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Structure
The CEP union was, and still is, affiliated with the Canadian Labour Congress. Prior to the recent merger, the union once had approximately 265,000 members (Rosenfeld, 2012). Its initial National Executive Board encompassed five central positions of power, including a Secretary Treasurer, an Executive Vice-President, a Regional Vice-President, a Vice-President of Media, and also an Indigenous/Racialized Worker Representative (CEP CAW Merger Information, n.d.). Each of these with their own specific duties in regards to the union as a whole, and the local chapters. For examples, the executive of each Local had the responsibility of making decisions on financial and policy matters across all union sectors (CEP Local 2003, n.d.). Also, each local union had the ability to democratically elect their own union bargaining committee, which would accompany their National Representative when negotiations involving their sector took place (CEP Local 2003). Executive Board members were elected every two years at their Local convention.
With the new merger, Unifor now has over 300,000 members. The Proposal Committee, in charge of providing the grounds and the specifics of the merger and the new collective agreements, have decided that the new National Executive Board will consist of 25 members (New Union Project, 2012). They have also decreed that the number of woman on the Board must be at least proportionate to the percentage of women throughout the new union’s membership (New Union Project). They also made mandatory the inclusion of specific positions for racialized and indigenous workers, retired members, and skilled trades workers (New Union Project). 
Similarly to the original CEP union policies, all elections in a Local Unifor Union will must be supervised by an Election Committee, in which the members are also to be democratically elected by the members at a Local Union membership meeting (UNIFOR, 2013). The bargaining and representation methods have not drastically changed since the merger, however the breadth of the representation has. The 25 positions now included in the National Executive Board are better designated to certain geographic locations or sectors, and are less generic in nature. The new composition is as follows (UNIFOR, n.d.):
· Executive Officers: National President, Secretary-Treasurer, Quebec Director
· Regional Directors: Atlantic, Ontario, Western
· Regional Council Chairpersons: Quebec, Atlantic, Ontario, British Columbia, 
the Prairies
· Industry Council Representatives (by sector): Rail, Forestry, Media, Energy, Retail, Telecommunications, Health Care, Resource, Service, Aerospace, Auto
· Aboriginal and Racialized Workers Representative
· Skilled Trades Representative
· Retiree Chair Representative

Regional councils are to meet at least once a year to discuss and negotiate (UNIFOR, 2014). Every Local is eligible to send delegates to the council meeting as well to discuss pressing issues concerning their region, such as provincial labour laws and social concerns (UNIFOR, 2014). Each of these councils consists of a chairperson, a vice-chair, a secretary-treasurer, and several committees elected to address subject matters such as health and safety, workers with disabilities, and transgender workers (UNIFOR, 2014). 
As for union dues, the Proposal Committee has implemented a harmonized dues structure for Unifor, since both unions had different policies. CEP collects dues based on a specific percentage of a member’s income (generally 1.67% of gross salary), whereas the CAW collets them on the basis of the number of hours of pay per member per month (New Union Project, 2012). The Committee therefore developed a harmonized percentage-based dues formula to reflect both methods, and existing dues levels (New Union Structure).

Representation and Growth
The merger itself between the CAW and the CEP was completed in an effort to restore their members and representatives to a position of power and influence in their national debates about politics, the economy, and their rights as a collective bargaining unit (Keenan, 2013). The theory behind the merger was simple: size matters (Keenan, 2013). It was believed that a union that had over 300,000 members nationwide, included throughout almost every sector, would be able to better protect themselves against government regulations and powerful corporations that wanted to take them over (Keenan, 2013). Contrary to staying two separate unions that were geographically sparse and did not represent all key sectors of Canadian economy. 
The initial CEP itself was invested in many different sectors, having already merged with the Canadian Union of Operating Engineers and General Workers (CEP CAW Merger Information, n.d.). The union represented workers in over 27 different sectors. It’s main representation was towards the auto and manufacturing sector, however it spanned across sectors such as; airline, general manufacturing, the public sector, services, rail, fisheries, communications, resources extraction and energy, broadcasting, newspaper, mining and forestry, etc. (CEP CAW Merger Information). 
Merging with the CAW might have reduced the amount of sectors they represent, however have allowed them to expand to represent larger, more important industries in Canada. Unifor now expands across 20 major Canadian sectors, with its strategic sectors being; Manufacturing (94,000 members), Communications (41,000 members), Resources (52,000), Transportation (40,000 members), and Services, which includes public sector workers (76,000 members) (Rosenfeld, 2012). They represent more private sector workers than any other Canadian union (Stanford, 2013). It is said to represent over 86,000 women, and over 35,000 members in various public sector areas, including health care and utilities (Rosenfeld, 2012). When the merger is complete and collective agreements laid out, there will be over 800 Local Unions and 8,000 bargaining units Nationwide (Rosenfeld, 2012). 
Bargaining Priorities
	The original goal of CEP was, as a quote from their website, “to improve the lives of their union members and the health of the communities they live it” (CEP CAW Merger Information, n.d.). They fought inequality and discrimination in the workplace, and also believed in fighting for the dignity of their workers. Their aspirations for their collective agreements included; more increases in pay and job security; just cause language and grievance procedures; better pensions and benefits, sick pay, accident and life insurance; better health and safety protection, employee assistance plans for personal and family problems; improved vacation time, and parental leave (CEP CAW Merger Information). 
	Current Unifor bargaining priorities remain similar, including improving the lives of their members. However, labour relations between the union and the federal government has also taken a central role from the merger. Current National President for Unifor, Jerry Dias, has emphasized and stressed the importance of giving labour relations with the federal government their immediate attention, stating: “The Conservative government has decided to challenge our democratic right to organize and collect dues. They are singling out unions. They’re attacking our finances. They’re attacking our ability to represent our members” (Mackey, 2013). Though this is a pressing matter for the union, their activities have also included negotiating better wages for their members in all sectors, improving benefits packages and working conditions, protecting jobs, achieving equality, implementing grievance representation, providing union education, organizing new members, political action, and lastly, focusing on strengthening national and international ties (Think Union, n.d.). They also emphasize the need for better outreach initiatives towards non-union workers, wanting to underline their broad social and political strength as a union (Standford, 2013). 
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