3

grievance between the To some extent 19 20.0
management and the Un decided 5 5.3

employees or labour unionf?T5 75 very less extent 7 7.4
Total 95 100

Source: own survey
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As shown in table 4 above, 21.1% of the respondsmitsthat salary, wages & benefits are
causes grievance to a very great extent, 46.399%2@&nd 7.4% said that they causes
grievance to a great extent, to some extent and viery less extent respectively. 5.3% of
the respondents couldn’'t decide. This indicatest Salary, wages & benefits causes
grievance to a great extent. Therefore, the compaanagement has to improve this
condition in order to avoid employee grievance &mdeep well experienced and skilled

employees for the well being and growth of the camp

Table 5 Performance Appraisal as Cause of Grievance betwegahe Management
and the Employees /Labour Union

. Frequenc
Item AR No. Pgrcent)a/lge
To what extent Performance | To a very great extent 35 36.8
appraisal causes grievance | To a great extent 26 27.4
between the management and To some extent 16 16.8
the employees or labour union?yn decided ) 8.4
To a very less extent 10 10.5
Total 95 100

Source: own survey

As indicated in table 5. above, 36.8% of the resieobs answered that performance
appraisal is causing grievance to a very greatneéxt®7.4%, 16.8% and 10.5% said it
causes grievance to a great extent, to some eatehtto a very less extent respectively.
8.4% of the respondents couldn’'t decide. This iadis that performance appraisal is

causing grievance to a very great extent.

Responsibility of performance appraisal lies witlel management assisted by personnel
manager in the staff role. Many time personnelaigpl failed because of the following:

» Lack of top management support

» Poor training of appraisers leading to the subyégti

* Absence of systematic process of appraisal system

* Reluctance on the part of superiors to discusappeaisal with subordinates

» Appraisals are not used for the purpose it is ii¢ein
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In addition to the data obtained in the above tahke researcher get answer from the
interview of the labour union executives there ibi@ problem in employee evaluation.
This resulted because of the knowledge of the sigmes in evaluating the subordinates.
Therefore, the top management has to train all reigmes and support lower level

employees when grievance exists.

Table 6:  Disciplinary Measures as a Causes Grievance Betwetre
Management and the Employees or Labour Union

: Frequenc
Item AlEIEIES No. Pgrcent)a/tge
To what extent disciplinary | To a very great extent 15 15.8
measures causes grievance| To a great extent 18 18.9
between the management ando some extent 38 40.0
the employees or labour Un decided 3 3.2
union? To a very less extent 21 22.1
Total 95 100

Source: own survey

As shown in table 6: above, 15.8% of the resporsdsatd that disciplinary measure is
causing grievance to a very great extent. On therdtand 18.9%, 40% and 22.1% said it
causes grievance to a great extent, to some eatehto a very less extent respectively.
3.2% of the respondents couldn’t decide. Thisdatdis that disciplinary measure is causing

grievance to some extent.

Discipline is manifested by orderly behavior of #raployees. Orderly behavior is possible
when the employees follow the company policiesciyrias laid down by its rules and
regulations. When an employee is dissatisfied vt management, he will initiate
“grievances”.  Similarly when the management issdisfied with an employee,
“disciplinary action” is initiated to correct thdwation. Thus the management has to create
a good relationship with the employees or the lalumion in order to solve this problem in
its initial stage.
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Table 7: Extent to Which Safety Causes Grievandeetween Management
and the Employee or Labour Union

Item Alternatives Frequency
No. Percentage

To what extent safety causpg o a very great extent 23 24.2
grievance between the To a great extent 16 16.8
management and the To some extent 34 35.8

employees or labour union? yn decided 4 4.2
To a very less extent 18 18.9

Total 95 100

Source: own survey

As indicated in table 7 above 24.2% of the respotalsaid that safety is causing grievance
to a very great extent. On the other hand 16.88% and 18.9% said it causes grievance
to a great extent, to some extent and to a very &dent respectively. 4.2% of the

respondents couldn’t decide. The data summarizeéderabove table shows that safety is

causing grievance to some extent.

Management is primarily responsible for safety. nigement involves all managers
including the top management. All department headbstheir management staff including
supervisors are equally responsible for the safetiieir workers and equipment. A worker
who is working with a machine is equally resporssitar the safety of his life as well as the
lives of his colleagues. Safety is a team effdterefore, every employee within the
company has to know the company safety policiese§ulations and by creating good
relationship with the management they can minirtlizegrievance created in this case.

Table 8 : Working Condition as a Causes Grievance Between the
Management and the Employees or Labour Union

ltem Alternatives Frequency
No. Percentage
To what extent working To a very great extent 18 18.9
condition causes grievance | To a great extent 8 8.4
between the management ando some extent 50 52.6
the employees or labour Un decided 8 8.4
union?? To a very less extent 11 11.6
Total 95 100

Source: own survey
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As indicated in table 8 above, 18.9%, 8.4%, 52.6fb H1.6% of the respondents said that
working condition is causing grievance, to a vergag extent, to a great extent, to some
extent and to a very less extent respectively. tl@@nother hand 8.4% of the respondents
couldn’t decide. The data summarized in the ab@det shows working condition is
causing grievance to some extent. This indicdtasthe working condition of the company

Is not bad and it is not that much good but negilis improvement.

Table 9 : Extent to Which Job Security Causes Grievancediween Management
and the Employee or Labour Union

Item Alternatives Frequency
No. Percentage

To what extent job security| To a very great extent 20 21.1
causes grievance between| To a great extent 5 5.3
the management and the | To some extent 27 28.4
employees or labour union¥yn decided 7 7.4

To a very less extent 36 37.9

Total 93 100

Source: own survey

As indicated in table 9, 21.1% of the respondeatd that job security is causing grievance
to a very great extent. On the other hand 5.3%49%2&nd 37.9% said it causes grievance to
a great extent, to some extent and to a very ke 7.4% of the respondents couldn’t
decide. The data summarized in the above tablesiab security causes grievance to a
very less extent. This indicates that most emplsye secured at their job, but turnover is
high because of other reasons.

30



Table 10: Extent to Which Supervisory Treatment Causes Grievace
between Management and the Employee or LaboUnion

Item Alternatives REGHCTIC]
No. Percentage
To what extent supervisory To a very great extent 35 36.8
treatment causes grievance | To a great extent 15 15.8
between the management and| To some extent 22 23.2
the employees or labour unionf?yn decided 6 6.3
To a very less extent 17 17.9
Total 95 100

Source: own survey

As shown in table 10 above, 36.8%, 15.8%, 23.2% &ai®% of the respondents said that
supervisory treatment is causing grievance; torg geeat extent, to a great extent, to some
extent and to a very less extent respectively. 608%he respondents couldn’t decide. This
indicates that supervisory treatment causes grivéma very great extent. From the above
table the researcher conclude that most employee® lbad relationship with their

immediate supervisors. Therefore, the top manageim&ve to take action to solve this
problem.

Table 11: Grievance Handling Procedure of the Comgmny

ltem Alternatives Frequency
No. Percentage
Is there a grievance handli| Yes 38 40.0
procedure that is practiced o 17 T7 ¢
I i that arise?
resolve grievances that arise o Khom 1 YO
Total 96 10C

Source: own survey

As indicated in table 11 above, 40% of respondsaits yes there is a grievance handling
procedure in the company and 17.9%, no there griewance handling procedure and the
rest 42.1% don’t know anything about the grievamandling procedure that was
practiced to resolve grievances. From this theareher concluded that the management
of the organization didn’t give a chance for loi@rel employees to know about policies
and procedures which are practiced in the company.
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Table 12: Extent of Steps in Grievance Handling i®cedures

. Frequenc
ltem Alternatives g Y
No. Percentage
To what extent does the company follow the¢ To a very great extent 36 37.9
1%'step of grievance handling procedure, thdtTg 4 great extent 12 126
is discussion of written grievance between [T some extent 26 >7 4
union steward and supervisor Un decided 7 72
To a very less extent 14 14.7
Total 95 100
To what extent does the company follow the¢ To a very great extent 10 10.5
2"step of grievance handling procedure, thhiTo a great extent 25 26.3
is meeting between chief steward and To some extent 40 42.1
supervisors Manager and/or HR Manager [Jn decided 9 95
To a very less extent 11 11.6
Total 95 100
To what extent does the company follow the To a very great extent 18 18.9
3"step of grievance handling procedure, thdtTo a great extent 24 25.3
is Meeting between committee of union To some extent 31 32.6
officers and company Managers Un decided 10 10.5
To a very less extent 12 12.6
Total 94 100
To what extent does the company follow the¢ To a very great extent 10 10.5
4" step of grievance handling procedure, thfitTo a great extent 20 21.1
is meeting between National Union To some extent 21 221
Representative and Company Executive or ["Jn decided 22 23.2
Corporate Industrial Relations Officer To a very less extent 22 23 2
Total 95 100
To what extent does the company follow thef To a very great extent 0 0
5" step of grievance handling procedure, th@ifTg great extent 4 59
is Arbitration by impatrtial third-party To some extent 12 17.6
Un decided 34 50.0
To a very less extent 18 26.5
Total 68 100

Source: own survey
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As indicated in table 12 above, for step 1, 37.9%6%, 27.4%, 7.4%, and 14.7% said
that the company has more practiced on the fiegt sf grievance handling procedure, to
a very great extent, to a great extent, to somenéxtindecided and to a very less extent

respectively.

For step 2, 10.5%, 26.3%, 42.1%, 9.5%, and 11.6%b that the company has more
practiced on the second step of grievance hanglagedure, to a very great extent, to a
great extent, to some extent, undecided and toyalegs extent respectively.

For step 3, 18.9%, 25.3%, 32.6%, 10.5%, and 12.6/%b that the company has more
practiced on the third step of grievance handlingcedure, to a very great extent, to a

great extent, to some extent, undecided and toyalegs extent respectively.

For step 4, 10.5%, 21.1%, 22.1%, 23.2%, and 23.@% that the company has more
practiced on the fourth step of grievance handfimegcedure, to a very great extent, to a

great extent, to some extent, undecided and toyalegs extent respectively.

For step 5, 5.9%, 17.6%, 50%, and 26.5% saidtheatompany has more practiced on
the fifth step of grievance handling procedure, atogreat extent, to some extent,
undecided and to a very less extent respectivelyrespondents didn't answer this
guestion at all. From this the researcher conclutat the first step, which shows 37%
of respondents said to a very great extent, isterstep upon which the grievance
problem solved in the company. Therefore, it isoremended to continue solving

grievance problems at its initial stage.
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Table 13 : The Existence of Grievance Handling Comittee

ltem Alternatives alCY UG

No. Percentage
Is there a grievance handli| Yes 25 26.3
committee in the organization? No 45 47 .2
| don’t know 25 26.3
Total 95 100

Source: own survey

As shown in the above table, 26.3% of the respaisdsaid yes there is a grievance
handling committee in the organization, 47.4% hef tespondents answered no and the
rest 26.3% respondents didn’t know whether thele gsievance handling committee or
not in the organization. This shows there is n@dgy@ommunication between the

management and the lower level employees.

Table 14: Composition of Members of the Grievare Handling Committee

ltem Alternatives Frequency

No. Percentage
If there is a grievance handli| To a eryGreat Extent 3 12.0
committee to what extent are y9ro a Great xten 8 32.0
satisfied with the composition of theTg Some Ixten 3 12.0
members? Neutra 4 16.0
To a Very Less xteni 7 28.0
Total 25 100

Source: own survey

Table 14 above shows that, the total number ofamdgnts is only 25. Those, who
answered no in table 13, were rejected, and only sdid yes was taken in table 14. As
indicated above 12% of the respondents satisfieda toery great extent with the

composition of the members of the grievance hagdiiommittee. On the other hand
32%, 12% 16% and 28% of respondents said that, goeat extent, to some extent,
neutral and to a very less extent respectivelyis iftdicates that the majority i.e. 32% of

the respondents were satisfied with the composibangreat extent.
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Table 15 : The Existence of the Labour Union

ltem Alternatives alCYUENCY
No. Percentage
Is there a labour union in ticompan? Yes 95 10C
No
| don’t know
Total 95 100

Source: own survey

As shown in table 15 above, 100% of the respondanssvered yes there is a labour

union in the company. This indicates that, all esypks aware of the existence of the

labour union in the company.

Table 16: The Labour Union Involvement in the Grievance Handling Process

Item Alternatives Frequency
No. Percentage

If there is a labour union in the fact(Very higt 31 32.6
how do you rate its involvement in tligigh 22 232
grievance handling process? Moderat 10 10.¢
Low 10 10.t

Very low 22 23.2

Total 95 100

Source: own survey

As shown in table 16 above, 32.6% of the respotsdenswered that the labour union
involvement in the grievance handling process iy vegh. On the other hand 23.2%,
10.5%, and another 10.5% said that, high, modeaate low respectively. The rest,

23.2% answered very low. This indicates that theodaunion involvement in the

grievance handling process is very high.
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Table 17: Extent of Employee Satisfaction with th&Vork of the

Grievance Handling Committee

Item Alternatives Frequency
No. Percentage

To what extent are you satisfi | To a Very Great xten 10 105
with the work of the grievance [ T3 2 Great xten 30 31.¢
handling committee? To Some Ixteni 23 24.2
Neutra 20 211

To a Very Low Exten 12 12.¢

Total 95 100

Source: own survey

The data analyzed in Table 17 shows that, 10.5%efrespondents satisfied with the
work of the grievance handling committee to a vgrgat extent, 31.6% satisfied to a
great extent, 24.2% satisfied to some extent 2lafdneutral and 12.6% said that to a
very low extent. This indicates that the majoi34.6% satisfied with the work of the
grievance handling committee. From this resultrésearcher conclude that the work of
the grievance handling committee is great and itoigshe good satisfaction of the

employee.

Table 18: Extent of the Immediate Supervisor Inelvement in

Handling Employee Grievance

ltem Alternatives =IENIETIE,
No. Percentage
To aVery GreatExtent 15 15.¢
To what extent does the immediateTo a Great xten 19 20.0
supervisor involve to handle To Some Ixten 31 30 €
employee grievance? Undecide: 7 74
To a Very Low Extent 23 24.2
Total 95 100

Source: own survey
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As indicated in the table 18 above, 15.8% of thepoadents said that the immediate
supervisor involve to handle employee grievanca teery great extent. On the other
hand 20%, 32.6%, 7.4%, 24.2% of the respondentsteagreat extent, to some extent,
undecided and to a very low extent respectivelsontthis the researcher concluded that

the immediate supervisor involvement must be imgdov

Table 19: Attempting of Managers in the Grievancédandling Process

Item Alternatives Frequency
No. Percentage

10. Do you agree that e manager| Strongly agret 14 145
attempt to resolve grievances Pxgree 33 34.7
getting closer to the problem? Agree to Some xten 57 55 7
Undecide 15 15.¢

Disagre! 9 9.t

Total 95 100

Source: own survey

As indicated in table 16 above, 14.7% of the redpats strongly agreed that managers
attempt to resolve grievances by getting closéhéoproblem. On the other hand 34.7%,
25.3%, 15.8% and 9.5% of the respondents said aggeee to some extent, undecided
and disagree. This indicates that the majorityespondents agreed that the managers
attempted to resolve grievances by getting closerthie problem. Therefore, the
researcher concluded that it is a good practicettimmanager of the company highly
involved in grievance handling procedure whenewewhs informed.

Table 20 Time Taken for the Response of Grievance

ltem Alternatives Frequency
No. Percentage

Do you agree that the managemer Strongly agree 15 15.¢
the company give immediate response{tagree 24 25.3
the grievance of the employee? Agree t(Some Ixten 34 35.€
Undecide 12 12.¢

Disagre: 1C 10.5

Total 95 10C

Source: own survey
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As shown in table 20 above, 15.8% of the resporsdeinbngly agree that the management of
the company give immediate response to the grievahthe employee. On the other hand,
25.3% ,35.8%, 12.6% and 10.5% of the respondexidstsat, agree, agree to some extent,
undecided and disagree respectively. This indscHtat majority of respondents answered
agree to some extent. Therefore, the researcheiuded that the management of the

company has to improve the time of giving responses

Table 21:  Degree of Communication between the Magament and
the Labour Union

ltem Alternatives Frequency
No. Percentage
How do you rate the degree Very higk 16 16.€
communication between the High 37 38.9
management and the labour union? [ Moderat 21 22 1
Low 6 6.3
Very low 15 15.¢
Total 95 100

Source: own survey

As shown in table 21, 16.8% of the respondents thaitlithe degree of communication between
the management and the labour union is very hi@h.the other hand, 38.9%. 22.1%, 6.3% and
15.8% said that it is high, moderate, low and vieny respectively. This indicates that the
majority of respondents rated that the degree afnoanication between the management and
the labour union is high. From this the researdwrcluded that a good communication is a
vital instrument for solving grievances in the egywbstage, therefore, the company have to keep
this practice.
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Table 22: Extent of the Right to Access Documenter Grievance

Handling Process

: Fr n
Item Alternatives equency
No. Percentage
To what extent does the compe| To a very great exte 6 6.3
give workers' repregentative the rigi_rro a great exte 25 26.7
to access all required documents B ome oxie g 505
the grievance handling process? ' .
Undecide 6 6.3
To a very less exte 30 31.6
Total 98 100

Source: own survey

As indicated in table 22, 6.3% of the respondergsl she company gives workers'
representative the right to access all requiredich@nts to a very great extent. On the other
hand 26.3%, and another 29.5%, 6.3% and 31.6%eotdbpondents said that to a great
extent, to some extent, undecided and to a ves/da&tent respectively. The majority i.e.
31% rated to a very less extent. Therefore, theareker concluded that the company has to

communicate openly with workers’ representativethengrievance handling process.

For the question asked what are the principldevi@d by the company for the correction or
solving of grievances? Most of the respondents gaddferent positive answer, i.e. some of
them said that the company uses human resourceypahd procedures for solving

grievances; others indicated the company implertt@ntcollective agreement for solving

employee grievance. But one third of the respotzdbave a negative attitude, they said
there is no grievance handling committee,. Theagament didn’t accept their grievances
and decisions were made with the willingness ofstingervisor. Even though, the company
has human resource policies and procedures thevesgs didn't use it. From this the

researcher concluded that the top management hasetdhe relationships between the
immediate supervisors and the lower level employaed has to take action for the
improvement.
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Lastly the researcher gave opportunity for respanhdo give their idea and comments on
the company's grievance handling process. Forgiestion almost half of the respondents
said that a big improvement seen after the newuaboion committee was constituted and
it has a good relationship with top managemenbiniisg employee grievance. Some of the
respondents didn’t say anything. Others said treeaebig problem between the immediate
supervisors and the lower level employees in hagdirievances. Therefore, the researcher

concluded that the top management has to takendfctiadhe improvement.

3.3 Analysis of Data Obtained from Interview of theLabour Union

Before August 2010 there were two different labawions in the company. Because of that
there was a big problem to identify which was righpresentative of the employee. In
August 2010 the Federal Labour Union Confederatimolved and the new election was
held. For the constitution of new Labour Uniore tompany General Manager gave a very
good support. The Chairman and other members efLtbour Union appreciate the

continuous support of the General Manager.

The new committee has ten members and has thevfoigositions:

* Chairman » Casher

* Vice Chairman * Finance Head
» Secretary * One member

* Vice Secretary * Three Auditors

The new Labour Union has 335 members from differelasses of employees. The
chairman of the Labour Union explained as follow ttetail work they performed after they

take the responsibility:
* Promotion work was done in order to get more mesmber

* The main problem or cause of grievance is perfonaappraisal. Here the big problem

is the immediate supervisor. He didn’t evaluate émployees according their skill, or
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quality of work performance on assigned job; indtexaluation was made with the
willingness of the supervisor. For fair evaluatmremployees it is very important to get
some knowledge how to evaluate employees. In MOMRle Haimanot Plant there is
no good practice in evaluating the performancehefémployees. The evaluation result
was given based on the willingness of the immedmipervisors. The result of
performance appraisal affects many things like mtion, salary increment, bonus,

etc....

» Before the constitution of the new Labour Union caittees, performance appraisal was
filled every six months. In order to minimize naikes within a short interval of time the
new committee agreed with the management and itdeasled to evaluate employees

every two months.

» The other issue is disciplinary measures: - wheametlwere any disciplinary measures
taken, the Labour Union was informed. Even ikitinwritten warning, the management
have to inform the Union in writing. As soon as\ttget the letter first they will discuss
with the employee, who received warning and theth e immediate supervisor to

solve the problem.

* The company collective agreement was revised andynraprovements made. For
example, at the time of retirement, a two montlaryalvas given as compensation. Now
it was improved to eight month salary. The otlmepriovement is done on the per-diem.

It was improved from 62 Birr to 150 Birr per day.

In general the new Labour Union committee has & geod start and better relationship

with the top management.

41



CHAPTER FOUR

4  Summary, Conclusion & Recommendation

In the previous chapter the researcher analysesoftexted data through questionnaires and
interviews. This chapter addresses the summaryfinofings, recommendations and

conclusion.
4.1 Summaries of Major Findings

» Grievances reported to the top level managementiffierent ways. When an
employee has a grievance he presented to the imteeslipervisors. But most of the

time it didn’t get acceptance. Then the employessdo the top management.

» Performance appraisal, promotion, salary, wagesbanéfits are the major causes of
grievance in the company. From these, performapgeaisal is the most sensitive

cause of grievance and has very high percentagedtber causes.

» Disciplinary measures, working condition and safefive a moderate rate for the

cause of grievance.

* 58% of employees didn't know if there is a grievarttandling procedure that is
practiced to resolve conflicts. This means the agament of the company didn'’t
give awareness for lower level employees abouthiln@an resource policies and
procedures, this shows there is no good commuarcdtetween the management
and the lower level employees.

* The company follows to a very great extent thet tep of the grievance handling
procedures, i.e. discussion of written grievancetween union steward and

immediate supervisor.

* Even if all employees didn't join the labour unialhare aware of the existence of the

union.
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It is a very good practice that the labour unioghly involved in the grievance

handling process.

62% of the employees not satisfied with their imragzsupervisors in the process of
grievance handling. As explained in chapter thinege is a big problem between the

immediate supervisor and the lower level employees.

Almost 50% of employees agreed that the Managahefcompany attempted to

resolve grievance by getting closer to the problem.

There is a problem of giving immediate responséh&ogrievance of the employee.
The researcher observes that the management gbthpany has no consistency in
giving immediate response. Majority of responde(iS8%), not agreed with the time
taken to get response, 16% strongly agreed and&p&ed. This shows that for few
employees the management responses immediatelythé&e is a big delay for the

majority. This indicates that there is no equaatment for employees.

There is a good communication between the top nenegt and the company labour

union.

The management of the company didn’t allow workegjgresentatives to access the

required documents in the grievance handling psoces

As most of the respondents indicated there is mvance handling committee and
the management didn’t accept their grievance. Respavas given according to the

willingness of the immediate supervisor.
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4.2

Conclusion

Human resource management is concerned with atigacteveloping, and maintaining
the human resources and organization needs. Visoamental context consists of its
strategic importance and the legal and social enments that affect human resource
management. A factory like MOHA where a majorifyaaccompany’s employees are non
management, they have the right to be representadibion. Management must engage
in collective bargaining with the union in an etfdo agree on contract. While the
contract is in effect, the grievance system is usedettle disputes with management.

Therefore, the following conclusions are drawn fritnia findings of the study:

" Grievances reported to the top management in diffeways. Some employees
placed their grievances first to the immediate suipers. But most of the time
they directly reported to top management. Butrate constitution of the new
labour union, the company follows to a very greateet the first step of the
grievance handling procedures, i.e. discussionrdfem grievances between union

steward and immediate supervisor. This is bettar of solving problems.

" The employees and immediate supervisors relatipnishmoderate. They should
have a very good relationship in order to avoidagedf responses and solve the

problem of grievance in its embryo stage.

. Performance appraisal, promotion, salary, wagesbanefits are the major causes
of grievance in the company. Performance appsaisiad important for validating
selection devices, assessing the impact of traipmograms, deciding pay raises
and promotions, determining training needs and idiog helpful feedback to
employees. Therefore, supervisors must evaluate gstukordinates’ accurately and

valid appraisal information has been passed to HieRpartment.
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Disciplinary measures, working condition and safletye a moderate rate for the
cause of grievance. But it must be eliminatedtadie causes of grievance for the

future.

The communication between the company managemedt tlae lower level
employees is not good. Effective communicationthe process of sending a
message in such a way that the message receiasdclese in meaning as possible
to the message intended. Therefore, the compasytdhamprove the way of

communication from top to bottom and vice versa.

There were two different labour union committeegshe company before August
2010. After strong struggle and with the help bé tFederal Labour Union
Confederation, a new election was held and new dtteenwas took place in
August 2010. As explained in chapter three, the fEour union committee is
working a good job to solve the grievance and tbishe very good satisfaction of

the employee.

There is a good communication between the top neanagt and the company

[abour union.

The management of the company didn't allow workeepresentatives to access

the required documents in the grievance handlioggss.

As most of the respondents indicated there is revance handling committee and
the management didn’t accept their grievance. Respwas given according to the

willingness of the immediate supervisor.

The Labour Union executives have a good start ésalthey maintain a very good
relationship with the General Manager and also i top management of the
company. This indicates that the new labour unmembers’ election was

effective.
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4.3 Recommendations

» There is a big problem with the performance apptaitthe employees. The immediate
supervisors were not well experienced to fill tippraisal. They didn’t evaluate their
employees according to the skill, experience antbpeance. Instead a good point was
given for employee performance appraisal with reeritherefore, the researcher
recommends that performance appraisal must be gigeording to the quality of work
done. It is well known that appraisal results atmse for different issues like promotion,
salary increment, bones, etc... Therefore, the manageof the company has to give a

better attention and it is necessary to give tngjrior immediate supervisors.

» Employees of the company didn’'t know if there igreevance handling procedure that is
practiced to resolve conflicts. The researcheomeunend that the management of the
company have to organize a monthly based conferandeggive step by step lectures to
all employees about the company policies, rulegulations and grievance handling
procedures to avoid misunderstanding.

* A good communication between employees, labourruaitd the company management
is essential for a better productivity and the dgtowf the company. Therefore, it is
recommended to establish good relationship withexdkompany and solve any problem
by discussion.

* Recommended to create close relationship withirtireediate supervisors to minimize

causes of grievance.

* If the management delays to give immediate respofsethe grievances placed, it may
resulted in high turnover and decreasing of pradifgt To avoid this problem it is
recommended to use a time bound steps. One dintleebound steps given below as a

sample:

1. Aggrieved worker present his complaint, verballypgrson, to the officer designated

by the management. The case must be disposedtbifiw8 hours.
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2.

In case the complaint is not satisfied with thepdsal or the designated officer has
failed to dispose the complaint within 48 hours Werkers is free to approach and
head of the department designated by the manageanenpresent his case by the
representative of his department. Head of the rtimeat to dispose off the case
within 3 days. In case there is a delay in dispgps$he complaint, the reason for the
same is recorded by the head of the department.

If the disposal of head of the department has edrtassed his grievances, he is free to
request the head of the department forward hivgniee to the grievance committee.
Grievance committee must finalize their recommeiodatwithin 7 days of receipt of
complaint from head of the department. In casdetdy the committee must record
the reasons there of. Unanimous recommendationghefcommittee shall be
implemented by the management. In case of disagneebetween members of
grievance committee, the proceedings and opinionndividual member will be
forwarded to the management for taking a final siea. The final decision of
management must be communicated to the aggrievekewwithin 3 days of getting
recommendation from the committee. This decistbeammunicated to the worker
by the personnel officer.

If the decision of the management is not commuatab the aggrieved worker
within the specified period or the decision is satisfactory to the worker, he may
appeal to the management for a revision. He dandaunion representative to assist
him in making this appeal. Management's decision appeal for revision be
communicated to him within a week.

If the worker still remained aggrieved and the ngmmaent’s disposal of his
complaint is not satisfactory, union and managemeay refer the case to voluntary

Arbitration. This must be done within one week. Heeision of Arbitrator is final.
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Appendix 3

Interview Questionsfor M anagement

Employee relation activities are those which seek greater organizational effectiveness
through the enhancement of human dignity and growth. They seek to establish direct, two-
way, communication between managers and employees to provide mutua assistance and
involvement in decision making.  Therefore, | would like to ask you the following

guestions:-

. To what extent should decision making and control be shared between the management and

employees in the company?
. How does the management respond to special needs of specific employees?
. Isthere a grievance handling procedure which is currently in practice?

. Could you tell me the most frequent type of grievances you faced?

Xl



-

Interview Questions for Labor Union

. Can you tell me the structure and management of the labour union?

. What is the contribution of Labour Union in grievance handling process?
What are the various causes of grievance?

Do you ever handle the grievance presented about job security?

. What are the steps practiced in solving employees' grievance?

Is there a collective agreement which is currently practiced?

Do you have any contact with the Federal Labour Union Confederation? Please state
it in detail.

Xl



Appendix 1

St. Mary University College
Department of Management

Questionnaire To Be Fulfilled By M oha Tekle Himanot Plant Plc
M anagement, Employees And Labor Union Heads.

Dear respondent, the motive of this study is teheine the process of grievance handling at MOHRI& e
Haimont Plant. You are therefore, kindly requestedgive genuine answers to the questions as it
contributes a lot for the success of the studyalfy, | would like to express here that, the reskéas used
only for academic purpose and it will not be forded to others. Thus its confidentiality is progetct

Thank you for your cooperation.

Part I: Personal Profile

1. Age
A. 20-24 E. 40-44
B. 26-29 F. 45 and above
C. 30-34 G. Other, specify
D. 35-39

2. Level of education

A. High school complete D. Bachelors Degree
B. Certificate E. Masters Degree
C Diploma F. Other specify

3. Years of service in MOHA

A.1-5 B. 6-10

C.11-15 D. 16- 20 years

E. Other specify




PartI1: DATA PERTINENT FOR THE STUDY
1.
To what extent do the following Response
factors cause conflict between the Toavery| Toagreat | To some Un To a very
management and the employees|or great extent extent decided| less extent
labour union? extent
a. Promotion
b. Compensation
c. Salary, wages & benefits
d. Performance appraisal
e. Disciplinary action
f. Safety
g. Working condition
h. Job security
i. Supervisory treatment
2. Isthere a grievance handling procedure thatasticed to resolve conflicts that arise?
a. Yes c. | don’t know
No
3. To what extent does the company follow theofelhg grievance handling procedure steps?
Steps in a Grievance To avery To a great To some Un To a very
Handling Procedure great extent extent extent decided| less extent
Discussion of written grievange
between  union  steward and
supervisor
Meeting between chief steward and
supervisors Manager and/or HR
Manager
Meeting between committee of unipn
officers and company Managers
Meeting between National Unign
Representative and Company
Executive or Corporate Industrial

Relations Officer

Arbitration by impartial third-party

4.

Is there a grievance handling committee in the miggdion?

a. Yes
d. No

c. | don’t know




5. If yes to what extent are you satisfied with tbenposition of the members?
a. To a very great extent d. Neutral
b. To a great extent e. To less extent
c. To some extent

6. Isthere alabour union in the factory?

a. Yes c. | don’t know

d. No

7. If yes how do you rate the labour union's ineohent in the grievance handling process?

a. Very high d. Low
b. High e. Very low
c. Moderate

8. To what extent are you satisfied with the workhe grievance handling committee?
a. To a very great extent c. To some extent
b. To a great extent d. Neutral

e. Unsatisfied at all

9. To what extent does the immediate supervisalimvto handle employee grievance?
a. Toavery great extent d. Undecided
b. To agreat extent e. Not involved at all

C. To some extent

10. Do you agree that the managers attempt touegpievances by getting closer to the problem?

a. Strongly agree c. agree to some extent
b. Agree d. undecided
e. disagree

11. Do you agree that the management of the coyngiae immediate response to the grievance of the

employee?

a. Strongly agree c. agree to some extent
b. Agree d. undecided

e. disagree



12. How do you rate the degree of communicatiowéeh the management and the labour union?

a. Very high d. Low
b. High e. Verylaw
c. Moderate

13. To what extent does the company give workep'asentative the right to access all required mhectis
in the grievance handling process?
a. toavery great extent
b. to agreat extent
c. tosome extent
d. undecided
e

to a very less extent

14. What are the principles followed by the compfam the correction or solving of grievances?

15. If you have any comments in the company'svgriee handling process state in the space provided

below.
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