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Organising public sector

workers

Public sector workers have two options as their world
andtheir workpl acesarereorgani sed around them: they
caneither Sttight andtry todefend thestatusquoor they
canseizetheinitiativeandtry toinfluencetheshapeand
direction of those changes. It may comeasasurpriseto
some unions to know that there are till people who
choose the first option. This paper is written on the
premisethat the second optionistheonly onewhichwill
defend and strengthen public sector trade unions and
make them relevant for the globalised 21% century.

If unionsdo not takethe organisinginitiative, employ-
ersandgovernmentscertainly will andthey will structure
the workplace, define the coverage, size, shape and
nature of unions to suit their interests and not those of
workers.

Organising does not just mean recruiting new mem-
bersand retaining them. It a soincludesdeterminingthe
shapeand natureof thepublic goodsand serviceswhich
our membersdeliver sothat workersand thecommuni-
tiesthey serve can see that the unionisrelevant to the
needs of achanging world, isreflecting theinterests of
all workersand thepeoplewho usetheir servicesand has
avision of the future which ensures the centrality of
unionsin that future.

Thismeansthat unions have at last three major tasks
facingthem:

e They must work harder on keeping the loyalty of
existing members so that, faced with opposition
from hostile governments or the need to redefine
their coverageassectorschangeor asunionsmerge
or compete for membership, public sector unions
will beseen astheobviouschoicefor workerswho
want to have their voice heard.

e They must bepreparedtoreorganiseinthefaceof
public sector reform, restructuring, contracting
out, privatisation, etc. This will mean following
their members out into the private sector; it will
mean arefocusing on the work our members do,
away from a concern about who the employer is
andtowardsaconcernabout thenatureand quality
of thework that wedo. That is, public servicesare
not public services because the employer is a
public authority but becausethe servicesor goods
we produce are for the public good. Evenif our
membersare employed by, for example, aprivate
water company, our attitude has to be that water

isapublic good, that the public authoritiesremain
accountable for its universal delivery, that ques-
tions of service quaity and equity remain public
responsibilitiesand that, in appropriate cases, reg-
ulatory issuestodeal withtheseandrelated matters
are public responghilities. This adlows, indeed
requires, public sector unionstofocuson questions
of service qudity and public accountability. By
definition, insomecountries, suchanapproachwill
result in disputes with unions which use outdated
concepts of public versus private ownership to
determine the issue of union organisation.

e Byimplication, thefirst twotasksmeanthat public
sector unionshaveto haveadynamic approach to
determiningtheir future. Rather thanregardingthe
future of public sector trade unionismasmerely a
matter of how longwecanretainall publicservices
in public hands, it meansthat unions must play an
active role in deciding the nature of work, the
natureof therel ationship betweentheprovidersof
public goods and servicesand the peoplewho use
them and the social and ethical responsibilities of
employers. Rather thanalowingthecommodifica
tionand commerciaisation of anincreasingnumber
of atomised servicesfor sale, we haveto reinvent
production, with peopleasthepriority —thepeople
who usetheserviceand the peoplewho provideit.

Some dtrategists in public sector unions argue that

faluretoaddresstheseissueshy public sector unionswill
seeboth the uniondisappear (or becomeirrelevant) and
the public services themselves diminish in size and
become poorer in quality.
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Keeping the members loyal

Organising new members, keepingtheloyalty of existing
membersinthefaceof privatisationor theintermingling
of whole or parts of unionswhose sector or industry is
merged with othersall consumeresourcesand energy.
This can limit to a union’s ability to ddiver good
traditional bargaining results. International trends re-
quireunionscontinually to provetheir members loyaty.
All of thesedevel opmentssuggest that unionsshould be
paying close attention to the continuous battle for the
“heartsand minds’ of our members. New methodshave
to join the time honoured ones.

Intermingling of existing union representationthrough
health care restructuring is already happening in many
countriesand thiskind of activity can besafely forecast
inthe socia services, municipal servicesand education
sectorsin the near future.

In Prince Edward Iland and Newfoundland in Can-
ada, PSl’ saffiliate NUPGE had an exampleof govern-
ment-forced intermingling votes (avoteinwhich work-
ersinseparateunionsareforcedto choosemembership
of oneamongst competing unions), inwhichboth UPSE
and NAPE, NUPGE components, learnt some lessons
fromtheir campaigns.

e the persona approach to members — personal

contact, asopposed to just mailingsof information
- wasemphasised;

e most of the direct member contact wasfrom and
by activist members; the role of union staff was
more in planning and strategy, which led to the
fedingthat fellow workerswerel eading theorgan-
ising-that workerswereta kingtotheir colleagues
- rather than the campaign being conducted by
professional union staff;

e it wasimportant to both campaignsthat the union
wasseenasan' agent of change’ intheworkplace
andwithrespecttothedelivery of theprogrammes
involved, not opposed to al change, but construc-
tively involved in restructuring;

e both unions emphasised the importance of their
roleinthelarger issues, being seento beinvolved
inthedebateabout health carein genera on behal f
of their members and spesking out on behalf of
good socid poalicy;

e Dboth local autonomy — the ability to make loca
decisonson local issues- and involvement in and
representation by a strong national organisation

wereimportant to members;

polling was used both to get information about
members views and as a method of showing
membersthey were being consulted;

it wasimportant to think ahead, to plan strategical -
ly, to be the first off the mark;

insuccessful organising, thewholeunionorganisa:
tion hasto beinvolved; thereneedsto belong-term
and strategic planning with leaders and staff; and
it hel psto analysethestrengthsand weaknesses of
other unions that are sure to be involved in inter-
mingling votes.
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The implications of active

organising

In order to maintain union dendity in ‘public service
industries such as hedlth care, corrections and public
works, public sector unions need to make inroads into
the private sector, where this involves following the
work. However, with the kinds of restructuring taking
place today - full privatisation, specia operating agen-
cies, devolution, regiona boards, joint enterprises, NGOs,
etc. - it is necessary to re-define both our concept of
public services and our objective.

If aservicewasor even should bea ' public service,
then the technical form of ddivery can't determine
whether public sector unionsshould beinvolved; theold
daysof linedepartments of amunicipality delivering al
public servicesissubstantially gone. To stay ahead PSI
affiliatesneedto seepublic servicesasour responsibility,
however they are ddlivered. Wewould not accept that,
just because Suez-L yonnaise takes over afood opera-
tion to complement itshospital contracts, al workersin
thepre-existingfoodworkersunion should switchtothe
origind Suez-Lyonnaise construction union and/or its
ITS.

This raises an issue which, at one level, can be the
sourceof inter-union rivalry in somecountries, whichis
counter to the national custom and practice but which
public sector unions must actively consider. All PSI
unions must have a determination to grow in size,
strength and effectiveness wherever possible and PS|
should devel op mechanismsby which affiliates seeking
ideas or even direct assistance from other affiliatesto
achievethisobjective can do so. Any other assumption
IS an invitation to extinction. But, in countries where
thereisnolaw or agreed union practiceto preventaunion
moving outs deitstraditiona areasof coverage/jurisdic-
tion, then public sector unions should serioudly debate
the pros and cons of extending their coverage beyond
their current boundariesif they can effectively organise
unorganised workers into the union movement. For
example, publicutility unionsshould actively organisedll
new utility plantsin the public and the private sectors.

As implied above, there are some countries which
restrict unions in their coverage by either preventing
morethan oneoccupation or sector from being organised
by one union or stopping aunion organising membersin
both the public and the private sector. In some places,
thiscanbeovercomeby creating afederation or confed-
erationwhich can providethepotentia to achievesome

economiesof scale. Inother cases, it may beamatter of
unions campaigning to get such legidation changed
since, in fact, such restrictions are a breech of 1LO
standards on freedom of association.

However, thefocusintheseorganising debateswhich
haveapotentia to pit unionsagainst one another should
be on how unions and I TS can co-operate to organise
more of theworkforce, especially thoseintheinformal
sector, and to deal more effectively with, especidly,
transnational companies(TNCs) which span countries
and sectors. Inthe end, the objectiveisto increasethe
level of union density so that unions can more easily
force TNCsandindustriesto behaveinamoreworker-
friendly manner. In fact one of the factors leading to
privatisationisthelow leve of unionisationintheprivate
sector in general, which means lower wages and less
expensivebenefitswhenwork ismovedintotheprivate
sector. Unionisation in the private sector - with better
wagesand benefitsresulting - can thereforebeamajor
factor in preventing some privatisations because the
savings from cheaper work are no longer there.

Unions need to share ideas internationally on new
models of public service delivery to ensure the work
captures al the possbilities, and to ensure that the
employment effectsof thevariousmodelsarecorrectly
understood.

Thismeansthat theleadersand staff of theunionhave
had to learn new skills and embrace anew philosophy.
In order to organise effectively and efficiently, unions
must target their research (todecidewhether toorgani se)
andthereforemust befamiliar withtherelatedindustries.
In generd, this means we now need to know about
industry trends, the company players, the workforce
(union vs. non-union). When it comes to potential
targets, weneedtoknow ownership, financial condition,
sources of funding, prior and current union history, and
other regulatory matters such as health and safety
records. I naddition, theorgani serswill needtoascertain
worker interest and community support. Individual
unions such as AFSCME in the USA are starting to
collect thisdatabut PSI can and does play amgjor role
infacilitating contactsamong unionsin aflexiblemanner
through affiliates accesstoand contributionstoitsdata-
baseson TNCswhicharemovingintothepublic sector.

Infact, it isthis TNC intrusion which has demanded
that PSI fulfil this latter role more comprehensively.
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Whilstindividua governmentsor publicauthoritieswere
thefocusof unionorganising, campaigning and bargain-
ing, PSI could do little more than help &ffiliates to
exchange information and/or experiences about new
trends. The new activism of TNCs has made that
essentid: any lack in information about the Strategy,
practice, structure and operation of a TNC in any
country will bedetrimental toworkersin other countries.
It therefore becomes crucia that PSI develops global
strategies, data-basesand networksaswel | asnominate
campaign co-ordinating unions to deal with TNCs,
governments and internationa ingtitutions in the inter-
estsof workers.

This attention to the private sector is increasingly
permestingdl other PSI work, beyondtheorigind public
utilitiesfocus, asprivatesector methodsof management,
work organisation, industria rel ationsand performance
management permeate more of the traditiona civil
service sector. Almost al operations in the core civil
servicecan becontracted out and/or commerciaisedin
oneway or another; moreand moregovernment depart-
mentsareusing private sector approachesto budgeting
and cogting of services. This means that even civil
service unions have to become familiar with TNC/
private employer ways of strategizing and with the
activities of TNCswhich are competing for contracts,
public procurement, etc. It haslead toavastincreasein
theamount of work which PSI isdoing onthese matters
inpublicservices, publicutilities, hedlth servicesand the
trade union rights of public sector workers.

Similarly, many union staff may haveto develop other
skillsincluding knowledge of private sector bargaining
laws. In many cases, unions newly organising in the
private sector are not winning first contractsoncethey
organise a group of employees. Again, it requires a
different skill set.

The break-up of centralised public services and the
replacement of theunitary public servicedelivery model
lead to major changesin the bargaining process which
unions have to accommodate as well. Where unions
have been used to negotiating one large collective
agreement covering theentire public service, they may
now have to negotiate several smaller agreements to
cover the same number of members. Options for the
actud bargaining processhaveto beconsideredinthese
stuations; either by legidation or by agreement, unions

may want to opt for sector negotiations where one
collectiveagreement coversseveral different bargaining
unitsin the same sector.

There are both advantages and disadvantages to be
considered. Certainly the amount of time, effort and
expenserequiredinbargaining severa agreementsfora
seriesof smaller unitsiscons derableandtherecan often
be more bargaining strength in one large combined
process. It can aso be easier to achieve common
objectives like employment equity in alarge combined
unit. On the other hand, the very fact of smaler
workplacescan makeorganising eas er, canmakemem-
bers identificationwiththeir bargaining unit moreimme-
diate, and can give the union moreflexibility in meeting
the needs of individual groups of workers.

Unionsneed careful analysisof al of thesefeaturesif
they have ared choice amongst different bargaining
options.

Thetransition (whenithappens) frompublictoprivate
hasasoinvolved anew focusonrelated issuessuch as
pensions. In the United States, many union members
losealot of pension benefitsif they switchfromapublic
sector employer to a private one, even if the private
sector employer isn't trying to achieve this. In many
cases, employersand unionsarelimitedintheir freedom
to act on pensions fund issues by existing laws and
regulations but it underlines the point that unions have
to becomeeducatedin sectors/enterpri ses/i ssues(many
of which are private-sector based) despitethefact that
they may befighting privatisation. Thismeansthat they
must devisenew strategiesfor dealing withthesesitua-
tions.
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Agents for change

Unionshaveto becomeactive agentsfor change: inthe
unions, intheway they operateand communicate, inthe
way their members approach their jobs.

Take communicating with members (in organisng
campaignsand otherwise). IntheUS, about aquarter of
union membershave computersand have accesstothe
Internet. This means that unions have to rethink how
they communi catewithmembers. IntheUS, house-calls
gl play the major role in organising drives, but unions
also create websites for organising drives. It seems
inevitable that unions will soon be communicating via
computer/internet networkswith potential membersin
organising drives. In order to convince peopleto voteto
joinunions, unionswill haveto provethat they know the
employer and can achievebargaining victories.

One of the ideas being actively discussed in many
countriesisthe*organisngmodel’ of unionism; amode
that moves away from centralised service provision to
ardianceonanactivemembershiptoresolvegrievances
and other issues. Thisideahasadvantages, bothfinancia
(less of a need for expensive service delivery) and
organisational (a more active and involved member-
ship). Thisis detailed further below under ‘Idess that
might help’.

However there are disadvantages if the organising
model becomesthe only approach. Many small unions
inalargefederation (or branchesin alarger union) are
expertsat ddivering highqudity servicesandthisisabig
factor in organising new members and retaining the
loyaty of membersinreorganisations. Itisnot aquestion
of either theorganising modd or theservicingmode but
a recognition that unions should combine the best
elements of both asthe circumstancesdictate.

Unions should investigate direct services - like life
insurance, discountsfor servicesor products- to seeif
thesecanbemoreattractiveif they arepurchased onthe
broader scalethat national co-ordinationwould enable.

Similarly on interna restructuring; if aunion doesin
fact change their jurisdiction or membership coverage,
doesorganisein new sectors, does become aggressive
with agrowth strategy, then part of what they need to
look at is their own structure because a structure
designed for anarrow jurisdiction will probably not fit a
new complex jurisdiction. If public service delivery is
changed then the unionsthat represent formerly direct
public sector workers have to change aswell.

Mergers are a major part of the current scene and
public sector unions need to be players, not spectators
if they aretosurviveand grow. Unionsneedtotrack the
experiencesof other unionswithmergers: what models
wereused, what kindsof agreements, what worked best,
what di sadvantagesshoul d beconsidered, what wasthe
end result.

If aunionistoosmall anditscoveragetoofragmented,
the members can’t get the kind of representation they
deserve. In a globalised world the idea of a small
independent union taking on the internationa problems
of theday, transnational companies, theWorld Bank or
the World Trade Organisation, etc. seems clearly im-
practical. Again, this is further discussed in the next
section.

Nobody suggeststhat mergersareeasy: theresulting
new unionmay beastrong and effectiveunion but many
peoplewill havelost €l ected or staff positionsand status
on the way and their fears have to be addressed in a
humanway. If theresulting new unionistoolargeit may
either appear too distant or impersonal to memberswho
identified more closdy with the old union; or it may be
forcedinto setting up what appear to be heavily bureau-
craticstructurestoalow al of theformer unitstosee that
they have a place. The mergers which were being
planned in Germany and the Netherlands in 1999 —
producing potentialy only two or three super-unionsin
each country — had raised such fears and some initial
partiesto the merger discussionswithdrew because of
some of thesefears.

Languagemay beafactor a so: thesameword, merger,
issometimesusedfor widdly different Stuations. Where
two relatively equally sized unionsjoin, the result is a
merger between moreor lessequalsanddl partieswould
see that they retain equal powers in the new union.
Where unions of vastly unequa size come together, it
may raise false expectations, especidly in the smaller
party, if theword ‘merger’ isused to describe what is
essentialy afriendly ‘take-over’. Itisimportant that the
expectationsof al of thepartiesareclear fromtheoutset
about thereal nature of the combination that will result.
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ldeas that might help

PSI hasproducedarangeof resourcemateria whichcan
help unions which see a need to do some of the work
described in this paper. This includes materia on:
planning aunion’ sfuture; organising and campaigning;
and the process of union mergers.

PLANNING A UNION'SFUTURE

The publication Charting a Union’s Futureisashort
outline of the kinds of processes a union might want to
go through in determining its own future: working out
who and what it is now; what are its strengths and
weaknesses; whoitsmembersare(andwhoitspotential
members are); what kinds of issues are likely to be on
itsagendaover thenextfew years(bothinternaly aswell
as those things which governments and employers are
signdling); identifying someredisticgoa sfor themedi-
um term; looking at the structuresit needsto build to be
effective; identifying theresourcesit will needtoachieve
its objectives (leadership, staff, skills, alies, assstance
from bodies such as PSl, etc.); and, finally, developing
aplanto alow al of those things to happen and to be
evaluated along theway. For unionswhich have lower
membership amongst women and young peoplethanis
potentially possible and/or which havefew women and
young people a dl activist and leadership levels, this
resourceisespecially valuable.

Many unionscan useChartinga Union’ sFutureas
it stands. For those which need educational guidancein
handlingit, PSI developed Strategic Planning Modul es.
That hasnow beentried out over anumber of yearsand
will beextensively revised and shortened onthebasi sof
fidld experience in 1999. (Both publications exist in
English, French and Spanish.)

ORGANISING

In 1997 PSI published (in English, Frenchand Spanish)
Organising Modulesfor trade Unions: how toin-
crease worker participation in our unions. In an
educational format, it covers topics such as: recruit-
ment and parti cipation; work-site organising; commu-
nication structuresinside unions, analysingthefactors
whichmakeunionspowerful; analysingtheemployers,
workersand thecommunity to assessorganising poten-
tial; what works (and fails) in organising; union cam-
paigns; and identifying under-represented workersin
the union.

MERGERS
At the timethis paper was being written, PS| wasinthe
processof findisngamanud for tradeunions, tentatively
cdled TheManagement of TradeUnionMergers. Start-
ing with a discusson about why unions get around to
congder merging with one or more other unions, it does
ontoded with: why unionsmerge; what dternativesthere
aretoamerger; thestagesof themerger process(planning
it, announcing it, the initia merger process, the physica
merger andtheafter effectsof amerger). Thepurposeof
the manud, apart from the obvious implications of the
above outling, is to help set the agenda for mergers, to
make surethat al themainissuesin amerger havebeen
taken care of, to determine aunion’ s negotiating objec-
tivesingoing into merger discussionsand to managethe
education process with membersand staff.
Affiliatesa so haveinformation resourceswhich can
be shared with others. The authorship of this paper
(Larry Brown, NUPGE, Canada; MarciaMagid, AFSC-
ME, USA; andMikeWaghorne, PS| Secretariat) means
that it hasaNorth American, mainly Canadian, focus.
Unionswith other model sand useful case-studieswhich
could be put together along the lines of the onein the
appendix, are urged to send copies of theseto the PS|
Secretariat asthebasi sof aPSl| data-baseonorganising,
mergers, and rel ated i ssues.

RETAINING MEMBERS’ LOYALTY

One means used by some unionsto retain membership,
even beyond working life, is to alow members retired
from the workforce to retain some kind of membership,
either full or associate. Thiscan certainly beamechanism
for keepingupthestrength of theunionandretaining kills
andenergy whichtheunionneeds. However, someunions
worry that, unlessthisisdoneappropriately, suchapolicy
cangivetheunionan‘old’ imagewhichmay beoff-putting
to potentid young members and/or that the time and
energy which retired members can put in to union work
will block younger people, especiadly younger women
who have heavy work and family commitments, from
taking leadership positions and/or gaining experiencein
union work. One solution isthe model that has separate
retiree organisations within the union, with the retirees
havingtheright tosend del egatestothepolicy conferences
and conventions of the union while conducting much of
their business within their own organisation.
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A Canadian case-study:

Union of Public Sector Employees (UPSE),
a NUPGE affiliate in Prince Edward Island

OBJECTIVE

Toensurethat UPSE isseenasthe* unionof record’ for
al workers on the Idand who might consider joining a
union.

WHY ORGANISE?

Theanswer issimple—organising new membersmakes
our union stronger and more dynamic. But what does
that really meanfor our current membership? What are
thereal benefitsto usin devoting some of the UPSE’'s
current resources to organising? There are five basic
benefits of organising to our members.

First and foremost, organising isaproactive strategy
to protect thejob security of UPSE members. Consider
the restructuring and devol ution that hastaken placein
thedirect government sector over thelast severa years,
particularly in the health careand socid services. Con-
Sder also the constant threat of downsizing and priva
tisation that our members face. We need to convince
government and the public that the most effective way
to deliver public services and programs is through
government.

Themajor reasonwhy government decidestoinvolve
thenon-profit and theprivatesectorsindelivering public
programsand servicesisthat it's' cost-effective’ inthe
sensethat workersinthenon-profit and private sectors
generaly arepaidlessand havelessgenerousbenefits.
Theso-called* savings' therefore comesfrom reduced
labour costs. Organising those workers, however, will
result in increasing their wages and benefits—and will
provide a disincentive to the provincid government to
devolve programsand services.

Perhapsjust asimportant, organisingwill helpimprove
the quality of servicesto all Idanders and keep them
public. We need not look any further than UPSE's
successful organising drivesof theemergency medical
technicians employed with Kings County Ambulance
and Royal Ambulance in Summerside. Lo and behold,
the provincial government has now come out with its
own study of ambulance services on the Idand, which
concludesthat ambul ance servicesshould be organised
under oneprovince-widesystem operated by theprovin-
cia government. We could have the same resultswith
nursing homes and home care if UPSE were actively
organising inthose sectors.

Organising will increase UPSE's profile with the

government and the generd public. The larger the
segment of the Island’ s workforce that UPSE repre-
sents, the greater opportunity we have of getting the
Union’smessage out, and listened to. The more mem-
bersthat werepresent, thegreater our chancesareof not
only influencing, but changing public policy. After al, a
bigger membership means that we represent a larger
share of public opinion.

Finaly there is the internal benefit to the union of
organising. Organising ensuresthelong-term sustaina-
bility of UPSE sservicinglevels. Theservicingdemands
on UPSE from our current membership continue to
grow. We need to ensure that we can continueto offer
our membersnew and innovative servicesto meet their
growing needs. Weneed to ensurethat UPSE istruly a
union of the21% century by embracing many of thenew
communicationtechnol ogiesthat existand usngthemto
thebenefit of our members. Toachievetheseobjectives,
wewill needincreasedresourcesanditsonly fair that those
resources comefrom agrowing membership.

A SEVEN POINT ORGANISING PLAN
Organising isn't just about organising new members.
Y es, that’ simportant, but atruly dynamic Union should
look at organising from a much broader perspective.
UPSE should consider itsapproach to organising under
thefollowing seven broad themes:

e organising theunorganised;
following the work of our members;
drategicplanning;
pursuing potential mergers and/or affiliations;
intermingling of union jurisdictions;
community campaigning; and
winning the * hearts and minds' of our members.

Organisingthe Unorganised

Organising the unorganised is redly the life-blood of
unions. In order for a union to be strong and dynamic,
it must be growing in terms of membership. If aunion
isnot growing, thenat best, it’ sstagnant and usualy will
be an organisation that's declining in strength and
resources.

Following the Work of Our Members
UPSE needsto adopt adeliberateorganising strategy of
‘following thework of our members - when aservice
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is privatised or whatever, we will attempt to follow the
membersto thenew employer, whether through succes-
sor rightsor organising thenew unit. If aservicewasor
even should be a‘public service , then it’ sthe view of
UPSE that thetechnica formof delivery can’t determine
whether we should be involved,

Strategic Planning

UPSE’ ssister components within NUPGE have been
devel opinginnovativestrategies/approaches, new tech-
niques, andtool s'materia sfor organising new members.
What we need to doiscombinethebest elementsof the
approachesand strategiesadopted by our sister compo-
nents with the skillswe have in service delivery into a
‘made-in-PElI UPSE model’.

Our objective should beto build an empowered active
membership that alwayshas organising ontheir minds;
working with the leadership and staff of UPSE, mem-
bers need to play arole in organising. This is not to
downplay the critical role of UPSE in continuing to
provide and build upon our membership services.

An important key to achieving successin organising
will be our ability to anticipate, plan strategically, shift
resourceseffectively, andpositionoursel vesbeforeand
during any organising campaign. This is realy what
strategic planning isall about.

Pursuing potential mergers and affiliations
Severa of the National Union’scomponents have also
been using mergersto maintain and/or increasemember-
ship levels. There are also numerous examples where
two or more unions have ‘formalised’ closer working
arrangementsthrough affiliationand or servicing agree-
ments.

UPSE should bepromoting suchactivity within PEI’ S
[abour movement. After all, consolidating our rankswill
assst usin:

e drengtheningour organising and bargaining power;

e servicing our members more effectively; and

e mounting more effective socid and political cam-

pagns.

Intermingling of Union Jurisdictions

Thefact that restructuring, privatisation and devolution
of government serviceswill likely continue meansthat
we have faced and continue to face the challenge of

organising the organised.

Wehavealready experienced intermingling earlier in
this decade resulting from government restructuring —
and camethroughtheexperienceasastronger andbigger
union. Thereislittlereason to expect that wewon'’t see
more of this intermingling in the years to come. It is
therefore critical that we continue to develop new and
innovative strategies, approaches and techniques to
ensurethat UPSE isseentobe*theUnionof choice' for
aready organised members who find themselvesin a
position to choose the union that can best represent
them.

Community Campaigning

Wewill aso need to continueto build on our successes
with community campaigning in helping us to achieve
our organising objectives. Tying our organising efforts
to the effective community campaignsthat UPSE runs
will hel p createawarenessamongst workersthat UPSE
speaksto their issues. For example, an anti-violenceto
women and children campaignwill help usinorganising
transition houses and other women'’ sservice agencies.

Winning the ‘Hearts and Minds’

of Our Members

Thebarriersand challengesfacing UPSE related to our
ability toorganisenew memberswill only increaseinthe
years to come. Confronted with a harsh economic
climate and increasingly redtrictive legidative frame-
work for labour relations, it will bemoredifficult tomake
wage and benefit gains at the bargaining table.

We need to explore the challenges UPSE faces in
convincing not only our membership, but also an in-
creasingly sceptica unorganisedworkforce, of thevalue
of unions. We need to stay in closer touch with our
members on an ongoing basis, not just a contract
bargaining time. We need to consider new and innova-
tiveservicesandstrategiestowinthe' heartsandminds
of our current and future members.

Weshouldinvestigate direct services- likelifeinsur-
ance, discountsfor servicesor products- to seeif these
can be more attractive if they are purchased on the
broader scde that provincia or nationa coordination
through our Nationa Union would enable. We should
aso look into the idea of co-op purchasing, using the
collective purchasing power of our members to drive
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better deals on al the supplies we use, from paper to
computersto cars.

CONCLUSION

UPSE needs to place a higher priority on organising
whether it is organising our current members whose
work hasbeen downl oaded to someformof community-
based governance, or potentia new membersemployed
by thevarious' dternative’ providersof publicprograms
and services, or workers employed in other sectors of
our economy.

New organisinginitiativeswill pay off for UPSE! The
membership profile of our UPSE will likely changein
yearsto come, but theimpact will be positivefor UPSE
and for our members and their families. Our long-term
objectiveshould beto represent moremembersinmore
sectors. The more diverse our membership is, the
stronger wewill beasaunionandthemorelikely wewill
be the ‘union of record' for hundreds of potential new
members seeking aunion home.
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Public Services International

PSlis one of the oldest international trade union organisations in the world.
It was founded in 1907 to develop bonds of solidarity between workers
in public utilities in Europe, but over its history has expanded to cover
almost all areas of public services throughout the world.

PSI's membership currently stands at over 20 million.

PSI's aims however remain much the same:

e To promote co-operation amongst the affiliated
organisationswiththeobjectiveof coordinatingtheir
activitiesdirected at establishingsocia justice, andto
promote reciproca assistancein the pursuit of their
ams and objectives.

e Torepresent and defend theinterests of employees
inthepublic servicebeforeinternationa authorities.

e Toensuretheright of those employed in the public
sarviceto form and join professional or trade union
organisations for the defence of their rights and
interests.

e To uphold the right of organisations representing
public employeesto participatein the determination
of conditions of employment by means of free
negotiations.

e Tocampaignfortheimplementationof ILO Conven-
tions, Recommendations and Resolutions which
haveabearingonthewd |-being of publicemployees.

HOW DOES PSIWORK?
The highest authority is the Congress, which is com-
posed of delegates from PSI’ s affiliated organisations
and meetsevery fiveyears. Between Congresses, PS|
isgoverned by an Executive Board elected from PSI’ s
25 geographical constituencies. Congressalso electsa
President - who presidesover Executive Board meetings
- and aGenera Secretary - who is responsible for the
management of PSI’s day to day business.

Regional structures have been created to ensurethat
the specia needs and problems of particular areas are

properly dealt with. Within each Congress period, a
specia Conferenceisheldineach of PSI’ sfour regions
- Africaand Arab countries, AsaandthePacific, Europe
andthe Interamericas- inwhich all affiliated organisa-
tions from the region are entitled to take part.

WHAT DOES PSIDO?

Incarrying out thefundamental aimsof theorganisation,
PSI organisesan extensiveprogrammeof educationand
trainingfor publicservicetradeunionigsatdl levels. The
objective is to help public service unions dl over the
world to develop into effective, independent organisa-
tions, so asto enabletheir membersto play afull rolein
decisionsthat affect their work and life.

Inaddition to education, PSI engagesitsalf in dissem-
inating information on public service and trade union
issues and organises a large number of meetings on
vocational and technica subjects, including health and
socid services, energy and water, workers in public
adminigtration, privatisation, trade union rights, globai-
sation, pengions, public utilities, multinationa corpora
tions, international financia and tradingingtitutions, etc.
Particular attentionisgiventowomenand young people
inthe public service.

Despite al the efforts of the free trade union move-
ment over many years, there are still many countries
where basic trade union rights and freedoms are not
allowed or are being abused. PS| is consistently cam-
paigning for the respect of human dignity, and theright
to belong to a trade union.
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1993/1 PSIWater Programme

1993/2 PSI Energy Programme

1993/3 PSI Worldwide Policy Programme for the Health and Social Services
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1996/3 Report on the PSI Survey on Equal Opportunities
1996/4 Going out to Work: Trade Unions and Migrant Workers
1999/1 Organising Public Sector Workers

The PSI Policy, Practice and Programme series
includes publications falling into a number of
categories: some are fully debated policy papers
which have been formally approved by a PSI
World Congress; others are more in the nature of
discussion papers which have been approved by
the PSI Executive Board for release to stimulate
debate and feedback so that PSI can further
develop its policy in a particular area; others are
the production of a PSI specialist committee, such
as one on the environment, containing a mix of
discussion items and practical suggestions for
how trade unions could incorporate work on that

particular subject into their daily practice. Not
surprisingly, there is no hard line to distinguish the
content of these papers since they are all aimed
one way or another at helping trade unions to
strengthen their organisational and campaign work
on the basis of democratically agreed principles
which can be incorporated into a trade union’s
long term programme of work.

PSI welcomes any feedback on these papers and
would be very grateful for any documents which
readers care to send to PSI in the event that any
revision of the material is undertaken.
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