Part Two



For activists in informal economy organisations

Activity 11:
The challenges facing informal


              economy workers’ organisations
1 hour 30 minutes
Aims:

To help us to:

· Reflect on the challenges and issues we encounter in our organisation and representation of workers in the informal economy
· Share these challenges and collectively agree on what is core for building our work

· Begin to analyse the implications of these challenges and  what they pose for us as representatives of workers in the informal economy 

Task: 
Being inside the informal economy provides us with the unique opportunity to understand the issues and challenges facing informal economy workers and their (our) organisations. 

In this activity we have the opportunity to reflect on these problems and challenges.

Working in small groups with others from the same

organisation, reflect on your experiences as a 
leader/representative of informal economy workers by:

1. Listing all the problems you face in organising and representing workers in the informal economy.

Write your responses on the card/ individual slips of paper. One problem per card/paper. 
2. Having listed all the problems spend some time in your group clustering like cards.  You will need to cluster similar cards into a category. 
3. Finally, identify what you consider to be the key implications/challenges these problems present for leadership of informal economy organisations. 

Try to emerge with no more than 5 key challenges.

You have 45 minutes to complete this task.

Prepare to present your problem statements and challenges in plenary.

We will spend time in plenary drawing together the reports and agreeing on a shared and consolidated list of problems and challenges facing those of us working in informal economy workers’ organisations.

Activity 12:
What kind of organisation for 



informal economy workers?
1 hour 30 minutes
Aims:

To help us to:

· Understand different kinds of organisations for organising and representing workers
· To reflect on what organisation would be best suited for workers in the informal economy
· To consider the legal implications for setting up these organisations
Task:
Without an organisation, workers in the informal economy will have nobody to represent them, and so will have no voice. But what organisation will be best suited for meeting the particular needs of workers in the informal economy?

This activity provides an opportunity for exploring four different types of workers organisations:
· Self help groups 

· Cooperatives

· Trade unions

· Non governmental organisations

Select the type of organisation you would like to work with. At the end of the activity you will find a very short synopsis of each organisation.

Working in four groups, read through the synopsis for the worker organisation you have selected and then answer the following questions:

(Do draw on your own knowledge and experiences of these organisations as well!)

1. What are the key advantages in this organisational set up that could potentially benefit the organisation of workers in the informal economy?
2. What in this organisation set up would be disadvantageous to organising workers in the informal economy?
3. If not answered in question 2, are the efforts of this organisation geared towards promoting and advancing women workers and their specific needs and demands?
4. What are the legal requirements for setting up this organisation?  Are there any restrictions? How will the law impact on the organisation set up and functioning?
5. Considering your answers to the preceding questions, will this organisation be suitable for workers in the informal economy? Please explain.

You have 45 minutes for your group discussion.

Prepare to present your answers to plenary, briefly introducing the organisation you were working on.

We will have a plenary discussion on the organisation most suited to the informal economy workers you have to work with. 

Organising through a self-help group (SHG)

An SHG is generally an economically homogeneous group formed through a process of self-selection based upon the affinity of its members.

· Most SHGs are women’s groups with membership ranging between 10 & 20.

· SHGs have well-defined rules and by-laws, hold regular meetings and maintain records and savings and credit discipline.

· SHGs are self-managed institutions characterised by participatory and collective decision making.

Most SHGs are potential “micro-banks”, either on their own, or through higher levels of association, capable of using their own resources, grants and borrowed funds for financial intermediation. These groups manage and lend their accumulated savings and externally leveraged funds to their members. Apart from accessing funds from the formal financial sector, SHGs can also become a forum for dissemination of development ideas and information, an association for community mobilisation or an organisational unit for linking up with other economic, social and political interventions. SHGs are seen as an essential and integral part not only of financial services delivery, but also as a channel for the delivery of non-financial services within larger objectives of livelihoods promotion, community development and women’s empowerment.

Within this role for SHGs a range of models and approaches have emerged, representing different methods of ensuring effectiveness and sustainability of this community institution. These models envisage solely financial intermediation or include other nonfinancial elements as well. 
Organising in a cooperative
A cooperative is an autonomous association of persons united voluntarily to meet their common economic, social, and cultural needs and aspirations through a jointly-owned and democratically-controlled enterprise. They involve people with shared values coming together in practical solidarity – improving living standards, improving services, improving wages, improving working conditions. Originally they were established as a practical means whereby working people could meet their everyday needs, as a route to building a better society. Their vision was not simply about credit or retailing, but about how, through self-help, they could improve their working and living conditions, and their communities.

Over the years cooperatives have developed different structures. Sometimes, these have had to adapt to different national legislation governing cooperatives. Nevertheless, certain common features remain. The foundation of cooperatives are their members. There are different ways of classifying cooperatives. Perhaps the simplest is by looking at the key question – who owns the cooperative – who are the members? In this way you may find consumer cooperatives, producer cooperatives, worker cooperatives
Cooperatives globally are united by a shared set of values: self help, democracy, equality, equity and solidarity. Cooperatives also share key ethical values like honesty, openness, social responsibility and caring for others.
Organising in a trade union

Wherever and whenever workers come together - in mines, factories, offices, markets, on ships or nearly all kinds of workplaces, they have formed trade unions to protect their interests, because alone, they cannot negotiate on a basis of equality with an employer. One definition of a trade union is “a continuous association of wage-earners for the purpose of maintaining or improving the conditions of their working lives”.

Through strong trade union organisation it is possible to defend members and worker rights, advance member and worker interests, ensure democratic organisation of workers in workplaces, maintain a union controlled and financed by workers through democratically elected committees and play an active role at the workplace, in industries, the economy & society in general. The basic building block of union organisation is a branch or workplace unit. Unions are run by workers elected by members.
Trade unions take action in the form of ‘collective bargaining’ and ‘collective agreements’, representing workers to ensure that they are treated fairly, persuading employers of the benefits of having sound industrial relations and a productive workforce that feels valued – not only by having good conditions, but by being listened to –through their union. Unions also engage in non bargaining activities such as worker education, welfare projects to support income generation, setting up financial services for members and conducting campaigns on a very wide range of national and local issues that affect members and their families.

Key union values include worker control, democracy, equality, collectivity, solidarity, unity, openness and independence.
activity that is the responsibility of the state or the market.
Organising through a non governmental organisation

A non-governmental organization (NGO) is a non profit group or association that acts outside of institutionalised political structures and pursues matters of interest to its members by lobbying, persuasion, or direct action. The term NGO is generally restricted to social, cultural, legal, and environmental and advocacy groups having goals that are primarily noncommercial. NGOs exist for a variety of purposes, usually to further the political or social goals of their members. Examples include improving the state of the natural environment, encouraging the observance of human rights, improving the welfare of the disadvantaged, or representing a corporate agenda. However, there are a huge number of such organisations and their goals cover a broad range of political and philosophical positions. NGOs vary in their methods. Some act as lobbyists, while others conduct programs and activities primarily. 
Major sources of NGO funding include membership dues, the sale of goods and services, grants from international institutions or national governments, and private donations. Even though the term 'non-governmental organisation' implies independence of governments, some NGOs depend heavily on governments for their funding. NGOs usually also gain at least a portion of their funding from private sources.  
It has been argued by various critics that NGOs are subversive in outcomes but well intentioned. They criticise that imperialism and NGOs share a fine line. 

· Further reading 

Worker organisations
Without an organisation, workers in the informal economy will have nobody to represent them, and so will not have any say in fighting for their rights and recognition. There are many different kinds of organisations each with their own basic values and principles, ultimately however workers will need to set up a particular kind of organisation which can meet their particular needs.

This is a different question from legal registration. Such registration may be necessary, but is a step taken after the group has decided what means of action and services the new organisation will provide.

Sometime it may be possible and practical to set up smaller organisations with easier registration procedures. In some countries, the restrictions on registering cooperatives or trade unions may mean that it is easier to register another kind of group. In particular, registering a trade union may attract repressive actions by government or employers, so using a different form may give a group more time to get established. In all these cases, it is important to investigate the degree of control or supervision that the group may be subject to, and how easy it will be to convert the organisation into a full cooperative or trade union at a later stage.
Primarily, democratic and mandated worker organisations take the form of trade unions. Trade unions are traditionally formed by wage earners to represent workers in collective bargaining negotiations with employers for increased workers’ benefits and better working conditions. However, democratic worker organisation’s can also comprise:

· Workers’ self-help groups

· Workers’ cooperatives
· Workers’ community organisations
· Women workers’ organisations
All organisations formed by workers and democratically run by workers to protect and promote their interests are considered as good as unions. That is if they are run by members, who are empowered to determine policy and strategy.  Democratic decision making and a democratic political culture are core in developing a strong, vibrant and worker controlled movement.  Strong, democratic grassroots (shop floor, farm, market place, taxi rank etc.) structures led by elected leadership are key, as are the values and principles that underpin the purpose and identity of unions.  
Activity 13:
Building democratic worker 



organisation
1 hour 30 minutes
Aims:

To help us to:

· Consider what it means to build democratic worker organisation and representation
· To debate and agree the ‘rules’ for building democratic worker organisation in the informal economy

· Link these to our own roles in organising informal economy workers

Task:
In the context of the challenges identified earlier, democracy ought to be one of the guiding principles for building worker organisation.  The struggle to meet the needs, demands and rights of workers in the informal economy is inseparable from the struggle for continuously building democratic organisation and representation.  But what does this mean?
In this activity we take a look at what precisely this means.
Working in small groups, imagine that you a group of leadership setting up a new organisation for informal economy workers. 

1. What rules should govern the functioning of your new organisation?  You may want to debate the following recommendations:

· Leadership elections should be held annually.
· Elected leadership can be eligible for election for no more than 2 consecutive terms.
· Women should make up 50% of elected leadership. This 50% quota should extend to all activities of the organisation.
· All elected leadership should receive financial reward for their duties.
· No ‘profits’ or gains may be distributed to any leadership. 

· One member, one vote should apply across the organisation in elections.
· Members with an inability to pay the required dues can continue as members of the organisation.
· The elected treasurer will be responsible for all financial decisions, including budgeting and expenditure.
· The elected secretary will manage all affairs of the organisation between meetings.
Don’t feel limited by these issues. Feel free to explore other rules you consider important.

2. Now, based on your discussion in question one, develop a set of key principles for your organisation that could form the basis of a new or amended constitution. 
You have 45 minutes to develop your key principles.

Please prepare your constitutional principles on flipchart and be ready to report and defend them in plenary.

Following the plenary debate we will try to agree a common set of constitutional principles for informal economy worker organisation.
Activity 14:
Being a democratic and 

accountable leader / worker representative
1 hour

Aims:

To help us to:

· Better understand our roles and responsibilities as democratic worker leaders or representatives
· Appreciate the importance of our position in building informal economy worker organisation and the workers’ movement more broadly  
· Understand the importance of the constitution and democratic processes in fulfilling our roles
Task:
As a worker leader you have many roles. You can be an advisor in the face of problems, a trouble-shooter, or merely a good and trusted friend. You can also offer ideas about strategy and process and you can play a role in your community to help make links between people in the community and the workers you represent.


This next activity is to help you understand these various roles required of you and just how important your job is. 


Working in pairs, share your responses to the following questions: 
1. Why did you decide to become an informal economy worker representative?

2. What do you think are the most important jobs/roles you are required to perform? Give reasons for your choice.

3. What do you think are the most important qualities that an effective informal economy worker representative should possess? Why?
4. What skills and knowledge would help you to become a better representative of workers in the informal economy?

You have 20 minutes for the paired discussion.

Make a note of your answers and be ready to share them in plenary.
The facilitator will flip up your responses to questions 2-4, thereby building a list of roles, a ‘checklist’ of qualities and a list of further skills and knowledge required.

The activity will be concluded with a short input on democratic and accountable leadership

· Further reading 

Democratic and accountable leadership
Leaders are those people who can inspire others, who have a vision and may have skills that are useful to the organisation. But leaders can also stifle an organisation. They can take too much power and stop others from being involved. They can remain in office for ever, preventing new and younger leaders from emerging. 
There are different ways in which leaders go about their work. The style and ethos of worker leadership must be consistent with the principles, goals and strategies of democratic worker organisation.

Types of leaders
Five types of leaders are offered here:
· Charismatic Leader – whose influence springs mainly from personality e.g. Napoleon, Hitler, Nkrumah, Kaunda, Chiluba, Kapwepwe. 
· Traditional Leader – Whose position is assured by birth e.g. kings, queens and tribe chiefs. 
· Situation leader - Whose influence can only be effective by being in the right place at the right time. 
· Functional Leaders – Whose secures his/her leadership by what s/he does rather then what s/he is 
Qualities of good and effective leaders
· Be honest and  sincere

· Have initiate an drive

· Have an alert and enquiring mind

· Be willing to delegate authority and accept responsibility
· Be ready to admit mistakes and to learn form them
· Have the ability to influence others

· Be cool, clam and composed in an emergency

· Be willing to make a decision and be able to defend it when needed 
· Have confidence in oneself and members  

· Be fair when dealing with people of different race, colour, creed or political affiliation

· Have tact, diplomacy and humility

· Respect other people’s opinion
In addition to the above, a leader should avoid

· Talking too much

· Considering being a competent authority or expert on all subjects

· Dominating other peoples way of thinking

Leadership styles
What style of leadership would be most likely to build a democratic organisation? This is the challenge for worker leadership. We have many examples of leadership styles, but there is no one best style of leadership. Style is dependent on the situation, sometimes it becomes necessary to combine two or more styles to achieve intended goals. Below we mention four styles: 
· Bureaucratic leadership sees the source of power in rules and regulations of the organisation. 

· Autocratic/Authoritarian leadership sees him or herself as the center of authority. 

· Democratic leadership sees power as resting in the group. 

· Paternalistic or free reign of laissez faire allows any member of the group to be free to do what s/he wants.

Responsibilities of worker leadership
Some of the practical responsibilities that you might have include: 
· To listen to workers problems and concerns, to think about how to tackle them within the organisation, and take them up if necessary. 

· To give reports to the organisation and report back to members on the outcome of meetings employers, governments or municipalities 
· To serve as a link between members and the various structures of the organisation to ensure that everyone is informed and knows what is happening.

· If elected as an office bearer, to help manage the affairs of the organisations and give leadership.

Activity 15:
 Building internal democracy – 


              effective and democratic meetings

1 hour 30 minutes
Aims


To help us to:

· Begin thinking about the importance of effective meetings in reaching and implementing decisions
· Observe problems in running meetings 
· Begin developing guidelines for effective meetings of informal economy worker organisation
Task:
Organisational life is full of meetings. Without meetings we wouldn't be able to develop policy, decide on our negotiating priorities, meet with members or organise campaigns! We need meetings.

How we run our meetings is very important. If a meeting is badly organised it can set everyone back. We need our meetings to run well so that we can get things done effectively.

For this next activity we will watch a 15 minute video on meetings in a union context and use this as a basis for discussing effective meetings.

Working in small groups:

1. While watching the video. Jot down the things that go wrong and what you think can be done to turn them around.
2. At the end of the video share you contributions with other members of the group. Use this opportunity to reflect on the things that you think contributes to the good parts of meetings that you attend.
3. Finally, using your collective contributions, develop no more than five guidelines that you think would help make meetings of informal economy worker organisations more effective.

You have 45 minutes for the small group work. This includes time for watching the video.
Prepare to present to plenary your five guidelines for effective meetings. We will use this as a basis for developing a consolidated guideline for running democratic meetings.
The facilitator will conclude the session with an input of meetings problems, causes and possible solutions.

· Further reading 

Democratic meetings: problems, causes and their solutions 
Making decisions and ensuring that they are implemented is the most important function of worker representatives.  It is therefore important that worker representatives understand democratic decision-making processes and develops the skills to ensure that quality decisions are made and implemented.

The solutions for most meeting problems lie in the following areas:

· Planning and Preparation

· Definition of clear rules and procedures for meetings

· Well drafted agendas

· Informed and skilful facilitation by the Chairperson

· Good minute-taking

· Implementation

Planning and Preparation
There must be more careful and timeous planning and preparation for meetings.  This involves meeting well in advance of the meeting to consider the issues to be discussed; the preparation of information for delegates in the appropriate form; the circulation of information in time for delegates to prepare.  The Chair should take time to get to know the issues that are likely to be debated and have discussions with the Secretary on how these issues could be handled.

This careful preparation should be reflected in the agenda.

Preparation for "before” meeting:
· Chair to be clear on how meeting will run.

· Chair to be clear on what should come out of this preparatory meeting.

· Chair to focus on the agenda.

Focus on the important and complex issues at the preparatory meeting:
· Key issues to be summarised.

· Copies of all relevant documents to be on hand and in a usable format.

· Clear strategies to be devised - reach agreement on how issues should be handled.

· Avoid short cuts when talking through complicated issues.
Agenda to be properly planned:
· Agenda to be properly structured.

· Agenda to be circulated in advance, along with the minutes of the previous meeting, proposals and other relevant documentation.

· Clear time allocations to be noted on the agenda.

· Clear outline of everything to be discussed to be visible on the agenda.

Discuss and finalise the agenda for the actual meeting:
· Only relevant issues to be discussed.

· Agenda should be discussed against time available.

· Develop a planning framework for the agenda along the following lines:

Prepare other relevant documentation that must be available at the meeting
· Any report required. 

· Minutes of previous meeting. (These should have been sent out, but you need spare copies, as well as the minute file or book, in case people want to refer to earlier decisions.)

· Correspondence that may need to be dealt with.

· Financial statements.

Clear Meeting Procedures
There should be clear rules and procedures for meetings to guide the participation of delegates; to guide worker representatives in preparing for the meeting; and, to guide the Chair in running the meeting and the minute taker in recording the meeting.

Administration
· No delays because of poor planning and facilitation on the side of the worker representatives.

· Meeting must start on time.

Process
· Firm and effective guidance from the Chair.

· Close co-operation between Chair and minute-taker.

Substance
· Issues should be well-presented, clearly thought out and understandable.

Decisions/Proposals
· Remember silence does not mean consent;

· Check that delegates are clear on the proposal;

· Be absolutely sure the proposal has been accepted and that alternative proposals have been dealt with.

· Make sure proposal is practical & feasible.  Also take into account cost implications and time factors.

Agendas

Guidelines for drawing up an agenda

The Chairperson must decide on what has to be discussed at the meeting, in consultation with others who are involved.  

For meetings which are held on a regular basis, it is useful to have a standing agenda framework, so that the set things that need to be covered at every meeting are not forgotten.

However, the Items for Discussion will be different at each meeting, and these need to be worked out carefully.

An agenda format might look something like this:

1
Apologies

2
Confirmation of the agenda

3
Approval of the minutes of the last meeting

4
Matters arising

5
Reports

6
Items for discussion

7
General

8
Date of next meeting

The Chair will need to fill out this basic structure by:

· Listing the items for discussion;

· Allotting a specific amount of time to each agenda item, and to the issues for discussion.

An agenda without good time-keeping is not useful.
The Chair should make notes for himself/herself on the important items that need decisions, along this sort of pattern:

	Item
	Who will lead discussion?
	What outcome is needed?
	Documents
	Time

	Wage demands
	
	
	
	

	Investment
	
	
	
	

	Increase in subs
	
	
	
	


Chairing of the Meeting
Chairing a meeting requires understanding of meeting procedures as well as the skill of facilitation. The Chair must be clear about the issues to be debated and areas where decisions are required. The Chair must, at the start of the meeting, make clear the issues set out in the agenda, what the time limits are for each item, and when the meeting will be closed.

At the start of discussion on each item, the Chair must explain briefly what the item is about and remind delegates of time limits. S/he should suggest a process such as:

· Let's clarify the problem;

· Let's look at possible solutions and discuss the advantages and disadvantages of each alternative;

· Then we will make a decision on the way forward.

At some point in the discussion, a decision must be made.  At this point, the Chair should summarise the alternatives, ask for a decision and then restate the decision so that the minute-taker can get it down clearly.

Where there is disagreement, the differing positions must be summarised so that all delegates are clear as to what the disagreement is.  If no agreement is reached, the Chair should ensure that the minute-taker gets down the different positions, and how it has been agreed to take the matter forward.

Minutes - a cause of poor decision-making
In all organisations, the written records of a meeting are very important.  worker representatives may have prepared well for a meeting, the rules and procedures for the meeting may have been followed and the Chairperson may have been an excellent facilitator and have ensured that clear decisions were taken, but ... if the minutes are poorly taken, or not taken at all, then the meeting will probably be a failure.  With nothing to refer to, the whole process of decision-making will probably have to begin again.

Why do people take poor minutes?
· Because planning and chairing of the meeting are poor, the minute-taker gets confused and is not sure what the actual decision is.

· There are no guidelines on what form the minutes should take, and how decisions should be recorded.  The minute-taker does it his or her own way, and it is not adequate.

· The minute taker is not sufficiently skilled in taking minutes.

Possible solutions
· The Chair must give the minute-taker support by running the meeting clearly, off a clear agenda.

· The could be an agreed format for minutes with guidelines for recording decisions clearly.

· Minute takers must be trained.

Some points about minutes:

· Minutes must be dated and, once they have been accepted, signed.

· Apologies and attendance must be recorded.

· All discussions should be clearly reflected in summary form: balance between too much detail and too vague.

· Decisions/proposal made should be clearly recorded, including proposers and seconders.

· Clear statements about implementation should be recorded.

· When someone agrees to do something, it must be recorded.

· Minutes must be accurate, neatly presented and well-structured.

· Minutes should be approved by the Chair of the meeting and then distributed as soon as possible.

Another problem - failure to implement
Decision-making is no good if it does not lead to implementation.  Thus, no matter how good the quality of the decisions taken, no matter how well they are recorded - if they do not get implemented then the process has failed.

What causes problems in implementation?
There are many reasons why decisions fail to get implemented.  They could relate to poor skills, lack of discipline, lack of commitment, lack of financial resources, lack of time, inability to be flexible when faced with complex and unforeseen problems in the implementation.

Many of these problems could be avoided by making decisions which take into account practical implementation issues and set out clear guidelines for implementation.  If, as often happens, the decision-making meeting does not have the time or information to set out implementation guidelines, then this must be the responsibility of the worker representatives.
Guidelines for implementation
Guidelines for implementation should answer the following questions:

· What is the decision?

· What tasks must be performed?

· Who will do what?

· When will they do it?

· How will they do it?

· By when will they do it?

· What financial resources will they require to do it?

· How will the implementation of the task be monitored and by whom?

Activity 16:
What negotiations are we (or 



should we be) involved in?
1 hour

Aims


To help us to:

· Think about why we negotiate and what we hope to achieve for workers in the informal economy
· Think about the range of negotiations that we are currently involved in (or should be involved in)
· Begin to identify the negotiating issues peculiar to the informal economy that we are challenged by
Task:
As worker representatives, negotiation is one of the most important duties we will have to engage in. Negotiating is about taken up workers demands and issues. And the outcomes will be eagerly awaited by workers, while your bargaining counterpart will be keen to assess the strength of feeling among workers around the demands being put forward.

This activity allows us to step back on the process of negotiation and issues we should be challenged by

Working in small groups with others from the same organisation, answer the following questions: 
1. What type of negotiations are you (or should you be) involved in?
2. Who are you key bargaining counterparts?
3. Would they be willing to negotiate? If not, how could your persuade them?

4. What are the main issues you find yourself taken up? What are your key demands?
5. What outcome/s do you expect from these negotiations?
You have 30 minutes to answer these questions.
Prepare to share your responses with the rest of the workshop. 
At the end of the group reports, we will draw out the common and interesting features.

Activity 17:
Preparing for a negotiation in the


informal economy –
 mandates and 



practice
3 hours
Aims


To help us to:

· Identify important aspects of negotiations that a informal economy worker representative negotiator needs to master
· Think through the preparatory and follow up steps in successful negotiations around informal economy worker issues
· Practice and develop our negotiating skills 
· Explore key lessons for building our role as negotiators in the informal economy
Task 1:
A negotiation is the process by which two parties adjust their stated positions so that they can reach a mutually satisfying agreement. If done well, negotiated agreements can lead to improved conditions for workers and better relations with bargaining counterparts.


In this activity we explore the demanding task of negotiations both through identifying key skills and in a role play negotiations practice.

Working with others sitting closest to you, quickly answer the following questions:

1. What skills do you think are needed by worker representatives who organise in the informal economy?

2. What skills do you think you need in reporting to and taking mandates on behalf of workers/ members in the informal economy?

You have 15 minutes for this discussion.

We will take response to these two questions in plenary before proceeding to task two.

Task 2:

Now that we have a shared understanding of the skills needed in an informal economy negotiation context, are we ready to tackle a series of negotiation scenarios?


We have 4 mini case scenarios around which we will need to negotiate. Working in four groups, you will be allocated a case scenario to work with. 


For the next 45 minutes you will be given an opportunity to prepare for the negotiation. 



Remember the skills identified in task 1. You may also want to refer to the further reading that follows for some useful tips.



Here’s how the task will unfold:
1. In your group you will need to decide who will ‘play’ the bargaining counterparts, who will play the informal economy worker representatives and who will serve as the observer.

2. Read your different ‘secret’ briefs that will be handed to you by the facilitator. Be sure you understand the issue/s. 

3. Next the various players will need to decide on their position in relation to the issue/s, what demands they will put forward, what they hope to achieve, and what strategy and tactics they will employ. 
Task 3:

Planning concluded, the negotiations will now start. Each group will have 10-15 minutes to role play their negotiation scenario.


At the end of all the role plays we will take contributions:

1. From ‘negotiators’ on their approach, what they would do differently next time and what they learnt from the experience.
2. From the bargaining counterparts and the observers on what they considered helpful and impressive from the negotiating team and their advice on what the negotiating team could have been done differently.
3. On what we all found to be the most important lessons from the role plays for informal economy worker representative negotiators and the reasons why.

4. Finally, what are some of the key issues for following up that could help prevent some of the problems from reoccurring or escalating?
The facilitator will record some of the key points emerging before concluding the session some negotiation guidelines. 

Negotiation practice 1:

Negotiating with the municipality for a safer marketplace

Brief for the negotiators:

A group of approximately 400 traders that you have just organised have been working under some really bad conditions.  They trade their ply in an open area just next to a major freeway. The municipality had agreed that they would provide a market for the traders.  They reached agreement with the traders on a suitable empty building which would be converted into a market.  Later, without telling the traders, the municipality agreed that the building would be used for a different use and decided on a different building for the market.  More problems occurred and still nothing happened.  

After nearly four years of to’ing and fro’ing another site has finally been identified and the traders have agreed that it is suitable.  The market had now been constructed.  However the traders have been given two days’ notice to move to the new market. The traders are angry and there are threats to boycott the long-awaited market.  

The Association of Street Traders has persuaded their members to rather negotiate with the municipality to give two weeks for the move.  In addition it would be important to negotiate around the management of the market – solving all the problems and also negotiating about new developments.

You are gearing up for the negotiation.

Brief for the municipality:

You are a team from the local municipality who has been dealing with a request from the local Association of Street Traders for the construction of a market for 400 traders they have organised.  They claim that the current location next to the freeway is hazardous.

You have agreed to source another market for the traders. This has been a long and arduous process.  Given all the responsibilities within the municipality it has not always been possible to make the market a priority.  To start with the location next to the freeway did not appear to be all that problematic. And, among many other responsibilities the issue of the market has not been forgotten.  An initial location identified had to be shifted in the interest of saving costs, but alternatives have always been sought.  There was always a firm commitment from the municipality to support these traders.

You were very pleased recently to inform the traders that you had finally found a suitable site for the market.  You provided them with a full two days to move into the new market. Feeling rather pleased that this matter had finally been resolved you were alarmed and surprised to hear a threat from the traders to boycott the market.

This appears most unreasonable.  You will meet with them to talk about this; but you can’t help but see this response as being largely unhelpful.

Negotiation practice 2:

Negotiating with micro finance institutions for credit

Brief for the negotiators:

A key demand from members has been support in the access of credit facilities.  You have identified a credit institution with whom you hope to negotiate easier access to credit for members.  Members have discussed and agreed that the negotiations should centre on the following terms:

· no collateral should be required for loans below a certain amount;

· nobody should be required to have her husband’s (or other male relative’s) signature as a condition for getting access to credit;

· records to be kept of members’ loans and their repayments, and monthly reports to be sent to the informal economy worker’s association so that they can assist in helping members to solve problems which interfere with their repayments;

· credit to be granted directly to members (not to members’ suppliers) and paid into their bank accounts which they manage themselves.

You are acutely aware of the many problems at risk in this negotiation, among them the issue of defaulters and how this would impact on the chances of future applications.  In addition you are also aware that the credit institution is constantly undergoing change and are therefore concerned about the impact of any agreements reached.  

Prepare to present your demands to the management of the credit institution.

Brief for the credit institution:

You are the management of a micro credit agency.  Your experience is of many workers attempting to access credit often without collateral or surety.  These workers offer the highest risk to the institute.  However you are aware that these workers are in urgent and sometimes desperate need for credit in order to attempt to make their economic activities viable and in so doing generate income for their survival.

This is therefore very much an opportunity for you!  With enough loan agreements signed you could eventually tap into much bigger sources of finance with greater returns.  And higher loans, which exceed repayment abilities, can only be of benefit, with penalties for every day that repayments are delayed.

It’s these considerations that are foremost in your mind as you enthusiastically prepare to meet worker representatives from the informal economy.

Negotiation practice 3:

Negotiating with government for changes to the law to combat disguised employment 
Brief for the negotiators:

You have been organising a group of women home workers. These women work long hours, under poor conditions and with no job security, producing garments for a big brand retailer under a disguised employment relationship. In effect their true legal status as workers with entitlements is being hidden to prevent the retailer and their contractor from paying taxes and social benefits.

Along with other informal economy associations you are preparing to meet with government officials to set forth your demands, calling on government to develop a national policy framework in consultation with all social partners, so as to:

· provide clear guidance concerning employment relationships, in particular the distinction between employed workers and self-employed persons;
· adapt the scope of relevant laws and regulations, in order to guarantee effective protection for workers who perform work in the context of the informal economy, especially women workers
· combat disguised employment which deprives dependent workers, the majority of whom are women, of proper legal protection;
· ensure standards applicable to all forms of contractual arrangements, including those involving multiple parties, so that employed workers have the protection they are due;
· provide access to appropriate resolution mechanisms to determine the status of workers and adequate training for individuals involved and
· ensure compliance with, and effective application of, laws and regulations concerning the employment relationship.
You are gearing up for the negotiation.

Brief for government negotiators:

You are a delegated group of government officials, tasked with negotiating with a group of informal economy workers’ organisations around question of the employment relationship and the issues of disguised workers in particular.

You recognise the extent of the problem facing workers lacking any sort of protection and you firmly believe that there is a need to promote a general understanding of the problem; however that these need to be understood within the context of government resources and existing legislation. While clarifying the employment relationship was important you believe that caution is needed against erecting barriers that would limit choice.

In particular you feel that:
· the current law sufficiently defines employment relationships and is hence more that adequate; there is not need to overstate the problem
· the lack of application and enforcement of existing laws, not a lack of clarity, was the main cause of lack of protection;
· the nature of employee and employer relationships are clear; the national framework for employment relationships include indefinite, fixed-term, fixed purpose, part-time and telework ; and

You are very much aware of the need to balance various interests in seeking a solution to the problem. The concerns of employers who have argued that overregulation could aggravate the unemployment situation, particularly given the huge size of the informal economy, is a genuine consideration. Ultimately any poorly considered regulation would have cost implications and create barriers to employment generation, growth and opportunity.
While an international standard was now in place, the need for flexible responses taking into consideration specific national circumstances was also widely supported.
You are ready to argue your position.
Negotiation practice 4:

Negotiating with a local employer representatives for an HIV/AIDS ‘workplace’ programme 
Brief for the negotiators:

Your members are a group of workers contracted in by a small-scale flower warehouse for the packing of flowers. These workers are based in the local market. The flower picking and packaging is contracted out to the warehouse by a multinational company operating in the region. 
Among many issues facing these workers, the HIV/Aids pandemic is proving to be central, with adverse effect on members and their families. These members are among the most vulnerable and their conditions make it easier for HIV to spread, with immense impact on households and hence on deepening their already dire situation. These are all exacerbated by the reality that they have limited access to an unsupportive health service, no social protection, no financial security, and are faced daily with the possibility of losing their jobs (particular if they have a day off sick, or need a day off to care for or bury a sick friend or family member).  That women make up the majority of these workers makes it even more severe, as they carry the burden of household responsibilities (including care for already sick family members).  

Having heard of the company’s commitment to HIV/AIDS awareness and prevention you have managed to secure a meeting with the company management team at a local level to discuss establishing an HIV/AIDS ‘workplace’ programme. While there are many issues you’d want to raise you are limiting this first meeting to 4 key issues: 
· The recognition of your market as a 'workplace’. 
· Improvements in the standards of health and safety within the market.

· The implementation of a ‘workplace’ advocacy and education programme that focuses on HIV/AIDS awareness, prevention and care. This should include support for the distribution of condoms. 

· Support for the establishment of a mutual heath insurance scheme, along with a subsidy to get the scheme up and running.
You also want these issues and demands to extend to other informal economy workers at the market. Many of these are own account and self-employed workers and would therefore not have access to any mechanisms for awareness, prevention and care.

You are about to meet the local management delegation from the company.
Company brief:

You are from the local management of a huge multinational company, indirectly operating in region through small scale flower warehouse suppliers.

You are renowned for your excellent HIV/AIDS programme and your commitment to the implementation of your end of the ILO’s HIV/AIDS Code of Practice. This has seen you set up workplace HIV/Aids committees and put extensive company resources into advocacy and education programmes for workers on your formal side of employment. You have never thought any of this appropriate or at least feasible for workers contracted in through the flower warehouses. These workers were not ‘employees’, they weren’t located in a workplace; and hence it was impossible for the key principles of the Code of Practice to be applied in their situation.

You know that an association organising these workers would like to meet with you. You have agreed to meet them. You recognise the scale of the pandemic, having witnessed the impact on productivity through increased absenteeism’s (something which the warehouse has to take responsibility for). It is your belief that government needs to take more responsibility to encourage the establishment and growth of mutual health organisations and other schemes to support these workers. You feel it impossible for extending the span of your work into this contracted out employment.
However, to show you are serious, you will commit to ‘adopting’ an Aids programme for a family affected among these workers.

You do hope these workers will not expect more.

You are ready to meet them.

· Further reading 

Preparing for a negotiation
Please not that this reading is best used in conjunction with the reading following activity 9 in Part 1 of the manual.

In the planning stage
· research your case

· try to reduce anxiety by creating a supportive climate

· describe what the problems are

· test any assumptions in the negotiating team

· predict the arguments of your negotiating counterpart

· be spontaneous

· sympathise with your colleagues

· reduce conflicts within the negotiating team

· make provisional judgements to assess the situation

· take notes to take with you

Before the negotiations start
· ensure consultations with members

· agree on what it is you want

· work out your top and bottom line

· set priorities

· build the negotiating team

· allocate roles to members of the team

· agree what signals will be used

· provide opportunity for listening practice

· change your leadership style towards a task orientation

During the negotiations
DO!

· put your case simply and clearly

· ask the negotiating counterpart o explain their position

· defend reputations – people, the union

· recognise and manage potential internal conflicts

· utilise adjournments for positive feedback

· listen actively

· watch body language

DO NOT!

· disagree among yourselves (rather seek an adjournment)

· respond to verbal attacks – avoid emotion and appeal to reason

· lose your temper

· give away your position

· make personal attacks 

· adjourn for too long

· make an offer too early

· make a deal without members authority 

· negotiate alone 

When you get stuck while negotiating

· know when to take a break – caucus
· summarise where both parties are at 
· get agreement “in principle”
· suggest a process for getting agreement e.g. a working party 
· discuss possible results of getting bogged down
· discuss mutual benefits of a settlement 
· try “what if” statements  
At the end of the negotiations
· summarise

· agree a written statement and result (agreement or not)

· congratulate both side if agreement has been reached

After the negotiations
· ensure that the message gets to the members quickly

· review the negotiations with your team

· keep records of what was agreed

· ensure that the results/implementation are acted upon and monitored

· consider organising opportunities

Three golden rules in any negotiation:

1. Never negotiate alone.

2. Never make a deal without agreement of members.

3. Maintain unity while negotiating

Key negotiation skills

Representative Skills (Relate to membership)

· Obtaining clear mandate from workers

· Representing workers views to management

· Returning to workers and reporting clearly and precisely.

· Returning to workers for fresh mandate

· Convincing workers that you have served their interest

· Ensuring workers understanding of issues on the negotiations table

Communication Skills


· Sending clear messages

· Clarification of workers interests

· Clarification of management interests

· Refusal to acknowledge management’s interests

· Clarification of common ground 

· Clarification of differences between the parties

· Clarification of irreconcilable differences

Influence and Problem Solving Skills

· Persuading and selling

· Trust building

· Vision building

· Assertiveness

· Identification of problem objectives and parameters

· Exploration of alternatives

· Assessment of alternatives

· Reaching decisions

A 10-point checklist for negotiators:
1 Are you ready for the negotiations, do you know what you are aiming for, and have you got a clear mandate?

2 Is your side fully briefed and have you agreed on your main arguments and tactics?

3 Have you thought about what the arguments of your bargaining counterpart is likely to be and how you can counter them? Have you thought how you can use the strength of your members?

4 Are you clear about the procedures that will be followed, and of any clarifications that you will need at the start of the meeting?

5 Do you need to present any written evidence, and have you read any materials from your bargaining counterpart carefully?

6 Have you decided who will speak, and the role that others will play during the negotiations?

7 Have you remembered that you can ask for an adjournment to consult one another privately?

8 Is a member of your team taking careful notes so that you can report-back what the bargaining counterpart is saying, and what they are prepared to offer?

9 Are you remembering to stay calm, and not to allow yourselves to be provoked or forced into making statements that are unhelpful?

10 Have you thought about how you will report-back to the members, and keep them up to date with developments during the negotiations process?

Activity 18:
Extending democratic participation and organisation – the cooperative option
2 hours 

Aims


To help us to:

· Explore ways in which we can extend the participation and representation of workers in the informal economy
· Hear how others have done it

· Work through a series of cooperative options, considering what would best benefit informal economy workers we organise 
Task:
In working for a better life and future for informal economy workers, like the trade union movement, the cooperative movement offers some very practical solidarity building dimensions.

This activity helps us explore these. We will work through 4 cooperative options, considering which is best suited for worker’s we organise.

The options are:

· A savings and credit cooperative 

· A workers cooperative

· A labour cooperative 

· A service cooperative
But first, the facilitator will take you through a brief input on the cooperative movement and we will get a chance to share any schemes that our organisations may have.
The input with questions should take us around 20 minutes.

At the end of the input we will work in small groups. 
Read through the cooperative option selected by your group. Now imagine that your workers were organised in this cooperative:

1. How would it help the workers?
2. Who would be the members? What would be their common bond?
3. Would it also be open to non-members?  If yes, where are they employed?
4. If your option is based on a product or service model, what product or service do you plan to sell or offer? And to whom?
5. What skills exist and what are needed to run the cooperative? 
6. Will you need start up capital and training? Where will this come from?
7. Will you need political support? If yes, how could this be organised?
8. What potential pitfalls are likely, how could these be addressed?

You have 45 minutes for the group discussion.
Prepare a flipchart with your worker profile and questions answered. Get ready to report to plenary, remembering to provide an overview of the cooperative you were exploring, as others will not have had the opportunity to explore this at the same level. 
Option One 

A Savings and Credit Cooperative
Savings and Credit Cooperatives, or SACCOs, are also known in some countries as Credit Unions. 
The big problem for informal workers is usually capital. If you are running a micro-enterprise, like selling vegetables, or shining shoes, you may need a small amount of money to get going, or improve your business. 
Mini case study…

In Uganda there is a shoe shiners’ organisation, Kampala Shoe Shiners and Repairers Association. The government has decided that the shoe shining boxes were too shabby to be allowed on the main streets. There is a big clean-up going on in Uganda, as a big meeting of Commonwealth leaders will take place there in 2007. So the shoe shiners have to borrow 100,000 shillings each (about $75) to buy an approved kit. One of the activities of the association is a SACCO. Without this cooperative, it is hard to think how a shoe shiner could raise that kind of money. If you want to build a small stall to sell your vegetables, instead of doing it on the street, you will need maybe $100 to pay for it. But you don’t have $100. You have no savings. Where can you borrow $100? Everybody you know is in the same position. You go to a bank. They want to know how they will get their $100 back if you don’t repay the loan. Do you have any assets to pledge as security? No you don’t, that is why you need $100.

Microfinance

Microfinance, the provision of financial services to the poor on a sustainable basis, has become very popular as a way to solve the problem of providing small amounts of credit for own account workers. SACCOs are one way to provide microfinance, but with an important difference – they are owned and controlled by members. This opens up opportunities for participation in the economy, it fosters solidarity and it empowers the working poor. 
Each SACCO has a "common bond" which determines who can join. The common bond may be people living or working in the same area, people working for the same employer or people who belong to the same association, such as a church or trade union. SACCOs are for service rather than profits. The interest charged on loans pays for the running costs. They are a form of solidarity.

How do SACCOs work?

The members of a SACCO pool their savings together; these savings then provide a pool of funds from which loans can be made. A SACCO borrows money from its savers and may pay them a return on their money (dividend). The money borrowed from members is lent out to other members, who pay interest on the money loaned to them.

The SACCO must be successful in attracting a large enough number of savers to provide a sufficient liquidity level to meet members’ demands for loans, savings withdrawals and to pay operating expenses. It should therefore aim to give its savers a good return on their savings. The dividend payment to savers as well as the SACCO’s other operating costs should be budgeted for throughout the year. SACCOs often also provide members with forms of insurance. One of these is life assurance based on their savings. Another benefit is loan protection insurance. In case a problem – such as illness – means the member cannot repay the loan, the loan protection insurance provides for repayment of the loan instead.

Who runs the SACCO?

The SACCO is mutually owned and democratically controlled. The operation of the SACCO is managed and controlled by an elected Board of Directors. All officers of the SACCO are members of the SACCO. The board of directors are all volunteers.

Sponsorship

To start a new SACCO, training and sponsorship will be necessary, especially in its early stages. Sponsorship can provide the resources necessary to start a financially sustainable SACCO and sponsorship can also provide credibility. This is where workers who are already well organised can help through their trade union. If workers in a unionised workplace have set up a SACCO, and it has surplus funds, these could be loaned, via a national organisation, to help new SACCOs. 
Mobilising savings

A real advantage of SACCOs is that they mobilize very small savings. Conventional banks often require a large minimum deposit of $50 or $100 - too much for many workers. In Kenya, KUSASA (short for KUSCCO SACCO Savings Account) accepts new deposits of just 200 shillings (about $3). This enables very small self help groups

to start saving – and individuals of course. At the moment, an individual or group with any cash is vulnerable to theft – often violent.

Creating jobs, providing services

In Uganda, small SACCOs are trying to provide jobs and at the same time provide vital rural services. 

Option Two 

A Worker Cooperative
A worker cooperative is a business owed and controlled by the workers. They may be unemployed or threatened with redundancy and want to create jobs for themselves.

Mini case study…

Wamumo Enterprises & Commercial Services is a workers’ cooperative near Nairobi. The cooperative has ten members and provides garbage and cleaning services on an estate. Their secretary, Moses M Wanyama says: “the purpose of the cooperative is creating more employment for people like us … instead of being informal, we become formal … as a human being, you have your own ambitions, our ambition is to make a good environment for Kenyan citizens, we are not going to be narrowly based in this estate, this is just a beginning. We are striving to make our daily bread.”

People wanting to set up a cooperative business will need:
· A product or service that people will want to buy.

· The members – the workers who will do the work.

· The resources to start up – finance, premises, equipment, etc.

· The commitment to make the cooperative succeed.

Different origins of worker cooperatives

No two worker cooperatives are the same, but amongst the great variety of organisations, the following can be distinguished:

· New start. Most cooperatives are brand new enterprises which are set up to cater for a ‘gap in the market’. The motivation comes from the members’ commitment to cooperative principles, and their desire for mutual self-help.
· Conversion. Some well-established traditional companies have been converted into cooperatives because the proprietors wish to pass over or sell ownership to the workforce. This is often a far better solution for the owner and workers than liquidation or sale to a competitor.
· Rescue. Workers are frequently driven to attempt to defend their jobs by forming a cooperative to continue a business that has failed for some reason. To have a good chance of success a rescue cooperative must be able to identify the reason for failure and be sure that it has the solution.

Trade unions are concerned that cooperatives might be set up, in order to try to avoid implementation of workers’ rights. This danger is clearly discussed in ILO Recommendation 193. This recommendation addresses the danger of bogus cooperatives being set up. It calls on national policies to:

· Promote the ILO fundamental labour standards and the ILO Declaration on Fundamental Principles and Rights at Work, for all workers in cooperatives without distinction whatsoever
· Ensure that cooperatives are not set up for, or used for, non-compliance with labour law or used to establish disguised employment relationships, and combat pseudo cooperatives violating workers’ rights, by ensuring that labour legislation is applied in all enterprises.

Cooperatives and Decent Work in Mercosur

A recent meeting of cooperatives in Mercosur countries (a group of countries in South America) issued a declaration on Cooperatives and Decent Work that noted their special role in reviving private enterprises that had failed. In the last period, especially from 2000 to 2004, and as a consequence of the deepening of the economic crisis, numerous private capital enterprises closed and some even abandoned, especially in the industrial and service sectors. Work cooperatives recovered by their workers extended into these areas, and acted to salvage businesses, in many cases without legal certainly or appropriate public policies.

Options Three

A Labour Cooperative
Labour cooperatives can be considered as a type of worker’s cooperative (please read option 2 to understand worker cooperatives), but without any assets other than the skills of the members. The labour cooperative does not own any assets such as premises or equipment. 
They have been organised to carry out, for example, building works, dock work, portering work at railway stations. They may have particular potential in situations where contract labour is used. Contract labour, employed by a contractor, who undertakes work for a local government authority or company, is very frequently exploited. The main or substantive employer may want the flexibility and savings that using a contractor may bring, but the result is often that the contractor’s workers are denied basic rights and protection. Tax and other deductions may be made, and not passed on to the authorities. Or the worker does not receive the rate set for the work, as the contractor skims off money from the wage. Trade unions have tried to get the International Labour Conference to adopt a standard on the issue, but so far without success.
Mini case study…

In Kilombero Sugar Works, Tanzania, the number of permanent workers was reduced from 4,600 to 600 only – the rest were distributed into several sub-contractors who are hostile to unionism. Health and Safety is often a problem. The Health and Safety Commission (HSC) of Britain, which is the apex safety body, has collected evidence that the accident rate for contract labour can be twice that of regular workers. It is usually difficult for contract workers to organise or join a trade union. The contractor will often respond by sacking the active workers. But if the same group of workers could form a cooperative and bid for the contract, they could ensure that at least the money paid by the original employer was properly accounted for and paid to the workers in full. They could stop cheating by contractors. Members could pay themselves a regular wage, as the value of the contract is usually known in advance. In some countries, this idea, of giving a cooperative a contract for labour has received official sanction and support. It could work where local government has been given more powers to award contracts, and where pressure can be organised to bring to bear on the authorities. If the regular workers at a company or government entity are themselves in a trade union, they can make this an issue for collective bargaining - that if contract labour is used, a labour cooperative should be given every encouragement to bid for a job.
As with workers’ cooperatives, there is a danger that bogus labour cooperatives might be set up, in order to try to avoid implementation of workers’ rights. Apex cooperative bodies should be vigorous in ensuring that cooperatives do respect workers’ rights. 

Option Four 

A Service Cooperative
A service cooperative exists to provide a service to its members. Members of the cooperative pay for the services that they receive. It is not the function of a service cooperative, however, to make trading profits out of its members but to provide the best possible services at the lowest possible cost. Examples of services cooperatives can provide are wide ranging, reflecting the different needs of the members which they serve. 
They include:
· Joint marketing; this can be very helpful to workers in the informal economy who are carrying on small scale manufacturing and trading.

· Collective purchasing of raw materials to ensure supply and benefit from discounts.

· Taking on the lease of premises for joint occupancy (eg craft centres).

· Running training schemes.

· Office and Communications Services.

Mini case study…
A good example of a service cooperative is the garage and spare parts of Assetamorwa, the motor cycle taxi drivers organisation in Kigali, capital of Rwanda. With their distinctive yellow tunics, Assetamorwa members are everywhere in Kigali. With more than 1,500 members, the association

trains drivers, and also runs a training school depot and negotiates with the traffic police. It is registered as a trade union and affiliated to CESTRAR. Gikomba market, in Nairobi, Kenya, is one of the largest in East Africa. A traders’ self help group (SHG) provides a vital service – toilets and showers. The charge is only 2 Kenyan Shillings (there are around 70 shillings in a dollar) to use the toilet or have a shower. This employs four people. More importantly, it allows women the freedom to use and trade in the market. Without a toilet, they cannot sit all day by their stall. Using the cash flow, the group have opened a café, which provides cheap food for market users and has created another 12 jobs.

· Further reading 

The Cooperative Movement

Both the trade union and cooperative movements involve people with shared values coming together in practical solidarity – improving living standards, improving services, improving wages, improving working

conditions. They are a conscious effort to improve the world, taking the future into their own hands to bring about social change. The trade union and cooperative movements both work for a vision of a better future for working people. That is why they can work together.
Both the cooperative movement and trade union movement are around 200 years old. They both have their origins in the same impulse – the protection of working people. Wherever working people come together in some kind of group, they have created or joined trade unions and

cooperatives. Today, they are coming together to fight for workers in the informal economy. The two movements have a combined world membership of more than one billion.

The cooperative movement

Some argue that the cooperative movement began as a response to unfairness, the social divisions and inequality of the industrializing countries of Western Europe. The ILO Recommendation 193 (2002) forms 
the basis for the cooperative statement of identity. Key points include:

· Cooperatives operate in all sectors and all countries.

· Cooperatives are based on principles and values.

· The ICA statement of cooperative identity which states those values and principles is accepted as the basic definition of a cooperative.

· Cooperatives should enjoy equal treatment with other types of enterprise.

· Governments should create an enabling environment and facilitate access to support services.

· Cooperatives should not be used as a way of avoiding labour legislation.

· Employers’ and workers’ organisations should promote cooperatives.

· Cooperatives should cooperate internationally.

· The promotion of cooperatives should be considered as one of the pillars of national and international economic and social development.
Cooperatives were originally established as a practical means whereby working people could meet their everyday needs, as a route to building a better society. Their vision was not simply about credit or retailing, but

about how, through self-help, they could improve their working and living conditions, and their communities.
Cooperative structures

As the cooperative movement has spread all over the world, over the last 150 years, it has developed different structures. Sometimes, these have had to adapt to different national legislation governing cooperatives.

Nevertheless, certain common features remain. 

The foundation of cooperatives are their members – just like trade unions. Members come together into ‘primary cooperative societies’. Primary societies can then unite into ‘unions’. Yes, this is confusing! Primary cooperative societies are the members of secondary cooperative societies, or cooperative unions. Kagera Cooperative Union (KCU) links together 90,000 coffee farmers in 124 primary societies in Bukoba district on the eastern shores of Lake Victoria in Tanzania. It is a secondary cooperative society. Its members are primary societies, whose own members are the coffee farmers. Kagera Cooperative Union supplies ‘Fair Trade’ instant coffee to more than 4,000 British consumer cooperative stores. The extra payment means that most years KCU is able to give each society two million Tanzanian shillings ($2,000) of Fair Trade social premium. Each primary society is free to decide how to spend the premium and typically many choose to invest in schools, upgrading collection centres or improving dispensaries. Local cooperative unions can combine into a national apex organisation for their sector; and in some cases, the union is the national apex organisation. The apex organisations can combine into national cooperative federations, representing all sectors and industries in which cooperatives operate.
The global organisation for cooperatives is the International Cooperative Alliance (ICA). 
Types of cooperatives

There are different ways of classifying cooperatives. Perhaps the simplest is by looking at the key question – who owns the cooperative – who are the members?
Consumer Cooperatives

The consumers of the services or products own the business. There are several types of consumer cooperatives:
· Retail cooperatives serve local residents through stores, joint purchase and catalogue mail-order sales.
· Institutional cooperatives serve employees at their work places through stores and canteens.
· Medical cooperatives serve members by operating hospitals and clinics, dental care and pharmacies, where preventive health care is emphasized, and friendly, convenient services are provided. Sometimes called Mutual Health Organisations (MHOs).
· Insurance cooperatives provide many kinds of life and other insurance products for members.

Producer Cooperatives

Producers of products and services own the cooperative for the purpose of joint marketing, processing the products and services and/or joint purchase of inputs - such as raw materials. Each member is still an

independent business or trader. One obvious form is agricultural or farmers’ cooperatives, where farmers buy fertilizers or seeds through the cooperative, or process and sell products - such as milk or cheese.
Employee or worker cooperatives

The employees of the business own the cooperative.

Some facts about cooperatives:
· There are 750,000 primary cooperative societies worldwide.

· There are 800,000,000 cooperative members; about 3 billion people are estimated to benefit directly or indirectly from cooperatives.

· Cooperatives employ 100 million workers. The total number of workers employed by multinational companies worldwide is less than this – around 85 million.

· More than 50 per cent of the global agricultural output is marketed through cooperatives.

· The assets of financial cooperatives have reached 5.6 trillion US-$ in 1998; this represented 18 per cent of assets of the world’s largest 1,000 banks in that year.
Some examples:
· Three quarters of the cotton produced in Burkina Faso is being marketed through cooperatives.
· SALUDCOOP is Colombia’s largest health insurer, and one of Colombia’s largest private enterprises; this cooperative now provides health insurance to a quarter of the population.
· In Argentina, 10,000 jobs have been saved by the transformation of 160 bankrupt enterprises into worker-owned enterprises after the collapse of the national economy.
· Thirteen million Indian workers have found gainful employment thanks to labour contracting cooperatives.
· The Italian social cooperatives have created 60,000 decent jobs for marginalized and excluded people who were previously confined to closed institutions.
· 12 per cent of the US population, mostly people living in remote rural areas, are served by rural electric cooperatives (which, in many cases, also provide telephone and Internet access).
· The 1,995 fishery cooperatives in Japan catch 70 per cent of the country fish production, and provide employment to 350,000 people.

Cooperative values and principles

Cooperatives globally are united by a shared set of values:
· Self help – collective effort can be more powerful that an individual acting alone. Together we can help each other to succeed to mutual benefit.
· Self responsibility – recognises that it is no use waiting for Government or other agencies to resolve issues – and the need to get on and tackle the issues. We do it to the best of our ability rather than expect others to do it for us.
· Democracy – recognises the right to participate, to be informed, consulted and involved in making decisions.
· Equality – if people are to participate fully in, they must have equal rights, responsibilities and opportunities.

· Equity – within a cooperative the financial contributions and rewards for active membership are distributed fairly.

· Solidarity – there is strength through joint action – working to create a successful, united cooperative movement.
Cooperatives also share key ethical values:
· Honesty – honest dealings with customers and suppliers, reliable quality and fair prices build a reputation as a trustworthy organisation.

· Openness – striving to be truthful requires cooperatives to be open, to disclose information about their products, their service and the way they are organised.

· Social responsibility – cooperatives have a responsibility to their communities.

· Caring for others – about how we relate to each other and to our communities.
Activity 19:
Building solidarity and strategic 



alliances

1 hour 30 minutes

Aims


To help us to:

· Reflect on the principle of solidarity work

· Understand the importance of building strategic alliances within the context of solidarity 

· Explore ways in which we build strategic alliance for extending solidarity work and improving the livelihood of workers in the informal economy

Task:
At times it may appear as if the challenges faced by our members are unique, specific to our own circumstances. But in fact many of them are very common, flowing from the same pressures which are facing workers worldwide, in both the formal and informal economies.

We must be active in surfacing these challenges, understanding their causes, and then plan strategically and in alliance with others to address them.

This activity provides an opportunity for us to think about how we build solidarity and alliance with others.
Working in small groups, you will choose one of the topics below. Use this to prepare a short input for a meeting of members.

Topic 1

You have received news that workers elsewhere in the market have been evicted. Would members support their cause? If not, why not? If yes, how can you get members to support their cause? 
Topic 2

The national trade union centre has called a general strike to stop the increase in the price of petrol. Would members support the strike? Would it be possible for members to support the strike? If not, why not? If yes, how do you get you members to support the general strike?

Topic 3

You’ve decided to run a campaign to persuade the municipality to improve facilities at the local market. What other organisations do you think you could persuade to support you in your cause? What to you ask them to do as support?

Topic 4

The local municipality has taken a decision to privatise water services. A range of NGOs have taken up a fight to stop the privatisation process.  Should members get involved? Can they? If not, why not? If they can, how do you get members involved in the campaign? 
You have 40 minutes to work through these topics.

We will discuss the points you have put forward and answer the following questions in plenary:
1. Some argue that our own issues and challenges are pressing enough, so why bother building solidarity with others. Why do you think building solidarity is important? And how can we support others locally, regionally and globally? 

2. Why is building strategic alliances important? How do we decide whether an alliance is strategic or not? And how do we practically make this happen?

The facilitator will end this activity with a short input on the principle of solidarity and the importance of building strategic alliance.
Activity 20:
Next steps – priorities for 



development
3 hours

Aims


To help us to:

· Think through the changes we hope to make on our return to our regions/offices

· Establish how we might monitor developments in future, and give each other support

· Devise a practical strategy to improve the processes we are involved in, and to develop initiatives for activities we have been avoiding being involved in

Task:
This workshop has provided us with the opportunity to think through the challenges we face, the issues and demands of informal economy workers and what’s need to advance both their effective organisation and representation.

How do we ensure that our work does not end here? 


This activity is designed to help us think through where we go next.


Working in small groups with others from the same organisation, complete the following:
1. Re-look at the challenges and various lessons which have emerged through this workshop. As a group, debate and agree on no more than 5 key challenges that require redress in the next period. List them on chart paper.
2. Each member of the group should now list (on cards) practical steps they personally intend to take in order to tackle each of the challenges agreed. Please be realistic!  



3. Pin the cards up on a board.  Each person then constructs points into a ‘priorities for development plan’ and writes it up on regular A4 paper.
4. Read through your plan again and see what you have left out. You may also want to work though the checklist included over the page. Fill in what you have left out and re-write it a second time on a flip-chart to present to the plenary.

5. Share your strategy with the plenary for collective feedback and supportive criticism.  

You have 1 hour and 30 minutes in which to develop your strategy

You are asked to take careful notes of the feedback received, which you should take back to your region/office to put into practice immediately on your return. 

Checklist: 
Ten stages in organising a new group of informal

economy workers

You will need to do several of the things in this checklist, but these steps are not in a rigid order.
1. Getting an organising group together
There must be a small team of committed people who can work together to set up the group.
2. Deciding on a common bond
You need to be clear on the potential membership, the target group of your organisation. What do they have in common?
3. Gaining support and mandates
Before you start, you need to be clear about the benefits that the organisation will offer to workers. If they ask: “what is in this for me?” - you must have an answer. You must know if people in your proposed group really do want to organise, and you need to know what services they would expect from it. You must also hear from them as to what they want you to take up. Doing this research early on ill confirm whether your efforts are likely to succeed.
4. Developing a plan
The organising group, and the potential members, need to draw up a plan. This may be a business plan, if you are setting up a cooperative, or it may be a plan about what your members need from local authority or other state agencies. It is very important to have a plan, when you ask workers to join. This plan should clearly state objectives, key principles, and activities.
5. Obtaining support
A new group will need some support or protection. Who? An existing trade union, or a strong cooperative?

6. Training and support
Get as much training and technical advice as you can, especially if you are setting up an enterprise.

7. Write some rules

You will need a structure and a set of rules. There are many examples. Find one that suits you and adapt it.
8. Choosing your leaders
Have a meeting to formally elect your leaders - the officers and committee.
9. Getting registered

Your group may need to be registered with some government organisation, depending on the legal form you have adopted.
10. Launching your organisation

Now you can start recruiting, getting members to join. Ensure that you have clear mechanisms for active membership involvement.
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