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Still CONNECTED 

Following the actual context, lasting in Romania since March 2020, the partners of the 

Workin Index project decided to continue the activities according to the calendar, with no 

major modifications. In the august – november 2020 period, there were a lot of various 

meetings of the management team, but also thematic workshops. Transposing into online 

the activities initially foreseen in a phisical format, represented at first a challenge, looking 

to identify the weak points, but also their improvement or the exploitation of strong points. 

Certainly, there can be identified both advantages and disadvantages, but if they are 

approached and implemented carrefuly, the results will not only be as expected, but 

visibly improved. With a subscription to a platform that allows organising online sessions 

with various options (like interpretation, recordings, sharing presentations, live flip chart 

writing, polls and others), with patience, with some research for new improvisations, with some fun and interactive tools/instruments, 

but also with the real desire to easily step into another era, the online activities can succesefuly supplement physical activities. 

As written on the European Commission website, quote “Social distancing has transformed the way we connect, research and 

innovate at work.” In this context, the Commission launched on 13th of July the new digital competence guidelines that include practical 

steps, key actions, tips and online resources for digital users, in order to make sure that workers, recruiters and educators are equiped 

with digital skills in the post-coronavirus contect. This aspect will certainly support people to make the best of using their digital 

competences from the perspective of the “employablity path” – from education to sustainable employment and entrepreneurship. 

It is obvious that the Covid-19 pandemic has drastically changed the lifestyle of many of us, changing habits, daily activities or routines, 

changing the way “we do things”. Many of us still work from home (and certainly, specific measures will be taken at the workplace), 

many of us prefere telemedicine to see a doctor, than knocking to a cabinet’s door, many of us watch more movies to stay entertained 

and for sure, many of us choose online communication tools to talk with friends. All these resulted in a significant increase in Internet 

data usage over the first few months of the outbreak. According to Open Vault’s Broadband Insights Report, for the first quarter of 

2020, average broadband consumption has increased with 47 percent. 
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JOB STRAIN  

Within the Workin index project we explored the unbalances 
between the job requirements and job resources, in Romania and 
Norway, using OECD well known methodology.  

Thus, after our research, we can say that high strain jobs (insufficient 

resources and excessive requirements) are to be found more in Romania 

than in Norway and rather in the public sector than in the private sector. 

The complexity of tasks (correlated with the level of education necessary to 

occupy the job and the age of the employee) can represent another 

possible explanation of job strain from the perspective of job requirements. 

It has also been shown that with aging, the tendency is not necessarily to 

lower requirements, but rather to have access to additional resources, 

which contributes to a lowering of the job strain.  

High job strain often has repercussions on the health and sleep disorders of the employees who have this type of jobs. There are also 

studies that proves the correlation between job stain and depression and anxiety.  

A strong factor to explain job strain is represented by work conditions, inferior in Romania to those in Norway under all aspects taken 

into consideration. 

The aspect referring to the psycho-social climate existent at the workplace in Romania is worth investigating in the future. The 

situations of intimidation/ harassment/ humiliation/ aggression by colleagues appear to be more frequent and higher with the 

Romanian employees than the Norwegian employees, again more in the public sector than in the private sector. On the other hand, 

the relation with the clients/ providers appear to be a strain factor in the private sector, more than in the public sector, where part of 

the position authority is transferred onto the relation between employee and client/ provider.  

From the point of view of the investigated resources which have a strong explanation nature we can name autonomy and management 

practices. Job autonomy is superior in the private sector as regards the way to approach tasks, the way to organise and plan work, 

as well as the relation between chief and subordinate worker.  

Considering the results obtained, from the perspective of trade unions, we consider that the following directions are a priority:  

• Improving work conditions  

• Increasing learning opportunities  

• Investigating resources to improve the psycho-social climate at the workplace  

• Analysing and improving the way to organise and plan activity in order to eliminate ambiguity, offer feedback and impose realistic 

time horizons regarding work tasks. 

• Ensuring a balance between the employee’s abilities and responsibilities by means of adequate evaluations.  

• Developing adequate employees’ motivation strategies.  

     Author - Adrian Neagoe, project manager and vicepresident of the National Trade Union of Prisons’ Policemen 

 

EPSU – Recruitment and organising 

1Based on the EPSU (the European Public Service Union) initiative, in November, 

many trade union leaders and officers from 10 unions in Moldova and Romania 

participated into a series of workshop with the main theme on organising and 

recruitment workshops. After a first webinar on debating organising and recruitment 

strategies, the trade union leaders tried to draft their own strategies that were 

assessed in individual meetings with each union. The last workshop gathered all 

the unions together again as the first time, for a further debate but also analysis of the process. The Publisind Federation was 

represented by Adrian Neagoe and Cosmin Andreica. At the end of the discussions, six key points were identified: commitment to 

organising and recruitement, management of the strategy, good communication, campaigns aimed at securing improvements for 

members, trainings, recruitement of new starters. 

 

 
1 https://www.epsu.org/article/working-affiliates-recruitment-and-organising 



Social security is a human right, but when will it 
apply to everyone? 

Picture yourself in the shoes of a person from the beginning of the 19th century. 

Life is very hard and you would have almost no safety net. Social protection 

consisted only in charity and the goodwill of wealthier families, the church or 

corporations. Only the most destitute and orphans would have received some 

form of social protection. The situation began to change throughout the 19th 

century with the industrial revolution, when workers faced a decline in safety at 

work (especially in the metallurgical and mining industries), and employers had 

difficulty attracting and retaining workforce (largely from rural areas, and highly 

mobile). In addition, the principles of social responsibility began to develop, and 

some employers tried to align the principles of social justice of Christianity with 

their material interests. 

Founded by Pierre Laroque in 1944 to deal with human difficulties, social protection is, in short, the guarantee of an income after 

retirement, in case of unemployment or disability or access to health care - a core element for promoting social security as a human 

right. It includes social insurance, social assistance, universal programs, mutual funds, national insurance funds and other 

arrangements, including market-oriented systems which, in accordance with national law or practice, are part of a country's social 

protection system. Social protection systems usually follow the logic of progressive development in terms of policy areas and 

population coverage. The systems were built sequentially, depending on national circumstances and priorities. In many cases, 

accidents at work were first covered, followed by old-age and invalidity pensions, survivors' benefits, then sickness, health and 

maternity insurance. Child and family benefits and unemployment benefits appeared last. (Source: ILO, Global Social Protection 

Database; ISSA / SSA, Worldwide Social Protection Programs; ILO,  

The right to social protection is a necessity recognized by international standards, especially by the Universal Declaration of Human 

Rights (United Nations, 1948). The International Labour Organization (ILO) has consistently expressed its desire to fight 

unemployment, accidents at work and occupational diseases, and to guarantee pensions for old age and disability. In this sense, 

Convention no. 102 of the ILO (1952) is an international instrument based on the essential principles of social security, which exerts 

a strong influence at regional, national and international level. It guarantees everyone has access to health care, the right to 

unemployment benefits, the right to disability benefits and every state that ratifies it must implement these principles. Romania ratified 

ILO Convention no.102 in 2009. 

All international texts recognize the importance of the right to social security as a human right.  The state has an obligation to guarantee 

economic and social rights and, at the same time, to respect and promote the right to social security as a human right by establishing 

appropriate social protection legislation. In addition, the socializing approach to social protection requires a state to ensure social 

peace, stability and social cohesion, as well as the necessary financial arrangements, so that every human being has the right to 

access social security, insurance and social assistance, and access to medical assistance.  

According to the World Report on Social Protection 2017-2019: Universal Social Protection for Achieving Sustainable Development 
Goals (ILO, 2017) 
• Only 45% of the world's population receives at least one social benefit, while the remaining 55% (4 billion people) remain 
unprotected. 
• Only 29% of the world's population has access to comprehensive social security (increasing from 27% in 2014-2015) while 71% 
(5.2 billion people) are not protected at all or are only partially protected. 
• Coverage by social protection of the elderly remains limited. Only 41.1% of mothers with new-borns receive maternity allowance, 
while 83 million remain uncovered. 
• Only 21.8% of the unemployed are covered by unemployment benefits, while 152 million unemployed are not yet covered. 
• Only 27.8% of people with severe disabilities worldwide receive a disability allowance. 

Denying access to health services and education, forcing a person to work for a salary that does not allow him/her to survive are 
violations of the universal principles of dignity and respect for human beings, and the states of the world have an obligation to grant 
their citizens these minimum rights. 

Otherwise, their shortcomings and consequences are the responsibility of the international community, because human rights are 
universal and it is immoral to ignore poverty only because it exists beyond national borders. Ensuring social protection for all is a 
fundamental right and a moral obligation, both nationally and internationally. It is an essential right for development and equity that 
must be put into practice and for which the necessary resources must be allocated. 

 
Author - Mirela Caravan, member of the management team, international relations at the National Trade Union Bloc  

 



LEADERS – BORN OR MADE? 
Trade unions are facing a decline in membership, a situation common in most European countries. There is also an aging trend 

among trade union activists, which is due to the aging population and workforce 
throughout Europe. Digitalisation has brutally influenced the social fabric so that 
it has also affected trade unions. In this entire dynamic, trade union leadership 
must adapt and meet unique challenges such as digitalization or globalization. 
The most exposed people in the labour market are young people. The crisis of 
2011 clearly highlighted the fact that young people were most exposed to the 
turmoil of the labour market, a clear proof being the disturbingly high 
unemployment among young people, and the emergence of the concept of 
NEETs linked to young people ("Not in Education, Employment, or Training").  
 
All this shows the need for young leaders in the trade union movement. In fact, 

the rejuvenation of trade union leadership is a meaningful endeavour because younger leaders are more receptive and able to 
internalize change at both personal and organizational levels. 
The issue of revitalizing the union leadership is difficult to manage because work represents itself, and it is very difficult for young 
people to obtain an employment contract for an indefinite period or to benefit from stable employment contracts. In general, the low 
level of productivity delivered by young people and the pressure to make the industrial relations system more flexible are elements 
that hinder young people's access to the labour market and prevent them from organizing. Moreover, young people are extremely 
volatile and mobile. The lack of obligations allows them to easily give up a job or move to another region or country for work. 
 
The psychology and expectations of young people are relatively different from trade union demands and from the public agenda of 
large trade union centres. The access of young people among trade union leaders is imperative and necessary for the survival of 
organizations, and for connecting the trade union agenda to the entire range of expectations of workers, regardless of age. A first 
step in bringing young leaders in the trade union movement is to facilitate and motivate young people's access to trade unions, making 
them familiar with the organization and operation of trade unions. 
 
Although there is much controversy over the ability of innate skills to secure a high quality level of leadership, it is believed that high 
quality can be delivered in the process of union representation with learned skills too. Understanding the process of union 
representation, the industrial relations system, markets, the social contract, globalization and digitalization can ensure a high level of 
leadership.  All this knowledge is imperative in the collective bargaining process. However, this knowledge must be accompanied by 
a series of skills and traits that are much more difficult to assimilate. 
 
Emotional control, persuasiveness, empathy, motivation, confidence, courage, integrity, inspiration, passion or patience are traits of 
a leader that can be learned by anyone but cannot be used as effectively as a person who was born with these characteristics. A 
leader who natively possesses most of the aforementioned characteristics is better suited for the specific nature of trade union 
organizational culture. 
 
With openness and motivation, one can become a leader in a trade union organization, having the ability to meet the expectations of 
union members. However, people born with leadership skills achieve performance and make a difference in union representation. 

Author – Florian Marin, member of the management team, president of FSLR  

 

 

TRADE UNION DENSITY IN NORWAY 
 
The trade union density in Norway, in all sectors are about 50 %. As a general comment the union 
denisity is highest in the public sectors (municipality -, region -, & state), and also in the "traditional" 
branches/sectors like industry , construction, elecrician, plumbing and so on. The union density in 
the state sector is approxmatly 90 % which maybe is the highest union denisity in the Norwegian 
workforce. 
 
Unfortunaly the union density is decreasing, and it may be several reasons for that. The service 
sector is growing and among those working there, it`s a lot of young people (their first job) just staying 
on for a few years – and for that reason don`t see the use of a union membership. The same also 
goes for the foreign workers (the migrant workforce who works in Norway for a short period of time, or commute to work in Norway 
from their home country.The union denistiy in Norway is not so much about age, as in which sector/branch you work, but at the same 
time I`ll think we have to admit that young people organize in a slightly lesser degree than their parents did. 
 
The average member is organized for workprotection, and for a greater reason than before – discounts on insurance, morgage for 
homes,cars and cabins and so on. The unions has become a provider of workprotection and other offers.  
The thing is, the perception of unions in Norway is still very high, even if the union density slowly decrease. ..a kind of contradiction. 
 

Author – Tore Leirfall, special advisor at YS  

 
 
 



 
ARTICLE… for meditation 
 

“I’ve learned that I still have a lot to learn” 
 

The culture of learning is an ongoing process, not just an 
activity of identifying the perfect "recipe" for the courses and 
seminars that employees must take. We need to talk about 
cultivating a mindset of the desire to learn, to develop 
curiosity and to share what you have learned or learned new, 
with all the other colleagues. 

 
A learning organization is that group of people who are in a 
permanent, uninterrupted search for new and better ways to 
adapt to change and increase their performance, and in 
which team members continually increase their ability to get 
the results they want. 
"As long as we live, we learn" is an expression that became 
more valid than ever in today's technological, political, 
economic and social environment. Everything is changing 
and evolving faster than ever, and that means both 

employees and employers need to adapt. 
In order to be aware of these changes and for the employer to ensure that the organization is flexible and adaptable, it must encourage 
a culture of learning among employees. Providing the biggest assets of the organization - your people - training, development and 
career paths could also lead to a happier, more productive job and the saving of financial resources spent on managing your turnover. 
The 2012 Towers Watson Global Workforce study found that nearly 6 in 10 companies reported difficulties in retaining employees 
with special skills and, in the same proportion, had great difficulty retaining potential and best-performing employees. The study found 
that a lasting commitment between the organization and the employee is closely linked to the nature and quality of employees' work 
experience. Commitment develops as part of an organization's culture and work environment. It must be created and nurtured 
continuously through an emphasis on training, performance management, communication and visible leadership. 
 
Obviously, being a rather abstract concept, many wonder how they can implement such a culture at the level of the organization they 
lead. And the answer is not in the form of a well-defined recipe that you just have to apply and you have the desired result. There are 
mainly three important steps in defining a culture of learning at the level of an organization.  
 
First of all, we must establish the vision and values that we want to characterize the organization, and this to inspire employees and 
to determine them to act together to achieve these visions. 
 
The second stage must be the displayed openness of the organization to its own 
employees, who receive the subliminal message that they are free to create, come up 
with new ideas, question traditional methods and be curious to experiment and put into 
practice their own. ideas. The own experiences of other companies, of the beneficiaries 
in the learning process, which aims at the transfer of the acquired knowledge, must be 
fruitful. 
 
The third stage is one of reflection and analysis of the first two. We are interested in how 
the transfer of new skills acquired through lifelong learning within the organization, was 
achieved. Whether we are talking about profit, quality of services, meeting performance 
standards. Moreover, it is absolutely mandatory to reward people correctly, depending on 
how they apply the philosophy and achieve the goals of the organization. They should be 
encouraged to improve and listen when expressing their opinions. Their useful ideas must 
be rewarded and put into practice. 
 
The biggest threat to an organization is the calm of employees' minds and the routine 
through which they look at the tasks they have to perform. Learning is a process through 
which there are stimulated the interest, the curiosity, the self-esteem but also productive 
competitiveness in the workplace. 
 
In conclusion, the culture of learning must be a process that takes place 24/24, 7 days a 
week, at the level of the organization, in order to generate dynamics, to stimulate the 
thinking of employees and to increase their ability to constantly adapt to the challenges 
they face. 
 

Author – Cosmin Andreica, member of the researchers team, general secretary of Publisind Federation and President of Europol  

 

 

 

 

FACTS 

 

• A LinkedIn survey shows that half of 
today's most requested skills weren't even 
on the list three years ago 

• Another research reveals the problem of 
learning culture and found that those 
companies that effectively fuel the desire to 
learn of the workforce, are at least 30% more 
likely to be market leaders in their industries 
over a long period of time 

• Decades of research in the field of 
professional vocation show that the 
alignment of people's motivations and 
interests with the characteristics of the 
workplace and the culture of the 
organization, tends to increase not only their 
motivation to learn, but also their 
performance 

• Research by Bersin & Associates shows 
that a high-impact learning culture can lead 
to a 37% increase in employee productivity 

• Another study concluded that formal 
vocational training represents only 10% of 
what employees learn, which means that the 
remaining 90% is a space that remains 
untapped 



 

Working from Norwegian home 
 
 
Working from home was a kind of strange and unusual thing  in Norway before Covid-19 
hit the country. The main rule was that you meet and work from the office/factory/school 
and so on. There also existed an old regulation about "remote workplaces", meaning 
working from home, but that regulation was not referring to a situation like the one we are 
in today. And since the regulation was "from another time" it wasn`t updated with todays’ 
technological development.  
 
Status for today is that The Ministry of Labour and Social Affaires has an expert group 
working with the legal status of working from home/telework with the overall perspective for 
all the norwegian workers. Topics are working time, rest time, insurance , equipment, rent 
of computer lines/broad band and so on.  
 
The different sectors/branches has also their own work in these fields, but my opinion is 
that everyone is waiting for the expert group to finish its work, that mainly because some of 
the changes that (might) come will be in for of an Act, and the Norwegian model is working 
like that The Parlament approve the Act, The Ministry operationalizes it into regulations and 
the employers/unions negotiate agreements within the Act/regulations. 
 
Working from home/telework as a pro or a 
con? I think you`ll get a lot of different 
answers if that question was asked to 
people. Some like it..some don`t, but from 
the YS perspective, there will have to be 
taken into consideration all the pro/con`s 
there are, and attempt to make the work 
relations as satisfactory as possible for our 
members.             
 
 

Author – Tore Leirfall, special advisor at YS  

 

 

 

About decent work in Romania 
 
 
Discussions on decent work have increased significantly in the last 10 years, 
becoming present in almost any collective bargaining agreement at unit or sector 
level. The increase of the decent work importance was influenced by the territorial 
expansion of production flows, the expansion of globalization but also by the 
increasingly prominent manifestation of regional development differences.  
 
In addition to all this, there are differences in the dynamics between the factors of 
production, a situation which has favored states that provide greater and faster 
benefits to capital, which are generally states which innovate.  
 
Another element that has positively influenced the discussions on decent work 

refers to labor migration. An increase in the dynamics of capital has led to a much lower dynamics in terms of labor intensity. The 
globalization of distribution and production chains has created a situation in which the distribution of added value is concentrated at 
a certain specific point so that not all added value contributors benefited justly from benefits corelated to the contribution brought. 
 
The decent work, synthesizes people's aspirations during their work activity, throughout life. It refers to the possibility of access to a 
productive occupation that generates a fair income, job security, social protection for the family so that workers can support their 
families, to generate better prospects for personal development and social integration, as well as freedom of expression. We must 
not forget that workers must have the right to organize and participate in those decisions that affect their lives and that there must be 
equal opportunities and treatment for all (women or men). 
 
In my opinion, pay is by far one of the most important variables of the concept of decent work. My statement is based on the fact that 
pay is one of the most contested variables in collective bargaining, it is the point that generates the longest and most contested 
negotiations. In fact, it is normal to be like this because Romania has a much lower salary level compared to other European Union 
countries. The trend of price uniformity has been a much faster process than that of wage uniformity or in this situation the 
requirements for higher wages are justified. At the same time, what is decent for an employee in Germany or Norway is a lot for an 

REMOTE work stats 

 

• 55% of businesses globally offer some 
capacity for remote work 

• 18% of the workforce telecommute on a full-
time basis 

• 77% of telecommuters report being more 
productive 

• 37% of remote workers say the best way to 
boost productivity is to take regular breaks 

• 30% of telecommuters save upward of 
$5,000 a year 

• $11,000 is how much companies can save 
annually for each employee that works 
remotely half-time 

• People who work remotely earn $4,000 more 
per year on average 

• 99% of remote workers want to continue 
telecommuting in the future 

• 90% of remote workers would recommend 
working remotely to a friend 

(review42.com) 

• Remote work positions are on the rise (44% 
growth over the last 5 years, 91% growth over 
the last 10 years, 159% growth over the last 12 
years) 

• Remote workers feel better (study on 500 
workers, the group reporting “higher levels of 
job satisfaction and reduced levels of burnout 
and psychosocial stress”) 

• Remote work increase job satisfaction & 
retention 

• Most remote workers take 2-3 weeks of 
vacation per year 

(miro.com) 



employee in Romania. The decency of work must be interpreted in a much broader context, a context that integrates the social, 
cultural, societal and economic variables. 
 
Analyzing in a global macroeconomic context, I believe that the least important variable of decent work in 
Romania is vocational training. Romania ranks on the last positions in terms of organizing and participating 
in life long learning training courses. Despite the fact that there are clear legal provisions, employers are 
not willing to invest in the Romanian workforce. Employees' interest in vocational training courses is also 
low. It should not be understood that there is no need for vocational training, because a structural 
reorientation of the economy can only be achieved with a reorganization of the skills available to the 
workforce. The situation could be justified by the economic model used in Romania, respectively one 
based on cheap labor that does not necessarily deliver performance. 
 
The relationship between trade unions and decent work is more than clear. Trade unions have both moral 
and statutory responsibility to implement the concept of decent work in its complexity, at the level of every 
job in Romania. Undoubtedly, this idea is shared by all my trade union colleagues. 
 

 
 

Author – Alexandru Gurgu, member of the management team within the project, president of the SANAB Trade Union  
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Norwegian Grants 2014-2021, the Program "Social Dialogue - Decent Work”  

 

  

 

Next issue: February 2021 

The calendar of the meetings 
organized in the August – 
November 2020 period 
 
03.08.2020 - Management meeting 
07.08.2020 - Management meeting 
25.08.2020 - WI Workshop 1 
27.08.2020 - WI Workshop 2 
28.08.2020 - WI Workshop 3 
03.09.2020 - WI workshops follow up 
08.09.2020 – Working team meeting 
25.09.2020 -  Management meeting 
12.10.2020 - Management meeting 
19.10.2020 - WI Workshop 1 
20.10.2020 - WI Workshop 2 
23.10.2020 - WI Workshop 3 
03.11.2020 - Management meeting 
09.11.2020 - Working team meeting 


