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Executive Summary 

This review looks in depth at the international development activities of the Trade Union Congress (TUC) between 2005 and 2010. It aims:
· To examine the impact of the TUC’s development activities on the lives of developing country workers, their communities and wider society and also their contribution to building the international trade union movement

· To identify the unique contribution trade unions make towards reducing poverty in developing countries

· To identify how the TUC’s work in international development can be improved through reviewing the strengths, weaknesses and effectiveness of previous and current activities

· To develop a strategy and tools for on-going monitoring and assessment of TUC’s work

The approach taken in conducting this review included UK based research, face to face interviews with TUC staff, affiliates and other members of the International labour movement, and a number of country visits including Nigeria, Sri Lanka, Sierra Leone and Zimbabwe.
A key factor in the role of trade unions is the sheer size and scale of the organised labour movement, and their ability to act effectively as a collaborative body. Unions often retain a place as the only truly national and democratically representative player in civil society. Fundamental to the power of unions as international development actors is their global reach and organisation highlighting a common shared agenda and view of the world.  A major example of success at a global level of bringing their view into ‘mainstream’ development discourse is in MDG1 which includes a target “to achieve full and productive employment and decent work for all including women and young people”.  
Work is seen as a major route for escaping poverty; however economic growth does not inevitably result in more and better jobs.  The majority of people working in the developing world are predominantly in the informal economy, where conditions are usually insecure and incomes inadequate.  Eradicating poverty is therefore not solely a question of generating employment opportunities but making sure both quantity and quality of available work can lead to poverty reduction.

The TUC have a long and successful history of engagement in international development. They have increased their focus on economic justice; helped build democracy in developing countries; encouraged unity and cooperation between NGOs and trade unions; mobilised global networks; worked with the informal economy,  made HIV/AIDS a workforce issue and engaged with senior policy makers influencing legislation affecting whole countries and millions of people.   A key challenge though is that this contribution is not widely recognised and the systems and processes required to illustrate results and learn and therefore replicate them has not yet been widely developed.
This review looks at TUC’s activities to date and their work across 36 countries worldwide. It aims to assess what has been achieved by initially focusing on where TUC supported activity has increased awareness, increasing capacity, improving/developing institutional frameworks and improving the lives of workers.  ‘Stories of change’ from Nigeria, Sri Lanka, Sierra Leone and Zimbabwe, have been written to capture both the  depth and breadth of the impact the TUC and the Global Labour movement can have through their work with local partners. 
In the last 4-5 years TUC has become increasingly professionalised to the point that they have become models of good practice to some affiliates, have had closer interaction with DFID and other UK government departments and have been catalysts at getting trade unions in the UK involved in development. Their work is particularly strong in Africa where they have helped build partner capacity, leadership skills and women’s empowerment whilst encouraging a high level of commitment within unions.  Areas which the TUC need to work on include developing the ability and resources to replicate and scale up successful approaches; improve their work in supporting local ability to effectively monitor and learn from programmes; be clearer about their strategic direction and the balance between a process based approach and an identification of impact.
In order to examine the impact of the TUC’s development activities and their contribution towards reducing poverty in developing countries, the review team have constructed a model (see figure 1 below) which maps out what the TUC might try and achieve – the process of change that underpins their activities; the success factors which significantly affect whether that process is successful; and the ‘results’ which illustrate the impact or contribution to impact the activities have had.  This model  provides a starting point to further understanding  and mapping the contribution Trade Unions (and the TUC in particular) make, what approaches are most successful and why.  It might also help the TUC assess their progress towards short, medium and long term outcomes and be adapted as a tool to help ensure interventions remain on track to meet their objectives.  
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Introduction and Approach 
Trade Unions have huge potential as development actors.  A recent report by UNAIDS summarized the key strengths and characteristics they bring
.
“Individual trade unions are a member of a huge global family of larger trade unions.  This global family is unique.  It has unprecedented networks, multifaceted structures and unrivalled strength.  No other section of society can claim a parallel structure… The impact of global unions can be felt because these mass organisations with international structures operate at every level of society.  These structures have such breadth and depth that they can be deployed to mount vigorous responses to the most urgent problems facing men and women at work.

The recent 2nd World Congress of the International Trade Union Confederation
 (ITUC) further outlined the unique strengths Trade Unions have and the role they can play in international development:

· “Democratic representation confers a unique legitimacy to interact with governments and employers organisations and to hold them accountable

· Involvement in social dialogue can change unfair government policies and contribute to social progress

· Promoting and undertaking collective bargaining can ensure wealth is more fairly distributed so contributing to reduction in poverty and inequality

· By organizing workers including the poorest and most vulnerable such as those working in informal employment relationships unions can play a critical role in changing dominant and inequitable structures of power”.
Despite this the trade union movement is not often seen as pivotal to international development or poverty reduction.  This reviews aims to look more closely at how and what Trade Unions contribute, how this relates to other international development discourse and then focus specifically on the nature and impact of the activities of the UK Trades Union Congress (TUC).  It aims to engage with a wide audience of those who may be enthusiastic or sceptical about the contribution Unions can make and to highlight where the TUC might contribute to poverty reduction, how effectively it does currently and how has done so in the past.  
This review has the following aims:

a) To examine the impact of the TUC’s development activities on the lives of developing country workers, their communities and wider society and also their contribution to building the international trade union movement

b) To identify the unique contribution trade unions make towards reducing poverty in developing countries

c) To identify how the TUC’s work in international development can be improved through reviewing the strengths, weaknesses and effectiveness of previous and current activities

d) To develop a strategy and tools for on-going monitoring and assessment of our work

The approach taken has included the following activities: UK based research primarily focused on internal TUC documentation; face to face interviews with TUC staff, affiliates and other members of the international labour movement; and a number of country visits where TUC supported activities have been undertaken.  The review team visited Nigeria, Sierra Leone and Sri Lanka and have also drawn from a parallel evaluation process they are undertaking which has involved visits to Nepal and Zimbabwe.

To contextualise the analysis the review team initially looked at the type of role trade unions and the labour movement can play in development and how this fits within the global labour movement institutional framework.  By drawing on the literature and the experience of TUC staff the team has then attempted to focus on what work the TUC has supported, and how that compares with other national union bodies. Interview data is then used to reflect back stakeholder views as to the strengths, weaknesses and effectiveness of the TUC’s work 
To understand impact the teams focus has been on generating ‘stories of change’ which illustrate how the lives of those who have been affected by TUC development activities have improved.  This approach draws from well known qualitative and participatory research methods, such as ‘Most Significant Change’ and ‘Appreciative Inquiry’. The reason for generating qualitative is to then analyse these stories and draw out the role the TUC activities played in these changes and also their wider impact for communities and the TUC movement.  

As a basis for suggesting improvements and enhancements to what and how the TUC currently operates the team have drawn up a model for analysing and assessing TUC interventions in tease out what makes them work and what needs to be in place for TUC to add value.  This model also forms the basis for developing an approach to monitoring and evaluating interventions by illustrating different areas in which results take place and how these can be communicated to stakeholders.
Trade Unions as Development Actors

Introduction

This section is primarily written for those who are unfamiliar with the scale of the Union movement and its potential to contribute to international development. It aims to provide an introduction to the international institutional labour movement architecture and illustrate what international labour bodies and national union movements can do as development actors.

A key factor in the role of Trade Unions is the sheer size and scale of the organised labour movement.  Calculating the number of trade union members worldwide is not easy; the International Handbook of Trade Unions in 2004 
 suggested that outside of the agricultural sector there were approximately 163 million trade union members out of 1,300 million workers.  Given that the ACFTU (the All China Federation of Trade Unions) currently claims 176 million members it is highly likely that currently there may be over 300 million members and this may not include those who are associated but are not paying dues.  The 2004 figure would give a TU ‘density’ figure of 13%.  Visser (2004) quotes a 1998 estimate made by the ILO which gives unionization as: 58% in Russia, 42% in China, Europe 26%, South America 25%, Africa 16%, North America 13% and Asia 10%.  

These figures, though helpful, “hide large cross-national variations in labour markets, political conditions, labour relations and union activity.”  He also points out that research suggests “large unions are not always effective in organising workers in the workplace, though it is unlikely that permanently ineffective unions will attract large memberships on a voluntary basis”.  Their ability to act effectively as a collective body also depends on more than just density of membership.  It matters whether they are “concentrated or fragmented; united or entangled in political and jurisdictional rivalry; subservient to other interests (of employers, political parties, governments or public agencies) or politically and financially independent; led by weak and undemocratic leaders… or representative of all sections of society and parts of the labour market.”  

Unions also differ in their heritage and their relationship with nation states.  In post-war Europe and beyond unions were included in national politics as representatives of the working class as a whole.  In the 60’s and 70’ membership and political influence grew.  In some countries unions are part of one unified federation in others there are a number of competing federations; some have direct links to political parties including those who hold power; others have found these links loosened as the union movement has been perceived as being marginal or outside of ‘mainstream’ political debate and as unions have sought more independence from political parties (e.g. Eastern Europe and Iraq).

In the developing world the struggle for independence usually made for close relationships between unions and political parties.  However, ever since the days of independence nationalist politics dictated that workers and unions tone down or repress their demands. Many countries since the end of the cold war found unionism a battle between rival international union federations under American or Communist influence.  

During the 80’s and 90’s most African Economies were in decline and there have been sharp increases in unemployment, often attributed to varying mixtures of national mismanagement and corruption and inappropriate structural reform processes. The informal economy now accounts for the bulk of employment in urban areas in most developing countries, for example the ILO estimates it might constitute around 80% of the Indian workforce.  Union membership has fallen and been affected by war, conflict HIV/AIDS.  Unions though often retain a place as the only truly national and democratically representative player in civil society.  Unions retain a unique heritage and place with their ability to mobilise large numbers around common themes of workers rights, equitable growth and participation. 

International Labour Bodies

Labour is organised beyond national boundaries. Fundamental to the power of unions as international development actors is their global reach and organisation highlighting a common shared agenda and view of the world.  A key achievement in bringing their view into ‘mainstream’ development discourse is evident in MDG1 which includes a target “to achieve full and productive employment and decent work for all including women and young people” with clear indicators which relate to quantity of employment but also quality in terms of wage levels and degree of informality.  The drivers for concerted global action on the ‘decent work’ agenda have been a number of international labour groupings.  

The International Labour Organisation (ILO)

The ILO was established in 1919 as part of the League of Nations, following the Treaty of Versailles after the First World War. It became a member of the United Nations system after the demise of the League in 1946, and is now a specialised agency. This means that it is an autonomous organisation that works with the UN through the Economic and Social Council. Its founding premise is that universal and lasting peace can only be based on social justice, and a core element of this is the improvement of labour conditions. The ILO’s identifies the following areas for improvement: 

· Regulation of the hours of work including the establishment of a maximum working day and week; 

· Regulation of labour supply, prevention of unemployment and provision of an adequate living wage; 

· Protection of the worker against sickness, disease and injury arising out of his employment; 

· Protection of children, young persons and women; 

· Provision for old age and injury, protection of the interests of workers when employed in countries other than their own; 

· Recognition of the principle of equal remuneration for work of equal value; 

· Recognition of the principle of freedom of association; 

· Organization of vocational and technical education, and other measures.
 

The ILO accomplishes its work through three main bodies which all involve government, employer, and worker representatives. This tripartite working is quite unique for a UN body and is an integral part of the principles of social dialogue as a way of addressing issues where the different perspectives are heard in a structured manner to ensure all are able to participate in an equal ‘problem solving’ way.

 The first of the ILO bodies is the International Labour Conference, which meets in Geneva annually and is a forum for discussion of key social and labour questions. It works on normative processes such as the proposal and establishment of international labour standards and has a series of standing committees on key issues.   A good example in a development context is the new international labour standard on HIV and AIDS (2010) which is the first sanctioned legal instrument aimed at strengthening the contribution of the world of work to universal access to HIV prevention, treatment, care and support. This standard is in the form of a ‘recommendation’ which unlike a ‘convention’ does not require ratification (so is not legally enforceable) but must be communicated to national parliaments and discussed as to how it might be implemented through national policies and legislation. The conference also has a ‘Committee of Experts’ which is a quasi judicial group which look at thousands of cases worldwide concerning the application of conventions and recommendations and issue judgements as to whether these have been adhered to.
ILO member states are represented at the Conference by two government delegates, an employer delegate and a worker delegate (with their advisers).  Secondly, the Governing Body is the ILO’s executive council and makes decisions on policy, the programme and budget, which are approved by the Conference. It is composed of 28 government members, 14 employer members and 14 worker members. 
Finally, the International Labour Office is the permanent secretariat and is the focal point for overall activities, including technical cooperation and research. Its technical cooperation programme covers the following areas:

· Labour law reform 

· Labour administration and dispute settlement 

· Strengthening the ability of employers’ and workers’ organizations to engage in organizing and bargaining collectively 

· Awareness raising

Much of the ILO’s technical cooperation work has been decentralised to its regional and branch offices in over 40 countries, with the support of some 60 donor institutions. The TUC is represented on the workers group on the Governing Body and also plays an active role in all Governing Body committees. In addition to this, the TUC plays a leading role in promoting the ILO’s Decent Work Agenda by hosting and co-ordinating the Decent Work and Labour Standards Forum (funded by DFID). This forum gathers business, trade unions, academics, labour standards specialists and non-governmental organisations to promote decent work in the global south. 

The International Trade Union Confederation (ITUC)

The International Trade Union Confederation was created in 2006, through the fusion of the former affiliates of the International Confederation of Free Trade Unions and the World Confederation of Labour. It is the world’s largest trade union federation and its current membership bases consists of 301 affiliated member organisations worldwide, representing 176 million workers. It has four regional organisations in the Asia-Pacific region, African region, American region, and the European region (through the Pan European Regional Council). It also works closely with the Global Union Federations and Trade Union Advisory Committee to the OECD, and the ILO. 

The ITUC’s “primary mission is the promotion and defence of workers’ rights and interests, through international cooperation between trade unions, global campaigning and advocacy within the major global institutions”
. Its main areas of activity are trade union and human rights; economy, society and the workplace; equality and non-discrimination; and international solidarity. In development terms a good example of its work has been in Zimbabwe where it has provides research evidence of abuse of workers and union officials; It holds congresses every four years and hosts a series of campaigns focusing on decent work. The ITUC Congress also supports the ILO’s work through the ILO Workers’ Group. It also actively engages in initiatives to strengthen the ILO’s standards-related activities.  
Its development cooperation arm looks to coordinate international federations, for example in the arena of development effectiveness and works primarily through its regional structures.
Global Unions

Global Unions are international trade union organisations working together with a shared commitment to the ideals and principles of the trade union movement. The Global Union Federations (GUFs) are extensions of their national respective affiliates. They represent primarily private sector unions. A key activity is the negotiation of international framework agreements. This allows them to mutually support each other in collectively campaigning, organising and bargaining to improve the industrial relations of their affiliates. 

Global Unions consists of 12 Global Union Federations (GUFs) that group national trade unions by sector or occupation:

· BWI (Building and Woodworkers International)

· EI (Education International)

· ICEM (International Federation of Chemical, Energy, Mine & General Workers’ Unions) 

· IFJ (International Federation of Journalists)

· IMF (International Metalworkers’ Federation)

· ITF (International Transport Workers’ Federation)

· ITGLWF (International Textile, Garment and Leather Workers Federation)
· IUF (International Union of Food, Agricultural, Hotel, Restaurant, Catering, Tobacco and Allied Workers’ Associations)

· PSI (Public Service International)

· UNI (UNI Global Union)

· IAEA (International Arts and Entertainment Alliance)

and two national confederations of unions:

· ITUC (International Trade Union Confederation)

· TUAC (Trade Union Advisory Committee to the OECD)

The Role of National Trade Union Development Cooperation

The UK TUC is not the only national trade union federation to work on international development issues.  Other key union actors with a history of development work include those from the Nordic countries, the Dutch, US, Canadians and Australians.  These groups like other development actors focus on both advocacy for changes in the institutional environment’ that affect workers; but also provide technical cooperation and fund projects to be implemented in the ‘south.  Central and consistent across most union development work in terms of what they do and how they do it are a series of common themes.  These are perhaps well illustrated by the Nordic/FNV (Dutch) Guidelines for International Trade Union Development Cooperation. These outline some basic principles firstly which relate to the role ‘northern partners’ should play in supporting their southern partners.  These principles are in line with most international agreements on good practice in international development (e.g. Paris and Accra declarations and agreements in that they focused on ensuring the development of local trade union organisations – so not undermining or setting up parallel governance functions – and in ensuring they remain democratic and independent.
Approaches should focus on participatory project planning processes, so ensuring local determination and self reliance and appropriate but purposeful approaches to monitoring, assessment and evaluation.  Project work should focus on the following areas:
· Capacity building/organisational strengthening
· Institutional development

· Promoting collective bargaining

· Research on various political economic and trade union issues

· Information provision, lobbying, advocacy, campaigning

· Monitoring social responsibility of multinational corporations 

The Role of the TUC in Development
This review focuses on the period 2005 – 2010 but to understand the role the TUC has played as a development actor in this period it is helpful to understand how the TUC’s international development’s role has evolved and both during and prior to that period.
In international development the TUC has two main roles, firstly as an actor in its own right providing technical and financial cooperation, education, support and solidarity to UK union and other national unions as a player within the international community; secondly as a member of global labour or international development movements and institutions.
The TUC as an Independent Development Actor
The TUC’s role as an independent development actor is closely tied to its relationship with the UK Government and DFID in particular. Prior to the formation of DFID in 1997 the TUC received grant funding from ODA, with around 50% focused on the ending of apartheid in South Africa.  The TUC had primarily a political role with good relationships with labour movement opinion formers in the ANC such as Cyril Ramaphosa.  
With the creation of DFID and the appointment of Claire Short as Secretary of State, the focus of UK ODA become more tightly focused on reaching the poorest of the poor.  For her the central theme of trade union supported development work became the connection between promoting and protecting care labour rights and eradicating poverty.  The 2000 paper ‘Trade Unions and DFID: working together to eliminate poverty” outlined an expectation that unions should play a role in increasingly driving forward economic and social reform in developing countries, so using the tradition of organising workers for democratic and developmental purposes.  The paper also stresses the need for unions to reach out to the poorest and the marginalised so those outside the formal labour sector such as women, children and informal workers. It also suggested that unions had a key role to play in reminding other players that economic development is not an end in itself but must generate social justice and an equitable quality of life. 
As Hilary Benn took over as Secretary of State there was a shift in emphasis as to the role of unions in development.  The 2004 paper ‘Labour Standards and Poverty Reduction’ suggested that for the MDGs to be achieved poor people need to have a greater level of involvement in the decisions which affect their lives; therefore they needed the right and freedom to organise themselves collectively in associations that can promote their interests.  This paper suggested that core labour standards are fundamental rights which are essential to poverty elimination.  It stressed the need for support and advocacy for the ILO’s declaration focusing on: freedom of association, elimination of forced and child labour; and the elimination of discrimination.  These standards would reduce poverty by contributing to both social development – through for example increased opportunities, more responsive politics and better public policy; and economic development – by stabilising market effectiveness and the investment environment, boosting education and innovation, and reducing labour turnover.

Direct financial support from DFID to the TUC (other than a small education grant) was limited until 2003 when they gained a Strategic Grant Agreement.  Funded union ODA activities were also undertaken by the Commonwealth TUC which successfully applied for a number of Civil Society Challenge Fund grants.  The SGA focused primarily on increasing development awareness amongst UK affiliates by integrating international development into the TUC’s own education and learning programmes.  This agreement was seen as being highly effective in particular because of the institutionalised structures and learning processes within the labour movement which ensured the spread over a wide audience. The Make Poverty History Campaign also played a central role in illustrating the potential impact and role for the UK government that the TUC could play as a development actor.   This in conjunction with the Playfair campaign, undertaken with Oxfam, showed how the TUC could work with other Civil Society Actors and illustrated the ability to mass mobilize over issues of poverty.   An evaluation of Make Poverty History also illustrated how hard it was for Civil Society Networks to generate effective leadership and management processes, whereas the Union movement with its long history of developing effective democratic but participatory processes had a long history of effective management of mass action. The setting up of the Ministerial level DFID/TUC Forum in 2005 further showed the TUC’s acceptance by DFID and others as part of the development community.  

In 2006 the SGA became a SFPA (Strategic Framework Partnership Agreement and in 2008 the TUC signed a Partnership Programme Arrangement (PPA) with DFID, further reinforcing their development credibility and also provided a significant hike in funding with £2.4 million core funding provided over an 18 month period.  This funding is focused on achieving development results, as under Douglas Alexander DFID moved closer towards a results based and quantifiably assessable approach to international development.  These funds have made a major difference to the TUC’s development activities and have allowed the recruitment of additional staff and an expanding number of activities.   One of the challenges for the TUC has been utilising these funds to deliver effective development projects and programmes.  One delivery mechanism for ‘project’ work has been TUC Aid, a charity set up in the mid 1980’s after the Armenian Earthquake which focused initially on humanitarian assistance to those in the labour movement.  TUC Aid funding comes from Appeals, members and other grants (e.g. DFID CSCF) and activities have involved primarily small amounts of money (in a range of between 10 and £500,00) and project systems and processes are not yet geared up to the scale now required for the increased requirements of the PPA.  ‘Projects’ have been designed closely in line with TUC principles of ‘demand-led participatory design’ and have focused primarily on capacity building and education for partners.  The main areas that been addressed have been HIV/AIDS, health and safety, equality and minimising discrimination.  TUC Aid is a member of the UK CS group BOND and has a governance structure with 7 trustees including the TUC General Secretary.  
Since the advent of the PPA one of the key challenges now being addressed by the TUC is how to be more strategic with their funds and to effectively plan, monitor and evaluate the support they provide to partners within the context of a greater overall spend.  
Compared to other comparable national union federations the TUC gets less financial support from its national government.  The US Solidarity Centre has a budget of approximately $30 million and receives 99% of this from the US government; the Norwegian federation has approximately 90% of its 30 million NOK directly from NORAD.  The US sets up offices and uses expat staff to manage them. The Danes, Finns and Dutch also employ staff in country but have less reliance on expats.  The TUC works only through partners and distributes funds through them.
The TUC as part of a wider global community 
One of the key strengths of the TUC as a development actor (as recognised by DFID for example) is it is part of a wider well structured global labour movement.  This movement has its own institutional framework but also engages with other traditional international development partners.  A central engagement for the TUC in this context is their role within the ILO.  
The TUC through informal convention has, in practice, a permanent place on the governing council and therefore an influential voice in helping drive ILO policy and practice on both normative standards and technical cooperation.  This role also ensures and cements its relationship with UK government departments in particular the Department of Work and Pensions which also sits in the tripartite structure, and the CBI which represents employers.   The uniqueness of the ILO’s governance structures and the fact that it focuses on areas which cut across the mandates of several UK government departments also adds to the TUC’s influence and ability to help joined up government thinking. DFID has a long standing ‘strategic partnership’ funding arrangement with the ILO; and addressing issues such as children within the military for example draws in the MOD, DFID and the Foreign Office.  Because of the TUC’s role in the broad ‘decent work’/labour agenda of the ILO they have relationships with a number of UK government departments.  The nature of civil service structures and processes often mean these departments have little structured opportunity to talk to each other so the TUC has the potential to catalyse these relationships and ensure those tackling similar issues from different perspectives are given the opportunity to talk to do so.  The regular quarterly meetings with DFID (through the DFID/TUC Forum) and the FCO also further support more joined up UK engagement on global labour issues.

To more understand the impact the TUC can have through the ILO it is perhaps helpful to understand what has been achieved.  Good examples of recent normative standards that have been influenced or shaped by TUC work include conventions on the rights Domestic Workers, HIV/AIDS in the workplace; and agreements such as ‘the global jobs pact’ which brings in the rights of informal and migrant workers.  TUC and CBI supported work in Swaziland and Costa Rica based on taking up judgements made by the Committee of Experts also illustrates how ILO engagement feeds practically into the TUC’s development work.  The TUC has plays an active role on standing committees and also as a member ILO’s technical committees in its cooperation work. This for example has led to Decent Work initiatives in India and improved social protection systems in India.

The other major influence the TUC can have in its role within the ILO relates to the UN itself and joined up multinational working.  ‘Decent Work’ cuts across the UN system and the ILO is influential with senior UN figures in the way that non-UN bodies can not.  Increased cooperation can be shown in that both the IMF and ILO were represented at the G20 meetings and increasingly the ILO is working with the WTO and IMF on trade issues. 

The ILO’s model of governance which institutionally brings in partners with different perspectives can also assist the UN reform as it tries to join up through the one UN process.  The ILO has country offices and unlike other UN bodies has developed structures and process for dialogue and decision making which go beyond aiming for simple consensus,

As a member of the ITUC the TUC is an influential voice amongst a huge global movement which has clear structures and processes which allow a level of reach and consistency unparalleled in international development.  The ITUC is based in Brussels and focuses on both political engagement and development cooperation.  The General Secretary and Head of EIURD both attend the Executive Committee. It is important to understand how the nature of the labour movement and its foundation in addressing unequal power relations permeates through how it works both philosophically and pragmatically.  The ITUC involves a membership of equals despite their being four main contributing funders (UK, Germany, Japan and the US) and the TUC has always been clear that it represents all workers and not just British workers.  This has helped ‘pro-poor’ discussions on trade for example not get bogged down in the self interest of rich and poor nations.  The British trade union movement has been influential throughout the ITUC – Diana Holland the chair of the TUC’s women’s committee is also chair of the ITUC women’s committee and Philip Pearson from the TUC’s Economic and Social Affairs department has headed up the climate change working group which is supporting partners to take part in Cancun discussions.  The TUC has been heavily involved in the working group drafting new international development guidelines and other example of engagement include work on developing alternative growth models which also brings in a UK affiliate UNISON. The TUC has been able to fund union representatives from developing countries to attend ITUC conferences further ensuring the ITUC is truly representative and supported the establishment and work of committees (e.g. Women and youth) who ensure marginalised groups are represented and heard.

The TUC is now also become more involved in technical and normative ITUC work so for example is on the team drawing up new global guidelines for trade union development effectiveness.
The Accra Agenda for Action (2008) formally recognised the role of civil society as a development actor which should be included in all major international decision and policy making forums.  The TUC’s links to GCAP and Make Poverty History, other NGOs (ETI, Oxfam etc) plus their links to often the major CS actors in countries where civil society is at its weakest (e.g. Iraq, Zimbabwe, Palestine, Myanmar) provides the TUC with great potential to work and influence the activities of those in development outside the labour movement.  Its experience in bringing diverse groups together in order to act through clear structures and processes could also be of great benefit to the growing number of global networks that have emerged in civil society.  The TUC’s membership of the Open Forum is an example of where that influence might be felt.  

 Finally when considering the TUC as a global actor it is important not to forget that the TUC serves its affiliate unions these are themselves important partners for sector or issue specific development areas and in sectors such as education and transport for example British Unions  already undertake major development work which can influence poverty.

Understanding TUC Activities to date
This review aims to draw out the contribution and impact that the TUC and the labour movement has on reducing poverty and on the lives of poor workers.  To do this it is important to try and understand what the TUC actually does, the work it supports and where it targets its activities.  The review draws from documents, interviews and country visits; in the team’s interviews TUC staff and other stakeholders were asked to give their views on what key progress or achievements had been made from the TUC’s international development work.  The following were all mentioned by at least three respondents as examples of the key contribution the TUC has made:

· An increased global response and focus on economic justice
· Democracy building – in particular in the case of Zimbabwe 

· Real breakthroughs in bringing informal workers and the informal economy into the trade union movement

· Evidence of mass mobilisation, for example ‘Make Poverty History’ and the ability to play a central coordinating role in global networks which others find more difficult

· Tackling HIV/AIDS as a workforce issue and then using the workforce to address it at a community wide level
· Increased unity and cooperation between Unions and NGOs in particular as evidenced by the on going ‘Robin Hood’ Tax campaign

· Engagement with senior policy makers and demonstrable influence on legislation which affects whole countries and millions of people 

These examples illustrate the wide scope of work the TUC is engaged in and also helps identify the different levels and aspects of impact that the TUC has.  It illustrates the TUC makes a difference at the ‘macro level’ in terms of changes in the law and in governance but also shows how its structures and processes can be used to deliver ‘project’ type assistance and then scaled up to achieve impact.

One issue the review team has faced, and one which this work itself is trying to address is the lack of a classification scheme for activities and development interventions.  Table 1 below is the review team’s initial attempt to record the countries where the TUC has engaged and to look at the changes its work is aiming to contribute to.  This table has been constructed primarily by going through annual congress documentation but has been further refined in discussions with TUC staff.

To classify activities the review team have tried to focus on a broad set of changes that the TUC has been aiming to contribute to.  By focusing on outcome areas it is possible to further look at where value is added and also greater illustrate what the TUC can achieve.  These broad categories reflect the teams attempt to translate the TUC’s reported ‘interventions’ - political influencing, partner/affiliate capacity building and technical assistance – into an initial results framework.  

Table 1: Countries and focus of TUC Activity
	Countries
	Increased Awareness 

(In trade unions or externally)
	Increased Capacity 

(In trade unions or international and national labour movements)
	Institutional Frameworks 

(Legal, government policy, partnerships, power relations)
	Improved Lives of Workers 

(Working conditions, HIV/AIDS, women or marginalised minority)

	Bahrain
	
	X
	
	

	Bangladesh
	
	X
	X
	

	Brazil
	X
	X
	X
	

	Burma
	X
	
	X
	X

	Cambodia
	X
	
	X
	

	China
	X
	X
	X
	X

	Colombia
	X
	X
	X
	

	Cote D’Ivoire
	
	X 
	
	

	Cuba
	X
	
	X
	

	Eritrea
	
	X 
	X
	

	Ethiopia
	X
	
	X
	

	Gambia
	
	X
	
	

	Ghana
	
	
	X 
	X

	Guinea Bissau
	
	X 
	X
	

	Guinea Conakry
	
	
	X
	

	Guyana
	
	X
	
	

	Honduras
	
	
	X
	

	India
	
	X
	X
	X

	Indonesia
	X
	X
	X
	X

	Iran
	
	
	X
	

	Iraq
	X
	X
	X
	

	Israel and Palestine
	X
	X
	X
	X

	Kenya
	
	
	X
	

	Korea
	X
	
	
	

	Kyrgyzstan
	
	
	X
	

	Liberia
	
	X 
	
	

	Malawi
	
	X 
	X
	

	Malaysia
	
	X
	X
	X

	Nepal
	X
	X
	X
	X

	Niger
	
	X
	
	

	Nigeria
	X
	X
	X
	X

	Pakistan
	
	
	X
	X

	Sierra Leone
	X
	X
	X
	X

	South Africa
	X
	X
	X
	

	Sri Lanka
	X
	X
	X
	X

	Swaziland
	X
	X
	X
	

	Tanzania
	
	X 
	X
	

	Thailand
	
	
	
	X

	Togo
	
	X 
	
	

	Uganda
	
	X 
	
	X

	Venezuela
	X
	
	X
	

	West Sahara
	
	
	X
	

	Zambia
	
	X
	
	

	Zimbabwe
	X
	X
	X
	X


This table illustrates that since 2005 the TUC have been engaged in 44 countries in their development activities.  Given the TUC has had no tightly defined ‘focus countries’ given their demand led approach it is difficult to pinpoint which of these could be seen as ‘core’, however those 18 countries which have been highlighted have all had in the review teams view, ‘significant’ engagement.  From an external perspective, if wishing to compare the TUC’s engagement with other actors (and given the TUC’s expenditure on these activities) the spread of countries is wide and there is perhaps a good argument for greater prioritisation; however this needs to be balanced with the need to be demand driven and invited to engage at a country level.
The main ‘change target’ areas that the TUC engages with are enhancing institutional frameworks (29) and increased capacity (26).   Awareness raising has been targeted in 19 countries and direct changes in workers lives in 13.  Given the nature of the TUC and it being a partner based ‘development actor’ (i.e. it doesn’t ‘deliver’ programmes or projects itself) these figures are not surprising, however in the review teams view, based on our fieldwork, drawing out further how changes in union or labour movement capability and the institutional frameworks in which they operate, affect peoples lives is an opportunity for the TUC to further illustrate their impact.  One way of helping this process is to try and draw out this chain more fully in the planning of activities and in further developing monitoring processes which highlight how this happens.
What are they seen as being good at/add value?

In order to try and assess not just what has been done but also what has been done well the review team asked both internal and external stakeholders what they felt the TUC was good at.  In particular we consulted with both recipient partners (primarily in country visits) and other national labour movements who provide support to partners in the developing world.  We have then tried to cross-reference this through our review of TUC project and programme documents including evaluations where possible. It is important to recognise that this review is not an evaluation and the scope of this work limits the rigour of this process; however it does illustrate some key competencies and gaps which are useful to the TUC in mapping out how they go forward.
A number of interviewees focused on how the TUC itself had evolved as a development actor in the past five years.  Increased professionalisation and high levels of commitment were seen as key strengths and a number of external partners thought the TUC had improved its ability to transfer lessons learnt by affiliates and partners into new bid or project design.  The TUC was increasingly good at ‘modelling’ good practice for others in the labour movement who engage in international development and this was particularly played out in work promoting global coalitions and in their role linking the ILO to the rest of the development community.  In terms of thematic areas in which the TUC engage: HIV/AIDS, Gender and informal workers were seen as strong; in terms of geography, responses were less clear though other northern national movements highlighted Africa as a source of strength.  The relationship with DFID (and other parts of the UK government) was valued as was the TUC’s ability to mobilise/assist in the generation of resources for affiliates and partners.  In terms of overall suggesting where the TUC’s added value and uniqueness should be there was a clear sense that putting workers at the heart of international development needs to be central.
Areas the TUC is not so good at or does not add value
Interviewees also had some clear messages about what they felt the TUC was less good at. Humanitarian aid was not seen as an area the TUC should engage with as they don’t have resources on the ground.  If affiliates or members wished to fund humanitarian assistance to workers then it was felt this should be routed through others who are better equipped
.  It was also felt the TUC’s lack of a strategic framework meant it was unclear as to how they prioritised and managed the different demands/requests that they receive and some concern that that might be more relationship based rather than through objective criteria.  There was a repeated call for a greater focus on developing on the ground monitoring capacity in particular if there is a desire to replicate or scale up successful approaches.
A further interesting point was raised by a number of interviewees that the TUC could be in danger or becoming too results focussed.  It was felt that other international TUs have more of an emphasis on process.  Respondents realised that this results focus is also a strength, however they do feel it might lead to a level or requirement for documentation that becomes more onerous than is helpful; though conversely they also realise though that this rigour might have a positive affect.  The review teams view is that a balance does need to be achieved but that a clear sense of what any initiative is trying to achieve, jointly agreed with partners, backed up with a stronger ability to track and then support and refine progress is an area which the TUC needs to further develop.
What could they do more of
When asked what the TUC could do more of both internal and external stakeholders were quite consistent.  There is a clear view that the TUC needs to improve its ability to assess impact but importantly that this is done within the needs and goals of partners and within the global labour movement remit so is not externally driven.  

Increasing the level of understanding as to who is doing what, where and how would be much valued, so an increasing focus on knowledge management as to good practice, or an exhaustive mapping of unions worldwide and their challenges and characteristics would be helpful.  The TUC is aware that as they increase the scale of activities then they need to further develop their systems and processes, though from partners it was important these improvements did not take away from the core philosophy of partnership and were clearly explained and communicated to others.  
There was little comment as to what exactly the TUC should focus on though most interviewees had been consulted on the International Development strategic planning process that the TUC has also been undertaking and had made their views known there.
‘Stories’ of Change
Given the scope of this review and a clear aim to really bring the TUC’s work ‘to life’ the country fieldwork undertaken has focused on generating ‘stories of change’ which illustrate the impact the TUC and the Global Labour movement can have in the field of international development.  The following short vignettes taken from the review aim to provide case studies which illustrate the impact the TUC can have through their work with local partners and how that affects the lives of beneficiaries.
Nigeria

The following example looks at how a coherent model of development can link different interventions leading to large scale impact from relatively small interventions.  Nigeria has the largest population in Africa and the Nigeria Labour Congress (NLC) has a long standing relationship with the TUC and similar structures and processes.   This case study is drawn from one interview with a woman who has been involved in two TUC supported activities.
Lucy (name changed) is a nurse and a member of the Nigerian Health Workers union.  In 2004 she was a participant in the Women’s empowerment project supported by the TUC.  Like the others we spoke to who were part of the programme it transformed her sense of who she was and what she could do:
“Unlike our neighbours in Ghana we live in a male dominated paternalistic culture.  In workplace or community meetings women are not expected to speak first, to hold positions of power or contribute to decisions.  This programme changed this.  By initially giving me a basic knowledge of workers rights, entitlements and processes by which a collective voice can address injustice and inequality I gradually built up my confidence to speak and challenge taken for granted ways of behaving.  My increased understanding also allowed me to further look at who I was and what I was capable of.  Spending time with other women allowed us to talk through issues we and our colleagues were facing, come up with practical solutions and educate others in our unions as to what they might do.
This programme was different.  It wasn’t staffed by some international consultants paid for by donors with their own agenda or points to make.  People didn’t lecture us or tell us what they would do.  They gave us the base information and knowledge we needed and then focused on facilitating our own development and helping us come up with pragmatic ways forward to help ourselves and our colleagues.  This programme itself had impact, I now hold a senior role in my union and other participants have gone either further we now have female General Secretaries and women hold senior roles in the NLC (Nigerian Labour Congress).  Men vote for us too – they think we are better with money and less likely to be corrupt or behave in the old ways.
Having completed the Women’s Development programme, when the opportunity arose to be involved in the HIV awareness programme (also sponsored by the TUC) I was keen to be involved.  HIV/AIDS is a huge problem in Nigeria and one of the key problems is a lack of understanding as to what the disease is, how it is transmitted and how to prevent it spreading.  People are both embarrassed and nervous to talk about it and there still exists some crackpot ideas as to cause and cure [the example she gave concerned the notion that if you sleep with a virgin this cures AIDS].  The Union movement is in an ideal position to help address the issue.  Workers trust us and feel able to talk about difficult subjects openly.  If their jobs are threatened because they are HIV positive they know we will represent them and ensure their rights are protected.

The HIV education programme is being piloted with seven unions in the health and education sectors.  A number of us have undergone facilitation training alongside knowledge training about HIV and how to prevent it spreading.  We then run workshops in the workplace with groups of workers.  Our approach follows the Trade Union approach to education and learning – it is participative and non-judgemental focusing on what the participants need to learn and not on what the facilitator knows.  It aims ensure open dialogue between participants and because the facilitators are local colleagues (comrades) no one feels intimidated or unable to speak up.  Our training ensures we have a set of tools to bring people in and ensure the most vocal don’t hold the stage.  In the Unions there is no ‘hierarchy’ as to who should speak first and last and we are not divided on ethnic or religious grounds.  In Nigeria this is unusual – international observers often don’t see the dynamics that underplays participation in these type of setting.

I enjoy the facilitation; I can see that I am good at it, that people listen and are keen to participate.  People tell us they are going to tell others and change their own behaviour.  At the HIV clinic [that has been set up in Abuja as part of the programme] more people are being tested than we initially expected.  They say they trust us because being part of the union means we are like them, not government or employers or from overseas. 
I have also begun to help the National Teachers Union.  Their facilitator had less experience than me and he was nervous that he may not be able to run sessions as well as he might.  I spent time coaching him and co-facilitated a number of early workshops.  The teachers Union is huge it has over 500 000 members it is the only body which has the potential to reach all communities in Nigeria.  Nigeria is the largest country in Africa so if this message on HIV can be rolled out through the NUT the impact could be huge.  The approach used is also so different to most ‘capacity building’ or education programmes – we go to them, so we minimize the expense, none of the participants get allowances and we don’t use expensive conference facilities or hotels.   The sessions we have designed in schools brings teachers and pupils together – we can address issues such as inappropriate teacher/pupil relationships and get teachers to really hear what concerns their pupils.  No one worries that we will pass this information on.  If we really can roll this out and then expand to other sectors we have the chance to really change the sexual politics of our country and prevent HIV spreading not just in the context of the workplace but in society as a whole.  If real numbers of infections and deaths fall over the next 5 years and I think it is fair to say we will have a significant contribution to that.  No one else can this like we can, they don’t have the spread, the trust or the solidarity to do it because its right, lets hope we can continue…”
Sierra Leone

Following the civil war in Sierra Leone, the Sierra Leone Labour Congress (SLLC) was left with a much diminished membership than before. Since the war ended in 2003 they have been struggling to rebuild their membership. There were a number of support programmes to help reconstruct the labour congress and unions across Sierra Leone (including the re-building of their office), but the biggest long term impact has come from TUC’s recent capacity building project started in 2007.  They have made a particular impact on the informal sector and this case study draws from a focus group meeting with representatives from a range of informal sector unions.

“Previous to this project there had been no real trade union support for workers in the informal sectors, even though we make up 90% of the workforce in Sierra Leone. This project has helped to structure our unions, and has encouraged us to work together to achieve greater impact. Key members across the country have been given training in leadership, capacity building, health and safety, organising, negotiating, collective bargaining and even training of trainers.  It has educated members and helped to build our capacity. There is an understanding that this is helping to build our minds as leaders to help disseminate the message to other members. We feel like we have ownership of the project and its up to replicate the message and educate more of our members.

Since the project began, it has helped make our unions more effective, created networking and brought the informal sector together in one voice. Before now there was no interaction between informal sector unions, but by conducting training together we have now met members of other informal sector unions and begun to network and work closer with them. We now meet regularly with the objective is to take responsibility for our own movement and activities.

The bike riders union is the fastest growing enterprise with 190,000 members. The process to help them become fully unionised finished earlier this year, thanks to support from this programme. The programme has not only helped to build the structures and capacity, but it has also given training in health and safety for using bikes.

The number of informal sector union members have increased substantially since 2007 and we are now an estimated 600,000 members strong. The problem is that because on the whole we don’t have reliable, regular incomes, ensuring that members make a contribution is a real struggle for us. We are extremely grateful for the support this project has given us, and to help support we have begun giving a small monthly contribution to SLLC. Our members can’t afford to give regular membership fees, and as a result our numbers can not be counted in the SLLC membership total which currently stands at 49,600 members.

At last we are beginning to bridge the gap between the formal and informal sector unions. We now feel that we can speak with one voice, and already there has been a positive effect on employment. 5 years ago we would not have been able to meet in this kind of environment with members from a range of informal sectors. There is now a feeling of unity between the informal sector unions and we now have structures in place to make things happen.”

Sri Lanka

This case study draws primarily from a number of interviews and a focus group meeting of 18 Union leaders and representatives across a range of sectors whose work had been supported either directly or indirectly by the TUC.  The main engagement the participants have had is either through a series of post-Tsunami support activities or through an ongoing (PlayFair) programme focusing on working conditions in the sports garment industry.  
Sri Lanka has just come out of a long conflict and the ‘victorious’ government is now using its popularity to limit the freedom of civil society to operate and to hold it to account.  At present it is next to impossible for international NGO’s to operate to any scale in Sri Lanka.  The US and European Union have special agreements with Sri Lanka which assist trade, however these are currently suspended due to unease over the current governments post war policies and human rights record. The National Workers Congress is 50 years old and has district offices throughout the country and in the ‘free trade zones’ which have been set up to encourage exports.  There are 1600 Trade Unions across Sri Lanka, although only about 300-400 are active.  There are too many, most are weak and they often have strong political ties; parties often ‘buy’ support from union.  Unions are currently very vulnerable as the government is using an ‘economic necessity’ argument to keep workers wages low and to back employers who are not meeting internationally recognised standards on working conditions.  Participants were asked what impact TUC support has had and might have in the future…
“The TUC are a crucial part of the global labour movement.  They are very old and have a long history of catalyzing wide spread social and economic change in the UK.  They provide a model of how a democratically constituted body with a wide sectoral range, representing a cross-section of the country can make things happen.  It shows us that unity, shared values and approaches allied with participative education processes and concerted advocacy can get things done.

Our problem is that we are too fragmented and workers are scared about becoming members.  People can’t see the benefit and are nervous that they will be targeted or sacked by employers if they do.  There is a whole new generation who have no sense of what their rights are as workers or what unions could do to help.  Some employers recognize that a ‘happy content workforce’ is likely to be far more productive in the long run; others though are far more short termist – they want an instant return on their investment and don’t care.  After the Tsunami the TUC helped a number of workers and their families who were affected.  They didn’t come in and take over the project themselves or decide what was needed and how it would be done.  To some degree what was done was very little.  Eighteen houses were built, a number of tailors and garment workers had their machinery replaced and were trained to become ‘self employed’; but they provided the support that was requested, they worked with us and their partners on the ground to develop our plan and to execute it.
If we are to become a strong coherent force we need to be seen as credible.  Until people understand what trade unions are, what they can do and really trust them we are unlikely to achieve that much; however there are few other local organisations left that have our potential.  We are truly national and have the potential to reach 8 million workers across the island.  We recognize that the funds that went to build some houses for a certain set of workers could have achieved more; however we had to show we could help workers and show our solidarity.  The main impact for us was we said what we were going to do, we mobilized resources and we delivered.  Rather than just a group who talk we were seen as a group who could act.  What the TUC support did was show people that there was a larger global movement who could help, but wouldn’t tell us what to do and have achieved major change in other contexts.  Our membership has gone up and we feel now there is a chance for greater unity and eventually the basis for a more co-ordinated civil society.

The Play Fair programme is just starting – we have taskforces set up to start organizing and mobilizing workers in three factories.  These task forces have to meet carefully [I met one of them late at night in a sheltered venue in case of employer involvement] and a number of members have already been suspended or had their id cards which allow them into the Free Trade Zone confiscated.  Again our big issue is gaining the involvement from a scared workforce.  Seeing the International labour movement lobby and talk to the brands which buy the garments helps; workers can see they are not alone.  If Sri Lankan workers both formal and informal, local and immigrant can come together we can address both poverty and the role of government.  We fear we are about to become subject to a new dynasty [referring to the Presidents family as more of his relatives take cabinet roles or become MP’s] and we are not sure how to much to trust other governments.  If we can build examples of what Unions can do, however small, then we can start to convince local people to join and end the bickering that exemplify our fragmented labour movement.  Eighteen houses wasn’t much but it was a start…  We have the infrastructure and if we can educate and harness our younger workers, we have a clear common cause and role; they just need to see it is possible and that we can make a difference.

NB: at the end of this visit, after union pressure, a commitment made by the government at the last election to raise public service wages by 20% was upheld  

Zimbabwe

As the local DFID Governance Adviser confirmed the Zimbabwe Congress of Trade Unions (ZCTU) has been the most influential opposition to the ZANU PF led government and the main mobilizing player in Zimbabwe’s civil society movement.  The MDC was founded by the Trade Union movement and Morgan Tsvangirai the Prime Minister in the Unity Government is a former General Secretary of the ZCTU.  The Union movement has 19 out of 210 MP’s, 2 Government Ministers and 4 Senators.  
In 2008 at the time of the last election Union leaders and members were jailed, intimidated and beaten up.  During the country visit I met a number of senior leaders, including one current MP, who had limbs broken or severe head injuries inflicted.  Mugabe still has a strong grip on the military, the press, the police and the security services and can also call on the support of war veterans to put down any serious threat to his power base.  Neither party in the Unity Government is particularly happy with the partnership arrangement and though the economic position for Zimbabwe is greatly improved, there is still 80% unemployment, huge inequalities in wealth and continued migration of skilled labour.  Current consultation processes supporting the development of a new constitution are far from democratic or inclusive, but the MDC is still supporting the process amidst calls from its powerbase that it has forgotten the principles upon which it was elected and that some are colluding to retain their own power and privilege.   ZCTU along with the National Constitutional Assembly – a civil society movement set up to work for both a just and effective constitution; and a fair and inclusive process – are already campaigning for a  ‘no’ vote for when the new constitution is taken to a referendum.  It is within this context that this case study is based.  It draws primarily from a series of interviews held with senior ZCTU leaders who were attending the launch of a TUC sponsored advocacy workshop and an interview with the MDC Government Minister for Labour, a former Union leader.
“ZCTU has a long history of partnership and solidarity with the TUC.  Most of our senior leaders including Tsvangirai have benefited from their education, meetings and support.   They are a trusted partner and any programme they fund or support is always both in line with union values of participation, justice and equity; and yet practical and pragmatic.  We are in a precarious position, we are the only body in Zimbabwe which has both the power and reach to challenge poor governance yet we must chose our partners well if we are to remain credible and coherent with our beliefs and values.

This advocacy programme will equip union leaders across all sectors and regions to effectively target key MP’s and other stakeholders by showing them how to develop an effective argument and to communicate both the problem that needs addressing and a suggested pragmatic solution.  
Where has the TUC added most value?  They clearly push and publicise on a global stage Zimbabwe’s plight; at a more mundane level they listen to us and try and help where they can.  The best example of this was in 2008 at the worst of the financial crisis – they gave us a grant of £20,000 to ensure that Unions could pay their rent as membership dues had dropped due to retrenchment and a fall in the value of our Zim dollar savings.  Without that money some of our members would have collapsed and so would our ability to effectively hold this government to account”

I asked the Minister of Labour – the MDC’s longest serving MP and a former AU commissioner - what the impact of the TUC’s work had been or could be:

“for those work in development who see good governance as the basis for the sustainable alleviation of poverty, the fact you are talking to me illustrates the influence the TUC has.  I was keen to rearrange my schedule [she was about to travel to New York to represent the AU at the UN] to ensure you get my picture as to the role and influence the union movement has had and could have on poverty in Zimbabwe.  I know there are those who are concerned as to the future and current actions of the Unity Government but we have made progress.  We now have a tripartite negotiating process on the development of new labour laws which could protect the rights of all Zimbabwe workers.  The government, the unions and the employers are working together on this.  We are moving forward, Mugabe appears able to work with me and it looks like we are building the base for a more secure future for Zimbabweans.  This will include those who work in the informal sector as well as those who are employed.  What impact could the TUC have – we are running out of finance for the tripartite process, but if we are to receive support it must be with a partner we trust who won’t bring any baggage and will be acceptable… Can you go back to the TUC and ask if they would be interested in it…” 

An Analytical Framework for Monitoring and Assessment

Central to this review is to examine the impact of the TUC’s development activities and in particular their contribution towards reducing poverty in developing countries.  In order to do this the review team have tried to construct a model which maps out what the TUC might try and achieve – the process of change that underpins their activities;  the success factors which significantly affect whether that process is successful; and the ‘results’ which illustrate the impact or contribution to impact the activities have had.  It is hoped that this framework might be useful in a number of ways:

a) It might help the TUC to differentiate the different levels of intervention that they make based on the results they both directly and indirectly contribute.  This should help other stakeholders see how some ‘results areas’ which are often not valued as development outcomes are in themselves key indicators that the required stages or elements of a larger change trajectory are in place

b) It will help the TUC understand and map its ‘portfolio’ of activities based on the type of interventions it uses, the different contexts of the partners it supports, and the type of results it is trying to achieve.  This should help it learn lessons which are appropriately transferable and also provide a mechanism by which it might aggregate and illustrate what it contributes, how and which processes/interventions seem to work in which contexts

c) It should help the TUC address the difficult issue of attributable impact in such a way which is coherent to the style, history and ethos of the organized labour movement.  By outlining the importance of the process of change and by doing so emphasizing some of the key characteristics  of the labour movement as a development actor (e.g. Partner autonomy, accountable participation etc) it should assist in illustrating and making the link between a process approach and outcomes and impact.  This is not a based on a clear cause and effect logic but should show how directly attributable results contribute to clear internationally agreed impact areas.

This model (in figure 1) is indicative and would no doubt benefit from additional consultation and refinement, however it is hoped it does provide a starting point to further understanding  and mapping the contribution trade unions (and the TUC in particular) make, what approaches are most successful and why.     It might also help the TUC assess their progress towards short, medium and long term outcomes and be adapted as a tool to help ensure interventions remain on track to meet their objectives.  

[image: image3.emf]Fig 1. Proposed TUC Intervention Model
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Process of Change and relevant success factors

It is important to understand the process of change not just because it outlines the various steps towards achieving outcomes but also because it explains how and why Unions approach development work in the way that they do.  To ‘breath life’ into the explanation of the model we have used examples from our desk research and country visits to highlight key factors.
Request for help/Identification of need

A central principle for the global trade union movement is that any development assistance or support must be based on partnership and a relationship of equals.  This is a common aspiration amongst development actors as recipient autonomy and commitment are seen as important foundations for sustainable development.  For the labour movement though it goes further than that.  Global solidarity at its heart aims to affect and change unequal power relations and development assistance to some degree always has some inequality as partners do not have the same experiences, knowledge or financial resources.  Being asked to help is a prerequisite for TUC assistance as is partner self diagnosis of issues and joint assessment of what help is needed or might be provided.   

For those outside the labour movement it may be hard to fully understand the depth of this point and its implications.  The whole underlying reason for a labour movement is based on the need for equality, democracy and independence and this permeates all of its thinking and action. Local autonomy is an unquestioned, taken for granted assumption which lies deep in the history and consciousness of trade union DNA.  For the TUC as a development actor it has a number of consequences regarding what they should do both on a case to case basis and in overall strategic terms.   From a strategy development perspective the ability of the TUC to decide what it will do – what themes or countries it will focus on; what interventions it may utilize based on expertise and resource availability – has some limitations.  It needs to gain buy in and commitment to these types of choices from those it might be seeking to assist.  It cannot impose its own view of where it adds value or the areas where it feels it should get or contribute to development results.  On a smaller scale partner unions in developing countries often accept that they might have a view of their own situation or challenges which is limited by their own experience.  This is likely to lead to a tendency to focus on short term issues and solutions and to see things in the context of the past.  It is hard to know what you don’t know.

Given this context the strength and depth of the relationship the TUC has with its development partners is integral to their ability to both respond to requests and challenge and work with partners in assessing the need and scoping an appropriate response.  Development partners need to agree and ‘allow’ the TUC to set a series of strategic goals and to identify where it is best placed to make an impact; they also need to ‘ask’ the TUC to challenge them and to address difficult areas and propose alternative solutions.   

There are several success factors that appear to assist in the identification of areas of need.  Firstly there is the trust which underpins the giver-recipient relationship founded on a partnership of equals; secondly the issue needs to be timely and relevant.  For the TUC this means it must be congruent with the aims and philosophy of the labour movement and in an area and at a time where the TUC has the resources and expertise to help.  A potential danger for the TUC is that they are spread to thin and try to do too much.  There must also be a clear assessment and understanding of the local characteristics of the labour movement they are working with to help the TUC honestly look at what support will help and what the ‘target area’ of that support should be.  This again raises the possibility of the TUC ‘imposing’ its choices on partners, however if trust and partnership is strong then the TUC should be able to feedback to its partners its assessment of where they are and what might help in an open and honest way.   

Facilitate framework/vision for future

It is important that the TUC can, with their partners, build a clear picture of how a challenge can be addressed and what the outcome will be like.  One of the main strengths of the labour movement is that it has a ‘track record’ - the TUC can point to major national and global socio-economic changes it has directly contributed to and legislation and working practices it has changed.  The greatest strength of the labour movement is that it has a clear articulated vision (best illustrated by the ‘Decent Work’ agenda).  It also some quite tangible changes or processes which it can use to illustrate what ‘an improved future’ might look like, such as increase in union membership, successful collective action to affect wage levels or terms and conditions, or a change in labour law.  It can also provide examples of how union action can mobilize others and how these changes go beyond the labour movement to create wider societal change at national and international level. 
A key skill for the TUC is going to be using those experiences as a means of catalyzing and energizing local actors to construct a vision of the future that ‘excites’ and galvanizes union members and stakeholders and is pragmatic and both appropriate to their own context yet not constrained by it.  One of the key strengths of the TUC as a development actor is the experience of their staff; some of the ability to effectively work through how local partners and conceptualise and plan to change an existing situation is based on that experience.  These staff have gone through the process before and can therefore manage the need to provide stability and confidence through that experience of other successes, and so can also challenge and stretch partners own assumptions of what they can do and what is possible in their particular time and place.  As the TUC have expanded its development expertise and staffing there is an increase in and diversity of levels of experience.  A  clear assessment and diagnostic processes/tools may well assist in ensuring consistency in their ability to help local partners conceptualise and plan what they need to do; similarly a more extensive set of documented ‘interventions’ will also help.  The clarity of the labour movements agenda and its principles and working culture greatly assist in this; however for a broader staff group a greater number of clearer spelt out methodologies will help them increase their technical knowledge, provide increased confidence in how they engage with clients; and allow them a stronger base understanding when learning and sharing experiences with development colleagues and other stakeholders.     

Build capability to intervene and advocate

Having a common agreed sense of what can be done and how to go about it is central to the underpinning model of collective action for change.  The review team considers the labour movement as to a degree unique in that it has characteristics of being both highly organized and democratically structured, yet also a loose informal network of aligned but separate bodies.  As a development actor this ability to mobilize large numbers and then to have the channels and processes for organized action is a huge strength.  Evaluations of the Make Poverty History Campaign made the point that though the campaign raised awareness and brought huge numbers together
, it struggled for leadership and to coordinate and hold together its broad coalition.  The labour movement has got effective models and processes by which this can be done without reverting to more authoritarian or top down approaches.

To get the best from both the structures and the common voice and culture the TUC needs to ensure it can facilitate the effective joint assessment of what needs to be done and appropriately assist the partner organization in implementing the various activities.    
Like a number of International Development CSO’s a large proportion of the TUC’s current assistance focuses on ‘capacity’ building.  The review team though feels that the term capacity doesn’t really capture the distinctiveness of their contribution to international development or to their process or model of change.  In  a lot of development ‘capacity programmes’ individual or team recipients often have an increased ability to act, or more ‘knowledge’ (capacity) but not the organisational context or role to use, reflect and refine that learning so build their ‘capability’.  A number of development actors espouse an ‘action learning’ approach, but few are actually able to embed their learning programmes in organizational context and structures where participants can ‘test’ out what they have learned.  As such the effectiveness of these programmes is essential as they have the opportunity to make a difference in ways that others can’t.  
Good examples of this are the Women’s Development programmes that have taken place in Nigeria and Zimbabwe.  Because the union movement can determine its own structures and there is a common shared philosophy of equality, policies which guarantee women’s representation in leadership positions supports and reinforces what the programme is trying to achieve and those who participate; similarly when focusing on HIV/AIDS union philosophies and practices regarding freedom to speak, trust and equal participation allow participants to speak with an openness that is not always possible in other contexts; the cascading structures which require learning to be passed down (e.g. through regional reps, shop stewards) also reinforces the need for facilitators to take an approach where the focus is on developing the knowledge of participants rather than presenting what they expertly know. 
The key success factors in this stage of the proposed TUC process of change is that the capability building interventions themselves are well designed and relevant to both the challenges being addressed and the local union structures and process; and that they are able to create a strong critical mass towards addressing these issues.  The review team feel that assessing how big or significant that critical mass is and who needs to be a part of it should be an important part of intervention planning.
Create example of institutional change

Institutional change is commonly used in the development sector when looking at the possibility of shifts in the 'rules of the game' of large or complex systems.  These ‘rules’ may be formal such as legislation, regulatory frameworks, financial and economic systems; or informal such as norms/conventions, organisational and national culture, behaviour, or approaches to leadership and team working.  Processes of institutional change often follow a model of: initial appraisal or assessment; intervention; structural or regulatory realignment; support for behavioural and attitudinal change to ensure these configurations work– including managing the uncertainty, anxiety and ambiguity inherent within these transitions; and then ensuring appropriate ‘rules’ and processes are in place to embed and support these changes – these rules could include regulatory or oversight bodies, additional legal frameworks, information/communication systems and/or financial management processes. 
In this proposed model creating an example of institutional change has two main purposes; firstly it provides a ‘quick win’ and an example of what is possible which increases commitment, momentum and buy-in to the process; secondly it provides the basis or model for scaling up.  Institutional change often focuses on legal changes, but these are rarely sufficient for real benefits or results to be achieved, gaining an example of all the other elements required and how they can combine and support each other, helps planning as well as building confidence. 

During the review teams field visits the need for ‘concrete examples’ of what was possible was constantly made.  In Sri Lanka small initiatives (building of post-Tsunami houses) which were successfully delivered, even though their overall impact was negligible, were seen as a pre-requisite for commitment to widespread action.  The HIV clinic in Abuja and the increases in those coming for testing, though small in scale, illustrated to a wider audience the possibility of what could be achieved on a larger scale.  In the garments factories in Sri Lanka for task teams their initial aim was to get just one member suspension overturned, or for one factory to agree and stick to overtime regulations.  Their can be a tendency in particular for donors to focus only on the big picture or the overall number of people affected, without understanding the stages and successes which are required to achieve this.   

Replicate

Being able to support and deliver small contained programmes requires certain skills, relationships and expertise.  Replicating and rolling these out to a wider audience or in a large number of similar but often different contexts, needs not only more of those skills but also additional capabilities.  The trade union movement has some huge potential advantages in this in particular given their often wide (if not complete) geographical spread and structures which should really help the replication of activities or programmes.

One of the more common points made by interviewees when asked to give feedback to the TUC on their development work was that not enough resource was put into building local monitoring capacity to enable effective roll out.  Given the TUC’s stage of evolution in the development sphere this is perhaps not unexpected but building the capacity and capability to develop systems which support and utilize the institutional advantages they have is likely to help significantly.   Similarly ensuring that effective learning is captured and that knowledge management systems are developed to enable greater potential replication across different contexts whether within a country or internationally would assist the TUC’s ability to effectively build on and develop models of success.
Scale up

The ability to work on a national and global scale provides the union movement with both an obligation and an opportunity to work at a scale other development actors can’t.  Because of the nature of their constituencies and the power relations often embedded in links to actors or other institutions the trade unions are often the strongest voice in addressing some of the causes of poverty.  This is perfectly illustrated in Zimbabwe and was also highlighted in the review team’s visit to Sri Lanka where in a matter of days the national press was first dominated by the story of a union official being tied to a tree by a government minister - in response to possible union resistance to a relaxation of adherence to labour laws; and then the labour movement successfully lobbying the government to uphold an election promise to raise public service wages by 20%.  
A key constraint to this scaling up is lack of resources.  The review team has of course only a snapshot of TUC activity, however at present there seems to be a gap between work that focuses on developing the capability of members to mobilize and push for social change and lobbying activities which focus on legal frameworks and policy changes.  The ability to leverage increased resources is one suggestion as to how this gap might be filled.  Working with other National Union federations, CSO’s or donor organizations to try and create coherent programmes which focus on building on the success of smaller initiatives and in connecting these to national and global campaigns.

To reiterate this should not be seen as criticism of what the TUC currently does, but as an opportunity which would fit with both the philosophy of the labour movement, the potential the labour movement has as a development actor, and the logic of this model of a change process.

Institutionalise

The TUC has a clear track record of instigating and supporting institutional change at a national and global level.  The most visible examples of this involve changes in law and international agreements; however from the discussions that the review team have had what appears to be more valuable to partners are shifts in power relations which are there but are more difficult and less clearly articulated.  ‘Tripartite negotiations’ and improvements in employer – union relationships were given as examples of most significant changes.
Leadership and multi stakeholder acceptance and buy in to ‘new ways of engaging’, supported and backed up by legislative or policy frameworks, were seen as key factors in cementing sustainable change.  Within development discourse the emergence of results based approaches that focus on impact means that the ability to aggregate or quantifiably build a picture of what the TUC does and the scale in terms of the number of lives that can be changed, is important if they want to influence others within that discourse.  It is clear from the review teams interviews and discussions that for some this is uncomfortable.  Issues of ‘contribution/attribution’ and a focus on ‘the end’ of what is a ‘process approach’ to change don’t sit easily with the culture and philosophy of some within the movement.  However the TUC, in the view of the review team do and can make a huge measurable difference.  Articulating this in an effective way which illustrates how these various stages come together to produce change might help illustrate both the power of the model but also the centrality of all the component parts coming together to achieve significant improvements in the lives of those in the developing world.  With MDG1 clearly referencing decent work this might be a good place to initiate an institutionalization of the TUC and the labour movements own development process.
Results Areas

The aim of focusing on results areas is to suggest a possible basis for on-going monitoring and assessment of TUC work which illustrates different levels of impact within an overall model of TUC supported development.  The model does map out a possible holistic change process which maps out a trajectory from awareness raising to large scale sustainable change; however, more realistically the aim is to help the TUC assess the appropriate impact that certain interventions and approaches might aim to achieve and then assist in communicating how this impact contributes to more significant development outcomes.

These result areas are indicative and should be seen as work in progress which will need to be discussed and expanded to ensure they are operational.
Increase in awareness of issue

Increased awareness is often used and criticised as a means of assessing the impact of advocacy work.  It is often argued that individuals or groups having a greater understanding of a particular issue or challenge should not be a significant indicator of change.  The review team’s view, though, is that a clear shared understanding amongst a critical mass of both an issue and ways forward is essential for a movement where scale and collective action is a major strength.  It is a prerequisite for a coherent and concerted voice and for movement.  A shared understanding illustrates relevance and also that the TUC has successfully got buy in to an issue within a particular context.  The labour movement tends to be strong in terms of clarity over its principles and agenda so the central element for understanding the depth of awareness will be both how broad that awareness is amongst members but also how many key stakeholders (those whose awareness is needed for change to happen) are also aware:

Suggested frameworks or tools for monitoring and assessment:  Surveys, stakeholder analysis, increased, participation in activities, ability to effectively plan new initiatives
Increase in capability

As stated earlier the review team feels that a central element of the TUC’s competitive advantage is their ability to support the development of meaningful capability and not just ‘capacity’ which may or may not be utilised.  The ‘capacity assessment’ tool that has been developed to support the DFID PPA process is an excellent start.  The review team though feel there is potential in this area to further deepen and develop this into a more robust ‘capability framework’ which will help benchmark the development of local partners; but also to develop a process by which this framework can be made into the basis for a ‘peer – to peer review process’.  This would be allow labour groups to assess and learn from each other and ensure that principles of equality of power relations and ‘collegiate working were enhanced.  Work of this nature is currently being explored in other CSO areas (in particular US philanthropic associations) but few have the networks and structures to make it easily operational or may find a ‘competitive’ element amongst NGOs gets in the way of true peer to peer assessment and learning.

 Suggested tool – enhanced capability assessment, developing peer assessment process

Change in institutional framework

Changes in legislation or policy are often considered as the central indicator for ‘institutional change’ yet it is important to also focus on other ‘rules’ of the game such as stakeholder relationships, and widespread cultural shifts in accepted behaviour and ways of working.  A good example of this may be standards on working conditions which though agreed may not be implemented or sufficient to improve industrial relations.  The TUC has the ability to influence institutional frameworks at global, regional, national and local level and engages with different stakeholders and in different ways at these levels.  Having a clear map of what change is needed, who needs to be engaged and the stages required to achieve institutional change should help the TUC plan what it does and when and also help them assess what changes ‘are on track’ and where different strategies or interventions might be required.  The review team feels that a combination of planned and emergent strategies may be needed to maximise the TUC’a ability to contribute to institutional change, where some processes involve a clear set of stages and others require a more opportunistic approach.

Important monitoring and planning tools will include institutional assessments, potentially logical frameworks, environmental scanning, impact mapping 
Example of success created

The importance of illustrating what contribution TUC partners are capable of was highlighted in the Sri Lanka country visit.  Understanding and communicating the processes and contributory factors behind a clear change example provides learning as to what works and also provides the basis for possible scale up and replication.  This result area also allows for a broader range of planning strategies; for example in an environment where there are high degrees of uncertainty and partners are not clear on what to focus on this would allow multiple ‘small’ initiatives to be started with the clear aim of taking further the one that appear to work.  It also provides a measurable interim outcome in the development of larger more ambitious programming, so providing a break to review intended activities and outcomes and change or tinker with them if required.

Possible tools – project planning mechanisms (such as Prince 2) or logical frameworks; also combined with most significant change and other participatory techniques
Measurable change on lives of workers

It is important for the TUC to ensure their work and the work they support relates to the lives of their core constituencies.  Baseline studies which try to assess what outcomes are most valued and are of highest priority for workers will help in the design of interventions, help monitor progress and may also provide the basis for quantifiable results when compared at later stages.  These results are likely to be useful as the basis for scaling up interventions both in building commitment to a process which is being seen to work and also potentially for attracting other funders and partners to participate.  Combining data which focuses on hard measures such as pay, terms and conditions, numbers of employed, with more perception based data such as improvement in quality of live, (self determination, sense of collective belonging) could provide a rounded picture of how the TUC impacts at the worker level.

 Leverage of resources

This might be seen as a slightly controversial result area as it often has negative connotations.  However thinking through how TUC supported activity can lead to other funders either matching or setting up joint funds is a clear way of increasing impact and also reducing dependence.  A number of partners are reliant on one or two funders and if the contribution of the labour movement is going to be optimised and good ideas scaled up then broadening the source of resources is going to be a key indicator.  It is understood that in some contexts leveraging is going to be highly political and fellow funders will need to be carefully chosen and approached; however if the potential for significant change is going to be reached then the benefits could be striking.

Possible tools – assessment of possible funders, their funding models and overlap in objectives and working philosophy; financial modelling, project planning processes. 
Measurable change in lives of the poor
It is clear that that the TUC can make a meaningful contribution at a societal level. The ability to illustrate that contribution in the same terms as other global development actors would increase both the union movements profile and their credibility as a development actor.  This in turn would lead to greater influence in fundamental debates such as effective models for economic growth and increased levels of economic justice.  Union development activities don’t just affect workers they influence whole communities and nation states.  Really drawing out measures of success that relate for example to the MDG’s would help further mainstream the labour movement and shape key issues and policies. One possible starting point could revolve around HIV/AIDS indicators as well as HDI indicators such as income.

Possible tools – it may be possible to use some impact evaluation methodologies and logframe analysis might heighten quantifiable development indicators; results based performance frameworks might also help the TUC think through the logic of what they do and how it contributes to other outcome area.s
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The Trades Union Congress invites proposals to conduct a review of its international development activities 2005 - 2010, including in-country visits to Nigeria and Sierra Leone  

Background

The TUC has decided to commission this review because:

· Key stakeholders, including DFID and other potential funding partners, and unions affiliated to the TUC need to be convinced that the TUC’s development cooperation activities contribute to poverty reduction and to the achievement of the MDGs 

· We need to be more strategic in planning future activities

· To have a baseline for our development effectiveness – our strengths and weaknesses and where/how we need to improve in the future

Aims

The aims of the Review are:

a) To examine the impact of the TUC’s development activities on the lives of developing country workers, their communities and wider society – also contribution to building international trade union movement

b) To identify the unique contribution trade unions make towards reducing poverty in developing countries

c) To identify how our work can be improved - by looking at what has gone right or wrong in the past, why this has happened and learn lessons for the future 

d) To develop a strategy and tools for on-going monitoring and assessment of our work

Scope

a) What we want to review and over what time period

· Introduction should refer to pre-1997 (with ODA under Tories) and subsequent period but the review is 2005 – 2010

· Current DFID CSCF projects in Nigeria and Sierra Leone. 

· TUC Aid activities 2005 - 2010

· UK development awareness/lobbying/affiliates/NGOs

· Work with international organisations ITUC/ILO/TUAC

· Thematic link with TUC work, i.e. on equality, HIV/AIDS

Proposed approach and methodology

a) UK-based research

· Written information: reports to Congress, reports to DFID, reports to TUC Aid Trustees, reports of meetings with DFID,  TUC submissions to consultations

· Interviews with EUIRD staff and a TUC Aid Trustee

· Interviews with NGOs (e.g. Ethical Trading Initiative)

· Others – DFID/affiliates/ external consultants, e.g. John Stirling for Sierra Leone

b) International

· In-country studies – Nigeria and Sierra Leone 

· International organisations – ITUC Africa, APHEDA, Australia (by telephone or correspondence)

Report format

Final report with executive summary addressing the aims set out above

Budget
£13,000 has been allocated for this review. It is anticipated that this would cover up to 24 days work @ £400 per day (7 days of preparation time and desk research, a 7-day two-country visit, and 10 days of writing up, presenting and finalising the results), in-country costs, and travel and incidental expenses.  

Research timeline and outputs
The researcher would be expected to commence work by early July and to produce a draft report for discussion by early September with a final version by the end of September. 

Selection criteria for applicants
The applicant should have background and/or research track records on international development, international labour standards; institutional knowledge of DFID and the development effectiveness agenda; data collection, analysis , reporting and communication skills.

Applicants can apply either as an individual researcher, or as a two-person team. Applicants applying individually are not expected to meet all the criteria but these should be met by the two-person team. 

How to apply 
If you need any further clarification, contact Annie Watson, TUC Adviser on International Development, awatson@tuc.org.uk. Please send a proposal that includes relevant experience, knowledge and skills, brief CV, and outline timetable to conduct the study to awatson@tuc.org.uk by no later than midnight Sunday 6 June 2010. Decisions on applications will be made on the proposals submitted, followed-up by face-to-face or telephone interviews.  

Commissioning organisation
This research is being commissioned and funded by the Trades Union Congress. Annie Watson, Advisor on International Development, will be responsible for liaison with the researcher and for organising activities to disseminate and discuss the findings.  Overall responsibility for the Review rests with Owen Tudor, Head of the European Union and International Relations Department.
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	Person Interviewed
	Role

	UK TUC Office Staff

	Annie Watson
	TUC’s International Development Advisor

	Gemma Freedman
	Programme officer (specifically Africa), TUC’s European Union and International Relations Department

	Gemma Tumelty
	Project officer, TUC’s European Union and International Relations Department

	Sharon Sukhram
	Project officer, TUC’s European Union and International Relations Department

	Bandula Kothalawala
	Policy officer, TUC’s European Union and International Relations Department

	Vicky Cann
	International Programmes officer (specifically Asia and middle east), TUC’s European Union and International Relations Department

	Ben Moxham
	Policy Officer, TUC’s International Relations Department

	Abdullah Muhsin
	International representative of General Federation of Iraqi Workers (GFIW/IFTU)

Arabic Translator (part time), TUC’s European Union and International Relations Department

	Owen Tudor
	Head of TUC’s European Union and International Relations Department

	Nigeria

	Comrade A. Omar
	President Nigeria Labour Congress

	Com. John E. Odah
	NLC General Secretary

	Esther  F. Ogunfowora
	Project Coordinator

	Chinwe Ewurum
	Project Administrator

	Josephine Okafor
	Nurse/HIV Counsellor in-charge of VCCT

	Com. Valentine Udeh
	Ag. HOD. Education and Training. He is a member of the Project Steering Committee and was beneficiary of previous NLC-TUC-UK trainings.

	Comrade Ladi Iliya
	Chairperson- NLC-National Women Commission/President- Non-Academic Staff Union of Educational and Associated Institutions. She is a member of the project steering committee and the chairperson of the former project steering committee of the women project.

	Comrade Lucy Offiong
	Deputy Chairperson of NLC-National Women Commission

	Comrade Uche Ekwe
	He is the Parliamentary Liaison Office of NLC and a member of the project Steering Committee.

	Comrade Abiodun Badru
	Focal Person HIV/AIDS- National Association of Nigeria Nurses and Midwives

	Comrade Helen Nnadozie
	Peer Educator: National Association of Nigeria Nurses and Midwives

	Comrade OluwaFemi Olabisi 
	Focal Person HIV/AIDS: Medical and Health Workers Union of Nigeria

	Comrade Bernadette Alachewe 
	Focal Person on HIV/AIDS: Non-Academic Staff Union of Educational and Associated Institutions

	Comrade Lara Adefila
	Peer Educator: Non-Academic Staff Union of Educational and Associated Institutions

	Comrade S. Johnson 
	Peer Educator: Non-Academic Staff Union of Educational and Associated Institutions

	Comrade Chinadu Ejiofor
	Focal Person: Nigeria Union of Teachers

	Comrade P. W Umoh
	HOD: Education and Research- He supervise the project in NUT

	Comrade Samson Ugwoke
	Focal Person: Senior Staff Association of Nigerian Universities

	Comrade Larry Joshua
	Person Living with HIV and Volunteer counsellor on the project works with National Hospital Abuja.

	Comrade Z. Dandok
	General Secretary: Senior Staff Association of Nigeria Polytechnics. Representing the Focal Person. He is also a  trained as peer educator

	Comrade A. Ayelabola
	On Sabbatical from the Medical and Health Workers Union of Nigeria. Benefitted from the trainings of the project especially the Advocacy, Lobbying and Campaign training. He was involved in development of the manual and campaign materials on the project

	Comrade Francisca Nweke
	Peer Educator trained through the NLC-FCT Women Committee but from Amalgamated Union of Public Corporation, Civil Service Technical and Recreational Services Employees (AUPCTRE) an affiliate of NLC. 

	Volunteers on the VCCT Sites.
	

	Comrade  Ralph Gabin
	Jikwoi site

	Comrade A. Akeem
	Gwarinpa site

	Comrade  B. Apollo
	Jikwoi site

	Comrade K.  Lucas
	Jikwoi site

	Comrade Philomena
	Jikwoi site

	Sierra Leone

	Muluku Tarawally
	Project Coordinator, Sierra Leone Labour Congress

	Max Conteh
	Head of Education and Training, Sierra Leone Labour Congress

	Kandeh Yillah
	Secretary General, Sierra Leone Labour Congress

	M.A. Deen
	President, Sierra Leone Labour Congress

	Selection of Informal Sector union leaders and members
	Bikers Union, Photographers Union, Musicians Union

	Selection of representatives of women and youth of SLLC

	Selection of workshop participants
	In Makeni (Northern Region)

	Gladys Blanche
	Women’s Coordinator of the Sierra Leone Labour Congress

	Mr Johnson
	Executive Secretary of the Employers Federation Sierra Leone

	Davidson Kuyateh
	Secretary General SLTU

	Sri Lanka

	Manori Witharana 


	Program Officer

American Center for International Labor Solidarity

	K.Velayudam
	General Secretary – Lanka Jathika Estete Workers Union (LJEWU) and 
President,National Trade Union Federation (NTUF)

	Gerald Lodwick 
	Deputy General Secretary - the All Ceylon Federation of Free Trade Unions -(ACFFTU), the National Workers Congress (NWC)/ Friendship Houses/Migrant Services Center (MWC)

	Anton Marcus
	General Secretary, Free Trade Zones and General Services Employees Union (FTZGSEU)

	Partners who were involved in the TUC Tsunami program in Sri Lanka 
	Through the SC

	Textile workers/task force members 
	Play Fair- organising project

	Zimbabwe

	Wellington Chibebe
	Secretary General ZCTU

	Paurine Mpariwa
	Minister for Labour

	Fiona Magaya 
	ZCTU, Gender desk

	Vimbai Zinyama 
	Parliamentary and Advocacy

	Last Tarabuku 
	Project Coordinator, ZCTU

	Gertrude Hambira
	Secretary General of the General Agricultural and Plantation Workers Union of Zimbabwe (GAPWUZ)

	Dave Fish
	Director of Africa Division, DFID

	Neil Satchwell-Smith
	Governance Advisor at DFID

	Catherine Carr
	Secretary of Foreign and Commonwealth Office (FCO)

	
	Vice Presidents of ZCTU

	
	Labour and Economic Development Research Institute of Zimbabwe (LEDRIZ)

	
	Senior Management of ZCIEA

	Telephone Interviews Europe and Americas

	Jan Dereymaeker
	Leads on the TUDCN (Development Cooperation Network)

ITUC Responsible, Senior advisor 

	Janne Ronkainen
	Executive Director of SASK. Worked closely with TUDCN

	Tarja Valtonen-Simão
	Programme Officer for Africa of SASK

​Worked closely with ITUC Africa and Swaziland

	Anna Nitoslawska
	Canadian Labour Congress & TUDCN

	Samidha Garg 
	Official responsible for International relations at NUT 

IDLF affiliate

	Joseph O'Reilly
	International advisor at Association of Teachers and Lecturers (ATL), one of TUC affiliates 

IDLF affiliate - old and new

	Michelle Stanistreet
	Deputy General Secretary of National Union for journalists, IDLF affiliate

	Sue Ferns
	TUC Aid Trustee and council member, Head of research for Prospect


Annex 3: Documents Reviewed
Addison, John & Schnabel, Claus (2003) International handbook of trade unions, Edward Elgar Publishing Ltd, UK.

Visser, Jelle (2003) ‘Unions and unionism around the world’ 

Streeck, Wolfgang & Hassel, Anke (2003). Trade unions as political actors

DFID (May 2004). Labour standards and poverty reduction

DFID (2000). Trade unions and DFID: Working together to eliminate poverty.
Global Reach: How trade unions are responding to AIDS (2006) UNAIDS Best Practice Collection
ITUC (June 2010). Second World Congress, Vancouver. Resolution on a sustainable and just development model for the 21st Century, Vancouver

ITUC, TUDCN (2010). Trade Union Principles on Development Effectiveness (DRAFT)

Nunn, Alex (2005). The ‘Brain Drain’, Academic and Skilled Migration to the UK and its Impacts on Africa, Report to the AUT and NATFHE, Policy Research Institute, Leeds Metropolitan University
Sogge, D & Jakobsen, K (2010). “Despite the Onslaught” FNV Mondiaal Zimbabwe Programme 2005-2009, Country Evaluation Report
TUC & DFID (2010). Partnership Programme Agreement between DFID and TUC

TUC (2004). EUIRD General Council report to TUC Congress 2004

TUC (2005). EUIRD General Council report to TUC Congress 2005

TUC (2006). EUIRD General Council report to TUC Congress 2006

TUC (2007). EUIRD General Council report to TUC Congress 2007

TUC (2008). EUIRD General Council report to TUC Congress 2008

TUC (2009). EUIRD General Council report to TUC Congress 2009

TUC (2006). DFID/TUC Strategic Grant Agreement, Final Report, by Gemma Freedman, TUC SGA Project Officer

TUC (2009), TUC Strategic Framework Partnership Arrangement, End of Project Report

TUC (Spring 2007). Spring International newsletter, The role of trade unions in international development

TUC (2010). Year one PPA self assessment review for DFID
TUC developed on behalf of DFID (2010) How to – Work with Trade unions

Zimbabwe Congress of Trade Unions, (2006). Final Report on the Evaluation of the Emergency Support Projects 2003-2005, Sabi Consulting Ltd, Zimbabwe

Websites Referenced

http://www.dfid.gov.uk/About-DFID/Who-we-work-with1/Trade-Unions/
http://www.unison.org.uk/international/uidf.asp
http://www.teachers.org.uk/node/8690
http://www.ilo.org/global/About_the_ILO/Origins_and_history/lang--en/index.htm
http://www.ituc-csi.org/+-about-us-+.html
http://www.tuc.org.uk/international/index.cfm?mins=28&minors=28&majorsubjectID=7
http://www.ethicaltrade.org/news-and-events/blog/ben-moxham/oecd-guidelines-multinational-enterprises
IOD PARC is the trading name of International Organisation Development Ltd//


Omega Court


362 Cemetery Road


Sheffield


S11 8FT


United Kingdom





Tel: +44 (0) 114 267 3620


www.iodparc.com





Prepared for //�Owen Tudor


Head of  European Union and International Relations Department, TUC


Date //October 2010


By// Mark Keen and Hatty Dinsmore 











� Global Reach: how trade unions are responding to AIDS (2006) UNAIDS Best Practice Collection


� Vancouver 21-25 June 2010


� Published in 2004 – this report draws from the chapter: ‘Unions and unionism around the world’ by Jelle Visser; and from ‘Trade unions as political actors’ by Wolfgang Streeck & Anke Hassel


� Taken from ILO’s website. 


� Taken from the ITUC’s website.


� It is perhaps important to note that in Sri Lanka during a country visit this point about humanitarian effectiveness was confirmed though it was felt that the post-tsunami work added value I a different way as it showed unions were capable of organising and delivering projects.


� Need to get reference suzy someone etc….
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Fig 1. Proposed TUC Intervention Model

PROCESS OF CHANGE

Request for help/

Identification of need



Facilitate framework/

Vision of future



Build capability 

to intervene 

and advocate



Create example of

 institutional 

change



Replicate



Scale up



Institutionalise

Timely and relevant issue



Depth of partnership



Understanding of context

and local union 

Characteristics



Appropriate  

intervention tools



Strong ‘critical mass ‘

for collective action



Effective learning/

Knowledge management



Resources for scaling up



Strong ‘critical mass’ 

for collective action



Strong national, 

structures and processes



Leadership and

stakeholder acceptance

Increase in multi-stakeholder

awareness of issue and 

of possible ways forward



Change in institutional

Framework/increase in 

capability



example of success created



Measurable change on 

Lives of workers



Leverage of resources



Partner continuity



Increased national capability



Change in institutional 

framework



Measurable change for

all poor people

SIGNIFICANT SUCCESS FACTORS

RESULTS AREAS

‘Union’ Level                                   Societal  Level













Coaee







_1348369609.ppt


Fig 1. Proposed TUC Intervention Model

PROCESS OF CHANGE

Request for help/

Identification of need



Facilitate framework/

Vision of future



Build capability 

to intervene 

and advocate



Create example of

 institutional 

change



Replicate



Scale up



Institutionalise

Timely and relevant issue



Depth of partnership



Understanding of context

and local union 

Characteristics



Appropriate  

intervention tools



Strong ‘critical mass ‘

for collective action



Effective learning/

Knowledge management



Resources for scaling up



Strong ‘critical mass’ 

for collective action



Strong national, 

structures and processes



Leadership and

stakeholder acceptance

Increase in multi-stakeholder

awareness of issue and 

of possible ways forward



Change in institutional

Framework/increase in 

capability



example of success created



Measurable change on 

Lives of workers



Leverage of resources



Partner continuity



Increased national capability



Change in institutional 

framework



Measurable change for

all poor people

SIGNIFICANT SUCCESS FACTORS

RESULTS AREAS

‘Union’ Level                                   Societal  Level













Coaee







