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Preface
Trade unions are currently facing a series of external and internal challenges, ranging 

from hostile economic and political order to declining membership and waning public 

appeal. In response to these challenges, trade unions around the world have started 

devising approaches and strategies to revitalize their structures. Merger between 

trade unions is now a common feature and a starting point to the laying of a firm 

foundation for labour movements to begin modernizing their structures and broaden 

their representative base. Such mergers are now widespread and occur in diverse 

realities and forms. 

This guide is an attempt to bring together the different realities of mergers between 

trade unions, using examples of such mergers especially from Norway and Africa. The 

guide is aimed at depicting the realities of trade union mergers, to the extent possible 

using examples of such processes in Africa and Norway. The guide also attempts 

to trace the theoretical and practical rationale for mergers and amalgamations and 

depicts the wider implications of these developments to the trade union movement. 

It addresses the reasons for mergers and the processes under which mergers are 

concluded. In addition, it tries to explain the consequences of the mergers, while at 

the same time analyzing the costs and benefits of the post-merger arrangements, 

including the extent of internal union reform brought about by the merger process.

To make the guide more user friendly to trade union activists at the national and 

sectoral levels, it adopts a pedagogical approach. Nonetheless, it is expected that 

the guide can also be a valuable resource for other union leaders interested in merger 

processes, as well as students studying union organization and management.

The views expressed are the responsibility of the author and do not necessarily 

represent those of the LO-Norway.

Nina Mjǿberg

Head of Solidarity Section, LO-Norway (Oslo)
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Searching for a partner. Now, where are we going?
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About this guide

T
his guide responds to the direct request of LO-Norway partners in 

Africa to have a clear framework on how two or more trade union 

organizations can discuss and realize mergers. Through the LO-

Norway support, many trade union partners in Africa have remained 

highly relevant in the context of a very challenging internal and 

external environment. It is notable that the major highlights of the cooperation with 

trade unions in Africa include enabling the partner national centres to effectively 

participate in national debates, maintain the trust and confidence of many national 

and international partners, increase membership, encourage the timely payment 

of full subscription by affiliates to the national centre, and promote mergers and 

amalgamations between unions. For many years, the LO-Norway has been the most 

visible and consistent partner. This support has enabled many national centres to 

play an admirable role in the continuing democratization of their countries while at 

the same time upholding and defending workers’ rights. In a nutshell, the LO-Norway 

cooperation with partners in Africa has largely been relevant, efficient and effective. 

However, there have been some notable bottlenecks when it comes to the merger 

and amalgamation processes. Many of the partners had indeed committed to 

realizing mergers in the context of the LO-Norway support, but the outcomes were 

largely minimal. A closer scrutiny to this bottleneck shows that most of the partners 

in Africa are not aware of the processes, modalities or the prerequisite methods that 

could be adopted to realize the mergers and amalgamations amongst unions at 

national or sectoral levels, hence this guide.

The development of this guide was first mooted during discussion at the International 

Department of the LO-Norway in Oslo in April 2010. Through the support of the 

Solidarity Fund of the LO-Norway, a number of activities were undertaken to design 

the guide. These activities included:

• Literature review;

• Interviews and discussions with union officials, members and researchers, using  

structured and unstructured questionnaires;
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• Field visits to Norway and collaboration with national trade union centres in 

Africa; and 

• Presentation and discussion of a draft guide at the regional workshop at 

Ezulwini, Swaziland, which brought together 15 trade union leaders from Liberia, 

Swaziland, Zanzibar and Zimbabwe. 

Specifically, the objective of this guide is to:

(i) Build a common understanding among national and sectoral trade unions of the 

desirable process of realizing mergers;

(ii) Provide practical and desired step-by-step guidance on the rationale, 

approaches, processes, outcomes and challenges of mergers between trade 

unions;

(iii) Provide a methodological tool for trade unions by presenting the main steps 

necessary to achieve successful mergers; and

(iv) Present good practices on mergers involving trade unions in Norway and Africa.

The guide is presented in a flexible way to enable the reader adopt it to suit prevailing 

circumstances. The reader may choose to read the entire guide, like a novel. 

Alternatively, it should also be possible to choose whatever chapters that are more 

appealing depending on the purpose at hand.
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Key terminologies in mergers

T
he terms merger and acquisition are often confused and used 

interchangeably. It is important to understand the difference between 

the two.

For simplicity sake, this distinction may not really matter, since the 

end result is often the same: two (or more) institutions that were 

separate entities are now operating under the same organizational structure, usually 

to achieve some strategic objective. Understandably, the strategic, financial, and 

even cultural impact of the merger or acquisition may be different.

 A merger typically refers to two institutions joining together as peers to become one. 

An acquisition typically involves one major business taking over the entity of another 

institution.

For the purpose of this guide, mergers between trade unions may mean two 

processes: acquisition or an amalgamation. It is up to the unions concerned to 

decide whether  acquisition or an amalgamation is the most appropriate.

 Acquisitions involve the transfer of membership, property, and funds from one union 

(the “transferring”) to another (the “receiving”) on the terms set out in a memorandum 

of understanding. When the acquisition takes effect, the transferring union ceases to 

exist while the receiving union continues in being with its legal identity unchanged. 

An acquisition is sometimes referred to as a transfer of engagement.

Amalgamation involves a simultaneous merging by two or more unions of all their 

membership, property, and funds thus creating a new amalgamated union with new 

rules. Upon the amalgamation taking effect, all the amalgamated unions cease to 

exist.

Acquisitions are far more common than amalgamations and provide the minor 

transferring union with significant gains, but offer little opportunity to transform 

the performance of the major partner. Amalgamations have a greater transforming 

potential for all partner unions. However, this transforming potential is difficult to 

achieve in practice. Many amalgamated unions experience post-merger financial 

and political difficulties, which can take several years to resolve.
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Modalities for mergers

A merger may be an acquisition (transfer of engagements) or an amalgamation

•	 Acquisition: Involves the transfer of membership, property, funds from 
one union to another

•	 When the transfer takes effect, the transferring union ceases to exist

•	 The receiving union continues in being with its legal identity 
unchanged

•	 It requires a favourable vote by the members of the transferring 
union only

•	 Amalgamation: Simultaneous merging by two or more unions of all their 
membership, property, etc thus creating a new amalgamated union with 
new rules

•	 Upon amalgamation taking effect, all the amalgamating unions 
cease to exist

•	 Amalgamation needs a favourable vote by the members of each of 
the amalgamating unions 

xiii

So happy together

A guide on trade union mergers processes: Lessons from Africa and Norway



Well, two unions with such different political and 
cultural background, I am glad the merger process is 

holding on so nicely
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Chapter One

1. Rationale and trends in trade union mergers 
1.1 Trade union challenges: A rationale for consolidation

The global trade union movement is facing numerous challenges caused by global 

economic reforms, technological advancement, drastic changes in the environment, 

as well as labour market dynamics. These problems are further compounded by the 

absence of reciprocal economic growth and equity that has been exacerbated by 

the global economic crisis, growing unemployment and underemployment, brain-

drain, declining social services, high prevalence of HIV and AIDS, heavy foreign debt 

burden, civil strife and blatant violations of human rights. 

At the same time, trade unions are also facing internal challenges including declining 

membership, reduced bargaining scope and the narrowing of the collective 

bargaining coverage. In many countries, workers have been under attack, and legal 

protection has been greatly undermined. The other factors known to contribute to 

the weakening of the trade union movement include the proliferation of trade unions, 

leading to problems of cooperation, financing and viability; poor organizational 

structures; lack of internal democracy; commercialization of trade unionism by 

some people who encourage splinter unions; and multiplicity of political parties that 

encourage proliferation of trade union centres on ideological grounds.

It is in this context of declining density and power that the global trade union 

movement has engaged in a debate about its survival. The trade union movement 

must reinvigorate its approaches, strategies and programmes by using all means 

possible to remain relevant. The end result of the process must be the conviction 

that unity in the trade union movement is a prerequisite for the labour world to play 

its rightful role in the management of public affairs, both at the national level and at 

the regional level.

As such, unions have sought to respond to changes in the economic and political 

climate by joining forces, through mergers.
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1.2 Worldwide trend in trade union mergers

In the introduction to his third edition of the book entitled Mergers and acquisitions: 

From A to Z, Andrew J. Sherman says “Mergers and acquisition are a vital part of 

both healthy and weak economies and are often the primary way in which companies 

are able to provide returns to their owners and investors.” He further contends that 

today’s trends in mergers and acquisitions indicate the need for economic growth 

and industry consolidation.1  

This trend is as valid to the business sector as it is to trade unions. In fact, over the last 

three decades, there has been a significant development in trade union movement 

across a number of countries in the form of restructuring through engagement in the 

merger process. 

There has been an emergence of ‘super-unions’, creating large-scale organizations 

spreading across major parts of the globe, especially in Europe and North 

America. Large unions have emerged in the Netherlands, Finland, Germany, and 

the United Kingdom. Elsewhere, several unions in Austria, Denmark, Sweden and 

Switzerland have also emerged through similar large-scale mergers. At the same 

time, amalgamations of medium-sized unions or the absorption of smaller unions 

by larger ones occurred in nearly all European union movements. Unions from the 

Nordic countries have also embarked on considerable reorganization over the last 

three decades. 

In Norway, major predecessors to today’s super-union mergers were two 

amalgamations among Norwegian industrial sector unions (Fellesforbundet in 1988) 

and Danish public and private service sector unions (Forbundet af Offenligt Ansatte 

- FOA) in 1992.2 Similar amalgamations are also now noticeable in Africa, with the 

latest example being the merger of the Swaziland Federation of Trade Unions, 

Swaziland Federation of Labour and the Swaziland National Association of Teachers 

to establish the Trade Union Congress of Swaziland.

Figure 1 indicates the scale of the merger processes in several countries in Europe 

since 1970. For most countries, there is a declining trend in the number of unions. 

This is markedly clear in the UK, Germany, Denmark, Sweden and Austria. 

The decline in the number of unions is not entirely due to the merger process, but 

is also attributable to the dissolution of trade unions. For instance, it is reported that 
1  Sherman (2011: xi-xii).
2 Ebbinghaus (2003: 446)
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the number of trade unions in Britain has fallen by over two thirds in the last half 

century, from 732 in 1950 to 221 in 2004, with mergers being the major cause of 

this contraction (Palmer et al., 2005). Similar trends can also be observed in Figure 

2, which shows that amalgamations and numerous engagements to larger Trade 

Union Congress (TUC) unions were undertaken by TUC affiliates and independent 

staff associations over the period 1978 through 1994.

By contrast, while the German trade union structure was stable between 1950 and 

1989—with 17 unions affiliated to the Deutsche Gewerkschaftsbund (DGB, German 

Trade Union Confederation) and the independent Deutsche Angestelltengewerkschaft 

(DAG, Union of Salaried Employees)—the number of DGB affiliates has fallen to 

eight, and as a result of mergers DAG has become part of a DGB-affiliated union 

(Waddington et al., 2003).

The trend in Denmark is that in the 1970s, acquisitions have had a significant 

influence on Danish trade union restructuring because of the relatively large numbers 

of small unions affiliated to Landsorganisationen i Danmark (LO-Denmark). Large 

unions have primarily acquired middle-sized unions since 2000. In Sweden, the 

total number of unions declined from 165 in 1945 to 66 in 2003. In fact, it is reported 

that there are now only half as many unions as there were in 1950 (Kjellberg, 2005).
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Figure 1: Number of trade unions in selceted countries in Europe, 1970-2005Figure 1: Number of trade unions in selceted countries in Europe, 1970-2005 

 

Source: Waddington (2006) 
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Figure 2: Trends of union mergers in UK, 1978-1994 

Year Number 
of 
unions 

1978 112 
1979 112

 1980 109
 1981 108
 1982 105
 1983 102
 1984 98

 1985 91
 1986 88
 1987 87
 1988 88
 1989 78
 1990 76
 1991 74
 1992 72
 1993 70
 1994 68
 

 

 

 

Source: Ebbinghaus (2003) 
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Figure 3 shows the rise in the frequency of trade union mergers in the United States 

since the Second World War. In the US, the pattern indicates that the number 

of unions remained level in the 1950s and 1960s, accelerating in the 1970s and 

through most of the 1990s, and then declining in frequency in the 2000s. The 

deceleration of the early 2000s could be explained by the fact that there were simply 

fewer potential merger partners among the remaining national unions. The trend in 

the United States has been dominated by five “conglomerate” unions, who have 

embraced this as a strategy for growth and increased effectiveness. These unions 

were the Service Employees (SEIU), the Food and Commercial Workers (UFCW), the 

Communications Workers (CWA), the Teamsters (IBT) and the Steelworkers (USWA). 

The term “conglomerate” was used to denote the multi-jurisdictional nature of that 

union.

Figure 2: Trends of union mergers in UK, 1978-1994
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Figure 3: Trends of union mergers in USA, 1950-2005

Year Number of unions merging

1950 - 1959 24

1960 - 1969 24

1970 - 1979 31

1980 - 1989 35

1990 - 1999 42

2000 - 2005 10

Total 166

Source: Moody (2009: 679)
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Chapter Two

2. Reasons for mergers
In the preceding chapter, it was pointed out that trade unions are facing external and 

internal challenges and that consolidation is one way of developing new structures 

through which unions will remain viable and relevant. This chapter addresses why 

unions merge.

We can identify six main reasons that have been identified as promoting specific 

mergers amongst trade unions.

Reasons for trade union mergers

•	 Create synergy for union membership and protect workers’ rights

•	 Increase cost efficiency in the management of union issues, including 
recruitment, organizing and bargaining processes

•	 Diversify membership and reduce instability of union income

•	 Greater voice in political power

•	 Strategic realignment

•	 Eliminate or reduce union rivalry and competition

2.1 Synergy for union membership

In the overwhelming majority of merger cases, the decision to merge was prompted by 

membership decline experienced by at least one of the merger partners (Waddington, 

2006:639). Mergers are the most effective and efficient way to organize in a new 

sector market, add a new service to union members, or increase outreach to a new 

category of membership. In most of the merger cases, the decision was prompted 

by membership decline sustained by at least one of the merger partners. Merger of 

two or more unions can create greater union membership value than if they operated 

separately. Through mergers, unions can achieve synergy by obtaining quality staff 

or additional skills, knowledge of industry or sector and better understanding of the 

larger economy. For instance, a union with good management and process systems 
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What a 
surprise, we 
are merging 

with 
ourselves!
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will be useful to a union who wants to improve on their own. Ideally, the partner union 

chosen for purposes of merger may have complementary systems that could be 

adapted to running a larger union.

Mergers driven by membership decline are particularly frequent in the manufacturing 

industries, where contraction of employment has been most marked. In several 

European countries, for example, the textile, woodwork, leather and clothing 

industries no longer employ sufficient people to sustain independent trade unions. 

The decline of employment and membership in manufacturing sectors has  

prompted some unions to enter the merger process as a means to retaining relative 

membership size.

Motivating examples in Norway and Africa

Zanzibar: The principal goal of the creation of the Zanzibar Public Sector 
Union (ZAPSU) in 2011 was to recruit more members in the public sector in 
Zanzibar. ZAPSU is the result of a merger between ZALGWU, RAAWU (Z) and 
ZPAWU. 

Zimbabwe: The merger of Zimbabwe Metal, Energy and Allied Workers 
Union (ZMEAWU) and National Engineering Workers Union (NEWU) aimed at 
organizing the new biofuel industry (which was not energy and not engineering).

Norway: The recent merger between two unions in the industry and energy 
sectors is the last in a series of mergers among LO-affiliated unions in 
manufacturing and in the building and construction sector, forming the 
new union Industri Energi in 2006. As the traditional manufacturing industry 
constitutes a declining proportion of the labour market, the number of 
white-collar workers is increasing at the expense of blue-collar workers. The 
Norwegian Union of Wood Workers (Norsk Treindustriarbeiderforbund, NTAF) 
joined in 2009.

Zanzibar: ZPAWU offered itself to ZAPSU for merger due to change of 
production farms to research institutions, which is the domain of RAAWU (Z).

2.2 Cost efficiency

Mergers are also being driven by financial pressure felt by many unions. 

The requirement to support an increased number of bargaining units due to 

decentralization of collective bargaining pressure has indeed led to rising costs of 

sustaining trade unions.

9A guide on trade union mergers processes: Lessons from Africa and Norway



Many trade unions have been losing members because of changing patterns of 

employment. Unions often had their strongholds among manual workers in large 

establishments in traditional sectors such as coal mining, metalworking, textiles, 

docks and railways. Another area of high unionization in most countries has 

been the public sector. But many of the traditional industries have been declining 

drastically, and there has been a worldwide trend to privatize what was formerly 

public. A further financial pressure is the increase in costs associated with the need 

to support an increased number of bargaining units resulting from decentralization 

and multiplication of employers.

Merger with another union can provide the necessary quality and quantity of 

managerial capabilities. Efficiency considerations have assumed an important role 

in the management of trade unions due to competing needs. For trade unions, 

efficiency means improvement in the utilization of existing human and financial 

resources to provide improved services to the membership. 

Many mergers are driven by the premise that it is less expensive to enter into new 

areas for organizing using the strength of a larger existing union than it is to build them 

from scratch. This is equivalent to goodwill. In today’s world, goodwill represents an 

asset that is very important, but which is not adequately reflected by unions.

In the context of the challenges of globalization and the economic financial and 

economic crisis, some mergers and acquisitions are driven more by survival than by 

growth. In these types of processes, unions need to merge in order to survive and 

cut costs efficiently.

Motivating examples in Africa

Zanzibar: There are ongoing discussions for union mergers in Zanzibar 
involving transport and communication sectors due to poaching of union 
members from the same sector. Union leaders have realized they need to 
work together due to the changing sectoral configurations that require new 
skills and training.

Zimbabwe: Fierce fighting for membership between General and Plantation 
Workers’ Union of Zimbabwe (GAPWUZ) and Furniture and Timber Union 
of Zimbabwe (FTUZ) emerged, leading to litigation processes in court. 
Discussions are now being held for the leaders of the two unions to be aware 
about the scope of coverage of membership.

Liberia: Merger discussions started when it was realized that, amongst the 
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eight transport unions, only one had managed to negotiate a collective 
bargaining agreement. With the support of the International Transport Workers 
Federation (ITF), several workshops were held to discuss merger processes. 

Swaziland: Merger discussions involving four unions in the education 
sector are at advanced stages, motivated by the need to control costs. The 
newly established national federation (Trade Union Congress of Swaziland, 
TUCOSWA) may help in the merger of national unions, and with recognition 
with employers and central bargaining at national level.

2.3 Diversification

Such mergers, involving acquiring a union in a different sector or industry, are aimed 

at diversifying membership and reducing instability of earnings. If two unions have 

cash flows that are unrelated, their combined cash flow may be less volatile than 

their cash flows viewed separately. Diversification is also undertaken to shift from 

the acquiring union’s core source of membership into those that have higher growth 

prospects.

Motivating examples in Africa

Zanzibar: Many of the unions in Zanzibar were formed by merely duplicating 
names and sectors from the era of the defunct Tanzania Federation of Free 
Trade Unions (TFTU). Since these unions did not have sectoral identity in 
Zanzibar, there are discussions to merge unions on the basis of sectoral 
importance.

Liberia: The merger of the Mining Union and Metal Union, establishing the 
United Workers Union, is an example of a merger that led to the formation of 
the national Liberia Labour Congress (LLC).

Uganda: Uganda Mines, Metal and Allied Workers’ Union is now also 
organizing in the new oil sector

2.4 Political power

Some mergers are motivated by the need to transform a union’s identity or public 

appeal or even to be transformative for the membership base, with the target of 

attracting new areas of work such as atypical workers in the informal economy.

Union mergers are undertaken to improve the ability to set and maintain political 

influence. Increase in the size of union membership is expected to result in political 
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influence. The decrease in the number of unions will increase the recognition of 

interdependence between the unions.

There is also a new political dispensation in the merger scene involving union attempts 

to diversify their portfolio while refocusing on higher level of political influence at the 

national union level.

Motivating examples in Norway and Africa

Norway: The establishment of Fellesforbundet (Norwegian United Federation 
of Trade Unions) in 1988 was the result of a merger between five unions, 
making it the largest private sector union affiliated to LO, and thus strategically 
gaining greater influence both within and outside LO.

Liberia: Due to the weak political profile at the national level, the two centres —
LFLU and CONATUL—opted to merge to create the Liberia Labour Congress.

Example from United Kingdom

During the autumn of 2006, significant progress was made towards the 
merger of Amicus and the Transport and General Workers’ Union (T&G ) 
to form UK’s largest trade union. Talks started in early 2005 over a merger 
between three of the UK’s  biggest unions – Amicus, the T&G and the GMB 
(Great Britain’s general union) – but in mid 2006, the GMB’s  central executive 
council decided against participating in the merger. Despite this setback, the 
other two trade unions continued with their plans to merge and established 
the Unite.  Unite is Britain’s biggest union with 1.5 million members in every 
type of workplace.  Unite has now formalized a united front with the United 
Steelworkers (USW) in the United States.

2.5 Strategic realignment

Many mergers are fuelled by the need to spread the risk and cost of:

(a) Developing new services to members

(b) Research into new policy areas

(c) Gaining access to new sources of members

Mergers are used to rapidly adapt to changes in external environment, mainly in 

terms of regulatory framework or bargaining structure.
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“There is enough of us ... We can take them”
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2.6 Eliminating or reducing union competition and rivalry

Many recent mergers and acquisitions have come about from the recognition that a 

complete product or service line may be necessary if a firm is to remain competitive 

or to balance seasonal or cyclical market trends.

Mergers can have the effect of increasing solidarity amongst unions, making it easy 

to access members in similar areas of organizing. Taking over membership of other 

unions may be cheaper than recruiting new members. Unions in the same sector 

or location can combine resources to reduce costs, eliminate duplicated facilities or 

departments, and increase revenue.

Motivating examples in Norway and Africa

Norway Cottage Industry Union: Many small unions comprising the traditional 
and cultural industries merged due to the changing manufacturing profile in 
Norway.

Zanzibar: ZPAWU offered itself to ZAPSU for merger due change of production 
farms to research institutions, which is the domain of RAAWU (Z).

Zimbabwe: Mergers of sectoral unions due to economic crisis and donor 
dependence.
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Chapter Three

3. Facilitating the union merger process
3.1 Different approaches to mergers

Preparation for union mergers can be varied, but it all depends on the many reasons 

why  merger discussions are initiated in the first place. In most instances, mergers 

between unions are reached without a pre-formulated blueprint, with each of the 

unions involved acting independently. Unionists may have different expectations for 

the future of the new organization, but both unions in the merger process must agree 

to come to a mutually agreeable deal.

Regardless of the specific motivations or timetable, each union involved in the 

merger process needs an exit strategy and a plan of action for the merger process. 

There is usually a direct correlation between the amount and quality of time each 

union spends preparing for the merger and the outcome of the merger process.  In 

other words, the more time spent in the preparatory stages and the more thorough 

the process, the more chances of a positive outcome.

15

Our desire is to reach here

Stage A
Stage B
Stage C
Stage D
Stage E
Stage F

Stage G
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The process that can facilitate unions to merge can be outlined as follows:

The process and decisional path for a successful merger between two or 
more unions

A: Reaching the decision to merge

1. Understanding your motivations and objectives

2. Building the foundation for quality outcomes of the merger

3. Timing considerations

4. Social, political, legal and economic considerations

B: Getting the union in order

1. Assembling your advisory team

2. Legal audit and housekeeping

3. Establishing a preliminary valuation

4. Preparing the offering memorandum

5. Exit planning

C: Searching strategy

1. Targeting qualified suitors (merger partners)

2. Use of third-party intermediaries

3. Narrowing the field of candidates

D: Choosing a partner to merge with

1. Selecting the most qualified and synergistic candidate, depending on 
your objective

2. Preliminary negotiations

3. Execution of confidentiality agreement

4. Preliminary due diligence

E: Negotiations

1. Execution of more detailed letter of intent or memorandum of understanding

2. Extensive negotiations and strategic adjustments

3. Structuring the deal

4. Accommodating the other union’s team for legal and strategic due 
diligence

5. Carrying out due diligence on the other union
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Hold on, 
guys, I think 
I accidentally 
grabbed my 
daughter’s 
homework...
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F: Preparing for the merger

1. Preparing and negotiating the definitive legal documents

2. Meeting conditions on merger

3. Obtaining key third-party consents

G: The merger

1. Dissolution of existing unions

2. Merger congress

3. Registration formalities

H: Post-merger issues

1. Monitoring post-merger compensation/earn-outs

2. Facilitating the post-merger integration plan

3. Post-merger techniques

3.2 First things first: Honesty and self-introspection

In preparing for a merger, the union and its advisory team should conduct a strategic 

self-introspection analysis. The questions to be asked include:

(i) What will the other union or unions see when the due diligence veil is removed?

(ii) What value will they really see in the merger process?

(iii) How will the merger solve a problem or create a significant opportunity for them?

(iv) How do we add value to their union vision?

This analysis could be done along the lines of a SWOT (Strengths, Weaknesses, 

Opportunities and Threats) analysis. The basic guiding principles should be honesty, 

openness, non-defensive, strategic and integrity.

Honesty of union leadership on mergers in Zanzibar

The delay in the establishment of the Zanzibar Public Sector Union has 
largely been blamed on lack of honesty of leadership in some of the would-
be partners. It has emerged that some of the leaders have been preaching 
about mergers during national constitutional union meetings, but castigating 
the same process when meeting union members at the grassroots. This has 
been classified as a case of preaching water and drinking wine.
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Let me see, what does the future hold?

3.3 Preparatory steps for mergers

The key to the merger process is preparation, regardless of the motivation for mergers. 

This means taking all the necessary steps to prepare the union for merger from an 

organizational perspective. The union must anticipate questions and concerns of a 

sister union and be prepared to provide the appropriate information for review.

The preparation process should always begin with a strategy meeting of all members 

of the other union wishing to take part in the merger. It is the job of this team to:

•	 Identify the financial and structural goals of the merger.

•	 Develop an action plan and timetable.

•	 Understand the current dynamics of the union and the economic sector.

•	 Determine other interested parties to the merger process.

•	 Identify the potential legal and financial hurdles to a successful merger.

•	 Outline and draft the offering memorandum.
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Some important items in the due diligence list to disclose during 
preparation for union mergers

A: Union records:

1. Legal charter, as amended to date, including pending amendments

•	 Does the union legally exist?

•	 List of union officials, as elected by the congress in accordance to 
the union constitution and national laws

•	 Compliance with laws

2. Minutes and other records of proceedings of the executive board 

•	 Do the minutes contain any discussion on the merger?

3. List of jurisdictions in which the union does business, owns or leases real 
property, or otherwise operates.

4. List of branches and business entities in which the union has an interest 
or equity investment.

5. List of affiliate unions, members, etc.

B: Documents:

1. Strategic plans

2. SWOT analysis

3. Annual reports

4. Publications 

5. Evaluation reports

C: Financial matters and records:

1. Audited financial statements

2. Recent internal business plan

3. Reports, studies, or appraisals on financial condition or business of the 
union

4. Auditors’ management letters 

5. Latest financial statements

6. Tax returns and other correspondence with tax authorities

7. Credit agreements, loan agreements and lease agreements

8. Security agreements, mortgages and liens (security interests)

9. Guarantees by third-party obligations
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D: Material contracts, agreements and policies:

1. Agreements between the union and its board members, officers, key 
employees, subsidiaries, or affiliates (including information regarding 
unwritten commitments or understandings)

2. Contract agreement with suppliers, service providers and vendors

3. Documentation relating to investments and assets

4. Joint venture, cooperative, franchise or dealer agreements

E: Personnel matters:

1. Employment and consulting agreements

2. Employee benefit plans, programmes or agreements

3. Insurance policies

4. Loans and guarantees to or from directors, officers, or employees

5. Personnel policies, manuals, and handbooks

6. Agreements with affiliates, collective bargaining agreements

Denial as a form of corporate negotiation

Quite frankly, we can’t 
even believe we’re sitting 

here with you losers

This can’t really be happening, in 
fact we’re sure it isn’t.

Well, that takes, 
care of clauses A-D! 

Shall we move on
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3.4 Essential stages for trade union mergers

There are no hard and first rules governing trade union mergers. Most countries do 

not even have national laws that specifically indicate the legal processes required for 

mergers.

Of course we can trust them, he gave me his word that 
this will be a merger of equals

The following stages are crucial for a successful merger between trade unions:

1. Draft Memorandum of Understanding (MoU) between the executive board of 

the two unions: The MoU should take effect after a resolution approving it has 

been adopted by the members of the transferring union and the MoU has been 

registered. If the transfer takes place, it will be governed by the terms of the 

MoU, and the rights of the transferring union’s members will depend on those 

terms. Careful drafting of the instrument is therefore of great importance.

2. Notice to members: The transferring union should explain the transfer proposals 
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Announcing a merger: This is strictly off the record, 
because I have to discuss the merger with my 

members first
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to its members, giving a sufficient account for members to form a reasonable 

judgment of the main effects of the proposed merger. The receiving union may 

also need to alter its rules in order to give effect to the MoU. The notice should 

be made directly to the members, and not through public media.

3. Identification of an independent moderator, if necessary: The role of the moderator 

is to supervise the merger process; the competence and independence should 

be reasonably unquestionable.

4. Signing of the definitive memorandum of understanding.

5. Registration of the new union, as required by national laws. A final return 

concerning the union’s finances and resources should be submitted on behalf 

of the transferring union, covering the period up to date on which the transfer 

took effect. Membership and funds will subsequently be accounted for within 

the annual return of the receiving union.

6. Merger congress.

Roles of  an independent moderator in merger processes

•	 Identification of neutral facilitation officers, where necessary

•	 Responsible for seeing that the procedures are properly carried out

•	 Has the role of approving certain documents prepared by the unions 
taking part in the merger

•	 Deals with complaints concerning the merger

•	 Preparation of model documents by the merger unions

•	 Reference to national legislation and union constitution

•	 Preparation of final documents for the merger unions

•	 Notification to members

•	 Voting

•	 Compilation of rules of the amalgamated trade union

•	 Registration
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Let us review our situation; I am not sure this is 
what I meant when we last discussed the merger 

process
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Chapter Four

4. Merger outcomes
4.1 Are mergers always successful?

In spite of all good intention, at time mergers go wrong. As in business ventures, 

unions may also sometimes enter into deals on mergers only to reach a bad deal 

at the end of the process. Classic mistakes include a lack of adequate planning, 

an overly aggressive timetable to mergers, a failure to really look at possible post-

merger integration problems and, worst of all, projecting synergies to be achieved 

that turn out to be illusory.

As is evident in the key drivers of mergers indicated above, the underlying theme is 

the goal of post-merger synergy. What is synergy, and how can you be sure to get 

synergy?

Caution: Yes, there has been a merger. But not the one I 
had hoped for!

The key premise of synergy is that “the whole will be greater than the sum of its 

parts”. But, at times, the quest for synergy can be deceptive, especially if there is 

inadequate communication between the unions, a situation that usually leads to 

misunderstanding. Sometimes unions are too eager to reach synergy in the process 

of getting a merger deal, but it may happen that adequate time is not provided to 
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Money matters: How much dues have we received from 
all affiliates after the merger?
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develop a transactional team, draw up a joint mission statement of the objectives 

of the deal, or solve post-merger operating or financial problems on a timely basis.

Example of a blocked merger

The planned merger between four Swedish white-collar trade unions was 
broken off in December 2001 when a sufficiently large majority of the council 
of the Salaried Employees’ Union (HTF) failed to support the move.1  The 
Handelstjänstemannaförbundet, HTF) decided to break off the merger 
process (known as the ‘TRIO project’) involving HTF and three other white-
collar trade unions - the Swedish Union of Local Government Officers 
(Svenska Kommunaltjänstemannaförbundet, SKTF), the Social Insurance 
Employees’ and Insurance Agents’ Union (Försäkringsanställdas Förbund, FF) 
and the Union of Civil Servants (Statstjänstemannaförbundet, ST). This meant 
that there was no merger to create a new 460,000-strong union affiliated 
to the Swedish Confederation of Professional Employees (Tjänstemännens 
Centralorganisation, TCO). However, HTF went ahead and a few years later 
merged with other TCO affiliate, SIF, to establish Unionen, with 500,000 
members.

Notwithstanding the challenges that have engrossed some mergers, leading to 

botched processes, it is imperative for unions to work harder to improve on merger 

failures in order to create post-merger value rates that make such ventures worth 

the while.

Some reasons why merger processes fail at an early stage

•	 Lack of adequate preparations, especially on financial matters.

•	 Lack of cooperation during the due diligence2  process.

•	 Discovery of a “deal breaker” in the course of the due diligence, for 
example a large unknown or hidden actual or contingent liability.

•	 The other party develops “cold feet” after realizing that they have not 
thoroughly thought through the implications of the merger.

•	 Becoming defensive when flaws in the management and operations of 
the union are identified.

•	 A strategic shift (or extenuating set of circumstances) affecting the merger 
strategy.

•	 External influence.

1http://www.eurofound.europa.eu/eiro/2002/01/inbrief/se0201111n.htm.
2 “Due diligence” is a term used for a number of concepts involving either an investigation of a business or person prior 
to signing a contract. The term will more commonly apply to voluntary investigations.
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Chapter Five

5. Examples of major union mergers 
5.1 The case of the International Trade Union Confederation

The International Trade Union Confederation (ITUC) was officially established on 1 

November 2006 during the Founding Congress held in Vienna. ITUC was established 

as a result of the merger of the former International Confederation of Free Trade 

Unions (ICFTU) and the World Confederation of Labour (WCL) with the aim of 

forming a stronger and more united trade union movement at the international level. 

ITUC was created in order to respond to the growing challenge of globalization and 

promote social justice. The ITUC has pledged to work towards strengthening the 

ILO and influencing other international and regional organizations in an effort to win 

decent work for workers everywhere.

Point of order: I think we need a mediator to help us 
out! 

29A guide on trade union mergers processes: Lessons from Africa and Norway



I am so happy to have known you.  I think we can 
go ahead and announce the merger process to our 

members!
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The founding congress was attended by 1,700 delegates from more than 150 

countries. At the opening session on 1 November 2006, ITUC was officially formed 

after its predecessor organizations had officially been dissolved the previous day. 

At its inauguration, the ITUC comprised of the affiliated organizations of the former 

ICFTU and WCL, together with eight other national trade union organizations that 

had for the first time become affiliated to a global body. The ITUC, however, did not 

include the 145 member unions, representing some 42 million workers worldwide, of 

the communist-oriented World Federation of Trade Unions. The ITUC now comprises 

175 million workers in 153 countries and territories and has 308 national affiliates.

According to the founding ITUC Secretary General, Guy Ryder, the merger was 

important because:

There is a real weight of responsibility and of history on our shoulders. Together, 

united, strong, the ITUC will play its part in building social justice, freedom, equality 

and peace–the ideals that brought us this far and will take us forward together 

much further… The creation of ITUC will solidify the trade union movement’s 

capacity at national and international levels... The founding of ITUC is an integral 

part of the process of uniting the power of trade unionism.

The head office of the ITUC is the same as the head office of the former ICFTU in 

Brussels.
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5.2 Trade union mergers in Norway

Introduction: Trade union profile in Norway

Norway is a country of 5 million people and is Europe’s northernmost country. The 

Kingdom of Norway is famed for its mountains and spectacular fjord coastline, as 

well as its history as a seafaring power. It also enjoys one of the highest standards 

of living in the world, in part due to the discovery in the late 1960s of offshore oil and 

gas deposits. 

The economy of Norway is developed with heavy state-ownership in strategic areas 

of the economy. Although sensitive to the global economy, Norway has shown 

robust growth since the start of the Industrial Revolution. Shipping has long been 

a support of Norway’s export sector, but much of Norway’s economic growth has 

been fuelled by an abundance of natural resources, including petroleum exploration 

and production, hydroelectric power, and fisheries.

As at the end of 2009, Norway is estimated to have had a total labour force of 

2.6 million people. There were over 1.6 million trade unionists in Norway (as at the 

end of 2009), including some non-working students, pensioners and others. Three-

quarters of the unionists are employed. 

There are four union confederations in Norway, and LO is by far the largest, with 

members across the economy. The unions affiliated to LO have 865,400 members 

in total. The second largest national trade union confederation in Norway is the 

Confederation of Unions for Professionals, Norway (Utdanningsgruppenes, UNIO), It 
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was founded in December 2001 following the breakup in 1997 of the AF confederation, 

which brought together unions organizing employees with college and university 

qualifications. UNIO has 300,000 members. UNIO’s largest areas of membership 

are teachers, nurses and police. About 50%  of LO’s members are women. In some 

national unions, women make up three quarters of the membership.

The affiliated unions to LO are often vertically organized, including both blue and 

white-collar workers, especially in the public sectors.  Separate unions for blue and 

white collar workers tend to dominate the private sectors. In recent years, more 

unions have merged in order to achieve greater influence and provide better service 

to their members.

The third largest union confederation is the Confederation of Vocational Union (YS), 

which has 217,600 members. YS was formed in 1977 as a confederation of unions 

that had previously been independent, and it has members in both the public and 

private sector. 

The smallest confederation is the Akademikerne, whose member unions organize 

professionals with degree-level education. It has 148,200 members. 

There are also 117,100 members in unions that are not affiliated to any 

of the confederations. The largest of these non-affiliated unions is Norges 

Ingeniørorganisasjon - The Norwegian Society of Engineers (NITO). Its 63,800 

members are mainly graduate engineers, who have completed at least a three-year 

degree programme.

In terms of the proportion of trade unionists who are employees, LO is by far the 

largest, accounting for 49%, followed by UNIO with 21%, YS with 12%, Akademikerne 

with 9% and other union organizations with 8%.

Each of the confederations is made up of a number of individual unions, based on 

industrial and occupational groupings. LO has 21 individual affiliates of which the 

largest is Fagforbundet, formed in 2003 out of a merger of the municipal employees’ 

union NKF and a union organizing employees in health and social care, also largely 

employed by the municipalities. It has 301,400 members (2009 figures). LO’s second 

largest affiliate, Fellesforbundet, is also the product of several mergers, initially formed 

by five unions, largely in manufacturing and construction. The graphical union joined 

Fellesforbundet in 2006 and the hotel and restaurant workers’ union in 2007. It 

now has 155,900 members. LO’s other affiliates are significantly smaller. HK, which 
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includes banking, retail, tourism, transport and a range of other service industries 

as well as non-manual workers in manufacturing, has 64,200 members. Industri 

Energie, which organizes workers in the oil and chemical industries merged with 

the furniture industry union, and the union of administrative and technical workers 

(ALT) in 2008. In 2009, it had 54,800 members, while the central government union, 

NTL, had 48,000 members. The remaining 16 LO unions range in size from 37,500 

members in the EL & IT Forbundet, which organizes electricians and IT workers, to 

NISO, which has around 650 members and organizes professional sportsmen and 

women.

The LO and the Labour Party (Arbeiderpartiet) in Norway have historically been close 

since their emergence at the end of the nineteenth century. The Labour Party was 

founded in 1887, while the LO was established in 1899. However, the organizational 

links have weakened over time with, for example, the ability of local union branches 

to affiliate collectively to the Labour Party ending in 1997. Despite this, there is still 

a strong relationship between the two. The president of LO and the presidents of 

LO’s two largest affiliates, Fagforbundet and Fellesforbundet, are all members of 

the Labour Party’s national executive committee, and the leaderships of LO and 

the Labour Party meet weekly in a joint consultative committee. LO also supports 

the Labour Party financially during elections, although in 2009 it spread its support 

between the three parties of the ruling coalition, donating 5 million kroner (about 

€560,000) to the Labour Party, 1.5 million kroner (about €170,000) to the Socialist 

Left Party (SV) and 500,000 kroner (€56,000) to the Centre Party for their election 

campaigns.

National unions affiliated to LO

1. Norwegian United Federation of Trade Unions (FF) www.fellesforbundet.
no

2. Norwegian Engineers’ and Managers’ Association (FLT) www.flt.no

3. Norwegian Union of General Workers (NAF) www.arbeidsmandsforbundet.
no

4. The Electrician and IT Workers’ Union (El & IT) www.elogit.no

5. Norwegian Union of Social Educators and Social Workers (FO) www.fo.no

6. Norwegian Prison and Probation Officers’ Union (NFF) www.
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fengselogfriomsorg.no

7. Norwegian Union of Employees in Commerce and Offices (HK) www.
handelogkontor.no

8. Norwegian Union of Railway Workers (NJF) www.njf.no

9. Norwegian Musicians’ Union (NM) www.musikerorg.no

10. Norwegian Union of Municipal and General Employees (NUMGE) www.
fagforbundet.no

11. National Union of Norwegian Locomotivemen (NLF) www.lokmann.no

12. Norwegian Food and Allied Workers’ Union (NNN) www.nnn.no

13. Norwegian Union of Military Officers (NOF) www.milnytt.no

14. Norwegian Union of Industry and Energy Workers (IE) www.industrienergi.
no

15. Norwegian Union of Postal and Communication Workers (POSTKOM) 
www.postkom.org

16. The Labour Press Union www.a-p-f.no

17. Norwegian Seafarers’ Union (NSF) www.sjomannsunion.no

18. Norwegian Union of School Employees (SL) www.skoleneslandsforbund.
no

19. Norwegian Civil Service Union (NTL) www.ntl.no

20. Norwegian Transport Workers’ Union (NTF) www.transportarbeider.no

21. Norwegian Players’ Association (NISO) www.niso.no

22. Norwegian Association of Manual Therapists (NMF) www.nmf.no
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Trade union mergers in Norway: Summary

Fewer and larger unions emerging

•	 On average, there is at least one mergers each year in Norway.

•	 Fewer new unions established

•	 Gradually increase in members in the larger unions

Major restructuring of LO unions since the 1950s

•	 LO member unions have declined from 45 in mid-1950s to 22 today

•	 Declined from 25 unions in manufacturing, construction and primary 
sector (blue collar workers) to 5 unions today

•	 Mergers within public-owned enterprises (telecom, postal services) 
unifying blue and white collar unions within the same service

•	 Merger of three professional unions (social workers) into one.

•	 12 unions for teachers merged into one.

•	 Merger of small “associations” bringing together modern trade unions 
covering researchers, university professors, agricultural scientists and 
legal processionals.

Overall reasons for mergers 

•	 Reactive as well as proactive: no longer any choice-decline in membership 
and incomes, merging to gain influence, modernize union structures

•	 Initiative emerging from national unions, with only limited involvement of 
confederation

•	 Union leaders (presidents) often seem to play an important role as “driving 
forces” for the process

•	 External influence through the bargaining system, employers’ structure 
and strategy

Merger processes

•	 No systematic documentation on the merger processes in Norway, but 
the most common processes involve the formation of working groups; 
proposals will normally be debased among members and local level union 
branches; ordinarily a referendum is carried out among members or a 
decision is reached at representative assembly such as during national 
congresses; the process takes between one and two years, but could 
be longer.
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Merger outcomes

•	 No one size fits all model.  There is a wide variation on the outcome.

•	 Both (all) unions represented among new union leadership

•	 Merger of local level branches will often take time (gradually), but will vary

•	 Few keep “sections” for old union domains.

Challenges to mergers

•	 The strong linkages between unions and political parties in Norway have 
tended to act as a barrier to mergers between such unions and those 
affiliated to other confederations.

The case of Industry–Energy (Industri Energi)

Trade union mergers have intensified in Norway, especially since 2003. This is true 

of all the confederations, but the process has been more aggressive within LO. On 

4 September 2006, the new union Industry–Energy (Industri Energi) was created 

following a merger between two unions–the Norwegian Chemical Industry Workers’ 

Union (Norsk Kjemisk Industriarbeiderforbund, NKIF) and the Norwegian Oil and 

Petrochemical Workers’ Union (Norsk Olje- og Petrokjemisk Fagforbund, NOPEF). 

The two unions were members of LO.

The new union had at that time approximately 46,000 members, since then growing 

to 58,000, thus making it the fourth largest member union of LO. Former leader 

of NOPEF, Leif Sande, was elected as the new leader of Industri Energi, while the 

former deputy leader of NKIF, Liv Undheim, was elected as Industri Energi’s new 

deputy leader. The headquarters is split between Oslo and the southwest city of 

Stavanger, the original location of NOPEF.

The merger was discussed during the summer of 2006 when extraordinary national 

conferences were held by the two unions, both of which endorsed the merger. On a 

previous occasion, the idea of a merger had been considered, but was abandoned 

due to lack of support, especially within NOPEF.

Profiles of the merged unions

NKIF is the more traditional industry worker union of the two organizations, representing 

machine operators in areas such as aluminium and chemical production. NOPEF, on 

the other hand, represents all occupations (both white and blue-collar workers) within 
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its organizational areas, including–among others–oil and gas offshore production, 

onshore based refineries, petrochemical plants, and governmental bodies such as 

the Norwegian Petroleum Directorate (Oljedirektoratet).

NOPEF was in direct competition for members with the Norwegian Union of Energy 

Workers (Sammenslutningen av Fagorganiserte i Energisektoren, SAFE), which was 

previously an independent union but which is now affiliated to the Confederation of 

Vocational Unions (Yrkesorganisasjonenes Sentralforbund, YS). NKIF, on the other 

hand, faced little competition within its domain. Nevertheless, while NKIF has lost a 

substantial number of its members in recent years, mainly as a result of declining 

employment rates within the sectors it represents, NOPEF’s membership base has 

increased due to the rising employment rates in Norway’s oil and gas sector.

In 2008, Industri Enegie merged with a smaller independent union, ALT, with 1,600 

members, which originally was an inhouse union in Norsk Hydro. This merger became 

important to Industri Energie when Statoil and the oil division of Norsk Hydro merged. 

ALT was at that time in merger negotiations with an YS-union (Negotia), and Industri 

Energie wanted to avoid a situation where YS became stronger in this important oil 

industry. By 1st January, Norsk Treindustriarbeideforbund, the wood workers union 

with approximately 3,500 members, had merged with Industri Energie.

Reasons for merger

A central reason for the merger was stated as to strengthen the unions’ political 

influence in relation to industry policy development, and also to increase the two 

unions’ powers within LO. Both unions represented employees in industries that are 

export-oriented and natural resource-based. It is, therefore, imperative for them to 

be able to exert influence over Norwegian energy policy.

Important issues on the agenda of the new union, Industri Energie, will be the 

increased utilization of gas in Norway, and ensuring that industry–including energy 

intensive sectors such as aluminium production and other parts of the process 

industry–is subject to sustainable energy prices. Moreover, Industri Energie will be 

working to promote the continued development of oil extraction in northern parts 

of Norway. All these issues represent controversial themes in Norwegian politics 

at present, and are central to the conflict between industrial development and 

environmental preservation.
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A potential point of tension between the two unions has been the longstanding 

and close relationship between LO and the Norwegian Labour Party (Det norske 

Arbeiderpartiet). While NKIF had been one of the strongest proponents of this 

cooperative venture, for example contributing substantial funds to DnA’s election 

campaigns, NOPEF had strongly argued against providing financial support to 

political parties. The newly formed union followed NOPEF’s approach in relation 

to this issue, a policy that was almost unanimously confirmed at the union’s first 

ordinary congress in 2010.

The case of the Norwegian United Federation of Trade Unions 

(Fellesforbundet)

In April 2004, the Norwegian Union of Graphical Workers (Norsk Grafisk Forbund, 

NGF) and the Norwegian United Federation of Trade Unions (Fellesforbundet) reached 

an agreement laying down the basis for a merger between the two unions and the 

conditions under which the merger can take place. The merger depended on the 

proposal receiving majority support in the two unions’ decision-making bodies. The 

issue was considered by the representative committee of Fellesforbundet in June 

2004 and at NGF’s national conference in February 2005. The merger was also 

approved in a membership ballot in NGF.

NGF had 12,000 members, who include employees in graphical occupations 

(newspapers and printing) as well as in the paperboard industry. Fellesforbundet 

had 138,000 members and organized employees in the manufacturing industries, 

building and construction, and agriculture and forestry. The merger took the form of 

incorporation of NGF into the organizational structure of Fellesforbundet.

When NGF was incorporated into Fellesforbundet, it meant that one of the oldest unions 

and indeed the first nationwide union in Norway ceased to exist as an independent 

organization. NGF’s predecessor, the Norwegian Union of Typographists (Norsk 

Typografforbund), was founded in 1882. Later, two more unions were formed within 

the graphical sector, and in 1966 they all merged to create NGF. Fellesforbundet also 

originates from some of the most long-standing unions in Norway, among others the 

Norwegian Union of Iron and Metal Workers (Norsk Jern- og Metallarbeiderforbund), 

for a long time the largest and most powerful member union of LO. In 1988, five 

unions in the manufacturing industries, building/construction and agriculture sectors 

merged to create Fellesforbundet.

40 A guide on trade union mergers processes: Lessons from Africa and Norway



The merger talks came against the backdrop of NGF’s increasing financial deficits 

in recent years. An important reason is declining membership, not least because 

technological developments have reduced the number of employees within 

occupations and sectors traditionally associated with NGF. Attempts to recruit new 

groups within the information and communications technology sector, such as the 

establishment of a ‘digital trade union’ concept, have not resolved the situation. 

The union held an extraordinary national convention in 2002 at which cost-saving 

measures were approved, including a reduction in the traditional services provided to 

members and a reorganization of the union’s local organizational structure. However, 

in the autumn of 2003, a strategy committee concluded that the organization would 

not be able to offer its members satisfactory support and services at a reasonable rate 

in the future. The committee concluded that the best alternative was to amalgamate 

with Fellesforbundet.

Under the merger plans, the graphical sector became a section within Fellesforbundet. 

Today, Fellesforbundet has five sections, originating in the five unions that merged 

in 1988. The merger agreement awards the graphical section significant influence 

over bargaining issues and other sector-specific matters. It also retains its local 

organizational structures.

In 2006, the Norwegian Graphical Union (Norsk Grafisk Forbund, NGF) joined 

the Norwegian United Federation of Trade Unions (Fellesforbundet)–the largest 

union in the private sector. The Union of Hotel and Restaurant Workers (Hotell- 

og Restaurantarbeiderforbundet, HRAF) also deliberated and eventually joined 

Fellesforbundet in 2007.

The Fellesforbundet now organizes mainly members in the iron and metal industry, the 

ship-building industry, graphical sector, hotel and restaurants, the textile industry, the 

shoe industry, the building trade, the building industry, the paper industry, graphical 

branches, fish farming, and agriculture and forestry. More than 200 different trades 

and occupations are covered by the union.

The case of the new municipal sector union, Fagforbundet 

In October 2002, the Norwegian Union of Municipal Employees (Norsk 

Kommuneforbund, NKF) and the Norwegian Association of Health and Social Care 

Personnel (Norsk Helse- og Sosialforbund, NHS) decided to merge. In the summer 
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of 2003, a new public sector trade union was established when the Norwegian Union 

of Municipal Employees (NKF) and the Norwegian Association of Health and Social 

Care Personnel (NHS) merged. The Fagforbundet has 300,000 members, making it 

Norway’s largest trade union, and nearly twice as large as the second-largest union. 

The members work in the private sector, for local and county governments and in the 

hospitals. Apprentices and students are also welcome as members.

The two unions had concluded a cooperation agreement in the summer of 1998, 

which among other matters involved joint deliberation of a possible merger. Since 

then, they had worked hard to come up with a joint platform for a new trade union 

organization. Cooperation between the two unions has also taken place in other 

areas, such as in recent collective bargaining rounds.

NKF had 230,000 members and was already the largest trade union in Norway. For 

some years, it has been an influential force in industrial relations. Its membership base 

consists of more or less all occupations in the municipal sector and health sector, 

but the union recruits mainly among employees without higher education. NHS, 

with 50,000 members, on the other hand, focuses primarily on female-dominated 

occupations, such as state-enrolled nurses, with two to three years of higher 

education in the health and social care areas. NHS was previously a member union of 

the Confederation of Vocational Unions (Yrkesorganisasjonenes Sentralforbund, YS) 

but left YS in 2001. The membership of both NKF and NHS is primarily made up of 

women. However, whereas NKF also organizes some male-dominated occupations 

within technical services, the NHS membership base consists almost only of women.

More than 100 different occupational groups are represented in the union. 

Fagforbundet´s main task is to ensure that members’ pay and job conditions are 

good and secure. The union is now organized into four occupationally-based 

sections or divisions:

•	 Division for Health and Social Services (SHS)

•	 Division for Church, Culture, Children and Youth (SKKO)

•	 Division for Public Transport and Technical Staff (SST)

•	 Division for Office and Administration (SKA)

The health and social sector makes up the largest section, with more than half of all 

active members. The various sections enjoy a large degree of independence within 
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their own areas, but collective bargaining responsibility is at the coordinated level. 

The basic organizational structures run across the sections, involving all members 

regardless of occupational divisions. The implication of this is that NKF and NHS 

not only have to reorganize at the central level, but also amalgamate their local-level 

branches. The new union also established ‘competence centers’ at regional level, 

whose purposes include assisting union representatives and members in a wide 

range of areas. The goal is to transfer resources away from the central union offices 

in Oslo, closer to the members.

At the merged union’s founding meeting in summer 2003, decisions were to be 

made about new organizational rules, the composition of the leadership, and the 

extent to which the new organization was to be affiliated to LO. At Fagforbundet’s 

Founding Congress, the previous chair of NKF, Jan Davidsen, was elected chair of 

the new union, while Tove Stangnes, the previous chair of NHS, was elected first 

deputy chair. The elected leadership comprises nine members, six from NKF and 

three from NHS. 

The main rationale behind the merger of the two unions is to achieve increased 

political strength as well as increased strength vis-à-vis the employer side. The 

interests of NKF and NHS converge in many areas, and they recruit their members 

to a large extent among the same occupations. Fagforbundet is beyond doubt an 

influential actor in Norwegian working life, with strong interests and viewpoints in 

relation to issues such as the organization and restructuring of the public sector.

Summary: Trade union mergers in Norway

Many factors have contributed to the acceleration of trade union mergers that took 

place in recent years in Norway. Probably the most important contributing factor 

is the fact that boundaries between the different unions had become increasingly 

blurred in recent years as a result of reorganization and deregulation of the public 

sector. 

Another reason for mergers is the realization that the creation of larger organizations 

would enable the unions to take better care of their members’ interests and needs, 

especially in the face of continuous restructuring and increased pressure on 

established labour rights. Through larger organizations, the unions believe that their 

members will benefit by way of more cost-effective and professional assistance, 

while at the same time being a stronger counterweight vis-à-vis the employer 
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side. Financial difficulties in many of the unions were also an issue of concern that 

necessitated merger discussions.

The need to influence industrial relations in Norway was also a factor that led to large 

unions. Many of the mergers were motivated by the desire to tilt the power balance 

within the main union confederations. This is because the confederal level still plays 

an important role in the Norwegian labour market, particularly in relation to wage 

settlements, but also in other kinds of relations and cooperation with the employers, 

as well as in relation to political influence. 

Summary: Reasons for mergers in Norway

•	 Boundaries between different unions have become increasingly blurred 
due to reorganization and deregulation of the public sector.

•	 Creation of larger organizations will enable the unions to take better care 
of their members’ interests and needs.

•	 Continuous restructuring is taking place and where increased pressure is 
brought to bear on established labour rights.

•	 Through larger organizations, members get more cost-effective and 
professional assistance.

•	 Being a stronger counterweight vis-à-vis the employer side.

•	 Difficulties in many of the unions concerned have forced the issue onto 
the agenda for mergers.

•	 Increase political power towards authorities, especially in the industrial 
sectors.

5.3 Trade union mergers in Africa 

The merger between ICFTU-AFRO and DOAWTU

Two regional trade union organizations, the International Confederation of Free Trade 

Unions-Africa Regional Organization (ICFTU-AFRO) merged with the Democratic 

Organization of African Workers Trade Union (DOAWTU) to form a Pan-African trade 

union organization, the International Trade Union Confederation - African Regional 

Organization (ITUC-Africa) on Wednesday, 28 November 2007.

The idea to establish the new Pan-African trade union organization was informed 

by a resolution of the Congress of the former ICFTU held in Miyazaki, Japan, and 
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the Confederal Committee of the former WCL held in Casablanca, Morocco. This 

process was further strengthened by the mandate given by the 14th ICFTU-AFRO 

Congress held in Tunis in September 2005 and by the mandate of the General 

Council of DOAWTU.

As a follow up to these processes, a joint meeting of the Executive Boards of the 

two regional organizations was held in Accra in October 2005. The meeting adopted 

the Accra Declaration, which marked the beginning of the discussions towards the 

unification of the two regional organizations to form one body that would champion 

workers’ interests in Africa. The ICFTU African regional office was located in Nairobi, 

Kenya while the DOAWTU secretariat was located in Lomé, Togo.

In the document entitled the “Accra Trade Union Declaration”, the two African 

regional trade unions outlined the way forward and said they have been mandated 

to pursue the process within a precise timeframe. The Accra Declaration reiterates 

that the independent and democratic trade union movement should ensure that it 

is always strong as a social partner in order to better defend and promote workers’ 

interests. The declaration also talks about union solidarity and improved service 

delivery to members requiring the highest degree of workers’ mobilization, pooling of 

resources and a common united voice. ICFTU-AFRO and DOAWTU were mandated 

to initiate discussions with the Organization of African Trade Union Unity (OATUU) 

and any other interested parties in furtherance of the vision. The Accra Declaration 

also re-emphasized concern about the increasing levels of poverty, unemployment 

and social exclusion in Africa. 

During the Founding Congress of the ITUC held in Vienna on 1 November 2006, the 

ICFTU-AFRO and DOAWTU submitted a joint statement and provided a definitive 

timetable highlighting the commitment to the establishment of a unified regional 

trade union organization. After the Vienna Congress, the two regional organizations 

organized joint activities including:

•	 November 2006: ICFTU-AFRO/DOAWTU/OATUU meeting held in Nairobi to 

prepare for the World Social Forum

•	 January 2007: The World Social Forum in Nairobi 

•	 March 2007: Meeting on HIV and AIDS in South Africa 

•	 March 2007: The Cooperating Partners’ meeting in Lome
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•	 April 2007: Participation in the African Union Labour and Social Affairs 

Commission meeting in Addis Ababa and the ILO African Regional Conference

•	 A session of the DOAWTU Executive Bureau in Lomé

Some of the major issues discussed during the course of preparing for the merger 

of ICFTU-AFRO and DOAWTU included:

•	 Establishment of a Management Team to run the DOAWTU Training Centre in 

Lomé.

•	 Personnel questions to serve in the new organization, meaning that both regional 

organizations wiould have to reduce their staff.

•	 Venue of founding congress; Ghana Trades Union Congress (GTUC) offered to 

host the Dissolution Congresses of the ICFTU-AFRO and DOAWTU and the 

Founding Congress. 

•	 The dissolution and founding Congresses be held on 26th November and from 

27th to 29th November 2007, respectively.

Thus, the African Regional Organization of the International Trade Union Confederation 

(ITUC-Africa) was founded following a merger between the former ICFTU-AFRO 

and DOAWTU in Accra, Ghana on 27th November 2007. Currently, ITUC-Africa 

represents 16 million workers organized in 88 national trade union centres in 46 

African countries.

The vision of the ITUC-Africa is to achieve a united, democratic and independent 

regional trade union organization that works for the welfare of all African workers, in 

a world where everyone can realize their full potential under conditions of freedom, 

equality and social justice. The organization has set itself a mission to strengthen the 

trade unions in Africa and provide a common voice for all African workers to realize a 

healthy and safe working environment and a decent life for all by fighting all forms of 

exploitation and discrimination, defending human and trade union rights, promoting 

social justice, peace, democracy and pursuing the preservation of the environment.

The ITUC-Africa has started a research and organizational project aimed at uniting 

trade union federations and unions throughout the continent to build a strong trade 

union movement on the continent.
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The merger of Liberia Federation of Labour Unions and the 
Congress of National Trade Unions of Liberia

Are you sure that will take us to our destination?
Liberia was founded by freed American and Caribbean slaves, and is Africa’s oldest 

republic. It is a low income country heavily reliant on foreign assistance for revenue. 

Civil war and government mismanagement destroyed much of Liberia’s economy, 
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especially the infrastructure. In fact, Liberia became better known in the 1990s for its 

long-running, ruinous civil war and its role in a rebellion in neighbouring Sierra Leone. 

It is reported that Liberia has a population of about 4.1 million people (2011), with a 

labour force of about 1.4 million people.

Trade unions in Liberia have gone through a checkered history. The first workers 

representative organization in the country was the Mechanic and Allied Workers 

Union of Liberia. The first national centre–the Congress of Industrial Organization–

was established in 1962, but without the involvement of the Mechanical and 

Allied Workers Union. Due to dissatisfaction with the leadership of the CIO, a new 

national centre—the United Workers Congress (UWC)—emerged in 1974. Upon the 

persuasion of the late President William R. Tolbert Jr, another national centre—the 

Liberia Federation of Trade Unions (LFTU) was formed in 1976.

However, in May 1977, there was a call for mergers between LFTU and UWC and a 

joint committee was set up to draft a constitution. This led to the creation of Liberia 

Federation of Labour Union (LFLU) at a national convention on 26th February 1980. 

The convention elected interim officials for a period of one year.

LFLU existed as the sole national trade union centre in Liberia until 1993 when a 

breakaway group formed the Congress of National Trade Union of Liberia (CONATUL). 

Ten national trade unions are affiliated to the LFLU, while CONATUL has five affiliates. 

At the international level, the LFLU was affiliated to the ICFTU, and the CONATUL 

to the WCL.

Following the negotiated settlement of the crisis in Liberia, within the framework of 

the ECOWAS Peace Process for Liberia and under the auspices of the Accra Peace 

Accord, it was required that the trade unions select a representative to the National 

Transitional Legislative Assembly. To meet this obligation the LFLU, CONATUL 

and independent trade unions held an election in September 2003. This was the 

beginning of collaboration between LFLU and CONATUL and the establishment of 

the Organized Labour Secretariat.

A series of consultative meetings were held by the Secretariat, which led to a 

stronger bond between the two national centres. In 2005, the two centres appealed 

to the American Centre for International Solidarity (ACILS) to facilitate a one-day 

workshop in the run up to the 2005 general and presidential elections in Liberia. 

After the elections, the Secretariat was mandated to be the coordinating committee 
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and to work out modalities on a merger process involving the two unions. The 

committee submitted its report to the Government of Liberia, the International 

Labour Organization, and to other international organizations on 14th October 2006. 

Following this report, a six-person Congress Organizing Committee was created 

from the top leadership of the two trade union organizations. 

The need for the unions to go through the proposed mergers and enhance their 

capacity building was further compounded by the current government intentions 

towards labour law reviews. It was felt that unions need to have a united voice to 

chat out their own destiny and withstand the numerous problems facing workers, 

confront the adverse effect of post-conflict nation building and development process, 

while at the same time maintaining the identity and unique structure of the labour 

movement.

In June 2007, a mission was undertaken by the Bureau for Workers Activities of 

the ILO (ILO/ACTRAV) in response to requests made by trade unions in Liberia to 

the ILO Office in Abuja. The ILO Office in Abuja in turn approached ILO/ACTRAV 

for technical support. The main objectives of the mission were to: (i) assess the 

needs of the Liberia labour unions, (ii) advise on the constitution making process, 

roadmap towards unions merger, proposed establishment of union structures, how 

to conduct a successful congress; and (iii) initiate the development of a medium term 

strategic plan for trade union development in Liberia.

A Joint Constitution Committee (composed of seven members) was formed earlier in 

the week of the mission. The main aim of the committee was to deal with constitutional 

issues geared toward the merger of the two national unions. The composition of the 

committee was balanced in that it had taken into account different dimensions of 

the two unions (youth, women, education, leadership and union experience). The 

main terms of reference for the committee included the need to design the Articles 

of Merger (inventory of assets and liabilities, power sharing, concessions); Draft 

Constitution and to ensure gender sensitive language. 

The gist of the discussion that ensued during the meeting with the committee can 

be summarized as follows:

•	 The Articles of Merger would need to be discussed and adopted at national 

centre level and not at the national union level as earlier perceived by the 

committee;
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•	 Initiate discussions and involve independent or non-aligned unions in the merger 

process;

•	 Consider increasing the membership of the committee by two members 

(preferably both of them to be women for gender balance), to take on board 

representatives from the independent and non-aligned unions;

•	 Prepare a zero draft of the Articles of Merger and Constitution and submit to 

partners (principally the ILO for further inputs) by 10th July 2007;

•	 Prepare a first draft of the Articles of Merger and Constitution and submit to the 

Organized Labour Secretariat from27th-29th July 2007; and

•	 The draft Constitution would basically involve the marriage of the constitutions 

of the two existing national centres in Liberia, with additional articles to be 

borrowed from the Ghana Trades Union Congress.

The ACTRAV mission established a two-way process:

(a) The design of the Articles of Merger:

The Articles of Merger are intended to take inventory of assets and liabilities, 

power sharing, and concessions that would be taken over by the new merged 

organization. The Articles of Merger would also need to be discussed and 

adopted by national leadership composed of the two national centres and 

any other independent unions that may have participated in the negotiation 

process. It was agreed that a zero draft of the Articles of Merger would be 

sent to ILO/ACTRAV by 10th July 2007.

(b) Prepare Draft Constitution and submit to the Organized Labour Secretariat from 

27th-29th July 2007.

The Draft Constitution must ensure gender sensitive language. The Draft 

Constitution would basically involve the marriage of the constitutions of the 

two existing national centres in Liberia, with additional articles to be borrowed 

from the Ghana Trades Union Congress. The observations and suggestions 

to be made on the Articles of Merger and the Draft Constitution would be 

incorporated by the Joint Constitution Committee for further discussions at a 

workshop to be held in August or September 2007. The proposed workshop 

was to be facilitated by ACTRAV and ILO Office in Abuja.
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In addition, the mission reiterated some of the activities earmarked toward the 

merger congress. These included a study visit to Ghana Trades Union Congress 

(GTUC) undertaken with the support of the ILO Office in Abuja during May 2007. 

The objectives of the study visit included: (i) share information, best practices and 

learn from their experience; (ii) gain knowledge of their structures in terms of roles 

and functions, internal control, financial management, labour legislations, and 

organization and administration of national and regional programmes to guide in 

preparing development and medium term capacity building work plans for the 

merger; (iii) shape a unique central labour structure for workers in Liberia; and (iv) 

learn about specific training and capacity building programmes, leadership styles, 

information, education and civic education programmes.

The ILO supported a capacity building workshop for the LFLU and CONATUL in 

August 2007 to enable the unions to consider and refine their Draft Constitution and 

Articles of Merger. The workshop brought together the Interim Executive Committee 

of the two unions and their branches throughout Liberia to develop a consolidated 

view of the Draft Constitution and Articles of Merger. 

Further support was also provided by the ILO in the form of a high level strategic 

planning workshop, held by ILO in September 2007 with the main aim of finalizing 

the unions’ new Constitution and Articles of Merger. As a result of the workshop, 

the two centres signed the merger resolution, dissolving LFLU and CONATUL and 

bringing into being the new Liberia Labour Congress (LLC) as the single centre for 

all workers in Liberia.
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Immediately after the ILO workshop, the ACILS, US United Steel Workers and 

the Ghana Trades Union Congress sent delegates to Liberia to attend the merger 

congress. Indeed, the trade unions held an election for a group of officers for LLC 

on 27th September 2007. However, the elections gave birth to two rival leadership 

groupings. On Monday, 1st October 2007, the two groups submitted to the Ministry 

of Labour two separate lists of leaders for the new LLC leadership. Thus, the merger 

outcome did not hold.

On the intervention of the Minister of Labour, and the advice of the visiting trade 

unionists, new guiding principles were suggested. This involved registration of 

union assets, selecting new staff, reviewing constitutional procedures and following 

them for selection of new candidates, closure and merger clauses. These guiding 

principles were unanimously accepted by the unions and Ministry as the best way 

forward. The two unions thus agreed to go back and have their governing bodies 

review all provisions of the merger documents developed and to map out the details 

for further discussion, responding to the above points. 

After a series of consultations, the first National Unification Congress of Liberia 

was held on 21st-23rd May 2008. The two national centres were dissolved and 

13 officials were elected and inducted into office as the founding leadership of the 

Liberia Labour Congress.
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The merger of national unions in Zimbabwe

Zimbabwe is a land-locked country in Southern Africa with a population of 12.6 million 

and a labour force of 3.0 million. It is estimated that more than 3 million Zimbabweans 

are now estimated to live outside the country. The unemployment rate is not exactly 

known but is estimated to be as high as 95%, with most of those unemployed being 

young women and men in the 15-24 year age group. Strategies and programmes 

adopted to deal with unemployment, underemployment, and poverty eradication 

have largely failed to stem and reverse the scourge. Most Zimbabweans make a 

living in the informal sector.

The recent economic profile of Zimbabwe has been characterized by a wide variety 

of difficult economic problems. The challenges range from the involvement in the 

war in the DRC between 1998 and 2002, which drained hundreds of millions of 

dollars from the economy; the chaotic and violent land reform programme that badly 

damaged the commercial farming sector; to the routine printing of money by Reserve 

Bank of Zimbabwe (RBZ) to fund the bludgeoning budget deficit, causing the highest 

recorded hyperinflation from about 2003 to 2009. The economy deteriorated from 

one of Africa’s strongest economies to the world’s worst.

The power-sharing government formed in February 2009 led to some economic 

improvements, including the cessation of hyperinflation by eliminating the use of the 

Zimbabwe dollar and removing price controls. In 2010, the economy registered its 

first growth in a decade, but will be reliant on further political improvement for greater 

growth.

When Zimbabwe gained its political independence in 1980, there were six national 

trade union centres. They all merged into the Zimbabwe Congress of Trade Unions 

(ZCTU) in 1981. However, the government sponsored the formation of the Zimbabwe 
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Federation of Trade Unions (ZFTU) in 1998, substantially with the intention of 

promoting splinter unions and weaken the ZCTU.

The ZCTU has a membership base of 34 affiliated unions, whose total declared 

membership stood at 238,998 as at 7th May 2010. The general decline in union 

membership that started way back in 1998 is attributable largely to economic 

decline, to deaths resulting from HIV/AIDS and to the emergence of splinter unions 

spearheaded by ZFTU. It should be noted that in the context of project cooperation 

between LO-Norway and ZCTU for the period 2006-2009, one of the stated 

objectives was to create fewer but bigger and stronger unions through mergers and 

or amalgamations.

Having noted the shrinking membership and declining union density, the Sixth General 

Congress of the ZCTU adopted a resolution to support and promote the merging of 

unions in the same or aligned industries. The resolution was also influenced by the 

global union merger trends.

To facilitate the merger process, the unions were grouped in sectoral clusters as 

follows:

Food

•	 Zimbabwe Catering and Hotel Workers Union

•	 Food Federation Workers Union of Zimbabwe
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•	 General Agriculture and Plantation Workers Union of Zimbabwe

•	 Zimbabwe Tobacco Industrial Workers Union

•	 Zimbabwe Domestic and Allied Workers Union 

Transport

•	 Transport and General Workers Union

•	 Railway Artisans Union

•	 Railway Association of Enginemen

•	 Zimbabwe Amalgamated Railway Men’s Union

•	 Railway Yard Operating Staff

Metal

•	 National Engineering Workers Union

•	 Motor Vehicle Manufacturing Union

•	 Zimbabwe Metal Energy and Allied Workers Union

Finance and Banking

•	 Zimbabwe Banks and Allied Workers Union

•	 Commercial Workers Union of Zimbabwe

•	 Zimbabwe Union of Journalists

Chemical, Energy and Mines

•	 Zimbabwe Chemical, Plastic and Allied Workers Union

•	 Zimbabwe Pulp and Paper Workers Union

•	 National Mine Workers Union of Zimbabwe

Building, Wood and Construction

•	 Cement and Lime Workers Union of Zimbabwe

•	 Zimbabwe Construction and Allied Trades Workers Union

•	 Zimbabwe Furniture, Timber and Allied Trades Union
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Textile, Garment and Leather

•	 Zimbabwe Textile Workers Union

•	 National Union of Clothing Industries

Although there have been some operational difficulties associated with the mergers 

and amalgamation processes in Zimbabwe, the ZCTU managed to facilitate 

the amalgamation of unions in some of the targeted sectors. This included the 

establishment of the Food Federation and Allied Workers Union, which brought 

together 14 trade groups under one union. There is also the Zimbabwe Urban 

Council Workers Union that merged 19 individual unions that were operating in a 

given district or town.

Probably, the best example of a merger in Zimbabwe is the formation of the 

Zimbabwe Metal, Energy and Allied Workers Union (ZMEAWU). ZMEAWU held its 

inaugural congress in February 2007. The unions that participated in the build up 

to the congress included the National Engineering Workers Union (pulled out of the 

merger due to disagreements on the process), the Radio, Television and Electronics 

Workers Union, the Motor Vehicle Manufacturing Workers Union (pulled out due 

to lack of political will by its political leadership), the Associated Mine Workers 

Union (declared lack of interest), Zimbabwe Electricity and Energy Workers Union 

of Zimbabwe (pulled out a day before Congress citing lack of mandate), Automotive 

and Allied Workers Union of Zimbabwe, Iron and Steel Workers Union of Zimbabwe, 

and the Zimbabwe Ferro-Alloys Workers Union.

In the build up to the merger, eight unions were involved but only four managed 

to merge: Electronics (800 members), Automotive (2,500 members), Ferro Alloys 

(2,300 members), and Iron and Steel (2,600 members).

The main merger processes can be outlined as follows:

•	 Pre merger: Dealing with unions status quo

•	 Merger planning: Dealing with uncertainties, stumbling blocks and expectations

•	 Initial merger: Dealing with the distribution of power, structures and the union 

organogram

•	 Merger aftermath: Dealing with the “them and us” attitude.
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The following challenges were associated with the merger processes: 

•	 It appears educational and training workshops only targeted leadership

•	 Merger was not driven from a membership perspective

•	 Some union full time members of staff were resisting merger

•	 Inaugural elections were not democratic, as sectors had to second persons

•	 The organogram of the merged union was not clear

•	 One branch has pulled away from the merger, citing the non-participation of 

ZMEAWU at the Collective Bargaining Council

•	 On merging the unions, the employer associations were not activated to do the 

same.

There are ongoing processes to create a unified Metal Unions under the sponsorship 

of the IF Metal of Sweden. To date, the following steps have been accomplished: 

•	 A memorandum of understanding has been signed between NEWU and 

ZMEAWU

•	 NEWU and ZMEAWU have jointly developed a strategic plan towards merging 

and implementing of activities

•	 The two unions hold joint training and educational workshops

•	 Jointly established young workers structures

•	 Currently engaged in an audit of union membership, assets, liabilities, scope of 

coverage and union movable and fixes assets

It is anticipated that the unions will merge to form one big metal union in Zimbabwe 

in 2012.
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The process of establishing Zanzibar Public Sector Union 

Zanzibar is situated off the East African Coast in the Indian Ocean and forms part 

of the United Republic of Tanzania. Under the constitution of the United Republic of 

Tanzania, Zanzibar maintains its own autonomous government. The Government of 

Zanzibar is fully responsible for managing the entire socio-economic development 

of her people, formulates and implements its own development plans, runs its own 

budget, maintains and controls its own foreign exchange reserves, and is responsible 

for servicing foreign debt. However, its autonomous identity, specifically on sensitive 

matters such as defence, and foreign affairs are regulated by the Union Government 

in Dar es Salaam.

Zanzibar consists of two main islands, namely Unguja (also simply known as 

Zanzibar) and Pemba and other numerous small islets. The population of Zanzibar is 

approximately 1.275 million, with an annual growth rate of 3.1%. Zanzibar is one of 

the most densely populated countries in Africa.

The 2006 Integrated Labour Force Survey (ILFS) showed that a total of 513,032 

persons were found to be economically active out of the total working population 

of 614,987 people. Majority of them (60.1%) were found in the rural areas. Male 

employees dominated those employed (51.5%). Unemployment rate is 5.5%.

The current structure of trade unions in Zanzibar is highly attributable to the Tanzania 

Parliament decision of 1998 (Trade Union Act of 1998) that prohibited the historical 

marriage between the workers of Tanzania Mainland and those of Zanzibar under the 

pretext that labour issues were not accommodated in Union matters. Consequently, 

the Zanzibar House of Representatives was compelled to enact the Zanzibar Trade 

Union Act No. 4 of 2001, which allowed registration of trade unions in the isles. 
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Subsequently, the then unitary trade union centre and its affiliated national unions 

were forced to separate. 

Due to these institutional changes, workers in Zanzibar were technically compelled 

to start a new initiative in developing trade union activities on their own. Before 

that, trade union operations cut across the whole United Republic of Tanzania, with 

headquarters of all the unions in Dar es Salaam.

This new reality called for an urgent need to revive independent trade union activities 

in Zanzibar. A lot of work had to be done in organizing workers in Zanzibar. The 

organizing activities involved identifying and locating where workers were, and 

sensitizing and educating them on the importance of trade union organizing.

Consequently, the Zanzibar workers organized themselves in different unions under 

the new Trade Union Act No. 4 of 2001. Subsequently, nine unions came together to 

form the Zanzibar Trade Union Congress (ZATUC). 

A baseline survey undertaken by the national centre (Zanzibar Trade Union Congress, 

ZATUC) in 2009 showed that there was an impressive growth of union membership, 

from 13,759 members in 2006 to 17,234 members in 2009. The largest increase 

was reported by Zanzibar Teachers Unions (ZATU), whose membership increased 

from 5,060 to 5,327 during the period under review. 

However, in spite the steady growth in union membership, there are fears among the 

leadership of ZATUC that downward trends could be realized due to emergence of 

economic shocks associated with the economic and financial crisis and the effects 

of the extended blackouts in Zanzibar. Moreover, reduced membership could be 

attributed to stringent economic reform measures and public sector reforms that are 

already resulting in massive retrenchments and redundancies.

The decline in membership could be further aggravated by the enactment of new 

“investor friendly” statutes aimed at deregulating the labour market. The labour 

market scenario could become hostile to trade unions, thus making it difficult for the 

unions to organize freely. Current investor practices such as hiring on contract basis 

and casualization of labour could impact negatively on trade union membership. 

Other factors such as the HIV/AIDS pandemic, retirements, natural wastage and the 

growth of the informal economy may also affect union membership.

Consequently, the decline in trade union membership will affect the very low levels of 
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trade union finances and operations. There is already internal strife leading to splits 

in unions, especially in the tourism and entertainment sectors.

It is this context of declining density and power that trade union leadership in Zanzibar 

has engaged in a debate about its survival. The move for merger and consolidation 

of national trade unions has now taken a more dynamic role: This process begun in 

2002 but has been slow. In 2005, ZATUC put merger as the priority in its Strategic 

Plan for the period 2006-2009 and again for the period 2009-2012. Since early 

2009, a taskforce was established that managed to expedite the process. There 

has been a general understanding with the leadership of the national centre to 

convert the existing nine national unions into four larger unions to be composed 

of Public Sector Union (to be comprised of RAAWU-Z, ZALGWU, ZUPHE and 

ZPAWU), Private Sector Union (to be comprised of COTWU-ZNZ, TUICO-Z and 

ZATHOCODAWU), Zanzibar Teachers Union (ZATU), and Seamen’s Union (TASU-Z). 

The merger declaration was passed in central committees of the four public sectors 

unions in August 2009. Three unions (ZALGWU, RAAWU-Z and ZPAWU) passed 

the declaration on merger, but ZUPHE executive board rejected the process. This 

necessitated the establishment of a new taskforce to replace ZUPHE participants. 

Some of the activities undertaken since 2009 include sensitization on the contents of 

merger declaration to branch leaders and rank and file members, meetings of central 

committees and executive boards of unions to prepare the inaugural congress, as 

well as the dissolution merger congresses for the three unions.

The new Public Sector Union of Zanzibar is now being considered for registration by 

the Ministry of Labour.
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Ah! Certainly our merger now provides us with a much 
richer and healthy menu for all of us!
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The newly formed Trade Union Congress of Swaziland

The kingdom of Swaziland is one of the world’s last remaining absolute monarchies. 

King Mswati III rules by decree over his 1.4 million subjects, most of whom live in the 

countryside and follow traditional ways of life. The country has been going through 

bouts of political, economic and social unrest since the early 1990s, which has taken 

its toll of the economy and the standard of living of its population.

The labour force in Swaziland is about 460,000, with 70% of the workers in the 

agricultural sector. The unemployment rate was estimated at 40% in 2007.

The Swaziland Federation of Trade Unions (SFTU) was historically the only labour 

federation in Swaziland up to 1994 when the Swaziland Federation Labour (SFL) was 

formed by some affiliates of the Federation. SFTU affiliates were drawn from all the 

organized sectors, save for the teachers union (the Swaziland National Association of 

Teachers, SNAT), which never formed part of the federation. When SFL was created, 

its membership was drawn mainly from the banking and financial institutions, retail, 

manufacturing, pre-schools and non-academic staff of one college. Their reason for 

disaffiliating from the SFTU was derived from their lack of support of 27 demands 

put forward by the SFTU to the government which, among other things, called 

for democratic reforms and the provision of safety net for the poor. SFL was also 

searching for improved administration of unions, which had allegedly degenerated 

within the SFTU. It was further claimed that everything within the SFTU was centred 

on one man, the Secretary General. Others were kept in the dark and did not know 

what was going on in their own organization.

From around 2003, the two national centres in collaboration with SNAT began 

joint national programmes of cooperation that involved protest actions, May Day 

celebrations, and sharing of positions in tripartite forums. This cooperation became 
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more structured with the signing of a memorandum of agreement in May 2008, and 

the establishment of the Labour Coordinating Council (LCC). The principal motivation 

for the LCC was largely to realize the revolutionary trade union slogans of “unity is 

power”, “united we stand divided we fall”, united we bargain divided we beg” as well 

as many other inspiring slogans of the working class theory.

The continued repression tendencies by the government have always been the 

underlining catalyst for the merger. Trade unions wanted to have one formidable 

voice of the workers to defend their interests and that of the majority marginalized 

and poor in the country, especially in the absence of political parties.

In the year 2010, the organizations in the LLC signed a memorandum of intention 

to form one federation in the country. A political launch was held during a joint May 

Day rally in 2011. 

In a statement of intention, the parties recognized that:

•	 The fragmentation of the trade union movement is not in the interest of the 
working class and the poor.

•	 The working population in Swaziland is small and does not require a multiplicity 
of labour centres and unions in the same industry.

The following roadmap was agreed by the parties:

•	 The SFTU and SFL write letters of commitment to the merger by 29th October 
2010. 

•	 The date and the completion of the constitution drafting process should run 
concurrently and be set and finished by 31st December 2010.

•	 Unions will be allowed to affiliate to the new Federation by 30th April 2011.

•	 The Federation will be formally launched on 1st May 2011.

Although a date for the founding congress was set for the end of October, it was 

realized that other stages had been omitted in the planning process.

The merger congress was eventually held between 9th and 11th March 2012 and 

the new Trade Union Congress of Swaziland (TUCOSWA) was born. The occasion 

was attended by delegates from international organizations, including the World 

Federation of Trade Unions, ITUC-Africa, DENOSA (COSATU), SACCAWU (COSATU), 

NUMSA (COSATU), COSATU’s international department, LO/FTF Denmark, LO-

Norway, SATUCC, ANSA, German embassy and the ILO.
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