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Newsletter
Special number within the COVID-19 context

STILL
Keeping the same motivation and pursuing the same objectives, even in
the current context of the ongoing pandemic, the partners of the Workin
Index project strictly adhered to the plan established at the beginning. In
the last month of 2020, the researchers’ team met on December 8, and
the management team met on December 10, thus closing the first year of
the project, indeed an unique and challenging year, let’s say, by imposing
the adaptation to a new global stage corroborated with keeping the
proposed objectives, but also keeping a team connected, even if
maintaining the physical distance has become the new “nowadays”.
One of the novelties of the project would be the development of a new
class: the 7th grade - atypical conditions. The main need to add this class to the Decent Work Index, configured so far in
the project, is a logical result of the conclusions of the debates organized up to this stage, as well as the context in which
we are worldwide. The activities carried out so far within the project have been organized almost exclusively in the online
environment as a consequence of the measures adopted and the restrictions imposed on the line of preventing the spread
of the new type of coronavirus. More details will be presented in future activities, but as a brief summary, we will say that
this new class of the Index, was entitled "Atypical situations", thus avoiding names or definitions that could restrict the scope
or would could be confusing. Thus, even if the pandemic is considered an "atypical situation", which led to the
implementation of this class, not only pandemic situations will be assessed, so that both the dimensions and indicators that
make up the class, cover a wide range of issues following the way in which the working conditions are influenced in
exceptional situations.
Also, following the meetings of the team of researchers organized in January 2021 and the meeting of the management
team organized in February 2021, on 26th of February 2021, the seminar for the evaluation and promotion of the Decent
Work Agenda was organized. Within it, with the participation of almost 40 people, the aim was both to present the indicator
for measuring working conditions applicable to any job, regardless of whether we are talking about a job in the public or
private sector, and the debate starting from the results obtained and harmonizing observations regarding the public and
private sector, both in Romania and in Norway.

SOME NEWS
The PUBLISIND Federation, also the promoter of the Workin Index project, an
organization that totals 35,000
members in the fields of central
and local public administration,
social assistance, police and
border police, judicial registry,
penitentiary
and
probation,
sports and youth, finance and
financial control, environment
and RA-APPS, has started protests since 31st of December 2020 in, response to
the adoption of the Government Emergency Ordinance suspending the
application of the law regulating the salary system for staff in the budget sector
(thus deriving demands, such as: elimination of salary inequities from the public
system, application of the framework law on public sector salaries and a
minimum wage correlated with the increase in consumer prices). Starting with
10th of February 2021, in the
front of the Romanian
Parliament,
PUBLISIND
Federation launched a new
format of union actions,
protests that include the use
of colored smoke devices
(permitted by law). The most
notorious action was the one
at Cotroceni on 24th of
February, the notoriety being
ensured
only
by
the
aggressive actions of the
gendarmes. Thus, after the completion of the protests calendar decided in December
2020, an additional protest was organized, in atypical format, on 1st of March 2021.
This was a message that was sent to the public, including through the international
press, that social dialogue
is officially declared dead
in Romania. The prime
minister
directly
threatened the unions and
the trade union movement
in general, arguing that
there were far too many
protests disrupting his
strategies, which seemed
to focus only on cuts.
On 4th of March 2021, the
confederations
in
Minister,
requesting
withdrawing
derogatory
of workers in the sector
apology for slippages of
features
of
social
partners, as most of his

National Trade Union Bloc, one of the largest
Romania, drew up an open letter to the Prime
compliance with the Romanian Constitution,
statements against trade unions, ending the enmity
public with those in the private sector, the public
communication and one of the most important
dialogue, namely, sitting at the table with the social
predecessors did.

ABOUT INDUSTRIES... NORWEGIAN INDUSTRIES
As the rest of Europe and the world, Norway also has been hit by the consequences
of the pandemic known as Covid -19. We, as Norwegians, have felt the human
(even though Norway isn`t the hardest hit country regarding deaths related to Covid
- 19, we still have suffered approximately 650 casualties) - but also the economic
consequences of this pandemic.
The Norwegian GDP decreased with 2,5% in 2020 from 2019, and the
unemployment rate was (for some weeks in March/April 2020) historically high with
14%, but it has, since then, sunk to 4,4% (5% if the temporarily laid off are included).
It`s worth mentioning that even if 4,4% from an European perspective isn`t that high
number, it`s 1,5 percentage point higher than the historical average unemployment
rate in Norway.
So, who has been hit? - and who has not?
The public sector (state,county and municipalities, and the state-funded enterprises have been running like usually), there`s been some
additional measures regarding safety for those working in those sectors, like additional safety equipment, working from home/tele working
and so on, but everybody has kept their job during this period.
The primary industry (farming, fisheries and forestry) have had some challenges during this period. This primarily related to labor
shortages since Norway is dependent on foreign labor in these industries, and the borders have been closed. The challenges were mostly
solved by flying in seasonal workers from Europe and the far East by charter planes.
The secondary industry (the classical factories and oil/gas production) has been surprisingly unaffected by the pandemic situation. The
oil/gas export has had a slight decrease, and the same goes for the rest of the Norwegian industries, but as a whole - they`ve managed
pretty good. If I were to mention a specific challenge it would also in these industries be a lack of foreign workforce. Norway is dependent
of foreign workforce, and the situation with the closed borders has been a challenge.
The tertiary industry (the service sector, tourism,cafes, bars, hotels, malls, cultural businesses and so on ) is maybe the area where the
pandemic has had the greatest importance. Norway has a really big tertiary/service related industry, and the domestic "lockdowns' " , no
international travel and the closed borders has made this industry suffer. Often small independent businesses that didn't have the financial
muscles of the bigger corporations means that those companies/this industry is where we can find the bankruptcies and the higher grade
of unemployment.
Tore Leirfall – special advisor YS

One question & one answer
As technology, laws or medicine, evolution in human resources is a
must and for sure, as a result of the pandemic, several changes have
taken place. What changes do you think will contribute to a good
development of human resources in the future?
The main change that can contribute to a good development of human
resources in the future is the training in the information and communication
technology field. In brief, where the workplace allows online activities (work
from home, telework) it is important to have a period of training for
employees in terms of updating or even initiating them in the field of technology. Changing the paradigm towards the online environment
comes with a series of challenges for employees working online (how can we archive documents that we used to physically archive online
on paper ?; What are the best applications for storing information ?; How can we organize an event of 100 people in a virtual space? And
even the following challenge: with whom we can leave our children during the meeting at 12.00?); the last question is more complex and
requires more space for discussion, it is a topic of thought; However, regarding the first challenges I mentioned above, they can be
overcome through courses, modules and learning techniques made available to employees by the employer to develop skills for the
proper conduct of professional activities online.
Elena Marinescu – project researcher

EMPLOYEES AND REMUNERATION
Wages are one of the most disputed variables in labour relations, the situation is fully
justified by the economic and social implications generated by it. Many systems deeply
linked directly or indirectly to constitutional rights target the wage level. Remuneration is
thus one of the most important variables that are an integral part of the industrial relations
system. Discussions on wages must be approached in a broad spectrum of analysis and in
a framework in which technological progress or the dynamics of production factors directly
influence the wage systems but also the amount of the wage.
Another concrete example in this sense is globalization, which through the influence it had on the mobility of production factors has
generated a significant impact at the level of wage systems. The salary level, apart from the economic variables that have an impact on
them, is also a subjective notion so that we can identify people who relate differently to the same salary value.
The need for a comparison framework was materialized in the concept of decent income and the salary level that allows ensuring a decent
living. The research carried out within the Workin Index project reveals in a clear and concrete way the above mentioned. The question
regarding the perception of the decency of the income obtained as a result of the work submitted reveals that 44.87% of the people who
participated in the research consider that the income level does not ensure a decent living.
Also extremely relevant is the decency limit related to the income obtained by an employee. The range of values obtained from the
application of the questionnaire is extremely different. Specifically, a decent income is 3.000 lei, 4.000 lei, 5.000 lei or 6.000 lei, for
example.
There are thus extremely different views on ensuring a decent level of income. The situation is similar even in the case of a level of income
considered satisfactory. The range of salary values obtained varies from 3.000 lei to 9.000 lei, with a significant concentration of around
5.000 lei and 6.000 lei. It is more than obvious that the perception regarding the level of salary income is different from one individual to
another, respectively from one country to another. A salary level of 5.000 lei benefits from different interpretations in Romania compared
to other countries such as Germany. Purchasing power, the social contract or the level of economic development are some of the elements
that influence the perception of a certain level of salary income.
An equally important variable in the analysis of wage systems refers to the structure of individual income. The research carried out within
the project highlighted the fact that employees in Romania prefer stability, respectively the basic salary, which has the highest level of
importance. Along with the basic salary, the level of bonuses is also important, as they are often certain and are not related to a certain
level of productivity or conditioned by the achievement of certain targets.
78,99% of the research
participants consider the
basic salary to be very
important and the increases
are very important for
61,18% of the respondents.
The characteristics of the
market must be approached
in conjunction with the
perception and the way of
reporting the employee in
relation to the salary in order
to have a sustainable salary
system, in accordance with
the
level
of
salary
expectation.

Florian Marin – FSLR president

HOT TOPICS in human resources

The pandemic has forced millions of
employees to work remotely and many
companies have chosen to make this move a
permanent feature of their business models.
However, to maximize the benefits of
teleworking, ways must be identified to keep
people productive and connected without
being overburdened.
We’re seeing a massive rewriting of the social contracts between employers and employees. It is essential that managers and company
leaders also recognize the unique challenges that working parents face, promoting an environment and a culture in which working parents
are actively supported. These new social contracts between employers and workers focus on combining traditional office work with remote
capabilities, as well as traditional office hours with asynchronous work, all enabled by technology.
Thinking about the future of work and how it will evolve in the coming years, I think the workday will be more virtual and more automated.
The rise of 5G networks and connected machines will enable virtual workstations that will provide employees with all the amenities of a
digital workplace, from AI-powered assistants that prep whiteboard presentations to virtual reality headsets that put us at the table of a
morning meeting with co-workers around the world.
The pandemic’s primary effect has been to accelerate dynamics already present in society – from e-commerce to online education to
remote healthcare. Beyond the world of business, the pandemic revealed and accelerated stark disparities in income, lifestyle and
opportunity. Working class people got laid off, or – if they were deemed “essential workers” – were forced to risk their lives for minimum
wage. The generation that came of age into such a world will either reject the system that produced it, push for reform or decide that
ruthless competition is their only way.
Business travel will virtually cease both within the country and between countries as well because people are reluctant to use trains and
planes and also employers want to minimise travel expenses – so Zooming, Skyping, etc. will be the future of business relationships.
Given the fears of redundancies and a massive increase in job insecurity, we will see a great deal of presenteeism over the coming couple
of years (presenteeism means being present at work more hours than necessary or even if you are ill, and expresses insecurity of worker
that he will keep his job). This will probably be reflected in the short term by several visits to the central environment. Finally, companies
will need to create digital jobs that facilitate work for all
types of employees in flexible environments.
People will want to be heard at their workplace,
especially if managers fail to see when people are not
coping with their work or suffering from mental ill
health. There will be new ways to team build and
develop in a virtual world new products and services.
This desire for a greater voice in the workplace will
likely trigger calls for greater unionization, or for
employee representation on workplace health and
safety committees. It will manifest itself over the longer
term, in a generation which has viscerally experienced
the risks of not having a meaningful voice in their
workplace – and who will put substantial emphasis on
organizing for, advocating for, and voting for measures
to strengthen employee representation and workplace
democracy in the future.

Mirela Caravan – international relation at the National Union Bloc / researcher WI project

FEARS, COVID-19 EFFECTS, VULNERABILITIES
We often hear statements about the impact of COVID - 19 on labour relations but also on
representation in the sense that they will no longer be the same. Well, yes, they won't be the same.
The almost brutal pressure on digitalization that we encounter in all sectors of activity but also work
from home are game-changer elements in the future because they will affect both the
representation processes and work relationships in an irreversible manner. Not all occupations are
prone to such activities, but what is certain is that the number of occupations that can be carried
out from home, in telework, will increase. COVID - 19 did not only generate changes in the way
work was organized and conducted.
Another extremely visible impact observed in the labour market is the economic crisis. The European Union is now going through one of
the worst economic crises in history, a situation that is obvious in the Member States. The context of the economic crisis has had an
immediate impact on markets where prudence has become the watchword. Unlike the 2011 crisis, we can see that financial incentives
and the injection of capital into the economy have been priorities at the expense of austerity. However, the efforts made are far from
nullifying the negative consequences of the COVID pandemic - 19. Like any economic crisis, we can see in the labour market that one of
the most important concerns for both companies and employees is to maintain and protect employment. One of the most important fears
in this regard is job loss. The abrupt reduction in demand and the fracture of production and distribution chains have led to a framework
in which considerable stocks have been generated which is also a challenge in their management.
A reduction in the number of jobs is a natural consequence of this crisis. Exposure to job loss is different depending on the economic
sector in the sense that not all economic sectors have had the same exposure to the crisis caused by the COVID pandemic - 19. The
situation is similar even for employees in the sense that not all age groups show the same level of vulnerability to the current crisis. Young
people and people with low qualifications are the most vulnerable people in this situation. Concern for competitiveness and productivity
preserves the place of the best-trained employees to the detriment of those who do not fall into this framework. Young people, as a rule,
show a low level of productivity due to lack of experience and studies in some cases and low-skilled or unskilled people they are the first
to be fired precisely because of the inability to deliver a high level of productivity according to the needs of the output from the crisis. An
ethical and inclusive transition of the crisis period is currently a concern for the main actors in the labour market, respectively for trade
unions and employers.
Alexandru Gurgu – president of the SANAB Trade Union / member of the management team of WI

RECRUITMENT OF TRADE UNION MEMBERS - in pandemic times
The trade unions felt this pandemic to the
related to how to stay in touch with our
information of interest reaches our members,
results of the union organization and last but not
membership.

fullest. Our challenge for everyone has been
members, how to make sure that the
how to maintain the visibility of the steps and
least , how to continue to increase your

Regarding the effects that trade unions felt
during the restrictions imposed by the pandemic
context, I identified 4 of them. It is about limiting
face-to-face contact, about limiting meetings
with members, about the limitations imposed
within the social dialogue mechanisms and of
course limiting the information flow to our members, especially in the context in which most of them worked from home.
The solutions we have applied in the context of the new challenges do not necessarily represent novelty elements, which we do not know,
but it is obvious that we must use some of them more than ever. Stated thus, we managed to cope with the pandemic obstacles inside
the trade union organizations by:
- increasing the intensity of the materials posted on the web page and on the social networks (as the statisticians tell us, in 2020 the
internet traffic increased considerably because the restrictions did not allow us many of the usual activities and then people took refuge
in Internet
- we tried to empathize with members and their problems. We used the web page and the social networks to write about working
conditions, about the risks they are exposed to in this context, about their professional results, in order to feel that they are supported and
appreciated.
- we overused the MEDIA tools. We had TV appearances where we talked about the problems of our members, we made vlogs / podcasts,
we met on online communication platforms. All of these so that our members should know that we are close to them and their problems.
- because we couldn`t reach the workplaces, we used digital tools that helped employees to register by simply filling an online form to be
part of the trade union. It was one of the tools that allowed us to further increase the number of members
It is obvious that this pandemic has forced us to give up traditional means and tools of doing union work and has led us to accelerate the
process of digitization of trade unions.
Cosmin Andreica – EUROPOL Trade Union president / researcher within the WI project
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