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                                                                                                                                                               ABSTRACT

The Zambian labour movement was one of the largest, one of the best organised, one of the strongest and one of the dinosaurs of trade unionism in Africa until 1991.The is the time when Zambia’s political environment transited from one party state to a democratic state. The labour movement was not spared as it took a leading role during this transition. When the party called the Movement for Multi-Party Democracy (MMD) began to implement its economic policies after winning the elections in 1991, the problems of the labour movement mounted in the 1990s and the 2000s which has not spared the finance sector union. Thus the strive in this paper to look at the challenges faced by the banking industry union in Zambia: a case for Zambia Union of Financial and Allied Workers (ZUFIAW).

It was therefore argued that the movement became weak from 1991 because it had sold out to the to the then party in power. In contrast, however, it could be argued that the labour movement did not become weak overnight. It had problems from its inception in the 1940s. This was despite the fact that the movement had the potential to become a very powerful body, a potent force in Zambian politics that could provide checks and balances.

Based on this background it would be said the challenges highlighted in this document that include how the bargaining process is handled in an event of a dispute, the restriction of the Zambian law not to allow aggrieved unionised members not to strike, member recruitment where the definition of who is supposed to join the union and who not supposed to join the join has not been taken seriously by the union the government and the firms. Nonetheless it is concluded that the Issues and Challenges faced by trade unions in Zambia goes back to the evolution on trade union existence and cuts across all sections of the society.

1.0 INTRODUCTION
The labour movement was a strong political entity on the 20th century, however, in the early 1980s, it was not popular due to the challenges that the union faced steered by the strong economic challenges faced world over which for sure did not spare the unions. In the Zambian context, the labour movement supported the Movement for Multiparty Democracy (MMD) in the struggle to re-introduce plural politics in Zambia. When the MMD came to power, it also put in place labour laws that weakened the trade unions. However, as a result of the support it gave to the MMD, the labour movement could not fight it. It was therefore argued that the movement became weak from 1991 because it had sold out to the MMD. In contrast, however, it could be argued that the labour movement did not become weak overnight. It had problems from its inception in the 1940s. This was despite the fact that the movement had the potential to become a very powerful body, a potent force in Zambian politics that could provide checks and balances.

Zambia embarked on economic reforms that transformed the economic landscape of the economy in terms of economic management from a socialist or command economy to a market economy. Broadly, some of the principal elements of market-oriented economic reforms undertaken by most developing countries under the auspices of the IMF and the World Bank included; deregulation by removal of price controls; privatization of previously state-owned enterprises including state-controlled monopolies; and trade liberalization, including significant reductions in import barriers, which resulted in a considerable opening of domestic markets and subsequently embracing globalisation. When the MMD began to implement its economic policies, the problems of the labour movement mounted in the 1990s and the 2000s.
The Zambian labour movement was one of the largest, one of the best organised, one of the strongest and one of the dinosaurs of trade unionism in Africa until 1991. In order to understand this better, it would be imperative to divide the Zambian labour movement into sections which discuss various issues such as: the genesis of the Zambian labour movement; the formation of the African Trade Union Congress (TUC) the forerunner to ZCTU; the labour movement in the First and Second Republics; the labour movement in the Third Republic; the challenges faced by the labour movement over the years; the crisis in the labour movement; the labour movement’s response to changes in the labour market after 1991; and the successes of the labour movement

over the years. The case at hand however is the challenges faced by finance sector union in Zambia, a case study for Zambia Union of Financial and Allied Workers (ZUFIAW).Thus the strive in this paper to look at the challenges faced by the banking industry union in Zambia: a case for ZUFIAW.
2.0 WHAT IS TRADE UNIONISM?

According to Sydney and Webb (1920), the history of trade unionism was more prominent among the workers in the economic history and more so the 1920s add more sound to the preexistence of trade unionism of 1894. They defined trade unionism as “a continuous association of wage earners for the purpose of maintaining or improving the conditions of employment”. Scholars such as Karl Marx have defined it based on the value of labour power that the working class may exercise. A recent definition by the Australian Bureau of statistics (2015) states that “a trade union is an organisation consisting predominantly of employees, the principle activities of which include the negotiation of rates of pay and conditions of employment for its members”. 

The International Labour Organization (ILO) defines a trade union organization as “An organization of employees usually associated beyond the confines of one enterprise, established for protecting or improving through collective action, the economic and social status of its members”, Adesola (2011:2)
Many definitions have however come up to elaborate the concept of trade unions. Another early definition that was attempted was contained in the Trade Union Act Of 1913 which defines a trade union as “Any combination, temporary or permanent, under the constitution of which the principal objectives are: the regulation of the relations between workmen and workmen, masters and workmen, or masters and masters, or the imposing of restrictive conditions on the conduct of any trade union or business”. This definition derives from official statutes or laws of the British Government and this officially confers a legal status in trade unions in Britain. Further, according to the Union for British Workers, TUA (1913), a trade union or labor union is “an association of workers united for the purpose of maintaining or improving the conditions of their employment”. They state that the trade unions are associated with politics referring to the past pro union solidarity as key to its growth. 

Traditionally the objectives of trade unions in this context are worker representation and provision of benefits to members. By worker representation it means that unions are responsible for their members to employers on one hand and to the whole society on the other. By provision of benefits to members it means that the union should be able to provide benefits to ensure that members are protected against unemployment, ill health, old age and funeral expenses. Further, responsibilities include; member training, representation for members in disciplinary hearings and provision of legal advice although this varies from country to country depending on regulation.

There are however a number of methods that the union uses to perform its functions and these are through collective bargaining, industrial action and political activities. In collective bargaining, the unions bargain with employers using the collective power of the members over wages and working conditions.  Taking the example of the period of Margaret Thatcher in the UK, collective bargaining was seen with less importance. Looking at industrial action, it looks at the numbers, this means the majority vote will rule. The unions are able to have a strike action against unfavourable management decisions based on the majority vote just to exemplify the type of majority vote for an action. The political activity here looks at the trade unions ability to lobby for legislation in favour of their members or workers as a whole. To this end they may pursue campaigns, lobby on behalf of or financially support candidates or parties for public office.

Looking at the concept of trade unions in Malaysia, the Industrial Relations Act 1967 provides for the workers in the private sector the right to join trade union and that employers should not prevent a worker from joining a union. The underlining fact is to improve the terms and conditions of service in terms of wages and welfare benefits. In their quest to doing so,  the trade unions have to acknowledge the management prerogatives under the law as stipulated under section 13(3) Industrial Relations Act 1967 (Idurs, 2001; Parasuraman, 2006; Aminuddin, 2007;). 

The evolution of the trade union movement globally had its first attempt of formulation in the 1820s and the formation of the National Association for Protection of labour was only established in 1830 by John Dohert. It initially registered 150 unions consisting of textile related unions, mechanics, black smith and other members. This membership rose to the ranges of 10,000 and 20,000 across the following countries; Lancashire, Cheshire, Derby, Nottingham and Leicester. By the year 1834, Robert Owen established what was called the Grand National Consolidated Trades Union. There after more trade unions were established from the 1850s although they were better resourced, they were less radical (Hyman, 2002:7-15).
The trade unions were finally legalised in 1871 following the Royal Commission on Trade Unions in 1867. This was based on the agreement that the establishment of the Trade Unions was to advantage both the employer and the employees and this marked the growth of the movement especially in the industrialised countries and regions such as France, Germany and the United States. The law on trade unions varies from one country to the other and the same applies to the functions that these unions play. Taking an example of the United States, collective bargaining is commonly done by unions directly with employers where as in Denmark, Australia, German and Sweden, unions negotiate with the employers association. It could be from such legal and regulatory rooting that the function and operations of trade unions are paused with challenges (Ibid).

Globalisation has also posed a lot of challenges to the labour movement in which the effects of liberalisation, privatisation and the accepting of foreign investment which may not be in support of workers and trade unions could have their toll. This could also be married to political instability and change of a particular country. This could affect the smooth operation of trade union as such gives birth to policy changes that lead to unemployment as a result of restructuring in privatised companies. This could also result in deregulation of labour laws as one of the means of attracting investment, which would result in job insecurity (Burgess and MacDonald, 1998). 

3.0 TRADE UNION THEORY

The cementing base is the pluralist theory. This is based on the assumptions about workplace relations referring to the fact that managers and employees have different objectives and multiple sources of legitimate authority. There is also an assumption about workplace conflict that is inevitable, caused by different opinions and values, benefit to an organisation and can be avoid by accepting trade unions and include them in decision-making. The other assumptions are about the workplace role of trade unions not as the cause of conflict but rather are expression of diverse workplace interests that always exist in a legitimate part of workplace relations. Then there is the assumptions about the role of collective bargaining  which deals with problems on a collective basis referred to as the most efficient means for institutionalising employment rules has fairer outcomes by balancing employee and management power, Fox (1966:3-6).

Theories of Industrial Relations falling under this are also categorised in three and the first being the Systems Theory whose key pioneer is Dunlop. He said the Pluralist focus is a general theory of industrial relations bearing the Explicit Theory. The second one is Strategic Choice Theory whose pioneers are Kochan, Katz and McKersie framed on the Pluralist Focus of a general theory of industrial relations with reference to Explicit Theory as that which emphasises the strategic choice of actors in deciding industrial relations outcomes. The third category is the Regulation Theory pioneered by Stigler and Friedland, Joskow framed on reference that Pluralist Focus is the State intervention in industrial relations with reference to Explicit Theory, Fox (1966:6).

. 

The pluralist business organisation is similar to the miniature democratic state, composed of sectional groups with divergent interests. As such, conflict is to be expected; but it should not be suppressed. Instead, conflicting opinions and demands should be reconciled and kept within acceptable boundaries so that they do not destroy the enterprise completely. In this pluralist frame, the legitimacy and justification of trade unions rest upon “social values which recognise the right of interest groups to combine and have an effective voice in their own destiny”, Fox, (1966:7).

In order to understand this better Flanders 1970 and Hoxie 1985 are in agreement on the use of pluralist theory in dealing with trade union challenges. Allan Flanders 1970 looks at the role of trade union to belong to a political and economic thought generally understood as pluralism. Pluralists believe that the general framework of decision making in western societies is characterised by the influence and assertion of individual group interests. In the area of industrial relations, trade unions exist to defend and protect the interests of their members. Flanders looks at the pluralist view as that responsibility of trade unions being the welfare of their members not to the firm, industry or nation.

He points out such affiliations are seen in the fact that only members pay contribution and pledge loyalty to enjoy the benefits. Whilst the union may have regard to interest of the community, nation or organisation in their conduct, Flanders insists that sectional interests of members are priority for trade union purpose. The benefits and obligations from collective bargaining is attached only to the union members. Flanders found Hoxie’s view in support which is inferred in the demand method of trade unions. He also agrees that trade unionism is about group view point whose aim is to benefit the view of a prescribed group of people not the whole society.

To cement this understanding, the Industrial Relations Act 1967 states that “workers in the private sector have the right to join trade union where employers should not prevent a worker from joining a union”. However the reasons for employee to join unions are mainly to improve their terms and conditions of service such as wages and welfare benefits. Looking at Section 13(3) Industrial Relations Act 1967, it states that “union cannot interfere in areas of promotion of employees, transfer of workers, the hiring of workers, the termination of workers or reemployment of workers and to offer work that is appropriate with the terms of the contract of service”. This means that the trade unions have to acknowledge the management privileges enshrined in the law and it is these privileges that are the domain of the employers and in most cases, the court will not interfere with employer’s prerogative unless there is evidence of injustice or unfair labour practice Aminuddin (2007), Idurs (2000), Parasuraman (2006).

4.0 ISSUES AND CHALLENGES FACED BY TRADE UNIONS GLOBALLY

In the Malaysian context, the case of Malaysian National Union of Bank Employees (NUBE) that represents all peninsular banks, clerical and related employees is ideally positioned. In their article “Malaysian Industrial Relations at Century’s Turn: Vision 2020 or a Spectre of the Past”. Todd and  Peetz stated that 

“the NUBE is a large and, by Malaysian standards, a highly successful union in representing its members interests. Management recognised the need to gain the union’s approval before implementing change and worked to ensure a close relationship with the union’s leaders. The NUBE’s ability to lead its members to accept change but also to mobilise them against unwanted change in turn gave it credibility and considerable negotiating power in dealing with the banks. It therefore has cooperative or at least accommodative relationships with all the banks studied. During the economic crisis there had been no forced retrenchments. Those redundancies which had occurred had been achieved through voluntary separation schemes (VSS), Peetz and Todd (1999)
 Malaysia had 38 banks, including 14 foreign banks not until recently. As per statement above it would be seen that the banking sector survived the economic crisis although many banks incurred serious losses and the government that a duty to reduce the number of banks to between eight and ten. From the studies conducted by Peetz and Tood, from four banks namely Western Bank, owned by a western multinational corporation (MNC); Bank East Asia, owned by an east Asian MNC; Conglomerate Bank, owned by a Malaysian MNC; and Local Bank, Malaysian owned. It was found that there are ten unions in the banking industry in peninsular Malaysia: two industry unions, and eight IHUs. (Separate unions exist in Sabah and Sarawak.) Officers are generally represented by the Association of Bank Officers, Peninsular Malaysia (ABOM).

In Malaysian however constitution guarantees the rights of all Malaysians to form and join a trade union, there are several restrictions imposed by the laws relating to trade unions, that the Trade Unions Act 1959 (TUA) and the Industrial Relations Act 1967 (IRA). This restriction on Trade Unions Act does not allow general unions for workers.  This means that membership of any trade union is confined to only those who are employees of a particular industry, establishment, trade and occupation TUA (1959). For example, “a bank employee could only be a member of a banking union, but cannot be a member of an airline union or teachers union while a hotel employee, a timber worker or a labourer could not be members of the same union”. It should be noted that the laws in a particular country determines how a trade union will be able to maneuver.

In the Australian context, a finance sector union founded in July 1991 has been transformed in the past decades. The Union was formed when the two main players in the banking and insurance industries - the Australian Bank Employees' Union (ABEU) and the Australian Insurance Employee's Union (AIEU) voted to amalgamate and create the FSU. This was mainly due to the joined forces to form the Finance Sector Union, now the fifth-largest union in the country.
In March 1994, the FSU was further strengthened when the Commonwealth Bank Officers' Selection (CBOS) joined with the FSU and earlier three other smaller unions joined, Hill (1982:11).

The Finance Sector Union in Australia is committed to providing members with excellent information, advice and support on an individual, workplace and industry level. The Finance Sector Union is registered with the Australian Industrial Relations Commission and is affiliated with the Australian Council of Trade Unions. The Union has branches in all States and National Offices in Melbourne and Sydney. Full time officials are elected for a four year term by the members (Ibid) 

FSU responded to the changing workplace environment by launching successful campaigns for the introduction of paid maternity leave (followed by paid parental leave, exclusive of gender), job sharing and the introduction of employer sponsored sick leave cover for retrenched employees who find employment again in the industry within 12 months of their termination from their previous employer. However, the consequences of rapid technological change, the mass restructuring of workplaces and consequent off shoring of jobs, and the implementation of sweeping changes to Australian industrial law by the Howard Liberal government, meant that many serious challenges would be faced by the FSU into the immediate and ongoing future (Ibid).

In the South African context, Sasbo is a South African Financial Union whose aim is to “strive through service excellence, professionalism and integrity to enhance members’ prosperity is yet another finance sector union. Whilst focusing on the interests of members, Sasbo positively influences the finance sector to become a successful global player.” Sasbo prides itself on being a non-racial, multi-cultural trade union, representing a combination of skilled and highly skilled white collar workers in the South African banking and finance sector, Sasbo news (2015)

Sasbo was established in 1916 by bank employees and grew throughout the years by consolidating finance and banking unions into one strong union. Today, it is recognised as the only union representing the interests of all banking and finance workers in South Africa and is respected throughout the industry due to apolitical views and promise to members’ realistic benefits and negotiated results, (Ibid)
Sasbo represents about 70 000 members who vary in seniority and also enhances members’ prosperity outside of their immediate working environment. In 2012, Sasbo employed the services of renowned economist Mike Schussler to oppose the 16% increase proposed by Eskom. At the NERSA hearings, Sasbo, through Mike Schussler, supported an inflation related increase in electricity tariffs. Sasbo prides itself of the intervention, which it believes contributed in convincing NERSA that South Africa could not afford a 16% increase. To this effected partnered with the Opposition for Urban Tolling (OUTA) in opposing the unpopular E-Tolling system in Gauteng (Ibid). 

Sasbo encourages finance workers, regardless of their seniority, race or political views, to join Sasbo for the benefits of collective bargaining as well as for their individual protection against any and all unfair labour practices. The Finance Union believes in responsible, sustainable and healthy labour relations, (Ibid). It is Important to note that the regulation does also affect the operations of the union backed by the social economic challenges of such as member recruitment and affiliation. Nonetheless, the unions in South Africa have the right to strike upon following protocol in which the union has to lodge the case with the commissioner and if unresolved a certificate of non-resolution is issued that gives the employee the legal right to strike and participants are protected from dismissal unless they are involved in misconduct. This is contained in section 64 of the South African Labour relations Act.
5.0 UNDERSTANDING OF TRADE UNIONISM IN ZAMBIA 

African trade unionism in Zambia was born in about 1947 with the help of William Comrie, a British Trade Union Labour Officer, who was nick named the “obstetrician” of African trade unionism in Zambia and who was helped by Labour Officers from the Northern Rhodesian Government’s Labour Department, who were nicknamed the “midwives”. The African Shop Assistants Trade Union, formed in 1946 with 1,300 members, was the first African trade union, followed by the African Mineworkers’ Trade Union (AMU) in 1949 with 19,000 members and Lawrence Katilungu as its leader.

‘Prostrate and powerless to make an impact upon the life of independent Zambia’ was the state in which the labour movement entered independent Zambia. It was a position which worried the Zambian government in 1964. It was worried that foreign elements might control the divided labour movement and use the unions to fight the government any time the UNIP-controlled Parliament legislated anything against the interests of the foreign elements in Zambia. This led to the enactment of the Trade Unions and Trade Disputes Ordinance in 1965 with a view to strengthening the trade union movement and helping all unions to conduct their affairs freely. In accordance with Zambia’s adopted policy, the principle of “one union, one industry” was introduced into the law and the ZCTU was formed in 1965 on this basis. The Industrial Relations Act of 1971 replaced the Trade Unions and Trade Disputes Ordinance.

Under the One-Party State the labour movement developed rapidly as it enjoyed the generous provisions of the Industrial Relations Act of 1971 that replaced colonial labour legislation. Among other provisions in the Act were the establishments of the ZCTU as the only national trade union centre under the law, and the compulsory affiliation of all registered trade unions in Zambia to the ZCTU. Nevertheless, the UNIP leadership saw the ZCTU as a formidable enemy politically and so was unhappy about the labour movement supporting calls for a return to multi-party politics that it tried to weaken the movement by having the check-off system cancelled, and it also tried to divide it. 

UNIP barons had a special hatred for Chiluba and in an apparently vain attempt to weaken his power-base, Kaunda urged the 1990 UNIP National Council to repeal the 1971 Industrial Relations Act that compelled trade unions to affiliate to the ZCTU. Kaunda argued that if the government was to be contested by multiple parties, it followed that an individual trade union should have the right to secede from the ZCTU. In a divide and rule style, the state had apparently persuaded at least four unions affiliated to the ZCTU to leave the organisation.

Chiluba’s position was only saved by the ZNUT and ZUFIAW that gave him senior positions in the unions. When he was re-elected chairman of ZCTU in October 1990, he delivered a moving speech in which he said among other things that he was only saved because God sent angels to redeem him through ZUFIAW. Chiluba’s position raised interesting questions about the precise relationship between trade unionists and politicians in post-independence Zambia and between trade union leaders and the workers they represented.

6.0 ZAMBIA UNION OF FINANCIAL AND ALLIED WORKERS (ZUFIAW)
ZUFIAW was first registered as the Rhodesian Society of Bank Officials- RHOSOBO (7th Nov, 1961) then it was Transformed into Zambia Union of Bank Officials- ZUBO (23rd Nov, 1970). In the same year 1970 to 1984 it transformed into Zambia Union of Financial Institutions- ZUFI and later transformed into Zambia Union of Financial Institutions and Allied Workers (ZUFIAW) (1984-Date). This transformation was a significant part of change as it is said to be the process through which one moves from one point to another and that is exactly what the union had done. Prior to the coming of multiparty democracy in Zambia in the 1980s and 1990s, Zufiaw always and in most cases went on unprecedented strikes in the financial institutions in Zambia. This resulted in 500 bankers being fired. ZUFIAW lost a lot of charismatic leaders and the union was divided. The Government made the situation worse through the creation of a rival union called the Bankers Union of Zambia (BUZ). 

The reason for the strikes earlier mentioned were that the banks negotiated under one umbrella called the Zambia Bankers Employers Association with ZUFIAW. The negotiations were never successful because the big banks with huge profits used the small banks with smaller profits as a bench mark for negotiations. Thus, members in institutions with big profits always got raw deals in terms of conditions of service.

However, following effective negotiations with government, this was when the union lobbied employers and government to have this suppressive and exploitative Association to be dissolved. The union lobbied with a lot of organs to ensure that this was done. Eventually, this Association was dissolved. This was the advent of ZUFIAW’s positive scores as a labour movement. After the dissolution of this Association, all the Memorandum of Recognition Agreements (MRA) were cancelled between ZUFIAW and the banks and this meant ZUFIAW was to enter into new Memorandum of Recognition Agreements with the banks. This was not easy as the union had to compete with the rival BUZ.

Despite the rival union being supported by most of the employers and some sections of the government, ZUFIAW beat its rival by signing all the Recognition Agreements except for one, the Grindlys Bank (later transformed into Stanbic bank.) which had a high concentration of Bankers Union of Zambia officials. All Recognition Agreements had been signed at the time of going to the Quadrennial Conference and instead of it being held in December 1997, it was held from the 17th to 20th July 1998, under the theme “Building a New Zufiaw.”

7.0 CHALLENGES FACED BY FINACIAL SECTOR UNION (ZUFIAW)
The labour industry in Zambia and the financial labour in particular is faced by  many  challenges mainly arising from the bargaining tool which both the union and management uses to reach an agreement on the conditions of service for employees. Although this bargaining process is correctly stipulated in the law (Cap 269 ILRA), it is through this process that industrial relations threats are usually birthed. The bargaining process begins by first constituting what is called a bargaining unit (BU) consisting the union representative on one side and management representatives on the other side and the two choose who to chair in the bargaining processing.

The BU then enters in what are called negotiations where based on the demands by the union and the offer by management. It is through this process that the determination of the nature of the relationship between the employee and the employers is put to test as the employee has the aim of negotiating for good conditions of service while management has the aim of saving by spending less on the employee and in turn maximising profit for their companies. 

In most cases the BU reaches an impasse where they fail to agree and meanwhile the law also has a stipulated time in which these negotiations have to be completed. This impasse has in most cases led to go slow action by the union, wearing black in protest, the union attacking management in the media in protest, looming strike actions and other militant actions that the union may deem appropriate at that particular period. Although strike may loom a strike action in the Zambian context sounds illegal as the law does not favour the union in this aspect and employees may suffer loss of employment if such an action could be undertaken.

This has been a major disadvantage for the union in Zambia to fight for better conditions of service as the sealing that the law has put bars the extent to which the union could put pressure on management to offer the demands which they place. In 2013, the health sector union had an impasse which saw nurses striking and the reaction from the government was to fire all the striking nurses and employing new nurses to replace the fired nurses and meanwhile there is high level of unemployment in Zambia. This sent a negative and weakening message to other unions across the country and ripped off the strength of the union movement. The unions have tried to have these nurses reinstated back in employment but no positive response has come up. Based on this fact it would be seen that there is a challenge that is being posed on the union that greatly endangers industrial harmony.

When and if the negotiations between management and the union are successful, they sign a document called the collective bargaining agreement (CBA) that stipulate all the conditions of service that are negotiable and have been negotiated between the union and management.  The collective agreement is birthed from the memorandum of the recognition agreement (MRA) that is usually referred to as the ‘marriage certificate’ that keeps the relationship between the union and management. The content of what is supposed to be negotiable, non-negotiable and subject for consultation with the union by management are clearly marked in the MRA.

These items also pose a danger to industrial harmony as most cases management capitalises on the non-negotiable items to fix unions as these items vary from company to company there is no prescribed standard as to what must be negotiable and what should not. This means the same financial sector may have one company having the item for conditions of service negotiable and another company will have it as non-negotiable. This means that a national union in this case ZUFIAW has different MRAs signed for each finance and allied company operating under it. Members through their employers pay a 2% subscription of their gross to the national union as stipulated in the ILRA Cap 269 that ZUFIAW then uses for their day to day running. According to the research finding for Muneku 2002, ZCTU holds 92% of the total paid up union membership. The rival federation FFTUZ where ZUFIAW affiliates account for just 8%  of the total union membership.  

The more the members the higher the subscriptions and the issue with most financial sector organisations is that most people are given some managerial roles and are termed as such to avoid having more staff under the unionised group. Although the law was amended to clearly define who is a manager is under section 3 of the industrial and labour relations Act, this has not been implemented by most finance sector organisation save for Barclays Bank Zambia that has acknowledged this amendment. Thus the question to look at the key challenges faced by trade union in Zambia financial sector a case study for Zambia Union of Financial and Allied Workers Union (ZUFIAW) 

In his thesis “state, trade unionism and policies” Beele (1987), concluded that the framework within which industrial relations is discussed, the issues emphasised and the fields of study that dominate the industrial relations in Zambia all come to misplace the nature and level of worker participation. He makes reference to the faulty premises for analysing industrial relations in Zambia as the hindrance to effective worker participation. A broader based historical approach to the political economy of Zambia for the understanding of relations between the state and the unions is cardinal. This is so because Beele (1987) notes that’s conflict between the state and trade unions pervades all understanding of worker participation and industrial relations in Zambia which then spreads into the banking sector. It is from this angle and the so many issues that have been raised in this document that we call for an in depth assessment and evaluation on the challenges in the financial industry in Zambia looking at the case of one of the major finance sector union in Zambia, ZUFIAW.
8.0 ATTEMPTS TO MITIGATE THE CHALLENGES

The attempts to resolve these challenges begun when with evolution of industrial relations in Zambia said to have been found in many International Labour Conventions. One of the important Conventions is No. 87 and 98 that deals with freedom of association and the right to organise and collective bargaining. Despite being authorised by Zambia only in 1996, the provisions were largely incorporated in the industrial relations legislation much earlier. The initial thrust of the legislation was basically to provide protection to the vulnerable group in the employment relationship in order to create a level playing ground for interaction. This legislation was made in a way that permitted Government to intervene in the labour market so as to assure sensible relations and conditions of employment and the safety health and general welfare of workers in the period when trade unions were none existent or were ineffective and therefore incapable of providing counter-veiling force in the interests of workers Nyirenda (2003:5).

After a period of time, it has been possible to synchronise regulation in favour of collective bargaining.The Industrial and Labour Relations Act (Chapter 269 of the Laws) that was initially enacted in 1971 (Act No. 36/1971) replacing one enacted in 1990 (Act No. 36/1990) was enacted again in 1993 (Act No 27/1993], this Act provides the legislative framework for the establishment, organisation and management of trade unions, employer’s organisations and their federations. It also provides for collective bargaining, settlement of industrial conflicts, consultative mechanism and the establishment and operation of the Industrial Relations Court.  Further amendments were introduced to accommodate, among others, the dictates of the liberalised political and economic environment in 1997. These changes rooted the ideologies of freedom of association in accordance with the ILO standards and abolished the policy of “one union one industry” which promoted the seven monopoly trade unionism. These changes paved a smooth landing for enterprise level collective bargaining, Nyirenda (2003:5-7).
The legal framework for industrial relations in Zambia is derived from the fundamental rights in Part III of the Constitution of Zambia and in particular from a provision in Article 21 which in sub article (1) reads “no person shall be hindered in the enjoyment of his freedom of association…….and in particular to form or belong to any……..trade union for the protection of his interests.” The earlier constitutional premise was moved and amplified in the Industrial and Labour Relations Act. The Employment Act, the Minimum Wages and Conditions of Employment Act, the Employment of Young Persons and Children Act, and the Factories Act are other legal instrument for industrial relations in Zambia (Ibid). 

A number of improvements occurred following the liberalisation of the labour market such as the free exercise by the workers of their right of association has manifested in the emergency of many more and often competing unions seeking registration and recognition. For the workers, multiplication of unions has meant segmentation and weakening their ability to articulate and champion the workers cause effectively due to a specialised nature of the segments. For example in the education sector there are currently four Unions catering for more or less the same classes or categories of employees and all of them have been recognised by the employer as bargaining partners. The mining sector has its own union; telecommunication sector has its own as well as the financial sector. This liberalisation however has come with challenges which the employers are faced with. However, the Industrial and Labour Relations Act provides detailed provisions on the rights of employees in respect of trade union membership and its activities, the establishment and organisation of trade unions and indeed employers’ associations (Ibid).

9.0 SUCCESS OF ZUFIAW
The union in Zambia still remains to play a very important role although they are faced with these challenges. Amidst these challenges however Zufiaw has recorded a number of successes. According to the General Secretary’s Report presented at the quadrennial conference in 2013, the main success story is that of effective negotiations with government where in the union lobbied with employers and government to have what was termed as suppressive and exploitative Association to be dissolved.  In this bid, the union lobbied with a lot of organs to ensure that this was done. The earlier alluded to association allowed for the union in the banking sector to negotiate as one meaning that all the union in the banking sector would negotiate as one then apply the resultant agreement to all member institutions. After the dissolution of this Association, all the Recognition Agreements were cancelled between ZUFIAW and the banks and this meant ZUFIAW was to enter into new Recognition Agreements with the banks.
ZUFIAW is the first union in Zambia to have come up with a training centre. This training centre is being run and managed by the institution and the aim is to serve its workers, member institutions and the public at large. The services that are offered include training, conferences, workshops among others and it also generates extra income for the union. Like most unions in Africa, ZUFIAW contributed strongly to the political development in Zambia that led to the birth of multiparty democracy.
On the industrial relations front the union has not recorded any strikes that have affected the harmony of the labour industry for over two decades now. This has been seen in the successful conclusion of negotiations for conditions of service with its affiliate institutions and more so that the pluralist principles have been implemented allowing for the union and management to take 
negotiations as a key factor in reaching an agreement. Unlike in the united stated where the union number are growing down, due corporatising by drawing a line between the union leadership and the employer lead to loss of faith between the two. In 2009 according to Swanson 

(2015) there was a decline of slightly 50% decline in union membership due to the great recession leading to high unemployment rate. Zufiaw has about 27 member institutions with about 4000 member whist its rival union BUZ only has one member institution (zufiaw.org).
10.0 CONCLUSION
The challenges being faced by the Zambian financial sector are common to other unions as well as seen in the striking nurses that had their employment terminated due to the fact that in the Zambian law there is no provision for workers to strike if faced with labour dispute. For this reason a research is under way mapped “Identify and investigate the key challenges of the trade union in Zambia in the financial sector a case study for Zambia Union of Financial and Allied Workers Union (ZUFIAW) and the extent in which these challenges affect industrial harmony between the employee, employer and the government”, where it is hoped that the challenges will be clearly highlighted and the mitigating factors given based on the pluralist theory. According to Raduan (2008), “there is little doubt of the fact that the environment within which trade unions operate are changing and having adverse effects on collective bargaining, a major function of trade unions”, as revealed by the literature in her research on ‘environmental changes and collective bargaining’.

In her view, when trade unions and employers bargain collectively, both are entering into negotiation relationships that are influenced by local, regional, and national features of industry, the product market, the labour market, framework of law and custom, the surrounding community, and patterns of cyclical fluctuations of the economy, the comparative organisational capacities and broader philosophies and objectives of the parties to the negotiation. It is this kind of operation that makes industrial relations closely relate to trade unionism.
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