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[bookmark: _Toc369075232]ABSTRACT
Project Name: Improve Compliance with Labour Laws in Georgia
Name of Applicant: International Labour Organization (ILO)
Funding Requested From USDOL: USD 2,000,000for a duration of 36 months
For the last seven years, Georgia has undergone deep changes in its labour legislation and institutions and practices in managing human resources, which resulted in tense relationships and lack of trust among the tripartite constituents, particularly between the Government of Georgia (GoG) and the Georgian Trade Unions Confederation (GTUC).
The 2006 Labour Code was based on the assumption that deregulation of the labour market would attract investment and create jobs even at the price of not complying with International Labour Organization (ILO) Fundamental Conventions ratified by Georgia. Despite ILO’s technical support and guidance to the GoG to amend the labour law, no tangible results could be reached. It is only with the arrival of a new Government late 2012 that Georgian authorities started to take the necessary steps to amend the labour legislation in compliance with International Labour Standards (ILS).
However, Georgia has no institutional capacity to ensure compliance with the provisions of the new Code. Within the Ministry of Labour, Health and Social Affairs (MoLHSA), there is no labour inspectorate, no conciliation and mediation service and no OSH agency or institute. Regarding arbitration aspects, judges are not aware the new provisions of the labour code. Also, trade unions have been seriously weakened in the years that followed the adoption of the 2006 Labour Code. GTUC had to face a sharp decline in active membership, and has extremely low expertise and capacity in representing workers’ rights and interests. 
The work ahead is challenging and implies the development of public institutions aimed at informing and raising awareness of employers and workers on labour laws, enforcing their application when required and preventing and settling labour disputes. Reinforcing the capacity of workers’ organizations to recruit members and adequately negotiate working conditions and resolve disputes on their behalf is also a mean towards better compliance. The ILO has the expertise and the trust of its constituents to ensure the needed continuity between the labour law reform it has contributed to, and the following step of enforcing it.
In order to improve compliance with labour law in Georgia, the ILO proposes, in close coordination with its constituents and relevant partners, to (1) enhance the capacity of the GoG to enforce labour laws and respect ILS by: i) supporting the GoG in adopting a 3-year strategy and action plan to enforce the labour legislation; ii) supporting the development and implementation of information and awareness raising tools on the Labour Code for workers and employers; iii) assisting in establishing a Labour Inspectorate (LI) in conformity with ILS; iv) enhancing the capacities of the LI to effectively enforce the Labour Code; v) training Judges on the national labour laws and the judicial use of ILS; vi) assisting in reinforcing the capacities of labour mediators and raising the awareness of the social partners on the benefits of mediation to prevent and resolve labour disputes; and vii) providing technical assistance for consolidating the GoG’s capacity to address labour trends and issues.
The project will also seek to (2) strengthen the effectiveness of GTUC and its affiliates in representing workers’ rights and interests. It will do so by: i) supporting them in the adoption a 3-year strategy and action plan to improve their capacities in representing workers’ rights and interests; ii) enhancing their capacities at recruiting, communicating and educating members to better represent workers’ rights and interests; iii) reinforcing theircapacities to serve their members’ needs in labour relations; and iv) nurturing emerging unions leaders at effectively exercising growing influence and occupying key functions.
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[bookmark: _Toc369075235]I-	PROJECT DESIGN NARRATIVE
[bookmark: _Toc369075236]1)	Background and Problem Statement
[bookmark: _Toc369075237]Project rationale
For the last seven years, Georgia has undergone deep changes in its labour legislation and institutions and practices in managing human resources, which resulted in tense relationships and lack of trust among the tripartite constituents, particularly between the Government of Georgia (GoG) and the Georgian Trade Unions Confederation (GTUC), the country only national workers’ confederation.
These changes followed the adoption 25 May 2006 of a new Labour Code that did not only replace the Soviet era 1973 Labor Code of Georgia[footnoteRef:2] but also the 1997 Law on Collective Agreements and Covenants, the 1998 Law on regulation of Collective Labor Related Disputes and the 2001 Law on Employment. The Labour Inspectorate and the Employment Agency were dismantled. Notably, the Georgian Labour Administration had been completely dissolved; before January 2013, there was not even a labour and employment policy unit within the Ministry of Labor, Health and Social Affairs (MoLHSA). [2: Georgia was part of the Union of Soviet Socialist Republics until 9 April 1991.] 

The 2006 Labour Code was based on the assumption that deregulation of labour would attract investment and create jobs even at the price of not complying with International Labour Organization (ILO) Fundamental Conventions ratified by Georgia. Indeed, Georgia had ratified all eight ILO Core Conventions, including Convention No. 87 concerning Freedom of Association and Protection of the Right to Organise (ratified in 1999) and Convention No. 98 concerning the Right to Organise and Collective Bargaining ratified in 1993.
Key features of the 2006 Labour Code were the followings:
· The right of employers to hire employees under fixed-term or open-ended contracts without any distinction between the two forms of employment contracts, resulting in the proliferation of short-term (one to six months) contracts;
· The right of employers to terminate employment at will under the sole condition of paying a one-month severance pay. A series of Court decisions, including a decisive December 2011 Supreme Court ruling on a case of alleged termination for trade union activities[footnoteRef:3], confirmed the right of employers to terminate employment at will without having to substantiate their decisions, leaving employees without adequate safeguards against discrimination or unfair dismissals. [3: JSC “E-G-A” v. Sh. N, Supreme Court of Georgia, Chamber of Civil Cases, AS-343-327-2011, (2011).] 

· There was no specific protection against anti-union discrimination in the 2006 Labour Code, such protection being found only in the 1997 Law on Professional Unions. However, the Supreme Court 2011 judgment mentioned above concluded that the Labour Code had supremacy since it had been adopted after the Act on Professional Unions.
· Two non-unionized employees or more were allowed to conclude collective agreements having an equal value to that of collective agreements concluded by trade unions.
· The right to strike was constrained by numerous restrictions, namely regarding the grounds for strike, categories of workers prohibited from industrial action, and a ban on strikes lasting for more than 90 days.
· The Code did not contain any conciliation or mediation procedure to assist employers and trade unions in preventing and resolving labour disputes.
Prior to the adoption of the 2006 Labour Code, the ILO had informed Government officials that the draft legislation was not complying with Conventions No. 87 and No. 98, and its adoption would result in complaints to the ILO supervisory bodies. Indeed, the International Trade Union Confederation (ITUC) and GTUC filed numerous complaints with the ILO Committee of Experts on the Application of Conventions and Recommendations (CEACR). 
CEACR observations issued in 2007, 2009, 2011, and 2012[footnoteRef:4] concluded that the labour legislation was contrary to standards ratified by Georgia in regard with freedom to join trade unions, non-interference with the activities of employers’ and workers’ organizations, protection against anti-union discrimination, collective bargaining framework and procedures and exercise of the right to strike. [4: CEACR Reports on Georgia are available at: http://www.ilo.org/dyn/normlex/en/f?p=1000:11110:0::NO:11110:P11110_COUNTRY_ID,P11110_CONTEXT:102639,SC] 

In order to help its constituents to address these issues, the ILO held two high-level missions in Georgia that concluded with the signature on 4th December 2008of anagreement between the GoG, the Georgian Employers’ Association (GEA) and GTUC,setting up an Ad Hoc Tripartite Commission withthe technical assistance of ILO. An international consultant hired by the ILO has been supporting the Georgian constituents since 2009 to facilitate the emerging social dialogue and advise on ways and means to amend the national labour legislation to ensure its compliance with International Labour Standards (ILS).
In a first phase conducted between February 2009 and May 2010, ILO efforts aimed at drafting amendments to the labour legislation with an emphasis on ensuring adequate protection for trade unionists to function freely without interference from government and employers within a sound legal environment. The ILO held a high-level roundtable in October 2009 that considered specific amendments that would alignwith the principles of Conventions No. 87 and No. 98.
Discussions over the development of a structured process of tripartite social dialogue concluded with the adoption in March 2010 of a Prime Minister Decree instituting a national Tripartite Social Partnership Commission (TPSC) chaired by the MoLHSA.
However, despite ILO efforts to find solutions to amend the Labour Code, the GoG did not take the necessary measures so as to proceed with these amendments accordingly. In May 2010, the ILO decided to put a hold to its technical assistance to Georgia.
Meanwhile, the already tense relationship between the GoG and GTUC and its affiliates deteriorated in the spring and summer of 2011. High profile labour conflicts confirmed the serious difficulties in the effective exercise of the right to organize and collective bargaining. These include serious allegations of unfair labour practices in the public sector. One the one hand, employers in the education and railways sectors unilaterally cancelled union dues check-off, strongly affecting the financial capacity of the two largest groups of unionized public employees. On the other hand, two massive waves of resignation letters from trade union membership occurred simultaneously in August 2011, in two regions (Imereti in Western Georgia, and Kakheti in Eastern Georgia). These resignations were formulated in an identical manner and concerned 1960 public servants employed in 13 municipalities.
It still remains unclear if the cancellation of union dues check-off and membership resignations in the public sector have been a centrally coordinated GoG strategy to weaken trade unions, or the results of decisions taken independently by local management. However the results were dramatic for the financial capacity of GTUC and its affiliated trade unions. Indeed, data provided by GTUC show a 59% decline in the number of members paying dues within one year, dropping from 189,915 in 2010 to 77,298 in 2011.
However, in the wake of the above-mentioned labour conflicts, the Georgian authorities, while still refusing to amend the labour legislation in the short term, accepted that the ILO would explore measures aimed at easing the tense relationship with trade unions and find ways to prevent labour conflicts.
Therefore, in a second phase of technical assistance from October 2011 to September 2012, the ILO focused at developing, in cooperation with GoG, GEA and GTUC, the framework and modalities of a labour mediation mechanism aimed at resolving labour disputes at the workplace level, rather than having them escalating at the national level like it has happened previously. Discussions were tense, reflecting the deep distrust between GoG and GTUC officials. Progress towards an agreement on mediation became more and more difficult as the 1 October 2012 Parliamentary Election was approaching.
The absence of tangible results that followed the GoG testimony at the GSP Hearing, held on the 24th January 2012by the Office of U.S. Trade Representative in connection with the 10 September 2010 AFL-CIO petition to remove Georgia from the GSP trade preference program, did also largely contribute to the impasse in establishing a labour mediation mechanism. Indeed, in its pre-hearing comments, the GoG had, for the first time,recognized the non-compliance of Labour Code provisions with ILS and manifested its“genuine political commitment to address the issues regarding core labor standards and [its] intention to bring its labor laws to a higher level of compliance with the international labor conventions and best practices”[footnoteRef:5].Out of the 12 pre-hearing written commitments to change the Labour Code taken by the GoG, only the two least significant amendments were introduced in the draft bill that was adopted by Parliament in June.  [5: Government of Georgia, Pre-Hearing Comments Submitted by the Government of Georgia on the Petition of the AFL-CIO to Remove Georgia from the List of Eligible Beneficiary Developing CountriesPursuant to19 USC 2462(d) of the Generalized System of Preferences (GSP), 10 January 2012, p.22.] 

The October 2012 election brought a change of Government and a totally different attitude toward labour issues. The new prime Minister mandated the Ministry of Justice (MoJ) to prepare drafts amendments to the Labour Code aimed at making it compliant with ILS. A third phase of the ILO involvement started with a request for technical assistance from MoJ. Four missions were conducted by ILO experts for this purpose between December 2012 and June 2013. 
After they were made public on 22nd January 2013, the GoG proposals were discussed comprehensively with employers, trade unions and NGOs before the introduction of a draft billin Parliament. The law amending the labour Code was adopted by Parliament on 12th June and did enter into force on 4th July 2013. The main features of the revised Labour Code are the followings:
· The provisions allowing for the termination at will of an employment contract by the employer have been repelled and replaced by a set of provisions stipulating grounds for legal and illegal termination and providing for a right of appeal against unfair dismissals, the employer having the burden of proving that the termination was done on legal grounds. 
· A distinction has been introduced between open-ended and fixed-term employment contracts. Fixed-term contracts of less than one year shall be based on objective grounds, such as specific work, seasonal activities, temporary increase in work, and replacement of a temporarily absent employee. Fixed-term contracts of one year or more can be concluded at the employer’s discretion. However, such contracts will be deemed open-ended contracts after 30 months of employment. Start-up companies benefit from more flexibility having the possibility to conclude successive 3-month employment contracts up to 48 months. 
· Freedom of Association (FoA) and the right to organize are now adequately protected with the introduction of a completely new chapter complying with the principles and modalities of Conventions No. 87 and 98. 
· The rules for Collective Bargaining (CB) have been clarified in accordance with ILS. The Code now stipulates that trade unions are the sole bargaining agent for negotiating collective agreements on behalf of the workers,and sets procedures for direct negotiations and provides an obligation for the parties to bargain in good faith. 
· A labour mediation mechanism has been introduced to resolve collective disputes involving at least 20 employees, be they connected to the negotiation of collective agreements or the violation of human rights and freedoms, labour standards, employments contracts or collective agreements. Mediation shall go on for 21 days before the parties can legally exercise the right to strike or lockout.
· The law establishes aTripartite Social Partnership Commission under the chairmanship of the Prime Ministerto advise on employment and labour issues in replacement of the commission established in 2010 under a GoG Decree and chaired by the Minister of Labour.
[bookmark: _Toc369075238]Problem analysis
Now that a decent Labour Code is adopted, the challenge is to reinforce and build institutions that will ensure compliance with its provisions, both at the individual and collective levels. Institution building is about strengthening the capacities of the GoG and relevant labour-related state institutions, and as well as those of the social partners, starting with those of the workers’ organizations. In short, because it has been under a socialist model for 70 years and, more recently, under an ultraliberal model for 10 years, Georgia has not been able to develop a functioning industrial relations system adapted to a market economy.
The GoG responsibility for labour issues is primarily in the hands of MoLHSA. As mentioned earlier, there was no administrative entity devoted to labour within the Ministry until early 2013 when a Department of Labour and Employment Policy was created under the responsibility of a Deputy Minister. This policy department comprises three divisions – Employment, Labour Relations and Social Partnership and labour Migration – and employs 25 persons. Since labour had not been a preoccupation for public authorities for years, it is not surprising that the level of expertise in the field of labour and employment policies is generally low. There is thus a need to build capacity at developing, monitoring and evaluating labour policies and programs. 
As for operational units aimed at informing citizens and employers on labour matters, enforcing labour standards, promoting Occupational Safety and Health (OSH) and assisting in the resolution of labour disputes, the current reality is a blank page for there is no labour standards informative website, no labour inspectorate, no conciliation and mediation service and no OSH agency or institute.
The challenge of improving compliance is thus rather different than usual. Indeed, contrary to projects aimed at reforming and reinforcing the capacity of existing Labour Administrations, Georgia has to create a Labour Inspectorate, including its OSH component, and a Conciliation and Mediation Service from scratch. 
Adjudication of labour-related cases is the prerogative of first instance local/regional Civil Law Courts which decisions can be appealed to one of the two Courts of Appeals (Tbilisi and Kutaisi) and ultimately to the Supreme Court. Considering the key changes introduced in the Labour Code in regard with the creation and termination of employment contracts, FoA and CB, there is an obvious need to inform and train all judges in regard with the new provisions and, eventually, to go further in developing a more comprehensive training curriculum for judges having a particular interest in labour law. Arbitration has never been used to settle labour disputes, even in collective agreements. There might however be a window of opportunity to experience at arbitration, especially if the use of mediation proves to be successful, opening the door for other Alternative Dispute Resolution procedures.
As described earlier, Georgian trade unions have evolved in a hostile environment for many years. GTUC, the sole confederation of trade unions in the country composed of 21 sectoral/professional unions and one territorial union in the autonomous region of Adjara, had engaged in a reform process after the election in September 2005 of a new leadership dedicated to transform the soviet-inspired organization into a trade union capable of representing the interests of workers in a market economy. 
While trying to modernize their organization, the new leaders had to face a sharp decline in GTUC active membership (union dues paying members) as illustrated inTable 1. Within four years, from 2007 to 2011, GTUC has lost two-third of its active members. However, due to efforts at collecting union dues by other means,restoring of union dues check-off in the education sector and a friendlier political environment, active membership has begin to grow, active membership at the end of 2012 has increased by 17% from its 2011 lowest peak.
Table 1: Evolution of GTUC active membership 2007 - 2012
	Year
		2007
	2008
	2009
	2010
	2011
	2012

	Membership
	231,618
	227,365
	202,670
	188,915
	77,298
	90,634


Source: GTUC
The current GTUC membership accounts for 13,7% of the total number of wage and salaried earners in 2012[footnoteRef:6], a figure much lower than the 47,7% union density rate estimated by the ILO and dating back to 2007[footnoteRef:7]. [6: According to the National Statistics Office of Georgia (Geostat), 1,724,00 persons were employed in 2012, among which 61,4% were self-employed and 38,4% (662,016) hired employees. The ratio of GTUC members (90,634) to total hired employees (662,016) is thus 13,7%. Source: GTUC and http://geostat.ge/index.php?action=page&p_id=143&lang=eng]  [7: The ILO.Trade Union Density and Collective Bargaining Coverage, International Statistical inquiry 2008-09, ILO Industrial and Employment Relations Department (DIALOGUE), 2010.] 

There are currently 31,200 workers, i.e. 34% of GTUC members, covered by one of the 67 collective agreements concluded by its affiliated unions. These agreements cover a wide array of economic activities in the private and public sectors. 
The reason why only one third of GTUC members are under a collective agreement can be explained by the fact that two-third (64,5%) of GTUC members are working in the public sector[footnoteRef:8].Also,a large proportionof workerswho benefited fromacollective agreement were no more covered when, in 2010 and 2011,employers cancelled indefinite-term labour contracts or refused to renew definite-term agreements. This is particularly the case for two large unions representing teachers (n=18,294) and railway workers (n=4,608). [8:  The public sector includes ministries, government agencies, public schools, hospitals and clinics and commercial state corporations.] 

To improve their effectiveness at representing workers’ rights and interests, GTUC and its affiliated unions must address three main challenges:(i) enlarge its membership, (ii) develop its expertise into all areas of labour relations ; and (iii) identify, train and foster future union leaders.
To enlarge membership, GTUC and its affiliated unions must not only regain membership in the public sector, their traditional strongholdwhere they encountered major losses, but recruit members in the private sector where most of the formal jobs are found, especially in the service sector where trade unions are absent, for e.g. retailers, hotels and restaurants, banks, insurers and private healthcare providers.For this to happen, a recruitment strategy must be developed throughout the organization and more efforts devoted at using new methods of organizing and at training union leaders.
Workers join trade unions to improve their working conditions and thus expect their unions to negotiate and enforce collective agreements and to help in solving labour disputes to their advantage. In this regard, GTUC affiliated unions are in great need of establishing labour relations department with well-trained and qualified representatives.
Finally, even if a new generation of leaders has emerged in the last 8 years, one can notice that, in some unions, leaders are ageing and initiatives shall now be taken at gradually attracting and nurturing future leaders. 
One may wonder if GTUC and its affiliates have enough resources to engage in the above-mentioned directions. Data show that 144 full-time employees are working for GTUC (n=21) and its 22 affiliates (n=121), a ratio of 1union staff per 630 members. In comparison, CSN, a Canadian trade union confederation[footnoteRef:9]with all its 300,000 members– in 2007 GTUC used to have 230,000 members – covered by one of more than 3,000 collective agreements, has a ratio of 1 union staff per 489 members. This is to say that GTUC and its affiliates have already a sensible staff which, if properly trained, oriented and coordinated, can significantly contribute to increase the membership and percentage of members covered by collective agreements. [9: CSN stands for the Confederation of National Trade Unions-CNTU.] 

Clearly, effective enforcement oflabour law also depends on the capacity of employers’ organizations to inform and educate their members on their obligations. Employers’ organizations have an important role in encouraging respect for labour laws by informing and advising employers, especially small and medium-size enterprises, and in representing the business community in tripartite social dialoguefora. They shall thus be supported in strengthening their expertise in labour and in developing tools to inform, educate and outreach employers on the requirements of the legislation and the importance of managing human resources appropriately. To this end, the ILO is expecting to implement a complementary project to this one, specifically looking at building the capacities of the employers and promoting social dialogue.
Problem analysis shows that improving compliance with labour laws in Georgia is challenging because the country has yet to build a decent industrial relations system. This challenge is multi-faceted and requires strategies and actions aimed at the GoG, workers’ and employers’ organizations. An integrated approach is needed to assist in developing a culture of compliance by simultaneously establishing public institutions (inspection, mediation, adjudication), strengthening the capacity of trade unions at organizing workers to negotiate their working conditions and peacefully resolve labour disputes and encouraging employers to respect labour laws and properly manage their personnel. This proposal has been elaborated taking into account the broad Georgian labour context and is based on the belief that an integrated project led by a single project manager will achieve better results than separate teams working with separate constituents.
[bookmark: _Toc369075239]Strategic fit and ILO involvement to date
As demonstrated before, ILO has, for years, played a key role in Georgia in regard with labour legislation and social dialogue. ILO has been helpful in setting up the first tripartite forum, assessing problems related to the 2006 Labour Code, coordinating with foreign embassies to advocate for changes in the legislation, developing a framework for labour mediation and finally, in assisting the GoG and Parliament to amend the Labour Codeand make it compliant with ILS. ILO has forged anexcellent relationship with all three Georgian constituents, not to mention others stakeholders such as embassies and NGOs, and won their confidence as outlined in their letters of support for this proposal.
With its in-depth knowledge of the Georgian environment and the strong credibility from its constituents it has gained over the years, ILO is in a position to ensure the needed continuity between the labour law reform it has contributed to make happen, and the following step of enforcing it.
[bookmark: TOC16983][bookmark: _Toc369075240]2)	Objectives and Expected Outcomes
[bookmark: _Toc369075241]Development objective
The development objective of this project is to improve compliance with labour laws in the Republic of Georgia.
[bookmark: _Toc369075242]Expected outcomes
Based on the problem analysis above, the overall objective of the project can only be achieved if: 
· Georgian authorities ensure the establishment and functioning, as required, of labour-related institutions, including: a Labour Inspectorate to enforce the law, labour mediation mechanisms to prevent and resolve labour disputes, an adequate Justice system to adjudicate labour-related cases, with the MoLHSA elaborating and monitoring labour policies;
· GTUC strengthens its membership and capacity to offer services to its members in supporting them in the negotiation and enforcement of collective agreements, and in adequately representing workers to solve labour disputes.
In this respect, the ILO has developed two Immediate Objectives:
1) Immediate Objective 1: The capacity of the GoGto enforce labour laws and respect ILS is enhanced;
2) Immediate Objective 2: The effectiveness of workers’ organizations in representing workers’ rights and interests is strengthened.
The proposed project objectives can only be reached if key necessary and positive conditions that are outside the control of the project are met. Critical assumptions for the successful implementation of the project have been identified both at development and immediate objective/outcome level (see table 2). Before the project starts, a detailed risk analysis including mitigation strategy will be developed and presented to the donor.
Table 2: Project objectives and critical assumptions
	PROJECT OBJECTIVES
	ASSUMPTIONS

	Development Objective

	· The Government’s maintains its commitment to enforce labour legislation and social dialogue
· Trade unions effectively engage in developing new approaches at recruiting and at delivering services to their members
· Advisory, training and support interventions will be sufficient to enhance the capacities of the project direct beneficiaries

	Immediate Objective 1

	· MoLHSAcommitments at creating a Labour Inspectorate and a Labour Mediation Service will remain unchanged and will be approved by the GoG
· Parliament will adopt a bill of law creating a Labour Inspectorate
· MoLHSA will receive appropriate funding for Labour Inspection and Labour Mediation Service
· The Court System will cooperate with the project in training judges on labour matters

	Immediate Objective 2
	· Trade unions leaders, namely those of GTUC and its affiliated unions, are committed to reconsider current approaches at recruiting and servicing their members



Moreover, good performance indicators are a critical to inform decision making for ongoing project management, to ensure legitimacy and accountability to all stakeholders by demonstrating progress, and ultimately to measure progress and achievements of the project. A series of critical indicators at immediate objective/outcome level, as well as at output level, have been developed (see section 5) ii Outcome Indicators and their Measurement). They are a combination of qualitative and quantitative indicators to better capture the essence of the change taking place. They also include both process and result indicators so as to show whether the completed outputs are bringing about intended changes. Whenever possible, data will be disaggregated by gender and/or other relevant category to identify potential disparities and address these. This is of particular importance in the case of training activities.
For a graphic illustration of the project’s logic, please see the Logic Model on the next page. It includes a clear causal description of the inputs, outputs, outcomes and the project impact.


[image: ]LOGIC MODEL
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[bookmark: _Toc369075243]3)	Target Population and Partners
[bookmark: _Toc369075244]Target groups
Direct beneficiaries:
Various categories of recipients will be directly targeted by the activities of the project:
· The professional staff of MoLHSA’sDepartment of Labour and Employment Policy will receive technical assistance and training in developing, monitoring and evaluatinglabour policies and programs, including those related to enforcement of labour legislation and ILS.
· Newly recruited Labour Inspectors will receive comprehensive basic training which will be followed by specialized sessions throughout the duration of the project.
· Mediators of the Labour Mediation Service will receive continuous training to deepen their knowledge and skills at resolving disputes. 
· Civil Court Judges hearing labour-related cases will be trained on national labour legislation, ILS and procedures to instruct individual labour-related complaints. Selected judges will receive specialized training to deal with collective labour relations cases.
· Elected officials of GTUC and its affiliated unions will receive basic training and technical assistance to conduct strategic planning exercises in their organizations.
· The professional staff of GTUC and its affiliates assigned to recruitment of members, communication and education as well as labour relations (negotiation, dispute resolution) units will receive specialized training in their respective fields as well as training of trainers (ToT) to increase sustainability.
· Emerging trade unionists will receive comprehensive training and coaching in the various dimensions of leading and administering a trade union.
· Employers’ and workers’ representatives of enterprises/organizations selected to participate in bipartite and tripartite meetings will receive advisory and training assistance tailored to their particular needs.
Indirect beneficiaries:
The ultimate beneficiaries of this project intervention will be the Georgian working population who will benefit from an improved labour law enforcement framework as well as from an increased capacity of workers’ organizations to represent then and defend their interests. On the long term, the country as a whole will also benefit economically and socially from of a sound and qualified Labour Administration, strengthened workers’ and employers’ organizations and effective tripartite and bipartite social dialogue. 
[bookmark: _Toc369075245]Key stakeholders
In the implementation of this project, primary partners of the ILO will be:
· For the Government side:
· The Department of Labour and Employment Policyof the Ministry of Labour, Health and Social Affairs (MoLHSA), including the Labour Mediation Service within the Labour Relations and Social Partnership Division;
· The Labour Inspectorate, a new entity to be established either as a unit within MoLHSA or as a government agency, known as a public entity of law in Georgia;
· The Court System of Georgia 
· Workers’ organizations: Georgian Trade Unions Confederation (GTUC).
· Employers’ organizations: Georgian Employers Association (GEA) as regards their participation to bipartite and tripartite meetings.
· Other collaborating organizations include theTraining Centre of Justice of Georgia, which will support project activities relating to the training of the judiciary, as well as the Friedrich Ebert Foundation that has played an active role in promoting Social Dialogue through the organization of regular conferences on the issue.
· At international level, the ILO International Training Centre based in Turin will be collaborating with the project in the development of training modules for labour inspectors.
[bookmark: _Toc369075246]4)	Project Interventions (Strategy, Outputs, Activities)
[bookmark: _Toc369075247]Guiding principles
The project strategy is based on ILO’s longstanding experience of the Georgian labour environment and its close relationships with all constituents in accordance with the principles of tripartism. All stakeholders have indeed recognized the key role played by ILO in the design and adoption of recent amendments to the Labour Code. 
The ILO is also known for its technical expertise in all areas of Labour Administration, including Labour Inspection, OSH, Labour Policies, Training of Judges and Labour Dispute Resolution Systems. The same is true of the ILO Bureau of Workers’ Activities (ACTRAV) when it comes to strategies and activities aimed at reinforcing the capacities of workers’ organizations to represent workers’ rights and interests. 
The guiding principles within this strategy are the following:
· Integrating and coordinating activitiesto ensure synergy between IO-1 and IO-2. 
· Increasing the impact of the project and ensuring the sustainability of tis interventions with the implementation of a complementary ILO project aimed at building the capacities of employers and promoting social dialogue, two objectives which will also contribute to animproved compliance with labour laws and ILS in Georgia;
· Supporting public authorities in gradually developing key labour functions (inspection, mediation, adjudication and labour policies) with the medium-term goal of building a coherent and modern Labour Administration which mission corresponds tothisproject development objective;
· Strengthening workers’ organizations capacity and effectiveness to represent workers’ rights and interestsshall contribute to a better power balance between employers and workers and thus participate in improving compliance with the labour legislation.
[bookmark: _Toc369075248]Strategic components
[bookmark: TOC20615]A first step towards compliance has been completed in July of this year with the entry into force of the amendments to the Labour Code aimed at a better equilibrium between employers’ and workers’ rights and responsibilities, and increased respect for ILS regarding FoA and the right to CB.
The second step to come is more challenging and implies the development of public institutions aimed at informing and raising awareness of employers and workers on labour laws, enforcing their application when required and preventing and settling labour disputes.
Empowering Georgian workers to defend their rights and interests in the workplace is another way to improve compliance. Reinforcing the capacity of workers’ organizations to recruit members and adequately negotiate working conditions and resolve disputes on their behalf is a mean towards better compliance, especially that trade unions have been seriously weakened in the years that followed the adoption of the 2006 Labour Code.
This project therefore proposes to implement a two-fold strategy, as follows: 
Immediate Objective 1: The capacity of the GoG to enforce labour laws and respect international labour standards is enhanced
This component of the strategy supports the commitment of the current Georgian Government to establish a modern and efficient Labour Administration capable of promoting and enforcing respect for the Labour Code. Several actions will be undertaken by this project to assist the GoGin gradually reaching this objective, namely:
(1) Support the GoG in adopting, in close consultation with the social partners, a 3-year strategy and action plan to enforce the labour legislation
With the sole exception of the civil court system, Georgia has no public machinery to enforce its labour laws. The first step is for the public authorities to elaborate an enforcement policy and action plan and associate the social partners in this exercise.  The project will support the creation of a governmental taskforce mandated to develop and implement an enforcement policy, framework and action plan. It will carry out, with the assistance of ILO labour administration specialists, two tripartite workshops to consider current models and tools to enforce labour laws and policy options appropriate to the Georgian context.
An assessment of the level of information and awareness of employers and workers regarding labour law prescriptions will be conducted by the project to identify the most common and serious enforcement problems and high-risk sectors and enterprises.
These activities shall result in the adoption by the GoG, after proper consultation with the Tripartite Social Partnership Commission (TSPC), of a 3-year enforcement policy and action plan that shall include an enforcement model, a legal and institutional framework, an evaluation of required financial, human and logistical resources, a calendar of implementation and a M&E framework for assessing and improving performance.
(2) Support the development and implementation of information and awareness raising tools on the Labour Code for workers and employers
Making employers and workers aware and informed of what the law prescribes is an essential component of a strategy to improve compliance. There is currently no easily understandable material available in this regard.
The project will intervene in three ways in regard with information and awareness raising:
· Assist in the development of a government website providing workers and employers  with practical and easily accessible information on labour rights;
· Support a MoLHSA-based free hotline providing information to employers and workers and recording complaints of alleged labour law violations;
· Conduct nation-wide information sessions to raise stakeholders’ awareness of the Labour Code core provisions.
(3) Assist in establishing a Labour Inspectorate in conformity with ILS
There is a worldwide recognition that a Labour Inspectorate is necessary for the effective enforcement of labour laws. Georgia has currently no legislation in this regard and no expertise at setting up a state of the art inspection system. A key intervention of this project is therefore to support the establishment of such inspectorate.
MoLHSA is moving ahead in this direction. Its 2014 budget contains a US$300,000 appropriation to establish a Labour Inspectorate which allows for the appointment of 12 labour inspectors. It has already asked ILO for advice on ways and means to establish such inspectorate. However, some ministries and part of the business community are opposedto the creation of a Labour Inspectorate. As of now, theGoG has not committed formally to set it up.
Supporting the creation of a Labour Inspectorate will thus be the absolute priority in connection with IO-1. This means assisting in preparing a draft bill establishing a Labour Inspectorate, a detailed plan of organization based on financial, staffing and logistical needs and an inspection strategyto address the most common violations and target high-risk worksites. 
Secondly, the project will provide technical assistance (job description, selection tools, etc.) for the recruitment and selection of qualified candidates for inspection positions as well as for the development of operational tools such as a typology of inspection visits, a guide and templates on how to plan, prepare, conduct, report and follow-up inspections. 
Thirdly, this project will support the design and implementation of a computerized system for registering and analysing labour inspection reports and data.
Finally, the newly recruited inspectors will participate in a comprehensive training program based on the 2010 ILO/ITC Building Modern and Effective Labour Inspection System training package. The project will deliver three one to two-week training sessions covering numerous dimensions of inspection: Labour Code and ILS, incremental inspection strategies (inform, advise, enforce), planning, conducting, reporting and following-up according to the type of inspection visits and risk-analysis methodology. A specific three-day basic training on labour inspection management will be delivered to the inspectorate senior officials and team leaders.
(4) Enhance the capacities of the Labour Inspectorate to effectively enforce the Labour Code
Once operational, the Labour Inspectorate shall become more and more effective in ensuring its mission. The project will help MoLHSA and TSPC to quarterly evaluate the inspectorate performance and, if need be, adjust approaches, strategies and procedures. It will also assist in the production of annual reports on the number of inspection visits and sanctions by sector, size of enterprise and region.
Information on the role of the Labour Inspectorate and continuous training of its staff are also two essential actions to improve effectiveness and performance. This is why the project will assist in implementing an information campaign on the role of labour inspection to prevent violations and encourage compliance. It is also planned to conduct two specialized training sessions per year to reinforce the knowledge and skills of inspectors according to the assessment of needs and results of the monitoring and evaluation of activities.
(5) Deliver training to Judges on the features of national labour laws and the judicial use of International Labour Standards
The July 2013 amendments to the Labour Code significantly changed the regulation of individual employment contracts while a whole new set of rules based on ILS is governing collective labour relations. In many instances, the existing jurisprudence will no more apply and need to be gradually replaced by court interpretation of the amended provisions.
It is thus essential for the project to elaborate and deliver a training curriculum for 1st Instance, Appeal and Supreme Courts Judges. This curriculum will provide for two sessions covering the formation and termination of employments contracts, including the new procedural rules regarding the burden of proof in case of dismissals, protection of FOA and prohibition of anti-union discrimination. 
Another session will be dedicated to the use of ILS in the instruction of labour-related cases while two specialized sessions will aim at Judges expressing a particular interest at collective labour relations.
The Civil Chamber of the Tbilisi Court System will soon experiment court mediation for family and neighbour disputes. The project will follow this experiment closely and, according to its results, hold discussions with the concerned public authorities on the feasibility of enlarging the use of court mediation for complaints of unfair dismissals.
(6) Assist in reinforcing the capacities of labour mediators and raising the awareness of the social partners on the benefits of mediation to prevent and resolve labour disputes
The amended Labour Code provides for mandatory mediation of collective labour disputes before a strike or a lockout can take place. The “cool-off” period will extend for 21 days from the date of a request for a mediator addressed to MoLHSA by one or both parties to the collective dispute.
The ILO is currently assisting MoLHSA and the social partners in setting up a Labour Mediation Service. The Service will be made out of a roster of independent labour mediators who will be appointed on a case by case basis. ILO technical assistance foresees a two-week basic training session for the selected mediators which shall be delivered in January or February 2014. 
Once the Labour Mediation Serviceis operational, the project will promote its use by employers and workers organizations through a set of communication tools to be developed with MoLHSA and the social partners. 
The project will also assist MoLHSA and the TSPC in monitoring and evaluating the Labour Mediation Service quarterly. It will also conduct, in close cooperation with the social partners, two workshops per year with the mediators to improve their skills and knowledge and develop best practices.
(7) Provide technical assistance for consolidating the Government’scapacity to address labour trends and issues by introducing policies and programs consistent with International Labour Standards.
The Department of Labour and Employment Policy created within MoLHSA in early 2013 has to strengthen its expertise in documenting labour trends and issues and elaborating policies accordingly. 
The project will assist in setting up an Analytical and Policy Development unit within the new Department. It will also contribute in identifying issues of interest for policy development with special consideration to be paid to the establishment of a minimum wage, improvement of maternity and parental leaves and development of prevention and compensation mechanisms to address work-related accidents and diseases. 
Immediate Objective 2: The effectiveness of workers’ organizations in representing workers’ rights and interest is strengthened
As mentioned in the problem analysis, the labour movement, essentially made out of the GTUC and its affiliated unions, has lost two-thirds of its members between 2007 and 2011. Even if it had started recovering members in 2012, today’s 90,634 dues-paying members account for 13,7% of Georgia’s wage and salary earners. If GTUC had kept its 2007 membership of 231,618, it would instead represent 35% of wage and salary earners, a degree of representativeness of the workforce which would give the trade union movement a much stronger “voice” at the workplace and society levels. 
Reinforcing GTUC and its affiliates is a major component of a strategy to empower workers and improve compliance with labour laws. This strategy will focus at consolidating membership in the public sector, recruiting members in the private sector[footnoteRef:10] and strengthening labour relations services, including the capacity to file labour violation complaints and enter into collective bargaining and workplace dialogue on behalf of workers. [10: 65% of GTUC and its affiliated unions’ members are employed in the public sector. ] 

The ILO has on-going projects in numerous countries that are supporting workers in their right to exercise FoA and CB. It will apply its expertise to undertake several activities aimed at strengthening the effectiveness of trade unions in representing workers’ rights and interests, namely:
(1) Support GTUC and its affiliated unions in adopting a 3-year strategy and action plan to improve their capacities in representing workers’ rights and interests
An assessment of the internal and external situation and challenges encountered by the Georgian labour movement is needed in order to develop and agree on a coherent vision and clear targets for the 3 years ahead which will translate into a set of integrated and mutually reinforcing activities. 
For this purpose, this project will assist in conducting a SWOT (Internal Strengths and Weaknesses, External Opportunities and Threats) analysis of GTUC and its affiliated unions. 
On the one hand, an internal review (strengths and weaknesses) will examine current membership by sector and region, existing structures and functions and available financial and human resources, including resources provided by international and national trade union organizations. 
On the other hand, a portrait of the external environment (opportunities and threats) will emerge from focus groups conducted with unionized and non-unionized workers to learn about their attitudes and expectations toward trade unions. Such exercise will be helpful in identifying promising sectors and workplaces and devising best approaches in recruiting membership. 
The SWOT analysis shall result in the adoption of a 3-year strategy, action plan and M&E framework aimed at adjusting structures and functions, attracting new members, improving services to workers and developing future leaders. 
In order to implement the 3-year strategy and action plan, the project will assist in setting up an inter-union taskforce reporting to GTUC Executive Board and charged with mobilizing and coordinating internal and external (i.e. national and international workers’ organizations) resources for this purpose.
(2) Enhance the capacities of GTUC and its affiliates at recruiting, communicating and educating members to better represent workers’ rights and interests
Consolidating membership in existing trade unions and recruiting in sectors where its presence is weak represent a vital challenge for the Georgian labour movement, especially when considering the dramatic drop in membership from 2007 (n=232,000) to 2012 (n=91,000).
In support of this goal, this project will promote the establishment of organization, communication and education departments within all GTUC affiliated unions with at least one full time staff dedicated to this task. 
The project will then carry out a comprehensive 12-15-day training program for the staff of these organization/communication/education departments covering such topics as principles of organizing; recruiting, training and supporting local organizers; communication skills and tools; structuring, leading and administering a local union. This program will be completed by a curriculum to train these same persons as trainers (T0T) in order for them to develop their capacity to train union members as well as elected officials at local, regional or sectoral levels.
Assistance will also be provided to improve and develop communication tools with GTUC members, including a membership database, SMS Messaging System and upgrading of Website, Facebook and Twitter. 
The project will finally support the design and delivery of four campaigns aimed at recruiting members in sectors and workplaces which will have been found promising following the above-mentioned focus groups. It will monitor and evaluate such campaigns in order to correct flaws and replicate successful approaches. 
(3) Reinforce the capacities of GTUC and its affiliates to serve their members’ needs in labour relations
The problem analysis has underlined that even among trade union members, only 3 (n=34%) out of 10 are under a collective agreement. This implies that 5,5% of all Georgian wage and salary earners are covered by a collective agreement. 
GTUC leaders are the first to recognize a general lack of expertise in labour relations among staff and elected officials. To better serve its current members and attract new ones, GTUC and its affiliated unions staff and officials need to strengthen their knowledge of national labour laws, ILS and enforcement procedures and improve their capacity to analyse and file labour violation complaints and to bargain collectively.
The technical cooperation project will encourage the creation of a labour relations department with at least one full time staff within the confederation and each of its affiliated unions. 
These persons will participate in an in-depth training program (12-15 days) in labour relations delivered by the project. The program will address the following topics: basic concepts of industrial relations; Georgian labour laws and ILS; communication, problem-solving and negotiation skills; analysis and filing of labour violation complaints; preparation, negotiation and application of collective agreements; labour-management committees and prevention and resolution of labour disputes.
This program will be completed by a curriculum to train these same persons as trainers (T0T) in order for them to develop their capacity to train union representatives and stewards in key aspects of labour relations.
As a complement to the training program, the project will provide technical advice and follow-up to labour relations department in regard with their functions (labour-management committees, collective agreements...). 
It will also organize bipartite and tripartite meetings to enhance the process of negotiation and relations between the constituents.
The project will finally support a study on the feasibility for GTUC to offer other services to its membership, such as legal assistance, pension accounts, discounts in selected retailers, etc.
(4) [bookmark: OLE_LINK2][bookmark: OLE_LINK3]Nurture emerging trade unions leaders at effectively exercising growing influence and occupying key functions within GTUC and its affiliated unions
In 2005, a new generation of leaders were elected at key GTUC positions and started to modernize the workers’ organization to cope with the 21st century socio-economic reality of Georgia. In order to maintain its vitality and reflect the composition of the Georgian labour market, GTUC and affiliated unions need to attract future leaders, gender balanced and representative of the current occupational mix.
This project will contribute in this regard by providing assistance to identify 20 promising leaders, deliver them a 20-day comprehensive training program and coach them in assuming growing responsibilities within the Georgian labour movement.
Training and coaching will cover a wide variety of concepts and topics connected to trade unionism: role and history of national and international trade unions; organizing, leading and administering trade unions; ILO and ILS; labour administration; social dialogue and workplace labour relations; communication, problem-solving and negotiation skills; collective bargaining and agreements; filing labour violation complaints and prevention and resolution of labour disputes.


The Logical Framework on the next pages outlines all the project’s objectives, outputs and activities.
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	Logical Framework (log frame)

	Development objective: Improve Compliance with Labour Laws in the Republic of Georgia.

	Outputs
	Main Activities

	Immediate Objective 1: The capacity of the GoG to enforce labour laws and respect international labour standards is enhanced

	Output 1.1:Astrategy and action plan for enforcing the labour legislation developed bythe Georgian Government in close consultation with the social partners is available.

	1.1.1. Support the creation of a governmental taskforce mandated to develop and implement a Labour Code enforcement policy, framework and action plan.   
1.1.2. Carry out two tripartite workshops to look at current models and tools used by public authorities’ to enforce their labour legislation and elaborate policy options for the enforcement of the Georgian Labour Code.
1.1.3. Conduct an assessment of workers and employers knowledge in regards with the prescription of the labour legislation to identify the most common and serious enforcement issues and problems. 
1.1.4. Provide technical assistance for the adoption by the Government, in close consultation with the Tripartite Social Partnership Commission (TSPC), of a 3-year policy and action plan including the followings: an enforcement model, a legal and institutional framework, financial, human and logistical resources required, implementation calendar and monitoring and evaluation framework and criteria to improve performance.

	Output 1.2: Information and awareness raising tools on Labour Code have been made available to workers and employers.

	1.2.1. Support the development of a government-supported website providing workers and employers with practical and easily accessible information on labour rights and obligations.
1.2.2. Support the implementation of a MoLHSA free hotline providing information to workers and employers on their labour rights and obligations and recording complaints of labour law violations.
1.2.3. Conduct a series of information sessions throughout the country to raise stakeholders’ (employers, labour lawyers, trade unionists, civil society organizations...) awareness of key provisions of the Labour Code. 

	Output 1.3: A Labour Inspectorate has been established, in conformity with ILS.


	1.3.1 Assist in preparing a bill creating a Labour Inspectorate, a detailed organization plan addressing the inspectorate financial, staffing and logistical needs and a targeted inspection strategy according the results of the survey on most common violations and high-risk workplaces.
1.3.2 Advise on the recruitment and selection of qualified labour inspectors: job description, attraction of candidates, selection tools.
1.3.3 Provide technical assistance in the development of labour inspection tools that include a typology of inspection visits (complaint-driven, risk-oriented, violations-oriented...), a guide for conducting inspections (planning/preparing field visits, step by step procedure, follow-up, checklists articulating the documentary and testimonial evidence needed to assess compliance), templates for inspection reports (incl. citations and assessments) and issuance of recommendations, action plans and instructions.
1.3.4 Support the set-up of a computerized system for the registration and analysis of labour inspection reports and data and internal management, as well as other infrastructure resources as required.
1.3.5 Design and deliver three one to two-week basic training workshops in best practices for newly recruited inspectors on the following: Georgian labour legislation, preventive approaches (inform and advise before sanctioning), inspection strategies (incl. a risk-analysis methodology), planning, preparing and conducting targeted and complaint-driven labour inspections, reporting and following up on inspection visits. The 2010 ILO/ITC Building Modern and Effective Labour Inspection System training tool will be used for this purpose. 
1.3.6 Design and deliver a three-day basic training on labour inspection management for senior officials responsible for the labour inspection units or inspectors assuming coordination positions.  

	Output 1.4: The capacities of the Labour Inspectorate to effectively enforce Labour Code provisions are developed.

	1.4.1. Assist in implementing an information campaign to raise awareness on the Labour Inspectorate role and how it helps to improve compliance and prevent violations.
1.4.2. Assist MoLHSA in assessing Labour Inspectorate quarterly, in consultation with the TSPC, and advise on required adjustments to approaches, strategies and procedures. 
1.4.3. Conduct two specialized training sessions per year (e.g. OSH risks, case studies, model visits) to reinforce the capacities of existing inspectors according to quarterly assessments and needs identified from daily practice.
1.4.4. Produce annual labour inspection reports with information on the number of inspection visits by sector, region, size of enterprise, sanctions and other procedures.

	Output 1.5: The Georgian Court System is more knowledgeable about the Georgian labour legislation and the judicial use of International Labour Standards.

	1.5.1. Carry out a training session on Labour Code amendments for 1st Instance, Appeal and Supreme Courts Judges, with a particular emphasis on the formation and termination of employment contracts, freedom of association and anti-union discrimination.
1.5.2. Carry out a training session for 1st Instance, Appeal and Supreme Courts Judges on the use of International Labour Standards in labour-related court cases.
1.5.3. Carry out a training session for 1st Instance, Appeal and Supreme Courts Judges on the instruction of labour complaints, with a particular emphasis on newly defined grounds for dismissals and procedural rules on the burden of proof in dismissal cases.
1.5.4. Conduct two specialized training workshops with Judges having expressed a particular interest at collective labour relations issues, such as procedures for union recognition, criteria of good faith collective bargaining, essential services, right to strike and lockout.  
1.5.5 In the wake of the current experimentation of civil court mediation, hold discussions with the Ministry of Justice and Georgian Court System on the feasibility of enlarging the use of mediation for cases of alleged unfair dismissals.  

	Output 1.6: Capacities of the labour mediators and awareness of the social partners on the benefits of mediation to prevent and resolve labour disputes are reinforced.

	1.6.1. Assist in developing communication tools on the benefits of using labour mediation (TSPC/MoLHSA website, Labour Mediation Service quarterly newsletter, mediators’ presentations for stakeholders...) aimed at promoting the use of the Labour Mediation Service before the escalation of labour disputes. The 2013 ILO-ITC Labour Disputes System reference and training tool will be used in promoting the use of mediation, training mediators and assessing labour disputes resolution activities.
1.6.2. Conduct, with the active involvement of social partners, two workshops program per year to review mediation activities (successes, failures, challenges) and reinforce the capacities of labour mediators at developing best practices through peer review and analysis of cases encountered by mediators and dedicated training based on needs and assessment, e.g. How to deal with difficult personalities? How to prepare a recommendation? 
1.6.3. Assess the activities of the Labour Mediation Service quarterly within the framework of the Tripartite Commission and advise on required adjustments in orientation and procedures.

	Output 1.7: The Government’scapacity to address labour trends and issues is consolidatedby introducing policies and programs consistent with International Labour Standards.
	1.7.1. Provide technical assistance for setting up an Analytical and Policy Development Unit within MoHLSA Labour and Employment Department devoted at documenting and addressing labour trends and issues with appropriate policies, programs and regulations.
1.7.2. Assist MoLHSA and the TSPC at identifying priority areas of interest where labour policies need to be improved and developing policy proposals as consensual as possible.

	Immediate Objective 2: Theeffectiveness of workers’ organizations in representing workers’ rights and interests is strengthened.

	Output 2.1:Astrategy and action plan developed by the Georgian Trade Unions Confederation (GTUC) and its affiliated unions to improve their capacities in representing workers’ rights and interests is available.

	2.1.1. Provide technical assistance for a SWOT analysis of GTUC and its affiliated unions that will examine their current membership at the national, sectoral and regional levels, organizational structures, financial and human resources, activities by key functions (organization, education, negotiation, legal services, research and communication...) and cooperation with international and national workers’ organizations.
2.1.2. Carry out focus groups among unionized and non unionized workers on their attitudes and expectations toward trade unions and identify promising sectors/workplaces and approaches for consolidating and developing the membership of GTUC affiliates.
2.1.3. Facilitate the adoption of a 3-year strategy, action plan and monitoring framework aimed at attracting new members, improving services to workers, developing emerging leaders and adjusting structures and internal processes accordingly. 
2.1.4. Support the creation and functioning of an inter-union taskforce reporting to GTUC Executive Board and being mandated to mobilize and coordinate internal and external resources for implementing the strategy and action plan. Special attention shall be paid at integrating cooperative support from national and international workers’ organizations in the action plan.    

	Output 2.2: Capacities of GTUC at recruiting, communicating and educating members to better represent workers’ rights and interests are strengthened. 

	2.2.1. Promote the establishment of organization/education departments within GTUC and its affiliated unions, each including at least one full time staff dedicated to the recruitment and education of members in existing or new unions/locals.
2.2.2. Support GTUC and affiliated trade unions in developing/improving modern communication tools with its members (membership database, SMS Messaging, website upgrading...).  
2.2.3. Carry out a comprehensive training program (12-15 days) for the staff (15-20 persons) of organization/education departments divided into 3/5-day modules and covering the followings: principles of organizing; designing organization campaigns; recruiting, training and supporting local organizers; new tools for organizing (website, social media...); structuring, leading and administering a trade union.
2.2.4. Complete the above-mentioned programs with a curriculum to train organization/education staff on how to develop and deliver training or ToT (training of trainers) activities aimed at organizers, elected officials or trade union members.  
2.2.5. Support organization/education departments in designing and delivering four organization campaigns aimed at workers from sectors/workplaces targeted following focus groups (see 2.1.2). 
2.2.6. Assess lessons learned from these campaigns in order to correct flaws and replicate successful approaches.  

	Output 2.3: Capacities of GTUC and its affiliates toservetheir members’ needs in labour relations are reinforced.

	2.3.1. Promote the establishment of labour relations departments within GTUC and its affiliated unions, each including at least one full time staff providing support to local trade unions for the negotiation and application of collective agreements and the prevention and resolution of labour disputes.
2.3.2. Carry out a comprehensive training program (12-15 days) for the staff (15-20 persons) of labour relations departments divided into 3/5-day modules and covering the followings: basic industrial relations concepts; Georgian law, ILS and other global resources for workers; communication, problem-solving and negotiation skills; analysis and filing of labour violation complaints; preparation, negotiation and application of collective agreements; labour-management committees; labour dispute prevention and resolution.
2.3.3 Complete the above-mentioned programs with a curriculum to train labour relations staff on how to develop and deliver training or ToT (training of trainers) activities aimed at union representatives/stewards dealing with labour relations issues ( filing of labour violation complaints,collective bargaining, labour relations committees, dispute resolution).
2.3.4 Provide advice and follow up to labour relations departments in concluding collective agreements, setting up labour-management committees and implementing alternative dispute resolution (ADR) procedures. 
2.3.5 Support a study on the feasibility of developing other membership services (for e.g. legal assistance clinic, pension account, retailers’ discounting...)
2.3.6 Organize joint bi-partite and tripartite meetings to enhance the process of negotiation and relations between the constituents

	Output 2.4: Emerging trade union leaders have been nurtured so as to effectively exercise growing influence and occupy key functions within GTUC and its affiliates.


	2.4.1. Provide assistance in identifying and attracting promising future union leaders, gender balanced and representative of the country occupational mix, to be trained and coached to gradually occupy key functions within GTUC and its affiliates.
2.4.2. Conduct a comprehensive training program (20 days) for 20 emerging trade union leaders divided into 3/5-day modules and covering the followings: role and history of the labour movement at the national and international levels; current  national and international labour trends and issues; organizing, leading and administering trade unions; industrial relations system; ILO and ILS; labour administration; collective bargaining; social dialogue and workplace labour relations; communication, problem-solving and negotiation skills; collective bargaining and agreements;  filing of labour violation complaintson behalf of workers; prevention and resolution of labour disputes; communications, problem-solving and negotiation skills.
2.4.3. Assist in setting up a coaching and follow up program to support emerging leaders in assuming growing responsibilities within GTUC and its affiliated unions.   




[bookmark: _Toc369075249]5) 	Monitoring and Evaluation (M&E)
The progress of work and achievements of the Project will be closely monitored and reported through the implementation of the M&E system and approach used throughout ILO projects, ensuring timely and regular reporting on ILAB’s Performance Goal 1.6 to improve worker rights and livelihoods for vulnerable populations and in line with ILAB’s performance goals.
[bookmark: _Toc369075250]Work Plan and Progress Reporting
The project will develop a detailed Work Plan at the beginning of each year, which will be monitored and adjusted during the course of the year in full consultation with the stakeholders and the USDOL. Performance monitoring will be done through quarterly progress reports which outline activities carried out against the Work Plan. The quarterly progress reports will follow the USDOL Management Procedures & Guidelines and will report on the work and achievements of the project. 
[bookmark: _Toc369075251]Implementation Evaluation
An external independent mid-term evaluation and a final external independent evaluation will be carried out. The project team will work with USDOL to develop and implement both external evaluations as required, in line with the Management Procedures and Guidelines and the requirements of ILO evaluation policy with independent management of evaluation. 
[bookmark: _Toc369075252]Outcome Indicators and their Measurement
As required by the SCA, the project will develop a Performance Monitoring Plan within 60 days of project document approval by USDOL which will delineate the data collection process, ensure data comparability and guide data analysis. The below table provides indicators and their measurement for all outcomes and outputs as outlined in the Logic Model and as further developed in the theory of change and logframe in the project document.
Table 3: Project indicators and measurement
	Development objective: Improved compliance with labour laws in the Republic of Georgia

	OUTCOMES & OUTPUTS
	INDICATORS
	MEASUREMENT

	Immediate objective 1: The capacity of the GoG to enforce labour laws and respect international labour standards is enhanced
	· # of labor law violations identified (by sector, region, type of violations)
· % of labor law violations investigated(by sector, region, type of violations)
· # of inspection procedures on labour law violations (recommendations given, sanctions imposed)
	· MoLHSA Information system
· Labour Inspection annual report


	Output 1.1
A strategy and action plan for enforcing the labour legislation developed by the Georgian Government in close consultation with the social partners is available.
	· Strategy and action plan to enforce labour legislation adopted by the government
	· MoLHSA records
· Signed document

	Output 1.2
Information and awareness raising tools on Labour Code have been made available to workers and employers.
	· # of information requests made by employers’ and workers’ organizations received by MoLHSA(by category of social partner and type of requests)
	· Telephone, in-person, other intake logs of information, conciliation requests and labour complaints
· Information system developed for labor inspectorate to track data

	Output 1.3:
A Labour Inspectorate has been established, in conformity with ILS.
	· Bill creating a Labour Inspectorate (LI)
· LI organization plan
· # of Labour Inspectors recruited following ILO guidelines
· [bookmark: OLE_LINK1]# of Labour Inspectors trained (by gender, type, level)
	· Official documents
· MoLHSA records (payroll)
· List of participants
Training reports
Pre and post training tests' results

	Output 1.4:
The capacities of the Labour Inspectorate to effectively enforce Labour Code provisions are developed.
	· # of worksite inspections undertaken in accordance with ILO tools and recommendations (by sector, region, type of inspection visit)
	· Information system developed for labor inspectorate to track data
· Annual LI report

	Output 1.5:
The Georgian Court System is more knowledgeable about the Georgian labour legislation and the judicial use of International Labour Standards.
	· # of judges who have improved their knowledge on Georgian labour legislation and the judicial use of ILS (by gender, category)
	· List of participants
Training reports
Pre and post training tests' results

	Output 1.6:
Capacities of the labour mediators and awareness of the social partners on the benefits of mediation to prevent and resolve labour disputes are reinforced.
	· # of conciliation requests received
· % of accepted conciliation cases resolved
	· Logs of received conciliation requests
· Logs of cases conducted
· Annual LI report

	Output 1.7:
The Government’s capacity to address labour trends and issues is consolidatedby introducing policies and programs consistent with International Labour Standards.
	· An Analytical and Policy Development Unit is developed within MoHLSA
	· MoHLSArecords

	Immediate objective 2: The effectiveness of workers’ organizations in representing workers’ rights and interests is strengthened.
	· # of collective agreements concluded or under way, receiving advisory services from GTUC and its affiliates
· # of requests of information made by workers received by GTUC and its affiliates
	· GTUC and affiliates’ records



	Output 2.1
A strategy and action plan developed by the Georgian Trade Unions Confederation (GTUC) and its affiliated unions to improve their capacities in representing workers’ rights and interests is available.
	· Endorsed strategy and action plan
	· GTUC records
· Signed document


	Output 2.2
Capacities of GTUC at recruiting, communicating and educating members to better represent workers’ rights and interests are strengthened. 
	· # of workers reached by the newly established organization/education department within the GTUC using modern communication methods 
	
· GTUC records

	Output 2.3:
Capacities of GTUC and its affiliates to serve their members’ needs in labour relations are reinforced.
	· # of labour relations departments created (by union/ sector)
· # of staff trained (by gender, union, sector)
	· GTUC and affiliates’ records
· List of participants
Training records

	Output 2.4:
Emerging trade union leaders have been nurtured so as to effectively exercise growing influence and occupy key functions within GTUC and its affiliates.
	· # of new leaders identified and trained (by gender, union, sector)
· % of new leaders in management/ influencing positions (by gender, union, sector)
	· GTUC and affiliates’ records


[bookmark: _Toc369075253]Data Requirements
The Performance Monitoring Plan will set targets per each indicator and through the data collection plan to be developed as part of the project document, indicate the frequency of data collection, responsibility and data storage, the baseline, the level of disaggregation envisaged, the process for validation and verification and the use of the data for monitoring, reporting and evaluation purposes. These tasks will be of the responsibility of the project Monitoring & Evaluation Officer.

[bookmark: _Toc369075254]II-	ORGANIZATIONAL CAPACITY
The ILO is a United Nations (UN) specialized agency with 185 member States and rich history of almost 100 years developing and promoting the application of internationally recognized human and labour rights. The ILO is the only tripartite UN Agency, bringing together representatives of governments and employers’ and workers’ organizations to shape policies and programmes that impact on the working lives of people globally. The promotion of decent, safe and healthy working conditions and environment has been a constant objective of the ILO action since its creation. A significant body of international instruments and guidance documents have been developed by the ILO over years to assist constituents in strengthening their capacities to improve compliance with Labour Laws. The ILO is mandated to adopt and supervise the application of ILS ratified by member States, raise areas of non-compliance, and recommend improvements. This is achieved through social dialogue, research, technical advice and guidance, and technical assistance. To date, the ILO has an active portfolio of over active 700 projects with a total budget of almost US$900 million. The ILO employs approximately 2,700 officials from 150 nations, including in 40 field offices around the world.
The ILO has a unique comparative advantage in addressing Labour Law issues, social dialogue and industrial relations through years of experience generated by policies and programmes. ILO provides technical assistance to its member states with the goal of ratifying and implementing ILS. Several standards directly or indirectly address compliance and enforcement of Labour Laws as well as developing sound industrial relations. Among these is ILO Convention No. 81[footnoteRef:11] which Georgia has not yet ratified.Specifically, the ILO Labour Inspection Convention, 1947 (No.81) gives the ILO the mandate to maintain a system of labour inspection in industrial workplaces within the Member State(Art.1); moreover the Convention  specifies that as far as is compatible with the administrative practice of the Member, labour inspection shall be placed under the supervision and control of a central authority (Art.4). The importance of this Convention has recently been highlighted in the report by the Labour Administration Committee (International Labour Conference, 2011), which states: “labour inspection is one of the core functions of a system of labour administration and has been the subject of international standard setting since the ILO was founded, with references in the Treaty of Versailles and the ILO Constitution”. In addition to these constitutive documents, the ILO has adopted numerous instruments over the years dealing with the structure and functioning of the system of labour inspection, either exclusively or as an important element for prevention and labour law compliance. The Labour Inspection Convention, 1947 (No. 81), along with the Labour Inspection (Agriculture) Convention, 1969 (No. 129), and their accompanying Recommendations, establish the basis for a labour inspection system. Conventions No 81 and No. 129 have been designated as priority ILO Conventions, which means that member States are encouraged to ratify them because of their importance in the functioning of the international labour standards system. Most recently, the 2008 Declaration puts special emphasis on the ILO instruments regarded as “most significant from the viewpoint of governance covering tripartism, employment policy and labour inspection”, and include Conventions No.81 and No.129. These instruments are now referred to as the governance Conventions. ,. The emphasis on achieving widespread ratification and effective implementation of these governance Conventions led the ILO Governing Body to approve a plan of action for a promotional campaignin November 2009. In the context of the recent economic crisis, the ILO Global Jobs Pact also recognized the relevance of instruments related to labour administration and inspection for building a sustainable recovery. The ILO is therefore fulfilling its role when supporting the GoG to establish a well-functioning labour inspectorate that efficiently and effectively enforces Georgian labour laws and regulations. [11:  C081 - Labour Inspection Convention, 1947 (No. 81)] 

[bookmark: _Toc369075255]1) International and U.S. Government Grant and/or Contract Experience
Since 2000, the ILO has received over US$ 657 million from the US Government for 289technical cooperation projects to promote Decent Work and Social Justice. US Department ofState granted over US$ 25 million of this amount, USAID granted over US$ 13 million, theremaining over US$ 619 million was provided by US Department of Labor. The thematicscope of the projects are standards and fundamental principles and rights at work;employment, social dialogue and social protection.
[bookmark: _Toc369075256]2) Country Presence and Host Government Support
Georgia is a Member of the ILO since 1993. Since 2006, the ILO has implemented 8 projects and is currently carrying out two projects that either fully or partially cover Georgia. Due to the ILO’s continuous presence in Georgia over the last years through the implementation of technical cooperation activities and advisory services to its constituents, the project is in a strong position to provide services, advice and guidance to national counterparts on improving compliance with ILS. The ILO Moscow Office provides a strong base for project staff and consultants. The Office Director provides official representation and support to the Project vis-à-vis national stakeholders. One of the Annexes clearly illustrates ILO country presence and contains letters of support.
[bookmark: _Toc369075257]3) Project Management Plan
The project will establish its office in Tbilisi, in the premises currently occupied by the ILO. The first six month of the rent, security and utilities costs will be covered by the ILO and not from this project budget. 
The project will be managed by a highly experienced International Project Director (PD) who is familiar with donor funded projects and ILO’s procedures, rules and regulation. The PD will be supported by a national Monitoring and Evaluation (M&E) Officer. These two key personnel are committed to start working within 45 days of the award of the grant. The terms of reference and selected qualifications for each of the proposed candidates are presented in the Annex for job descriptions, CVs and letters of commitment.
The PD will report to the Director of the ILO Decent Work Team and Country Office for Eastern Europe and Central Asia in Moscow. He will have the lead responsibility for overall project management, implementation and supervision of staff. He will ensure delivery of activities and outputs in line with the project proposal and budget, ILO procedure and financial regulations, and the requirements of the grant agreement. He will prepare all reports required by the USDOL as per the agreement and the Management Procedures and Guidelines. The PD will maintain close working relationship with the Government of Georgia, the workers’ and employers’ organizations, training institutions and universities, etc. He will represent the project in meetings and maintain a high-visibility of the project and its activities.
The M&E Officer will work under the direct supervision of the PD, and will be responsible for ensuring that baseline data, statistics and evaluation of activities and outputs are collected and compiled in accordance with the Performance Monitoring Plans of the project. The M&E Officer will have the main responsibility of designing the PMP, evaluation surveys and impact analysis reports, which will constitute and integral part of the reporting requirements and the mid-term and final evaluation exercises. During the PD’s absence, the M&E Officer will be the Officer-in-Charge of the project.
The project will be supported by a financial and administrative assistant who will be responsible for maintaining the records, making contractual arrangements and payments and ensuring that all financial transactions are in accordance with the ILO rules and regulations.  The project will also recruit a driver (the vehicle will also be provided by the ILO at no cost to this project).
The above are the project staff that will be covered by the project budget. As mentioned in the output-based budget, the salaries of the PD for the first 4 months will not be covered from this project budget. Similarly the salaries of the financial and administrative assistant and the driver for the first 6 months will not be covered from this project budget. 
The Project Team will benefit from the financial and administrative support of a well-established ILO Office in Moscow. The Team will also benefit from the ILO technical specialists working in the same Office who are all reporting to the Director of the ILO Moscow Office, thus ensuring the maximum benefit from the wealth of experience available and avoid duplication of efforts and resources.  The project will benefit from these specialists without having to incur any fees for their expertise. In addition, the technical departments in ILO headquarters in Geneva, and in particular the Governance and Tripartism Department, are responsible for backstopping the project activities and providing technical advice as and when needed.
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OUTPUTS

2.1: A strategy & action plan developed by GTUC and affiliates to improve 

their capacities in representing workers’ rights & interests is available

OUTCOMES IMPACT

1.1: A strategy & action plan for enforcing the labour legislation developed 

by the GoG in close consultation with social partners is available

Improved 

compliance 

with labour 

laws in the 

Republic of 

Georgia

INPUTS

The capacity of the GoG to enforce 

labour laws and respect international 

labour standardsis enhanced

The effectiveness of workers‘ 

organizations in representing workers’ 

rights and interests is strengthened

2.2: Capacities of GTUC at recruiting, communicating & educating 

members to better represent workers’ rights & interests are strengthened 

2.3: Capacities of GTUC and its affiliates to their members’ needs in 

labour relations are reinforced

1.2: Information and awareness raising tools on Labour Code have been 

made available to workers and employers

1.3: A labour inspectorate has been established, in conformity with ILS

1.4: The capacities of the Labour Inspectorate to effectively enforce 

Labour Code provisions are developed

1.5: The Georgian Court System is more knowledgeable about the 

Georgian labour legislation and the judicial use of ILS

ASSUMPTIONS EXTERNAL FACTORS

• The Government’s maintains its commitment to enforce labour legislation and social dialogue

• Trade unions effectively engage in developing new approaches at recruiting and at delivering 

services to their members

• Advisory, training and support interventions will be sufficient to enhance the capacities of the 

project direct beneficiaries

• Political, social and economic stability

• Political willingness of  relevant Government institutions to 

coordinate and cooperate

1.6: Capacities of labour mediators & awareness of social partners on the 

benefits of mediation to prevent & resolve labour disputes are reinforced

2.4: Emerging TU leaders have been nurtured so as to effectively exercise 

growing influence and occupy key functions within GTUC and its affiliates

1.7: GoG’s capacity to address labour  trends & policies is consolidated
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