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1. Introduction
Robert D. Putnam together with Robert Leonardi and Raffaella Y. Nanetti in their paper Making Democracy Work: Civic Transitions in Modern Italy (1993) raised the issue of how democracy worked in southern Italy, which, from a culture point of view, is very different from northern Italy. If the south is dominated by a culture of mistrust in the others, paternal and personal relations, the north enjoys a high social capital, which is due, on the hand, to  the trust, social solidarity and tolerance that citizens show, and, on the other hand, ‚unbiased’, impersonal relations in institutions. The goal of this paper is similar to that of the well-known paper mentioned above, that is find solutions to make workplace health and safety committees operate, in the Romanian culture context and given Romania’s accession to the EU. 
Workplace health and safety committees are institutions whose main goal is to prevent professional risks, respectively the protection of employees’ health and safety. Operating based on law 319/2006 on workplace health and safety, its enforcement norms, workplace health and safety committees imply the cooperation of employees’ representatives in charge of employees’ safety and the employer or his legal representatives. Together with the work safety doctor they form a group which should look into the workplace health and safety in the company and develop policies / offer solutions to comply with the law in this respect. Workplace health and safety standards in the company need to meet specific regulations on workplace health and safety and The Romanian Government Decisions on the minimum health and safety requirements issued according to Chapter 13 in the EU-accession treaty: „Social policy and employment”.
This paper is part of the project entitled ‚Strengthening the organisation and operational capacity of workplace health and safety committees in Romania by rendering the activity of member thereof more efficient’, by assessing how health and safety committees operate and by offering solutions for improving the activity of these institutions. The paper considers, apart from the legal requirements in force, the issue of institutional building up and change given the fact that the Romanian society is becoming more and more European. 
Considering these premises, the main goals of the paper are:
1. To assess workplace health and safety committees in Romania;
2. To offer solutions in order to improve the activity of workplace health and safety committees in Romania.
The secondary goals of this paper are:
1. To assess the law on the activity of workplace health and safety committees in Romania in the European context;
2. To assess the trend of work accidents and professional illnesses in Romania in economic areas and in the European context;
3. To assess how the law on the activity of workplace health and safety committees is enforced; 

4. To assess the activity of workplace health and safety committees according to the law in force;
5. To offer solutions to strengthen the capacity to organise and operate of workplace health and safety committees.  
In order to reach the research goals, this paper is divided into four sections. In the first section I will present o brief history of workplace health and safety committees, starting with the Communist period up to the EU accession moment. While presenting this history I will underline both the role of the European Union (EU), and that of The International Labour Organisation (ILO) in building up these institutions. I will analyse the evolution of regulations on the workplace health and safety committee starting with the Communist period and up to Romania’s accession to the EU. In the second part, I will present statistics related to workplace health and safety considering risk differences among economic sectors. Also, I will make comparisons between Romanian and the other EU member states using the data provided by Eurostat. In the third part of the paper I will present the results of sociologic research based on semi-structured interview in two companies operating in the oil and chemic industry.  The interviews were conducted with members of the two workplace health and safety committees (both employee’s and employers’ representatives), with employees who are not members of these committees, respectively with heads of human resources departments and top managers of the companies involved in this research. The paper ends with a series of final considerations that will comprise conclusions and recommendations to improve the capacity to organise and operate of workplace health and safety committees in Romania.     

2. The workplace health and safety committee. Brief history
Institutional building and change
Before briefly presenting the history of these institutions whose main goal is to promote workplace health and safety, we need to clarify some aspects related to the institutional building and change. Despite of the fact that social institutions are sine qua non requirements for maintaining the order and good operation of society, unfortunately many of general sociology papers pay low attention to this topic (Ghiddens, 1989/2001; Boudon (coord.), 1992/2005; Schifirneţ, 2002/2004; Mihailescu, 2003; Mihu, 2008). In the Romanian post-communist transition, specialists in sociology and polythology, but also politicians and journalist spoke about an institutional crisis, about taking over some institutional solutions from abroad, which do not fit into the Romanian background. 
Therefore, we need conceptual and theoretical clarifications as regards institutional building and change. Even trying to define ’institution’ raises problems, despite the ease with which this term is used. The institution could be defined as objective regulations related to the important aspects of society, regulations which are necessary in order to maintain the order and continuity of social life. Starting from this definition which is the outline of the institution, some remarks are required to underline the characteristics of this basic component of society. 
Firstly, the institution presupposes rules setting out individual and group behaviours, it offers interaction models between individuals and social groups for meeting specific needs
. Since social rules are part of culture, that means that institutions are integrated in the culture of a society, that is they should meet the norms, values, traditions and beliefs of the society’s members. If this requirement is not met, the institution is shape without substance, that is a rule that the society members either do not know (when, for example, the institutions is imported from outside the society), or they know but fail to enforce (when the institution is ’imported’ or invented by some society members without considering the cultural background of that particular society). Whenever the institution is ’alive’, whenever people have assimilated these behaviour rules, the institution does not only have a normative role, but one which assess, as it allows to assess and sanction behaviours opposing the institution. According to Peter L. Berger and Thomas Luckmann, ’to say that a segment of human activity has been institutionalised means that this segment has already been placed under social control’ (Berger and Luckmann, 1966/2008, 82). 
Secondly, the institution refers to basic aspects of the society, as stated by Allan G. Johnson (2000/1995, 192), the institution sets out rules in order to ”reach the goals generally-acknowledged as important in a society”. Subsequently, if for a society, a regulation may take the form of an institution, for a different society, in the absence of a socially-shared opinion on the essential importance of this regulation, that institution cannot exist if the society members wish to use the ‘’generally-acknowledged goals’. Institutions regulate whatever a society considers necessary to regulate.
Thirdly, one must underline the important role played by institutions for the stability and continuity of social life. If in a society, institutions keep changing (as happened in Romania after the fall of the Communist regime), until new institutions are built to meet the new values (those of democracy and market economy in the case of Romanian transition from Communism to Capitalism), the in-between state is characterised by confusion, uncertainty and social anxiety. Emile Durkheim, subsequent to analysing the negative effects of labour social division called this state anomie, that is, as results from the etimology of the word
, a state characterised by the absence of social requirements (Durkheim, 1893/2001). The fear of anomie should not be associated with the resistance to institutional change or of new institutions, as they always need to be in agreement with the cultural changes in each society. 
In the end, we need to underline the objective character of institutions. This means that institutions are not the product of some arbitrary decisions, but products of society, which, if not assimilated by individuals, are perceived as self-understood.  As stated by Peter L. Berger and Thomas Luckmann, „institutions are nowadays perceived as having their own reality, a reality with which the individual is confronted as he is with and external, coercitive fact.” (Berger and Luckmann, 1966/2008, 86). We notice that the institution, as time passes and it is perceived as a given reality, receives the characteristics of what Emile Durkheim called „social fact”, that is „any means to apply an external constraint of the individual, either in a fixed or mobile way; or which generally is the extension of a given society, having though, its own existence, independent from its individual manifestations” (Durkheim, 1895/2003, 51-52). But, if for Durkheim social facts cannot be built but by means of other social facts (therefore not through individual actions), Berger and Luckmann explain the appearance of the institution by referring to the intersubjective relations which in time become standards by means of the language, rituals and socialisation of the new generation. 
A product of human action, but also an external element to the individual, the institutions strengthens its objective character when passed on in time, from one generation to the next, in the process of education and socialising. The reason of existence comes from beyond its practical character, it comes from the traditional dimensions which lends it legitimacy, in its turn.  The institution existing since‚old times’ seems unchangeable to the individual and self-understood. This legitimacy is passed on in time by inculcating the set of written and / or unwritten norms (laws) upon the new generation, which renders institutions constant and, therefore, ensures the stability and continuity of social life. As this reality becomes self-understood, knowing it becomes a form of acknowledging social order. In this respect, Berger and Luckmann state: „as this knowledge is rendered objective as knowledge, therefore as a corpus of generally valid truths about reality, any radical deviation from the institutional order appears as a drift away from reality” (Berger and Luckmann, 1966/2008, 95). This is why, apart from the norming-value dimension, when analysing institutions we need to consider the cognitive dimension, as well. 
In the end, we may conclude that institutions have the following characteristics:
a) they are regulations on the essential aspects of society;
b) they allow to assess and sanction behaviours that oppose them; 

c) they are tightly connected to the norms, values, traditions and beliefs of the society;
d) they are objective and external to the individual;
e) they represent a form of knowledge and therefore acknowledgement of the social order;

f) their legitimacy is built and passed on in time through the socialisation process; 

g) their history reflects the changes of the society they belong to. 

The work safety technical commission in communism
The workplace health and safety committee is not a new invention, it can be found in communism as ‚work safety technical commission’. According to law 5 in 1965 on labour safety, labour safety in a state issue in The Social Republic of Romania.  Article 8 of this law stipulates the fact that those who organise, control and run the work process are duly in charge and liable for complying with labour safety measures. Given the mutual ownership of production facilities (state monopoly capitalism), supervisors, enterprise managers, the president of the executive committee of popular councils were responsible for safety, whilst at ministry level, ministers had this responsibility.  The ultimate goal was „to ensure the best labour conditions, to prevent labour accidents and professional illnesses” (Art. 2).
In order to train and inform employees on labour safety, The Ministry of Education had to take measures so that education plans and analytical plans of technical courses comprise special safety courses or sections. Furthermore, in order to have systematic, concrete and efficient propaganda ‚The State Committee for Culture and Art and The Radiobroadcast and Television Committee’ had to distinctively include in their activity plans, topics on the propaganda for the prevention of labour accidents and professional illnesses” (Art. 16). 

Despite these regulations, to which were added the republican norms for labour safety corresponding to law 5 of 1965, in the area of chemical industry, there were numerous accidents.
In order to improve the situation of labour protection, republican norms (common for the entire industry) were replaced with departmental norms of labour safety. The departmental norms for labour safety drafted by The Ministry of Chemical Industry in 1982 included the establishment of Safety Technical Commissions. Their goal would to mobilise and use the main specialists of the units to decide upon solutions and apply measures for ensuring staff and equipment safety (The Ministry of the Chemical Industry, 1982, 36). The safety technical commission was made up of: 

· the president (the unit technical manager or a personal in a similar position);
· the secretary (the head of the safety department);

· the members (the heads of the functional departments, production halls, laboratories, other specialists);

· the de jure members (delegates of mass and civil organisations in the unit, the enterprise physician, the labour inspector,  etc.) (Ibidem, 36-37)
The norms stipulate that the Commission members are appointed through the decision of the unit manager, even though among the de jure  members there are representatives of civil organisations, who, theoretically, should be appointed by the employees. Another aspect worth pointing out about the commission is the fact that the number of members is not specified, and it can be some tens in the case of large companies. Furthermore, collocations like “other specialists” or ‚etc.’ give rise to the possibility that the commission members be more numerous and be part of other departments, as well. Finally, we should underline the fact that the commission is mainly made up of people in leading positions.
The safety technical commission in collaboration with the union organisations and with the support of the local party bodies had to carry out self-control action on regular basis, preferably quarterly, subsequent to which they were to draw-up action plans to remove deficiencies detected and make sure they would be followed by a deadline (Ibidem). The commission activity would be carried out based on a yearly work plan (broken down in quarters) approved by the enterprise management, a plan which stipulated both the actions for fixing some technical problems, as well as the schedule of safety control actions.
  The cooperation between the employer and employees in workplace health and safety is neither a communist, nor EU invention. The International labour Organisation Convention (OIM) on workplace health and safety of 1981 established the fact that employees or their representatives are entitled to ask and are consulted by the employer as regards all workplace health and safety legal aspects (Art. 19). The ILO recommendation of 1981 on workplace health and safety speaks about the workplace health and safety committee, in which the number of employees’ representatives should be at least equal to that of the employer’s. The responsibilities of these committees are mainly common with those of the workplace health and safety set out in the Methodological norms for enforcing law 319 of 2006. Employees’ representatives in the committee should be informed as regards workplace health and safety. Furthermore, they should be consulted whenever the management makes major decisions workplace health and safety-wise. Employees’  representatives cannot be sanctioned for their activity, they act as committee members during work hours and benefit from training  in order to fulfil these responsibilities.  
The workplace health and safety committee during the transition period

„Transition” stands for all culture, politics and economy changes from the totalitarian regime to the democratic system of the state and market economy. We can date the Romanian transition between the fall of the communist regime (the end of 1989) and the EU accession moment (January, 1st 2007). The reason for deciding upon the transition end along with Romania’s becoming a member of the EU is that among the accession requirements there were those of the functional market economy and respecting human and minorities’ rights. 

In the area of labour safety, law 5 of 1965, with its further amendments, continued to be in force after 1990 until the labour safety law 90 of 1996 came into force. According to this law, both the employer and employee are responsible for complying with safety regulations, the former is not the state any longer, but, generally-speaking, a legal or natural person. According to law 90 of 1996, by involving employees in safety meant reducing the compulsory aspect of meeting specific norms, informing the head of department the technical breakdowns or any other situation presenting a hazard and stop work should any imminent hazards appear. We can notice that employees are no longer involved in the employer’s process of drafting a safety policy as they are only supposed to meet the above-mentioned regulations. 

If law 90 of 1996 does not refer to the employees’ involvement in the institution decisions related to workplace health and safety, the General norms for safety associated to this law mention, among others, how the workplace health and safety committee is organised  and operates (subchapter 1.1.3). Two years later, the minister of labour and social protection issued order 187 on April 15th 1998 on approving the Regulations for organising and operating the workplace health and safety committee. 

According to the two documents, the workplace health and safety committee needs to be organised for all employers with a minimum of 50 employees, and if work conditions are special, the safety inspector may ask for such a committee to be set-up in companies with less than 50 employees. 

The workplace health and safety committee is made up of the company general manager (or his / her representative), the head of the safety department, the representative of the medical department and the employees’ representatives. We must underline the fact that, if the General safety norms refer to the representatives of trade union members and of other workers, the Minister Order speaks of the employees’ representatives, without involving trade unions in the workplace health and safety committee. The committee is presided by the general manager (or  his / her representative), and the committee secretary is the head of the safety department.  It is worth underlining a possible contradiction in the minister order which specifies that, on the one hand, the employees’ representatives will be elected for two years, and on the other hand, the committee members are appointed by the committee chairman through a written decision, which will later be communicated to employees (Art. 5). Therefore we wonder to what extent we can really speak about the presence of employees’ representatives in the committee. 

The status of employees’ representatives in the workplace health and safety committee is not conditioned by undergoing training, but in companies with more than 300 employees, they will benefit from training on safety, at the expense of the employer.
The committee meet three times a year and attendance is compulsory. Apart from the responsibilities of the committee to approve the annual workplace health and safety plan, analyse risk factors, carry out their own research on labour accidents and professional illnesses etc., the committee sets up the framework in which employees are involved in the decision-making process related to changing the production process, with consequences in the safety area (The order of the minister of labour and social protection no. 187/1998, art. 7). The workplace health and safety committee will take into consideration the employees’ proposals about preventing work accidents and professional illnesses. We notices that the responsibilities of the workplace health and safety committee are limited to monitoring, the committees is not entitled to make suggestions for improving the workplace health and safety status.       
The workplace health and safety committee in the European Union
On June 22nd 1995 Romania sent the request to become an EU member state, on February 15th 2000 accession negotiations started, and on January 1st 2007, it became an EU member. One of the first negotiations chapters to be concluded 9in 2001) was Chapter 13. Social and employment policy, in which Romania accepted the acquis communautaire, as it was in force on December 31st 1999. In subchapter 11, Workplace health and safety, it is specified the fact that prior to the accession date, Romania will enforce national laws transposing the acquis communautaire in the area of workplace health and safety. This subchapter refers to law 90 of 1996, the General safety norms, and Order 187 of 15.04.1998 of the minister of labour and social protection, which transpose (as specified by the document) the framework directive 89/391/CEE on introducing measures to promote the improvement of employees’ safety and health on the job. According to this position document of Romania, the above-mentioned regulations introduced ‚principles which, due to the global approach to workplace health and safety, trigger the change of the employers and employees’ mentality, who should become aware actors of the work accidents and professional illnesses prevention process”.
Only after carrying out the semi-structured interviews will we see whether these principles really led to a change of employers and employees’ mentality about their involvement for improving the workplace health and safety status. For the moment, I would like to highlight directive 89/391/CEE, which, in article 11, sets out the principles on the employers’ consulting employees about workplace health and safety-related issues. Employees are entitled to be consulted, make proposals, and have a balanced participation, according to the national law and/or practice, in discussing workplace health and safety-related issues. Moreover, ‚the employees’ representatives with specific workplace health and safety responsibilities are entitled to request the employer to take the appropriate action and may present their proposals in order to eliminate the hazards that employees are exposed to and/or eliminate hazard sources’. Therefore, the employees’ representatives acquire more than a consultative function, they may get involved in drawing-up the company’s health and safety policies. This activity is remunerated for, the employees’ representatives may appeal to authorities in charge of workplace health and safety, and during inspections they may express their remarks freely.  
These principles may be found in the EU strategy for the period 2007-2012 as regards workplace health and safety. According to the document drawn-up by the European Commission, 28% of the Europeaners state that they suffer from health problems caused or aggravated by the job, whilst 35% consider that the job jeopardises their health. Also, attention is drawn to the new challenges in the area of workplace health and safety: population aging, the increase of the self-employed, from out-sourced activities and SME
’s or immigrant workers.

For the period 2007-2012, the Commission set out as main goal the decrease of work accidents by 25%. In order to reach this bold goal, a series of means have been proposed, among which I would like to mention: the correct implementation of the EU law (especially the law on SME’s), promoting and developing national strategies, encouraging employers and employees to change their behaviour for a health-oriented approach, improving the means to identify potential hazards, respectively promoting health and safety at an international level. The strategy of the European Commissions focuses on the need to develop a hazard-prevention culture in general, at the society level, and in particular, at the company level by informing and organising training. In this respect, the EU strategy underlines the need for social dialog: „Social partners are invited to draft initiatives given the context of sectorial dialog and offer the employees’ representatives a broader coordinating role in the management of occupational hazards.”   
We notice that these principles are not found in law 90 of 1996 and are partially found in the General safety norms associated to the law, when reference is made to the workplace health and safety committee. Nevertheless, according to Romania’s position document – chapter 13. Social and employment policy, in Romania, in 2001 there were 9000 committees, and 8000 committee members were trained for specific actions.
In order to fully transpose the acquis communeautaire in the area of workplace health and safety, in 2006, one year before Romania’s accession to the European Union, law 319 of July 4th 2006 on workplace health and safety was passed. Also in 2006, law 307 on fire prevention was passed and also a series of Government Decisions on the employee’s workplace health and safety against specific hazards.  
Maybe the most important novelty brought by law 319 of 2006 is that it introduces the principle of the balanced participation of the employer and employees in the workplace health and safety-related issues. Actually, article 18 in the law reiterates almost word for word, article 11 in the 89/391/CEE directive. Moreover, article 19 mentions the fact that at the ‚employer’s level, the workplace health and safety committees are set-up, organised and operated’. The enforcement norms of law 319/2006, Chapter IV, include details about how workplace health and safety committees are set-up, operate and what their responsibilities are. I will briefly present only the composition and responsibilities of committees and their relationship to the employees.  
Just like in the enforcement norms of law 90/1996, the enforcement norms of law 319/2006, stipulate the compulsory character of the workplace health and safety committee in companies with a minimum of 50 employees, and depending on the activity and identified hazards, the labour inspector may impose that a committee be set-up in companies with less than 50 employees. According to Art. 58, ‚the workplace health and safety committee is made up of employees’ representatives with specific responsibilities in the area of workplace health and safety, on the one hand, and the employer or his/her legal representatives in equal numbers as the employees’ representatives and the safety physician, on the other hand’. Therefore, ‚the balanced participation’ results from the equal number of employees and employer’s representatives. 
It is not clear, though, how the employees’ representatives are elected in the committee. They are elected by employees among the employees’ representatives with specific workplace health and safety responsibilities, but their status in the institution is not clear. The employees’ representatives with specific workplace health and safety responsibilities are elected by employees based on the collective bargaining agreement or internal regulations. The employees inform the employer in writing the number and names of employees with specific safety responsibilities. (Art. 54). They should have a minimum level of training in safety, that is to have graduated at least a science high-school or a technical high-school and a 40-hour training course on workplace health and safety. Apart from this basic level, there is an intermediate level (which requires post high school technical studies and an 80-hour training course) and an advanced level (which requires a post-university course on risk assessment of at least 180 hours and 80-hour training course). Subsequently, if in the institution there are not any people with the minimum training level, employees’ representatives with specific safety responsibilities may not be elected and, as a result, the workplace health and safety committee may not be set-up. Moreover, it is not clear whether employees’ representatives with specific safety responsibilities form a separate body whose tasks partially overlap those of the workplace health and safety committee. 
The number of employees’ representatives in workplace health and safety committees is proportional to the number of employees in the institution, but not more than 8 should the institution employ more than 4000 people
.
The safety committee gathers at least quarterly, and the time dedicated to its activity is clearly specified and considered working hours
. The committee responsibilities are rather consulting and monitoring, as it does not have decision power. Thus, according to article 67, the committee ‘analyses, ’follows’, ’proposes’, ’debates’, or ’performs checks’
. Law 319 of 2006 stipulates that ‚employees’ representatives with specific safety responsibilities are entitled to require the employer to take appropriate action’ (law 319/2006, Art. 18). In the enforcement norms of the law, when presenting the responsibilities of the committee the word ‚request’ is no longer used. In exchange, the employer’s obligations are specified as he/she has to offer all necessary information to the committee so that it can endorse matters while fully informed.  Should the employer fail to consider the workplace health and safety committee’s proposals, he/she needs to argue their decision, which is recorded in the meeting minutes.
Workplace health and safety in Romania in the Europeanization context.
 Sociological perspectives
Adopting the acquis communautaire and, therefore, the EU law on workplace health and safety is part of the broader context of becoming European. This is a research area which has raised the interest of more and more sociologists, polithologists or other specialists from different areas concerned with the European construction and the relationship between the EU and the member/candidates states. The term „Europeanization’’ sends us to the continent Europe and not the EU, that is why it may be more appropriate to speak about ‚UE-izare’ (becoming EU). However, the term „Europeanization’’ has entered the language of researchers dealing with the EU – member/candidate states relationship. Before going into details we should define the terms. One of the most quoted definitions of „Europeanization’’ is that of  Claudio M. Radaelli who states: 

„Europeanization’’ is a process of (a) drawing-up, (b) spreading and (c) institutionalization of rules, procedures, political paradigms, styles, «ways to do specific things», formal and informal norms and beliefs, which were firstly defined and consolidated in the EU political process and the included in the discourse logic political structures and public (national and subnational).” (Radaelli, 2003, 30). 
From this definition we can conclude that Europeanization is a complex process which is not limited to the adoption of the acquis communeautaire by the member/candidate states: on the one hand, Europeanization presupposes the drawing-up within a EU political process (in which member states may manifest their values and interests) of what will be implemented by the member/candidate states, and, on the other hand, Europeanization refers to a common language and spreading some ways to do specific things. In this respect, Claudio  M. Radaelli and Romain Pasquier (2008/2007, 38) refer to Europeanization as a vertical process (the transposition and implementation of laws made in Brussels), as well as a horizontal process (that of socialization, convergence of ideas, common learning, interpreting political paradigms).

The main questions referring to the Europeanization phenomenon are: (1) who is the Europeanization agent (EU institutions and/or member states), (2) in which areas does Europeanization occur (solely in those related to the compulsory regulations or also as regards suggestions, ideas, language, ways to act etc.) (3) how does Europeanization occur (what are the influence mechanisms) and (4) what is the impact of Europeanization (a series of methodological issues are raised in this respect). 
If, within the EU context we could speak about a two-ways process of Europeanization, member states influencing norms, policies and community language, for candidate countries, Europeanization presupposes an asymmetric power relationship as these countries develop their institutions and build-up their internal policy starting from the acquis communeautaire. Heather Grabbe (2008/2006, 90) highlights five EU mechanisms for influencing candidate states: offering law and institutional models, offering financial support and technical assistance, comparative assessment and monitoring, twinning and coaching, control of access to negotiations and to advanced stages of the accession process. Therefore, candidate countries have been influenced in different ways, not only those ways related to the compulsory character of adopting EU directives, regulations and decisions. 
In the case of Romania’s EU-accession, Europeanization occurred solely on the vertical, from Brussels to the level of the national state, firstly by adapting the Romanian law to the acquis communeautaire. What is the impact and how can one measure the changes brought about by Europeanization that researchers of this phenomenon are currently facing? Claudio M. Radaelli (2003, 38) raises the issue of empirical measuring the results of Europeanization, which is also due to the difficult-to-operate distinction between adapting and transforming. Heather Grabbe states that: „from a methodological point of view, the EU-accession policy represents the independent variable, whilst the dependant variable is the Europeanization degree achieved in various” (Grabbe, 2008/2006, 69). Despite this ‚methodological’ language, Heather Grabble’s approach is rather descriptive, when referring to the impact of Europeanization, she states that the EU influence cannot be measured, it is ambiguous as its objectives were ambiguous (ibidem, 63). Moreover, we need to consider other actors, such as international financial institutions (such as the International Monetary Fund and The World Bank). In this respect, Claudio M. Radaelli and Romain Pasquier (2007/2008, 38) draw attention that if specific national changes are similar to those proposed by the EU, that does not mean that we are necessarily dealing with the Europeanization phenomenon as these changes may be determined by national or globalization factors. The workplace health and safety committees are institutions which are found in the ILO conventions and recommendations before the EU supported the balanced participation of employer’s and employees’ representatives in drawing-up workplace health and safety policies. Adopting the acquis communeautaire and Romania’s accession to the EU reiterated the issue of the functioning of an institution which existed, at least de jure, before adopting the new workplace health and safety law in 2006. 
Frank Schimmelfennig and Ulirch Sedelmeier (2005, 6) state that the „great debate” about the relationship between international and national relationship is that between rational institutionalism and constructive institutionalism. The first approach focuses on positive and negative reasons which constrain or give legitimacy to the domestic actors to develop specific policies. The second approach focuses on the international socialization process through which national actors change identities or preferences as a consequence of imitation or persuasion (ibidem). These two theoretical perspectives are rather ideal types according to Max Weber (1904-1917/2001, 47), that is some theoretical, abstract, even utopic constructions. Actually the two types of influence are equally present, in different degrees.
In Gerda Falkner et al.’s point of view (2005, 321-341), there can be three worlds of the national state compliance with the EU requirements: the world of low observance, world of domestic politics and the world of neglect. Denmark, Sweden or Sweden is included in the first category through their high concern with the fast adoption of EU laws. The second category includes Germany (together with Holland and Great Britain) where the government party, whenever disagreeing with a directive, has shown resistance and postponed its enforcement.  Greece and Portugal are countries who neglect EU requests as they are late in adopting and implementing European laws. In the case of the southern EU states, the logic of adapting to the EU requirements is not that of cultural correspondence, as happens in northern countries, or following political interest like in Germany, but interests inside the government. These countries are late to adopt European laws and the adoption is „pro forma” (ibidem, 322). Similarly, according to Frank Schimmelfennig and Ulirch Sedelmeier (2005, 224-225) Europeanization within new member states in central and east Europe resided rather in the formal, legal and institutional adoption of EU rules than in the implementation thereof. The approach was not constructive from the institution point of view and did not lay emphasis on identifying with or corresponding to European values. That can also be explained through the ‚not so democratic’ position of the EU towards candidate countries:

„Even though the EU insisted that requesting states be democracies, the EU adopted a not so democratic position in the accession process until signing the treaties with Central and East Europe – a point in which parliaments have the veto right.” (Grabbe, 2008/2006, 51).   

What is Romania’s status as regards the implementation of EU norms and strategies on workplace health and safety? Is it any different from that of other states in the central and east part of the EU?
Conclusions on the history of workplace health and safety committees
Considering the history of Romanian laws on workplace health and safety committees, but also the framework directive 89/391/CEE, respectively the EU strategy on workplace health and safety for the period 2007 – 2012 we can draw the following conclusions:  

1. The history of workplace health and safety committees starts during the communist regime, when ‚safety technical commissions’. These commissions correspond to the institution of the ‚workplace health and safety committee’ recommended by ILO in the Recommendation of workplace health and safety of 1981. 
2. If in the communist regime, the safety technical commissions were rather focused on identifying technical solutions to solve safety-related issues, in law 90/1996, and especially law 312/2006, the focus moves onto social dialog between employers and employees in order to assess the situation and propose solutions to the existing workplace health and safety issues.  The General safety norms associated to law 90/1996 (but not the law itself) mention the workplace health and safety committee, law 312/2006 explicitly mentions the compulsory character of the employers’ consulting the employees and the latter’s ‚balanced participation’ in social dialog in order to approach all safety-related issues. We must underline the fact that the idea of ‚balanced participation’ is found in ILO’s Recommendation on workplace health and safety of 1981 which specified the fact that the number of employees representatives in the committee should be at least equal to that of the employer’s. 
3. The appearance of law 312/2006 on workplace health and safety (together with other 19 government decisions in the same area) was due to the requirements of the EU to implement the acquis communeautaire in the view of Romania’s accession to the EU. Article 18 of law 312/2006 actually represents a translated version of article 11 in the framework directive 89/391/CEE.
4. The involvement of union in the activity of workplace health and safety committees has decreased in time. The safety technical commission in communism was supposedly supported by the union. Also, it was made up of delegations of mass and popular organizations in the company. Later, according to the General safety norms associated to law 90/1996, the workplace health and safety committee was made up of representatives of union members. The order of the minister of labour and social protection 187/1998 and the Methodological norms for enforcing law 312/2006 solely speak about the employees’ representatives without referring to unions.   
5. The number of members of the workplace health and safety committee has dropped in time. In communism, depending on the size of the employing institution, the safety technical commission could be made up of tens of people. The general safety norms associated to law 90/1996 specified the fact that if more than 1500 people were employed in the institution, there had to be 9 employees’ representatives. The methodological norms for enforcing law 312/2006 speak of solely 8 employee representatives for institutions with more than 4000 employees. Therefore, currently, a committee may be made up of maximum 17 members (8 employees’ representatives, 8 employer’s representatives and the safety physician).
6. The way in which the member status of the workplace health and safety committee is acquired has evolved from members being appointed through the decision of the manager to the employer’s communicating in writing the number and names of employees’ representatives. Currently, there are unclear aspects as regards the status of employees’ representatives with specific workplace health and safety responsibilities from which the employees’ representatives are selected for the workplace health and safety committees. An important part in this respect is played by the collective bargaining agreement, the internal regulations or the organisation and operation regulations. 
7. According to the Methodological Norms for enforcing law 319/2006 only people with a minimum level of training in workplace health and safety may be members of the workplace health and safety committee. Subsequently, if in an institution there are no people to meet this requirement, the committee may not be set-up. One must mention the fact that the employing institution does not have to bear the cost of workplace health and safety training courses (which should be at least 40-hour long).
8. The EU strategy for 2007-2012 on workplace health and safety insists on building up a culture which focuses on health and hazard prevention beyond the job and the active population. It is interesting that law 5/1965 speaks about a propaganda addressed to the entire society by means of the State Committee for Culture and Art, radio and television, which, actually were to approach only topics referring to work accidents and occupational illnesses prevention. 
9. The members of the workplace health and safety committee are entitled to analyse, debate and make proposals to improve the situation in the employing institution. According to law 319/2006, but not the methodological norms for enforcing it, employees’ representatives with specific workplace health and safety responsibilities are entitled to require to the management to take appropriate action. Therefore, the role of the workplace health and safety committee is rather consultative, it is a meeting place for social partners, but not a decision-making entity.    

10. The workplace health and safety committee shall ensure a framework for the participation of employees in the decision-making process, decisions regarding the production process that may affect workplace health and safety. The new workplace health and safety philosophy  insists on both the employer and the employee’s rights and duties as regards workplace health and safety. We could speak about what Stephan Leibfried and Paul Pierson (1998, 410) called a trans-class alliance between capital and labour, if the modern welfare state treats the social policy like an investment. Also, the EU strategy on workplace health and safety for 2007-2012 presents the advantages brought to the company by the increase in the employees’ concern for work safety: the reduction of costs caused by absenteeism, an increase in motivation, the improvement of labour quality and the company’s image.
3. The statistic situation of work accidents in Romania
The data offered by the Romanian Ministry of Labour and Social Protection show that the economic sectors with the most work accidents are: superior and inferior coal extraction, constructions (buildings or specials works), land / pipeline transportation, respectively manufacturing other means of transport than road (chart 1). If we consider the frequency index, which stands for the number of injured people per 1000 employees, we can see that the economic sectors with the highest degree of labour accidents are:  superior and inferior coal extraction, special construction works
 and manufacturing means of transport (vehicles and other means of transport). Subsequently, the high number of accidents in the building-construction sector is due not to the high risk (which is lower than the one in the food industry, for example), but to the high number of employees in this area.  
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Chart 1. Labour accidents in Romania, on economic sectors, in the first semester of 2009 
        (According to the Ministry of Labour, Family and Social Protection) 

Remark. The remaining accidents (42.8%) occurred in other activities.  


In a hierarchy of economic sectors as regards labour accidents subsequent to which people died, building-construction, special construction works and land / pipeline transportation remain the areas with the highest number of unwanted events (Chart 2). They are joined by wood-processing, public government and defence, forestry and forest exploitation, the manufacturing of chemical substances and products. In spite of the high number of labour accidents in the area of superior and inferior coal extraction, this area accounts for few mortal accidents. However, reported to the number of employees in the mining industry, the frequency index is very high (0.17‰), just like other sectors such as: special construction works (0.29‰), manufacturing chemical substances and products (0.16‰), or waste collection and treatment (0.13‰).  
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Chart 2. Deadly labour accidents in Romania per economic sectors in the first semester of 2009 (according to the Ministry of Labour, Family and Social Protection) 

Remark. The remaining accidents (28.0%) occurred in other activities
If we analyse the trend of labour accidents and deadly labour accidents we can see that there is a downward trend of events with unwanted consequences (charts 3 and 4). The frequency index for labour accidents decreased from 2003 to 2008 from 0.98 to 0.8, and the frequency index for deadly accidents decreased from 0.07 to 0.06. The data for the first quarter of 2009 seem encouraging, but they should be considered temporary and in the context of the economic crisis.   
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Chart 3. The frequency index for labour accidents in Romania  (according to the Ministry of Labour, Family and Social Protection)

Remark. For 2009, the frequency index refers to the first semester
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Chart 4. The frequency index for deadly labour accidents in Romania  (according to the Ministry of Labour, Family and Social Protection)

Remark. For 2009, the frequency index refers to the first semester


The positive trend of decreasing labour accidents should continue so that Romania is not longer part of the group of EU member states with a high level of such accidents. (Charts 5 and 6). In 2007, in Romania there were 94 severe
  labour accidents per 100 000 employees, 18 more than the EU average, and this was exceeded only by Estonia, Ireland and Lithuania. As regards deadly labour accidents, in Romania there were 5.9 accidents per 100 000 employees, more than double of the EU average (2.6). Unfortunately, Romania together Lithuania and Latvia occupy first positions in both rankings, far from the EU average or a European state such as Norway.        
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Chart 5. Severe work accidents per 100 000 employees, according to Eurostat (2007)
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Chart 6. Deadly work accidents per 100 000 employees, according to Eurostat (2005)
When comparing EU member states we need to consider the fact that there are not only differences as regards the ratio between the jobs in the industry and the overall number of jobs in every country. Economically-developed countries, which have reached a post-industrial stage, have a lower percentage of people employed in the industry and a higher number of employees in services, where the labour accident risk is lower.  Therefore, the differences between the countries may be determined not only by the attention paid to and the degree to which investments are made in workplace health and safety, but also by the way in which the economy of these states is structured. Considering frequency indexes per economic sectors would mean a better comparison between states. The enforcement of regulation 1338/2008 of 16 December 2008 on community statistics in the areas of public health and workplace health and safety would allow more useful comparisons between member states.      
4. The workplace health and safety committee. Case studies
Methodology
In order to assess the activity of workplace health and safety committees so as to offer solutions to improve their activity, I decided to carry out two case studies on two Romanian companies operating in petrochemistry. In order to reach this goal, I carried out semi structured interviews with the members of the two workplace health and safety committees (both employees and employers’  representatives), with employees who are not members of these committees and a top manager of one of the companies, hereunder called company A, an interview which was not recorded at their request. I did not succeed to have an interview with a management representative of company B, as, on carrying out the interviews, an important event for the company took place (the launching of a new hall) and it was attended by the entire management. 
Company A is one of the largest Romanian producers of agriculture fertilizers, it produces urea, ammonia azothate liquid fertilisers, liquefied (industrial) carbon dioxide, food-grade carbon dioxide, and liquefied technical oxygen, respectively gaseous and liquefied argon. Its products are traded both in Romania and other countries in Europe, Africa, America and Asia. It was established in 1969, and after the fall of the communist regime a period of ups and downs followed, it was privatised in 1995 and closed down in two periods: September 1997 – June 1999 and November 2006 – September 2008. During communism, the company employed 2500 – 2700 people, and currently less than 800 people are employed. For the nearby town whose population is approximately 50 000 the company is an important source of jobs.       
Company B is one of the largest companies in south-east Europe specializing in crude oil, liquid oil and petrochemical products handling for import/export and transit. Situated on the Black Sea shore, company B has a long history, operating since 1898 under various names. The company employs more than 1300 people and is situated in one of the largest cities in Romania. 
The two companies were selected for the case study since they resemble from the point of view of size (both are large companies), history (both with a long history, one even older than 100 years) and high risks for the employees and environment (an explosion may destroy the city they operate in). An important difference is that one is a private stock-based company, whilst the other one is state-owned.  

As I mentioned at the beginning of this paper, the goals of the interviews on  the two companies were to assess the enforcement of the law on the activity of workplace health and safety committees and assessing the effectiveness of the activity of workplace health and safety committees. The ultimate goal is to offer solutions for strengthening the organizational and operational capacity of workplace health and safety committees.  


To save space, in quotations I will use the acronym WHSC for the workplace health and safety committee. Each quotation will be accompanied by the subject’s general data: the company he/she works for and his/her role in the company (employee, WHSC member of behalf of the employees or the employer, head of the human resources department, WHSC secretary). If the quotation includes the opinion of the interviewer, he/she will be expressed as VF and the subject as S, and the subject’s general will be presented at the end of the quotation. 
Outcomes

Except for the management representative of Company A, there were nor refuses that interviews should be recorded on a tape-recorder. There were moments when some subjects stated „I’ve already said too much” or „I can’t say”, but they occurred  whenever dialogue was rather open, critical, without trying to smoothen reality, as happened mainly with the secretaries of workplace health and safety committees. 

I will now present the outcomes of the research starting from six general questions:
1. How did the status of workplace health and safety evolve, in the subjects’ opinion?

2. In broad lines, how does the workplace health and safety committee operate?

3. When and how did the interviewee become a committee member?
4. How do the members of workplace health and safety committees communicate with employees? What should they do in order to communicate better with employees?
5. What is / should be the role of the union in the workplace health and safety committee?

6. What should be done for the workplace health and safety committee to operate better?
1. What is the status of the committee and how did safety evolve in time?

Both subjects in Company A and Company b stated that in time workplace health and safety improved in companies. They underlined the increase in the quality of equipment and technical components which render more safety to the work in the company. The secretary of the workplace health and safety committee highlights the changes for the better that occurred in Company A after the fall of the communist regime: 
„Yes, very much. It is not possible. Numerous changes. I witnessed, when I was a trainee, I witnessed two powerful explosions until 1989. There were no victims, but, step by step, issues were solved. Before ’90 we had no access to gaskets, anything related to a spare part in a system, they were supposed to build it either in Scorniceşti, or Cocârleştii din Deal, and the quality was low. You would mount it and it would go. There were numerous problems, apart from safety and pollution and other aspects. I’ve told you, things are completely different.” (Company, WHSC secretary)

The same point of view can be seen in company B, where there is a feeling of superiority (probably justified) as regards the state of workplace health and safety in general and the operation of the committee, in particular:
„Since I came into the company [1982], safety has been a priority for the company and management from the point of view safety equipment, employees’ safety so that events do not occur. Here, it has been on order because in other companies it is rather difficult to find such equipment.” (Company B, employees’ representative in the WHSC)

This feeling of satisfaction resulting from the comparison with ‚other companies’ can be justified through the fact that in 2009, company B organised and bore the costs of courses required to acquire a basic training level (for 40 hours) on workplace health and safety for 80 people. The goal of this project was that all managers to have the skills and competences required for prevention and protection activities. Not only do these people have the necessary training to train their subordinates on safety, but they are likely to become members of the workplace health and safety committee. As regards this last aspect, one must underline the fact that, as stated by the committee secretary of  company B, some of the members of the workplace health and safety committee have been active for 2 years, when they finished their mandate after 2 years there were no other people with the minimum necessary training according to the law (thus eligible to become members of the committee). Furthermore Company B intends to access European funds to continue the training strategy on workplace health and safety.
In spite of the fact that safety has improved in time, the secretary of the health and safety committee in company B considers that more attention was paid to workplace health and safety before 1989, when the law in this area was clearer:  
„Sometimes I have the impression that it was done better than now. Back then, on being employed in 1982, the training process was treated with maximum seriousness. Safety training sheets have always been a priority for the employer. Moreover, when I worked here I would attend safety and first aid competitions and tests. That is because we were part of The Ministry of Chemical and Petrochemical Industry and this ministry used to have a law and specific methodological norms to enforce safety laws.” 

„The new law leaves us decide which action to take ... the old law through access permits defended us, so we could prove that we had taken the appropriate action and still the accident occurred.” (Company B WHSC secretary)

We can notice the dissatisfaction against the current law in comparison with the one in communism which decided clearly on the employer and employee’s rights and duties as regards safety. As the head of the workplace health and safety department of company B states, in the current government decisions it is mentioned that ‚everything shall be appropriate’, but what does appropriate mean? And this ambiguity imposes more responsibility from the employer:

„The current law leaves numerous matters at the employer’s choice. Therefore it is more permissive. We have got used to that strict law in chemistry and petrochemistry, which specified clearly the height of the step, of the handrail .... Now the entire law has been amended, law  319 [law 319/2006] amended all specific norms. Those specific norms included clear provisions, law provisions. Now they have been amended, replaced with some very permissive government decisions. Everything shall be appropriate. What does appropriate mean? Work stations, exit routes need to be appropriate, illumination needs to be appropriate, workplace temperature and humidity need to be appropriate. And then it is up to us to decide.” 


The risks that employees run, as well as residents living near the studied company are known. An employees’ representative in company A highlights on the one hand, the fact that people are aware of the risk to work in a chemical plant, and, on the other hand, the compliance with workplace health and safety norms in the company:  
„The plant may explode at any time. We should be aware of that. Well, but given the professionalism of employees – each knows what they have to do – it can’t happen. But let’s remember it is a chemical plant. If anything happens with the ammonia tank, we are the first to be exposed, followed by the town and other villages.”(Company A, the second employees’ representative 2 in the WHSC)
The head of the human resources department in Company A highlights another factor that needs to be considered, that is stress. The low living standards caused by the ratio  between income and expense, joined by the fear of losing the job may have negative effects on workplace health and safety. I would like to remind that there were two interruption of the activity of company A, in the case of some subjects, their spouse works for the same company, and the chances to find a job in the neighbouring city are low. 
„The risk has not changed in time, people are almost the same in the same jobs, what is additional is stress. Stress related to the expenses back home reported to the revenues they have ... And the stress I mentioned earlier, today we a job, tomorrow we don’t.” (Company A, head of human resources department)
An important part in workplace health and safety is played by the integrated management system. As it resulted from the interviews with some of the subjects in both companies, the international standards on Occupational Health & Safety Advisory Services 
 introduced in companies have brought along a new approach to workplace health and safety. The role of these standards on workplace health and safety in the company management is worth researching in a further paper. 
„Ever since the integrated management system, ever since we tried to obtain permits for this system, the attitude, the approach has changed.” (Company A, employee no 2)

2. How does the workplace health and safety committee operate, in broad lines?
In this context of the evolution of workplace health and safety, changes of the law, the difficulty to survive in the economic area (especially for company A), the decrease in living standards and the lack of jobs, workplace health and safety committees need to carry out their activity. As results from the interviews carried out in both companies, committee exist at formal level, but only in company B is the activity of the workplace health and safety committee close to the spirit and letter of the law. Some employees’ representatives in the Company A committee, asked about how they perceived the activity of the workplace health and safety committee answer from the book using clichés:
„I find the activity good. It is welcome. Positive” (Company A, employees’ representative in the WHSC no 1)
However, when asked about what he does when he has proposal regarding important changes in the company with effects on safety, the same committee member states that he does not use the workplace health and safety committee, but addresses the management directly:
„S: Yes. In this case, I write a report and submit it to the management. And action is taken as regards workplace health and safety.

V.F.: But have you met in the committee recently?

S: Yes, we have. But it was not anything special, it was a discussion to the point” (Company A, employees’ representative on the WHSC no 1)

As results from the previous quotation, the interviewee has a desirable answer as regards the committee meetings, which, according to the law, should take place on quarterly basis, at least. But since, he does not have the answer to a possible question related the committee meetings, he adds that it was a ‚discussion to the point’. Actually, in company A no meeting took place exclusively on topics related to the activity of the workplace health and safety committee. The reason is the committee members are very busy and it is difficult for all of them to attend the quarterly meetings:  
„It is very difficult to gather the people. You saw that today. Each has a responsibility in an area and it is very difficult ... we can never gather them all.” (Company A, WHSC secretary)

The workplace health and safety committee is legally gathered if half plus one are present and decides with at least two thirds of the present members. Therefore, the issue is not that of the all members attending, but their majority.

Moreover, the workplace health and safety committee was supposed to operate before the appearance of law 319 of 2006. The application norms of this law did nothing but clarify specific aspects in the activity of the committee, as specified in the General safety norms associated to law 90 of 1996. Asked when the workplace health and safety committee had been set-up, the secretary of the committee in Company A stated that this happened after the appearance of law 319 of 2006: 
„Immediately after law 319 was published. The law was published in July, and we started applying it in September. But before it was published, we attended various training courses and sessions to learn the requirements of the new law.” (Company, WHSC secretary)

  In company B, these meeting took place not only after law 319 of 2006 was published, but before as well, according to law 90 of 1996. The secretary of the committee in company B presented the minutes of the quarterly meetings with the complaints, proposals and topics discussed. This committee was very active as regards norms for working at height. The current law, states the secretary of the committee in Company B, stipulates the fact that people younger than 18 and older than 55 are not allowed to work at height. But this is against the right of elderly employees to work (in company B there are more than 200 employees aged over 55). Subsequent to the committee debates, letters were sent to various institutions: The Ministry of Labour, Social Solidarity and Family, the Ministry of Health, ‚great unions’, safety medicine commissions and the work inspection in Bucharest.
In company B, in case of accidents, in order not to have two enquiries (the management’s and the committee’s), the team investigating the case includes a member of the committee who attends the taking of statements and evidence and informs the committee that the employees’ rights were not breached. Moreover, the union leader is satisfied with the management involvement in case an accident occurs:  

„The company, the manager got involved, as required. In general, all managers answered promptly. They took money from the treasury, purchased drugs, so there were no problems.” 

Considering these aspects, the union leader in Company B is happy with the relatively good performance of the workplace health and safety committee:    
„With us [the WHSC] operates, we have discussed with other parties, we have been to other companies, Mrs. X [the WHSC secretary] is in control, she keeps informed with new laws, we are up-dated. I am pleased with the facilities we have workplace health and safety-wise. (Company B, union leader)
Even though in both companies there are workplace health and safety committee, some employees have never heard of them. Some employees, for example a shift leader and a chemical operator in company A, believe that the committee is made up of managers only:  
„This committee may exist, but at a higher level.”
„We have not been informed on its existence, composition and I don’t know how it performs. It could be. Maybe it’s my colleague, he is also a shift leader. But I should have found out by now.”
„I haven’t been asked about my proposals about I-don’t-know-what.” (Company, employee no 1)

V.F.: Who are the members of the WHSC and what do they do?

S: (Pauses) „I guess shift leaders, supervisors” (Company A, worker no 3)

In company B, too, where the members of the committee are active, the existence of the workplace health and safety committee is not known to all employees, as admitted by the secretary of this institution:  

„For now, I do not know whether all the employees in this yard know of this WHSC. That is whether the employees’ representative in the area gets to spread the information down to the last employee.” (Company B, WHSC secretary)   

Finally, we can say that there is a difference as regards the way workplace health and safety committee operate in the two companies. In contrast with company A, in company B, the committee exists not only formally, because the law requires the establishment of such an institution, but it is active, the committee members debate issues related to workplace health and safety in the meetings they hold on quarterly basis. A common element of the two companies is the fact that some of the employees
 are not aware of the committee, let alone their rights and duties to get involved by assessing and making proposals for the improvement of the workplace health and safety status.  
3. When and how did the interviewee become a committee member?

According to the law, the employees’ representatives in the committee are elected by the employees’ representatives with specific workplace health and safety responsibilities, and their mandate may not exceed two years. The names of these representatives are communicated by the employees to the management in writing. Subsequently, the head of the internal safety department, who is also the workplace health and safety committee secretary, needs nothing but acknowledge the employees’ decisions as regards their representatives in the committee. Actually, there have been employees’ representatives in the committee who have been announced by the committee secretary about their position, and they ‚accepted’ this appointment:  
„V.F.: How long have you been a committee member?

S: One and a half years. I don’t know exactly. I can’t remember. I am in charge of so many things that at a given moment I lose track. (Company A, employees’ representative 1 in the WHSC)

„I was proposed by the safety department and accepted by the shop-floor.” (Company A, employees’ representative 1 in the WHSC)

„S: Wait bit. This is the first interview and the committee has just been established. 

V.F.: When was the committee established?

S: I don’t know. I was told I was a part of it one month ago.

V.F.: Who told you? 

S: Mrs. X (the WHSC secretary). She might take me out of the commission as I need to present a certificate [to testify that he has a minimum training in workplace health and safety].” (Company A, employees’ representative 2 in the WHSC)

An employer’s representative believes that he is the employees’ representative (!) and admits that there are no committee meetings any longer, and if he has requests related to workplace health and safety, he addresses them to the management only: 
V.F.: How long have you been [a member]? 

S: For two or three years. I can’t remember. Ever since this system started.

V.F.: And have you had any committee meetings?

S: No. I am involved in safety because I request equipment etc. 

V.F. Who do you request it from?

S: Directly from the management ... they appointed me because I have influence or lobby. Given my position in the company, I have a stronger point of view in front of the management because things need to be brought, done.

V.F. I see. But you are the management representative in the committee. Not the employees’. 

S: (Pauses) Yes, but I see myself as an interface with the employees. I always wander among the employees complaining that they do not earn enough, that I-don’t-know-what, and so on ... that is how they decided to  make me ... we haven’t met just like that ..., but we have met daily. We meet the union leader twice a day without any problems” (Company A, employer’s representative in the WHSC)

In company B, as well, the status of employees’ representative in the workplace health and safety committee resulted from the initiative of the in-house safety department, too, considering the work experience and the fact that these members met the requirement of having a minimum training level in workplace health and safety. The fact that in company B, 80 employees graduated a 40-hour course in workplace health and safety determines the existence of several persons eligible to be part of the committee. As the committee secretary in company B states: „this is year I have numerous options [sic!] and an employees’ representative.” As results from the answers given by the two employees’ representatives in the company B committee, the workplace health and safety department played an important role in occupying this position. 

„Given the proposal of the safety department and, as an employee directly in charge of training I could say that I am the bridge between the employees and management as I am in permanent contact with the employees from Monday through to Friday. At least in the railway segment, I dare say that after 28 years of experience and having attended all kinds of training courses successively ... .”  (Company B, employees’ representative in the WHSC)

„Upon the proposal of the employees, colleagues and people in the workplace health and safety department, carrying out those 80-hour studies on workplace health and safety, with an intermediate level of training (shift leader course), and given the experience I have, they considered me appropriate for joining the committee.” (Company B, the employees’ representative in the WHSC)

The requirement of graduating course of minimum 40 hours on workplace health and safety committee is a challenge for the in-house workplace health and safety departments (who are, at the same time, secretaries of the workplace health and safety committees), who are caught between the compulsory character of these committees and the requirement for the committee members to have the minimum level of specialised training. The committee secretary in company A states that not all of them have the required minimum training level:  
„Not all. A criterion based on which we selected (sic!) the members of the safety committee, or that we suggested, so to say, is that we knew that at least they had all undergone 40-hour courses.” (Company A, WHSC secretary)
Without any knowledge on how the committee is organised or operates, some interviewees stated that they were interested to be part of the committee, while others said they could not be members because of lack of time. Even though I underlined the fact that the committee activity took place during working hours, some subjects drew my attention on the fact that they could not skip their job as they had nobody to replace them: 

„The problem is that I really don’t have time. I am also involved in an autistic children association, and I am quite busy, then there is the job.” (Company A, employee 2)

„V.F.: Would you like to be a member of such a committee?

 S: I don’t know, maybe if I had more time. But I have too much to do at home, too much homework to do with my child. And already ... the job. 

V.F.. But the members of this committee carry out their activity during working hours.

S: For real!? I, for example, work in shifts. Could I come here when I am on the evening shift from 10 [PM]?, because I guess this happens between 7 and 3 [PM]... I get your point, but you should get mine. We’re on a timetable, right!? On the day we have a meeting and I work the night shift. Who replaces me when we all have the same timetable?” (Company A, worker 5)”  

As results from the statements of worker 5 in Company A, but also from the answers of other interviewees, in order from the committee to operate the members’ working hours (or that of potential members) should allow them to meet (at least) on quarterly basis during working hours, on the day shift. The right to be committee members may be limited for workers in specific departments given the absence of some colleagues to replace them during their activity in the workplace health and safety committee. 
4.  How do the members of the workplace health and safety committee communicate with the employees? What should the committee members do in order to communicate better with the employees?

Three conclusions regarding the communication between the employees and the committee resulted from the discussion we had with the subjects in the two companies. According to the interviews carried out with people in company A, employees should not come up with complaints or proposals to the committee or the company management as they are not to skip hierarchical steps. Secondly, the employees do not have the knowledge required to make proposals aiming at the installation performance. Finally, the employees’ requests are perceived by some interviewees as not associated with proposals of solutions and/or assumption of responsibility.    

An employer’s reprehensive in the workplace health and safety committee in company A considers that the role of the committee is to mediate the relationship between the employees and the company management. The employees’ requests may only refer to work conditions or hygiene materials and not technological aspects, and the hierarchy must be respected ‚army-style’:  


„You know what is going on. I will tell you one aspect. When a manager enters the plant, an employee directly tells him he has no overalls, he has no sound-protection equipment, and so on and so forth. And of course, the manager asks me, the supervisor, why not .... That’s why people complain. It’s better not to complain and skip levels. They ought to tell me or the line manager. That’s why we have the committee, that’s how I perceive the committee. You gather all problems and only then do you address the management. These are the issues raised by the employees. That’s what we’re telling them.” (Company A, employer’s representative in the WHSC)
„We, too, have some competence levels. An employees cannot just say this is done like that, because he doesn’t know. He says what he needs at his level. So you take it in steps. From the level of the technical manager who knows it. Well, you need to do this and that. Or he claims, fights for money to refurbish something worth millions of dollars or euros. But at shop-floor level, there are issues that may very well be solved not necessarily by the manager, [but] by the shift leader, the line manager, the supervisor like me, and then the technical manager. This is our hierarchy. Army-style.” (Company A, the employees’ representative in the WHSC)

The same attitude is shared by an employees’ representative who does not understand why an employee would go beyond his superior to raise a workplace health and safety issue.  
„He does it through me. I don’t see why he should go on purpose to look for anyone. It’s easier like that and more common. On this occasion the issue is solved more … With us any problems need to be solved fast, we cannot drag on and then stop our activity.” (Company A, employees’ representative 1 in the WHSC)

„Yes. Proposals appear all the time and I solve them myself. Even from the workplaces, my subordinates report them. Some actions are improved from the lower level up. They see. For example if a switch gear gives way in a certain point, they are the first to detect it and we fix without much fuss.” (Company A, employees’ representative in the WHSC)

It is natural for some issues requiring fast remediation to be solved at the level of line managers. Solving numerous issues cannot be postponed until the quarterly meeting of the workplace health and safety committee. Such delay could lead to accidents or the interruption of the company activity. But one of the committee’s duties is to analyse requests formulated by employees as regards working conditions and the way in which appointed people and / or the outsourced service carry out their duties. Also, the committee analyses the employees’ proposals regarding the prevention of work accidents and occupational illnesses. Even though the employees, regardless of the position in the hierarchy, are entitled to come up with proposals for improving the workplace health and safety state, which corresponds to the EU strategy for 2007-2012 which underlines the need to build a prevention culture. Subsequently, the issue is not limited to finding solutions to technical and / or safety problems, but to the employees and management’s attitudes towards common accountability and social dialogue on workplace health and safety between the two parties.  

The employees’ demands are associated with those of the union, which, according to a manager and the committee secretary of company A do nothing but request rights, but do not come up with solutions or assume responsibility for specific decisions. The interviewee in the management of company A (without being tape recorded) associated workplace health and safety committee with something old (probably communist) and with unions’ demands. The workplace health and safety committee should not be associated with a no-stake game, in which the employees and their representatives demand and the employers answer their demands. As employee 1 in company A stated about the open attitude of the management: „I think he, too, wants to receive good ideas, so as not to have headaches. Eventually, he may not like having such deficiencies.” Related to the employees’ demands, the committee secretary of company A replies ironically:

„S: Let them use the same structure like in the union. When it is about the union, they only have rights and no responsibilities. 

V.F.: But the committee is something which belongs both to the employer and employees. 

S: Yes. And then they show-up very quickly. Whenever you ask for their opinion, if it’s good, it’s good, if not, they run away from responsibilities.” (Company A, secretary in the WHSC)

Even though questioned about the communication between employees and the committee, an employees’ representative in company B answers by referring to communication in the hierarchical structure of the company. 

„At least from my point of view, communication is excellent between the employees and the plant management and between the plant management and the company management. Whenever we’ve had the opportunity and some managers have had the time, we have never been turned down regardless of what was managing the company.” (Company B, employees’ representative in the WHSC)

It is difficult to refer to such communication type when many employees have not yet learnt of this institution. Under these circumstances, the employees’ proposals (addressed to their line manager), as the employees’ representative in the committee in company B, are related only to their tools or the soap quality. 

As for how communication between the employees and committee could be improved, an employees’ representative in the committee of company B underlines the need to invite some union representatives to the committee meetings, which would increase the number of opinions or information referring to workplace health and safety:      
„I was just thinking whether it would be possible ... Even the employees’ representative is just one. Main union leaders could be invited to the WHSC meetings. Because we spend some time in the middle of the employees, but they spend more. And in this case just one head, a pair of eyes, a pair of ears is too little. Whenever there are two heads, two pairs of eyes, two pairs of ears, who speak the same language to a certain extent ...” (Company B, employees’ representative in the WHSC)
In comparison to involving the employees’ representative in the committee (who, generally, has a management position), involving the main union leaders has the advantage that they are not accessible: on the one hand, there is no refrain that one expresses his/her demand or complaint to the superior, and on the other hand, they have more time to deal with such issues: 
„Shall I go to the boss!? Maybe he is busy, maybe he is upset, phones ring, problems ... And the boss forgets. The numerous duties and responsibilities a boss has in a company like B with a very thorough activity ... there is this chance to forget.” (Company B, employees’ representative 1 in the WHSC)

To conclude, I would like to underline that not only the employer or his representative needs to be open to social dialog and treat issues in a culture of responsibility and prevention, but also, the employee needs to assume these rights and duties. The active and responsible attitude of employees is a sine qua non condition in this respect: 
„Well, it depends on the employees as well. If you shut up and say nothing, the boss can’t know. A boss cannot be in the plant continuously, for eight hours.” (Company A, employee 5)

5. What is / should be the role of the union in the WHSC?

The research goals do not include that of getting to know the relationship between the union and the workplace health and safety committee. This issue resulted naturally from the interviews I carried out with all types of interviewees. The committee secretaries raised the issue whether the workplace health and safety committee should include union representatives, as well. The employees highlighted the fact that whenever there was an issue related to workplace health and safety they address the union representatives, who, in turn, address the issues to supervisors or to the management directly. 

In the past, the Departmental safety norms associated to law 5 of 1965 specified the fact that the safety technical commission should include representatives of mass and popular organisations in the company. According to the General safety norms associated to law 90 of 1996, the committee included union representatives, a provision which is not found in the Ministry order on the committee regulations of 1998. Law 319 of 2006 on workplace health and safety makes no reference to unions, but to the employees’ representatives. But his does not hinder union members to be committee members. However, there is still the issue of the roles of the two institutions and the extent to which their activities overlap. Following the interview carried out with the WHSC secretary in company A, the outcome was there are dilemmas referring to the relationship between the union and committee, including at the level of the Labour Inspectorate:   
The bad part, what I failed to understand and tried to clarify with the ITM people [Labour Inspectorate]. They kept telling me: you must have union members in the workplace health and safety committee. We have both a union and a workplace health and safety committee. They operate in parallel. Union members raise some issues that their representatives also raise in the workplace health and safety committee. Two activities should not go on in parallel. There should only one. And when we re-elect the committee we should focus on those who are union members.” (Company A, WHSC secretary)

The same dilemma is experienced by the employer’s representative 1 in the committee of company A who is a union member and did not wish to be part of the committee (!). The union is the one applying pressure so that union members should be included in the committee:
„It is a circumstance in which they would like to change the committee. That is Mr. X [the union leader] wants the union to get more involved in this matter. I’m not the direct representative. I am indeed a union member. But you know how it goes. When somebody is sitting on the fence, things do not really work. That’s why I didn’t want to be in this committee.” (Company A, employer’s representative in the WHSC)

In company B the situation is the opposite. The committee secretary considers that the committee should not include union members as they do not meet the specific responsibilities of the workplace health and safety committee members (for example, they would not show up at meetings and these had to be rescheduled):  
„S: We had a union leader a few years ago, but I, for one, did not like the way he got involved. They were too busy doing something else. 

VF: Why?

S: I don’t know, I was under the impression that they did not support me in my workplace health and safety activity. The employees’ representatives have always supported me.” (Company B, WHSC secretary)

„Last time we wanted [sic!] somebody else, not the union leader, to be the employees’ representative. It is better that they complete one another. It seems more ... maybe they missed something out. Because the union leader has other issues, related to salaries, not only workplace conditions and risks.” (Company B, WHSC secretary)

Beyond the importance of the committee secretariat in selecting employees’ representatives in the committee (‚we wanted him to be a representative’), one can notice his dissatisfaction for the presence of union representatives in the committee. 

Union members are employees’ representatives, as they are elected by the employees to represent their interests. Therefore, their presence in the committee would be legitimate, if there are no other ways to select employees’ representatives with specific workplace health and safety responsibilities, respectively the employees’ representatives in the committee. However, we must make a distinction between the role played by the union, which is an employees’ institution, and the committee, which is a form of social partnership between the employees and employer. We could say that as far as workplace health and safety are concerned the two institutions may compete. The employees’ representatives in the committee (either union members or not) may obtain specific rights in their dialogue with the employer and / or the employer’s representatives, rights which can be obtained through union pressure as well. If the employees’ representatives in the committee are union members exclusively, then the committee is a place where the union meets the company management.  

This problem is even more sensitive as the employees do not use the committee, but the union even for solving workplace health and safety-related issues. A member of the committee in company A presents how employees’ demands are communicated in the company:  
„He [the employee] goes to the union member, complains, the union member addresses me or the plant manager. And it is not his competence .... I will give a concrete example. An environment of 60 degrees [Celsius] and you can’t cope... and noise of 70 decibels. Hey, the air conditioning is broken. Yes, it is broken and needs fixing. You call ... of course the union member complains to me and I start telling them we need this and that. At management level:  «Oy, there is no money, wait a bit, I don’t-know-what.» And it’s an entire fight. That man cannot work there. In this case, I take the employee’s side, you know.” (Company A, employer’s representative 1 in the WHSC)

The same conclusion was reached in the discussion with the employees, if there are any workplace health and safety problems, the employees address the unions: 
„S: If I have a problem, I see my shift leader or supervisor.

V.F.: What about the management?

S: Via the union. If we have problems with the salaries, hygiene-sanitation materials.” (Company A, employee 4)

„S: The people with problems used to go to the union..

V.F.: Not the committee?

S: Not so much. The committee thing is more recent. Rather to union people. I have a problem, I see the union.” (Company A, employee 3)

The union leader of company B says that one of the reasons why the employees see the union and not the committee is that the former solves problems quicker and more effectively.  The committee does not have ‚means of action’ against the management, while the union does:
„They [employees] would rather address me than the union. Because they know things are solved faster through the union than through the workplace health and safety committee. The committee meet more rarely, it takes time. If somebody tells me something today, I’m going to the manager and let’s solve the problem. And we’ve solved it quickly.” (Company B, employee 1, union leader)

6. What should be done so that the workplace health and safety committee to perform better?

Following the interviews with the subjects from the two companies four topics are worth mentioning regarding the better performance of the workplace health and safety committee: the need for the committee members to be united, the employees’ attitude towards workplace health and safety, the financial aspect and the need for the committee members to attend specific training courses.

The fact that the committee members should be more united and perseverant in reaching commonly-established goals raises the issue of the workplace health and safety committee performance. For it to perform, first and foremost the quarterly meetings should take place in which to analyse, make proposals and monitor the application of the workplace health and safety policy in the company. In the absence of these activities, the existence of the committee is form without substance. The employer’s representative 1 in the committee of company A highlights the increase of the efficiency of the committee activity whenever its members are united and put pressure on the management for applying proposals:   
„S: I’ve told you. Not all of us attended the meeting. We’ve met in pairs and you know what it is like, when you meet one says something, another one says something else. We all meet, the management is influenced with specific problems that each has. If united, the committed influences in a different manner. I can give you an example, but it would take too long and it’s not the case. 

VF: Do tell me, examples are more important than abstract things. 

S: We received a task to make a list of the shoe and PPE size because some little girl or skinny man would come and they gave her/him size 54 ... they made a list, sent it to the management. And what did the management do, they started cutting. They said not 150, it’s too much. 50 or 100, I don’t remember how much they cut. I’m telling you to keep it in mind. And I went and said: «Oy, I’m giving you equipment, I’m not giving you, I’m giving you ...» If this committee existed they would just say: «Give equipment to everyone according to ...”. So, there is a difference between my personal lobby and that of the committee. It is much more effective.” (Company A, employer’s representative 1 in the WHSC)

Starting from the ideas expressed above, we need to make some clarifications. The workplace health and safety committee is not an institution exterior to the company (employer), but a meeting place for the employees and employer, between labour and capital. Subsequently, if in the workplace health and safety committee some proposals were made to the management to improve workplace health and safety, these proposals may belong to the employer’s representatives. „The balanced participation” of the employer and / or employer’s representatives and the employees’ representatives means an equal number of votes in the committee for both parties, the person who makes this number odd is the labour physician.  Therefore, the possibility that the committee makes a decision which is against the employer’s will is reduced. An employees’ representative in company B speaks about the perseverance with which the committee should support its proposals in front of the management:    
„S: It [WHSC] does its duty, that’s what it’s made for. But I would like the management to solve some issues faster. That’s why I told you how they solved the ventilation problem in the laboratory because it was urgent. And there could be a problem in certain points and it needs solving.”
VF: And how did you persuade the management?

S: Only by going back to what was proposed to them. The only issue the management raises is that of costs, how it can be done or what do we invest right now so as to do it.” (Company B, employees’ representative in the WHSC)

Asked by the employer’s representative 1 in the committee in company A why cannot the committee members be united in order to try to persuade the management to apply their proposals, he gives an answer referring to a self-built stereotypic image: 
„I don’t know. I can’t say because it’s over me. I can express my opinion, it could be wrong. I think it has to do with the Romanian’s philosophy. I don’t know how to be united. If we were united and just say ... Everyone goes and whoever gets more is happy and goes: ‚I was smarter’ (Company A, employer’s representative 1 in the WHSC)

This reification of the social reality leaves little spaces to the change for the good. Maybe the election of the employees’ representatives in the committee through vote, as suggested by worker 5 in company A would cause the committee members to be among ‚those in charge and get to know all [employees].” The election of the employees’ representatives by the employees (and not by the committee secretary) would motivate and unite them better for defending the employees’ interests. Thus, the first step to take to increase the efficiency of the committee activity is to inform employees about its existence: 
„Through a better propaganda of the committee with the employees. Because there are employees who do not know whom to address. Thus, awareness must be created through safety training. (Company B, employee 1, union leader)

The second aspect on which the subjects in both companies insisted was the employees’ attitude towards workplace health and safety. The committee, they say, should focus on informing and education the employees in the spirit of what the EU strategy for 2007-2012 on workplace health and safety called the culture of prevention. The union leader of company B states that he agrees with the conclusions of the enquiries of accidents in the company which highlighted the fact that the first risk originates in ‚some people’s neglect’. Employee 5 in company A states that ‚many are irresponsible’ and presents the case of a colleague who came to work ‚in a specific condition’. Moreover, the employees’ representatives 2 in the committee of company A underlines the fact that beyond being concerned to provide the necessary work materials, the committee needs to communicate more with the employees:   
„The committee activity should be ... And it is so. So get involved as much as possible in the employees’ daily activity. That is they should be kept up-to-date with everything that changes in safety and hygiene and everything ... related to health, and the materials used should be of good quality. And brought on time.” (Company A, the employees’ representative in the WHSC)

The secretary of the committee in company A says the same, and he considers that there is also a demographic obstacle in the path of building-up a culture of prevention, more precisely the one referring to senior employees. What this subject points out is that the change of attitude needs to occur at the company management level, as well („bottom-up”): 
„Firstly, it is about training people. Everything has been focused on the technological aspects. That is what people need to do, to work. It is about responsibilities, to call them this, in a different area, less attention is given. Bottom-up. I can’t say.” (Company A, WHSC secretary)  

„The ages are different, and there is a lack of interest manifested by the employees as regards existing problems. Let the plant run well. So that I can come to work, even if I’m retired, to get a salary.” (Company A, WHSC secretary)

The need for changing the attitude, the ‚work with the man’ is underlined by an employees’ representative in the committee in company B. He underlines the fact that failure to comply with the safety regulations in an explosive risk may be hazardous.  That is why employees need to be informed to risk they are exposed to and the rules they have to obey:   
„Working with the man is crucial. Convincing him that once the company has given him everything he needs, such as equipment, tools, devices, that is what he needs to use. You must make the man understand that he needs to use that in order to avoid an accident, a risk. That they have tools, antiex tools [not producing sparks], all kinds of tools and know how and where to use them. You don’t just use an iron hammer in an explosion-risk area. You must use ex tools, made of bronze for example. You must work with the man to make him understand the risks in the area. It’s all about working with the man.” (Company B, employees’ representative in the WHSC)

Given the economic crisis and the two interruptions of the economic activity in company A, the interviewees insisted on the importance of the financial aspects on the efficient performance of the workplace health and safety committee. The head of the human resources department in company A states that the committee’s activity has to suffer since the management is more interested in reaching production goals (the survival of the company) than the manner in which the production is achieved:  
„In this committee everyone needs to know their role and give more importance to this committee. That is hold meetings, draw-up reports, consider suggestions, remarks. I’m referring to the management level, as they are decision-makers. However, these things are at a lower level, not only because they are unimportant, but because there are greater problems with which companies are faced, especially with us, and there is the tendency of leaving production aside and analyse the output we need to reach. We have to reach it, no matter how.” (Company A, head of human resources department)

An employees’ representative in the committee of company B makes the connection between the efficiency of the committee’s activity and the profit the company makes. He compares the situation of safety materials between two different moments in the company history, depending on its prosperity:

„Efficiency always implies financial resources. When the company handled merchandise over the monthly activity threshold, the storage area was crammed with safety materials, personal protection equipment of very good quality.” (Company B, employees’ representative 2 in the WHSC)

We notice that the subjects insisted on the need of ‚working with the man’, on changing the employees and employer’s attitude, concrete changes are perceived as strictly related the company financial state. In other words, they tend to assess the efficiency of the workplace health and safety committee only through quantity indicators (for example, the quantity and quality of hand tools, overalls or hygiene-sanitation materials). These quantity indicators may express the efficiency of the committee, but we need to consider other variables which may lead to the improvement of the situation, such as: economic prosperity, the union’s activity or pressure of the labour inspector. The efficiency of the committee’s activity  may be one of the cause variables which may change the variation of the effect variable – equipping with safety means. 
Beyond the quantity indicators, we need to consider quality indicators as well, which are related to the protective culture of the employees. In consequence, the efficiency of the workplace health and safety committee is measured through the employers and employees’ concern with safety.

The fourth aspect worth remembering from the discussions on finding some solutions to make the committee’s activity efficient, was the need to organise workplace health and safety training courses, especially on communication. The absence of employees with a minimum training level on workplace health and safety makes it impossible for the committee to exist. The company does not have to organise such course, but it is compulsory to establish workplace health and safety committees in companies employing more than 50 people. Moreover, if the activity in the company is organised in shifts and employees cannot skip their working hours to attend such courses, the situation looks like a dead-end. The committee secretary of company A proposes holding such courses in-company for people working in the day shift only or in ‚functional offices’:   
„S: It is mandatory to have such a course. But it is very hard to get them out of their workplace, send somebody to a 40-hour course outside the company ... It’s a matter of time, and they have no replacement.

V.F.: But the law says that ...

S: But there’s a great difference between what the law says and what ... You know why? Because this is the chemical industry and work in shifts. And there are four, not five shifts. Before there were five shifts. They would work the day shift, the evening shift, the night shift, a shift-off, and there was another shift called «contingency shift». And then you could offer them two or three days off. Now that is no longer possible.” (Company A, WHSC secretary)

Employee 2 (shift leader) in company A says that the committee members and people in charge of coaching the employees on workplace health and safety need communication skills they can acquire by attending communication courses. Also, the committee’s activity could be improved if members attend workplace health and safety courses:
„The Committee’s activity could be improved through their training. I guess there are such courses, conferences on workplace health and safety. I think they should be supported by [employing] company, from a material point of view in order to attend these courses, simply be trained.” (Company A, employee 2)
Except for the four topics worth mentioning following the discussion on making the committee efficient, attention should be drawn on a point of view on the number of committee members. If an employees’ representative in the committee in company B supported the need to invite the main union representatives. In order to have several points of view, the committee secretary of company A draws attention on the small number of employees’ representatives in the union (4 representatives for 800 employees). Moreover, says the interviewee, the employees’ representatives in different departments may have different points of view and even diverging interests, which are likely to negatively affect the committee’s activity:

„I think that the committee members are too few. Four people for 800 employees it’s too few ... the one in the mechanical department will never represent the one in the transports department. He’s not even interested in his problems ... I don’t even understand him. There are always conflicts between departments, even between production departments. They say one department is more important and the other one less important. In one, work conditions are easier, the other do physical work when loading. So they never get along and problems appear. And in this case there should be more members to be able to represent them. There should be one from each department.” (Company A, WHSC secretary)

This matter can be solved by deciding in the collective bargaining agreement or in the internal regulations the way in which the employees’ representatives in the committee are elected. If there are more departments than employees’ representatives in the committee, every two years (when the members’ mandate ends) an employees’ representative from a different department can be elected, so that, in time, each department should be represented in the workplace health and safety committee.  
5. Final considerations
The issue of the efficient activity of the workplace health and safety committee is situated in the broader framework of the transition of Romanian institutions from the fall of the communist regime to the EU accession. Romanian sociologists have shown particular interest for the radical social changes in this period, focusing, on the one hand, on the external and internal factors which determined these changes and, on the other hand, on the gaps between the new institutions and the Romanian cultural background.

Cătălin Zamfir (2004, 96-97) speaks about national policies which strictly apply (under the threat of severe sanctions) the recommendations of some institutions such as The International Monetary Fund (IMF) and World Bank, and later the European Commission and the European Parliament. That is why, the reasons for change in formerly communist states is a supernational one, in which western political actors have shown high communality as regards change strategies in economic, social and political sectors (ibidem, 29). In this context, Zamfir underlines the democratic deficit by means of which external actors have imposed their and action and thinking ways.

Lazăr Vlăsceanu criticizes the IMF and World Bank in the same way. The two international institutions have been mainly concerned with the economic transition, especially the balance of some macro-economy indicators (for example, inflation and budget deficit). In order to have economic increase and real development, the economic transition needs to be associated with large-scale institutional changes (Vlăsceanu, 2001, 106). And new formal institutions were introduced in the context of the inertia of informal institutions which are coextensive to culture. 


This dual culture is also highlighted by Luana Miruna Pop who speaks about retro-institutions meaning „institutions which develop at the «outskirts» of formalized institutions, trying to replace them whenever formalized institutional systems fail” (Pop, 2003, 142). This resilience to institutionalization takes place in the context of the communist „institution against-institutionalization”, which was a form of cultural resilience to an artificial and hostile entity.

This duality between shape and substance, between western values and institutions either borrowed or imposed from the exterior and the Romanian cultural background led to changes that Constanin Schifirneţ included in tendential modernity. As results from the name, modernity is perceived as „a trend, an ideal to reach in the affirmation of their nation”, „which coexists with social structures, institutional forms and the old background” (Schifirneţ, 2007, 205).  
                    We can notice a constant trend in these sociological approaches to transition. The contribution of western institutions to the changes or the construction of new institutions in the Romanian space of transition is underlined. The criticism of the repeated absence of the legitimacy of these external institutions imposing some internal policies is associated with underlining the differences between the forms imposed and the existing background.
 The workplace health and safety committee is thus an institution operating (or which should operate) in Romania as a consequence of ILO conventions and the EU acquis. Having researched the existence and efficiency of these committees we can draw the following conclusions:

1. The workplace health and safety committee is a sequel of the safety technical commission from the communism regime. The idea of setting-up such an institution originates in the ILO conventions and recommendations, more precisely in the EU framework directive 89/391/CEE on workplace health and safety.

2. The communist regime, the transitions and Romania’s accession to the EU influenced the evolution of the way the committee is organized and operates. Currently, this institution represents a regulated area where employers and employees’ representatives meet, equally attend the analysis, discussion and supervision of the application of the company health and safety policy. Moreover, directive 89/391/CEE  and law 319 of 2006 (which took over word for word article 11 from the directive and copied in article 18), specify that employees’ representatives with specific health and safety responsibilities are entitled to request the employer to take appropriate action related workplace health and safety.
3. The efficiency of the committee activity needs to be increased in the context of high work accidents occurrence in Romania, in comparison with other states. We must, however, notice the decrease in recent years (since 2003) of the frequency index for work accidents accompanied by the improvement of workplace health and safety conditions, as results from the interviews.
4. The case studies show that de jure the committee exists in both companies, but  de facto neither the spirit, nor the letter of the law are respected:
· there are employees who are aware of the existence of the workplace health and safety committee
;

· the employees’ representatives in the committee are not elected by the employees, according to the manner set-out in the collective bargaining agreement or in the internal regulations. An important part in the selection of ‚representatives’ in the committee is played by the committee secretaries, who are the heads of the safety departments;

· if the employees have complaints or proposals related to workplace health and safety first of all address union representatives. At the company level the relationship between the union and the employees’ representatives in the committee is unclear;

· at the company level it is not clear what is the status of employees’ representatives with specific health and safety responsibilities, from which the employees’ representatives in the committee are appointed; 
· on the other hand, the requirement imposed by the law that the employees’ representatives in the committee to have a minimum training level (40-hour courses) in workplace health and safety committee and, on the other hand, the compulsory character of the existence of the committee for companies which employ more than 50 people lead to the fact that in certain committees there are members who fail to meet the legal requirements. Thus, some members either do not have the minimum training level required by the law or, in the absence of eligible people, they have exceeded the 2-year mandate; 
· there are committees (just like in company A, but not in company B) which do not meet on quarterly basis to carry out their duties; 
· the absence of sufficient employees renders impossible the committee activity during working hours in specific situations (as stipulated by the law). For example, if an employee works in a continuous fire department in which there is not contingency shift, he cannot attend the committee meetings, and thus cannot be part of the committee; 

· the communication with the employees has set-backs. There is no organised, formal manner to take-over proposals and inform employees about the decisions the committee makes. There is communication between the committee members and employees, but not between the committee, as an institution, and employees. Moreover, it is difficult to discern between the status of employees’ representative in the committee and the status of employee in a management position (as are all the committee members in the two analysed institutions). Thus, the issue appears whether the complaint or request is addressed to the superior or to the representative in the committee;
· the employer (as is the case of company A) does not like the existence of the committee, which he does not consider an institutionalized form (with balanced participation) to solve a problem just like non-zero sum games, but considers it an institution comparable to the union which ‚does nothing but demand’;

· in both companies, the subjects insisted on the importance of economic factors as regards the efficient operation of the committee to improve workplace health and safety. Nevertheless, in the committee of company B there have been meetings in which the issue of working at height was discussed.    

We notice that, as far as the activity of the workplace health and safety committee is concerned, Romania could rather situate in the world of neglect, as described by Gerda Falkner et al. (2005, 322), a situation similar to that of new EU member states in central and east Europe (Schimmelfennig and Sedelmeier, 2005, 224-225).   
One of the subjects, questioned why the workplace health and safety committee could not meet, stated that the Romanians’ ‚philosophy’ is to blame as they ‚cannot be united’. This manner to define reality may be an obstacle for the change. As Thomas I. Williams (1923) states, quoted by Ion Ungureanu (1990, 124), „if people define a situation as real, then this situation is real through the consequences of defining it as real”. Despite some people’s scepticism, the application of the following recommendations may lead to the improvement of the committee’s activity:

1. Informing employees on the existence of the workplace health and safety committee. The employees need to know the committee’s duties, the rights and duties of committee members and how they can become committee members.  They can be informed during safety classes, but also by means of notice boards. The union can play an important part in this process.

2. The manner to select employees’ representatives with specific workplace health and safety responsibilities and their number should be set-out in the collective bargaining agreement or in the internal regulations (as the law requires). Moreover, these documents should set-out the way to appoint committee members  from the employees’ representatives with specific workplace health and safety responsibilities. 
3. Solutions must be decided upon so that employees working in shifts and have no replacements have the possibility to be committee members and carry out their activity during working hours.
4. The documents setting-out the way in which committee members are appointed should consider the fact that all departments in the company need to have a representative in the committee in time. Should the company have several halls / departments than the number of employees’ representatives in the committee, the rotation principle should apply.    
5. The status if employees’ representative in the committee should not be conditioned nor limited by that of union member, possibly manager. 

6. Competition between employees should be encouraged in order for them to be appointed committee members.
7. Other people than company or department managers should be encouraged to become members. Employees perceive these high position people as superiors and not as their representatives in the committee.
8. Training courses need to be hold for the employees to have the minimum training level (40-hour courses) on workplace health and safety. According to Ragnvald Kalleberg (2003, 11), in Norway, in the first four years since the safety law was passed in 1977, 10% of the employees attended 40-hour courses on workplace health and safety. As in Romania the law does not force the employer to bear the costs of such courses, the employer should encourage or support the in-house/outsourced safety department, or the union to draft applications to access European funds.

9. It is important to invest the committee with „authority” publicly in a meeting attended by the management and union leaders. This is a moment when the different roles of the committee and the union are clarified. The purpose of this meeting is to show that the management gives importance to the employees’ safety, on the one hand and to the committee’s activity on the other hand.
10. The employees in institutions entitled to write applications have to attend courses to learn to draft such documents. These courses may be organized by employers, unions or labour inspectorates.
11. Seminars (meetings) must be held with the employers and employees’ representatives in which should people should be informed not only about the letter and spirit of the law on workplace health and safety, but also about the mutual advantages of social partnership. The committee does not operation like zero-sum games, it is like a win-win game. The initiative of such meetings can belong to labour inspectorates, union and employers’ association collectively or individually.
12. It is necessary to hold communication courses with the committee members, but also with the people attending the minimum training courses on workplace health and safety (or potential committee members). Communication in the committee, especially between the committee and management / employees is a basic dimension of the committee’s activity.
13. In order to increase the transparency of the committee and improve the relationship between the committee and management / employees it is recommended to invite to the committee meeting people from outside the committee who are directly linked to the debated matters. These people may be union members acting as managers at the level of some departments or at company level.
14. Together with the in-house / outsourced safety department, the committee needs to be active to build-up a culture of prevention in the company. Communication with the employees is of utmost importance in this respect.
15. Communication with the employees may improve by the committee’s openness to their proposals and by giving feedback to the solutions proposed to the management. The employees and committee may communicate directly by attending the committee meetings or by the committee members’ participation in the collective meeting held by the in-house / outsourced safety department or by unions. Face-to-face communication is a way to communicate directly. Also, the notice boards or the company website can be used. Employees’ opinion and proposals can be found out by means of anonymous questionnaires. After such questionnaires are filled in, they will put in a special collection box (just like vote bulletins). The outcomes of the research will be made known to the employees. In that box may be put employees’ suggestions regarding workplace health and safety.  I would like to mention that a communication culture should be built-up so that such solutions be applied in time in a constant manner. 
16. Committee members should be visibly  active in order to consolidate their role and prove useful. They can get involved in collateral matters which draw attention. For example, in organising courses first-aid courses or drafting some crisis management plans. Simulating crisis situations is like a theatre play, which beyond the overt purpose to train employees for such unwanted situations, has the hidden purpose to consolidate the role of the committee. It is important for employees to know that these actions are organised by the committee.
17. Committee should meet, depending on the company’s workplace health and safety issues, more often than quarterly. More time should be allocated to the committee’s activity, the law allowing this. In the companies in the two case studies, de jure, the committee members allocated 15 hours per month for activities in this institution. 
18. Committee should enjoy the training necessary to their activity at the company expense and during working hours. If there are not financial sources, as mentioned above, the company needs to support the drafting of applications for such courses.
These recommendations are for all types of companies, regardless of the organisation culture or the profit they make. Ragnvald Kalleberg (1993, 20) speaks of a change in the management culture, from one in which decisions are made at top level to one in which the decision-making process is decentralized. This type of organization culture is a democratic one, based on horizontal relations, in which employees do not say as one of our interviewees: „This is our hierarchy. Army-style”. And the employer perceives social partnership for improving the state of workplace health and safety as a source of earning. Moreover, there could be some ‚business ethics’ or corporate social responsibility, so that the open attitude of the company management is not determined by legal constraint only or by the possibility of making higher profits, but also by the new values.

Is this desired change possible? Can we improve the activity of the workplace health and safety committee so that this institution should become a democratic space of the partnership between employers and employees? Certainly yes. The issue is to what extent and how long will take for this wish to become reality. Robert Putnam et al., after analysing the influence of the negative cultural determinism on the development of southern Italy, states that: „institutional history moves very slowly. As for setting-up institutions (not just the mere drafting of necessary laws), times is measured in decades.” (Putnam et al. 1993/2001, 207). The application of recommendations, the decided involvement of unions, employers’ associations and labour inspectorates may determine the substance to ‚fill up’ forms sooner.         

sUMMARY OF THE RESEARCH
Presentation of research
This research is included in the project entitled „Strengthening the organisation and operational capacity of workplace health and safety committees in Romania” and it assess the way in which workplace health and safety committees operate and offers solutions for improving the activity of such institutions. The research considers, apart from the legal regulations in force, the issue of institutional building-up and change in the context of the Europeanization of the Romanian society. 

Considering these premises, the main research goals are:
1. To assess the activity of workplace health and safety committees in Romania;

2. To offer solutions to improve the activity of workplace health and safety committees in Romania.

The secondary research goals are:

1. To assess the law on the activity of workplace health and safety committees in Romania in the European context;

2. To assess the trends of work accidents and occupational diseases in Romania on economic sectors and in the European context;

3. To assess the enforcement of the law on workplace health and safety committees; 

4. To assess the activity of workplace health and safety committees according to the law in force;

5. To offer solutions to strengthen the organisation and operation capacity of workplace health and safety committees.  

In order to reach the research goals, this paper is divided into four sections. In the first section I will present o brief history of workplace health and safety committees, starting with the Communist period up to the EU accession moment. While presenting this history I will underline both the role of the European Union (EU), and that of The International Labour Organisation (ILO) in building up these institutions. I will analyse the evolution of regulations on the workplace health and safety committee starting with the Communist period and up to Romania’s accession to the EU. In the second part , I will present statistics related to workplace health and safety considering risk differences among economic sectors. Also, I will make comparisons between Romanian and the other EU member states using the data provided by Eurostat. In the third part of the paper I will present the results of sociologic research based on semi-structured interview in two companies operating in the oil and chemic industry.  The interviews were conducted with members of the two workplace health and safety committees (both employee’s and employers’ representatives), with employees who are not members of these committees, respectively with heads of human resources departments and top managers of the companies involved in this research. The paper ends with a series of final considerations that will comprise conclusions and recommendations to improve the capacity to organise and operate of workplace health and safety committees in Romania.     

Conclusions on the history of workplace health and safety committees 

Considering the history of Romanian laws on workplace health and safety committees and the framework directive 89/391/CEE, and the EU strategy on workplace health and safety for the period 2007-2012, we can draw the following conclusions:  

11. The history of workplace health and safety committees starts during the communist regime, when ‚safety technical commissions’. These commissions correspond to the institution of the ‚workplace health and safety committee’ recommended by ILO in the Recommendation of workplace health and safety of 1981. 

12. If in the communist regime, the safety technical commissions were rather focused on identifying technical solutions to solve safety-related issues, in law 90/1996, and especially law 312/2006, the focus moves onto social dialog between employers and employees in order to assess the situation and propose solutions to the existing workplace health and safety issues.  The General safety norms associated to law 90/1996 (but not the law itself) mention the workplace health and safety committee, law 312/2006 explicitly mentions the compulsory character of the employers’ consulting the employees and the latter’s ‚balanced participation’ in social dialog in order to approach all safety-related issues. We must underline the fact that the idea of ‚balanced participation’ is found in ILO’s Recommendation on workplace health and safety of 1981 which specified the fact that the number of employees representatives in the committee should be at least equal to that of the employer’s. 

13. The appearance of law 312/2006 on workplace health and safety (together with other 19 government decisions in the same area) was due to the requirements of the EU to implement the acquis communeautaire in the view of Romania’s accession to the EU. Article 18 of law 312/2006 actually represents a translated version of article 11 in the framework directive 89/391/CEE.

14. The involvement of union in the activity of workplace health and safety committees has decreased in time. The safety technical commission in communism was supposedly supported by the union. Also, it was made up of delegations of mass and popular organizations in the company. Later, according to the General safety norms associated to law 90/1996, the workplace health and safety committee was made up of representatives of union members. The order of the minister of labour and social protection 187/1998 and the Methodological norms for enforcing law 312/2006 solely speak about the employees’ representatives without referring to unions.   

15. The number of members of the workplace health and safety committee has dropped in time. In communism, depending on the size of the employing institution, the safety technical commission could be made up of tens of people. The general safety norms associated to law 90/1996 specified the fact that if more than 1500 people were employed in the institution, there had to be 9 employees’ representatives. The methodological norms for enforcing law 312/2006 speak of solely 8 employee representatives for institutions with more than 4000 employees. Therefore, currently, a committee may be made up of maximum 17 members (8 employees’ representatives, 8 employer’s representatives and the safety physician).
16. The way in which the member status of the workplace health and safety committee is acquired has evolved from members being appointed through the decision of the manager to the employer’s communicating in writing the number and names of employees’ representatives. Currently, there are unclear aspects as regards the status of employees’ representatives with specific workplace health and safety responsibilities from which the employees’ representatives are selected for the workplace health and safety committees. An important part in this respect is played by the collective bargaining agreement, the internal regulations or the organisation and operation regulations. 

17. According to the Methodological Norms for enforcing law 319/2006 only people with a minimum level of training in workplace health and safety may be members of the workplace health and safety committee. Subsequently, if in an institution there are no people to meet this requirement, the committee may not be set-up. One must mention the fact that the employing institution does not have to bear the cost of workplace health and safety training courses (which should be at least 40-hour long).

18. The EU strategy for 2007-2012 on workplace health and safety insists on building up a culture which focuses on health and hazard prevention beyond the job and the active population. It is interesting that law 5/1965 speaks about a propaganda addressed to the entire society by means of the State Committee for Culture and Art, radio and television, which, actually were to approach only topics referring to work accidents and occupational illnesses prevention. 

19. The members of the workplace health and safety committee are entitled to analyse, debate and make proposals to improve the situation in the employing institution. According to law 319/2006, but not the methodological norms for enforcing it, employees’ representatives with specific workplace health and safety responsibilities are entitled to require to the management to take appropriate action. Therefore, the role of the workplace health and safety committee is rather consultative, it is a meeting place for social partners, but not a decision-making entity.    

20. The workplace health and safety committee shall ensure a framework for the participation of employees in the decision-making process, decisions regarding the production process that may affect workplace health and safety. The new workplace health and safety philosophy  insists on both the employer and the employee’s rights and duties as regards workplace health and safety. We could speak about what Stephan Leibfried and Paul Pierson (1998, 410) called a trans-class alliance between capital and labour, if the modern welfare state treats the social policy like an investment. Also, the EU strategy on workplace health and safety for 2007-2012 presents the advantages brought to the company by the increase in the employees’ concern for work safety: the reduction of costs caused by absenteeism, an increase in motivation, the improvement of labour quality and the company’s image.
Research conclusions
The following conclusions can be drawn on the existence and efficiency of the activity of workplace health and safety committees:

5. The workplace health and safety committee is a sequel of the safety technical commission from the communism regime. The idea of setting-up such an institution originates in the ILO conventions and recommendations, more precisely in the EU framework directive 89/391/CEE on workplace health and safety.

6. The communist regime, the transitions and Romania’s accession to the EU influenced the evolution of the way the committee is organized and operates. Currently, this institution represents a regulated area where employers and employees’ representatives meet, equally attend the analysis, discussion and supervision of the application of the company health and safety policy. Moreover, directive 89/391/CEE  and law 319 of 2006 (which took over word for word article 11 from the directive and copied in article 18), specify that employees’ representatives with specific health and safety responsibilities are entitled to request the employer to take appropriate action related workplace health and safety.

7. The efficiency of the committee activity needs to be increased in the context of high work accidents occurrence in Romania, in comparison with other states. We must, however, notice the decrease in recent years (since 2003) of the frequency index for work accidents accompanied by the improvement of workplace health and safety conditions, as results from the interviews.

8. The case studies show that de jure the committee exists in both companies, but  de facto neither the spirit, nor the letter of the law are respected:

· there are employees who are aware of the existence of the workplace health and safety committee
;

· the employees’ representatives in the committee are not elected by the employees, according to the manner set-out in the collective bargaining agreement or in the internal regulations. An important part in the selection of ‚representatives’ in the committee is played by the committee secretaries, who are the heads of the safety departments;

· if the employees have complaints or proposals related to workplace health and safety first of all address union representatives. At the company level the relationship between the union and the employees’ representatives in the committee is unclear;

· at the company level it is not clear what is the status of employees’ representatives with specific health and safety responsibilities, from which the employees’ representatives in the committee are appointed; 

· on the other hand, the requirement imposed by the law that the employees’ representatives in the committee to have a minimum training level (40-hour courses) in workplace health and safety committee and, on the other hand, the compulsory character of the existence of the committee for companies which employ more than 50 people lead to the fact that in certain committees there are members who fail to meet the legal requirements. Thus, some members either do not have the minimum training level required by the law or, in the absence of eligible people, they have exceeded the 2-year mandate; 

· there are committees (just like in company A, but not in company B) which do not meet on quarterly basis to carry out their duties; 

· the absence of sufficient employees renders impossible the committee activity during working hours in specific situations (as stipulated by the law). For example, if an employee works in a continuous fire department in which there is not contingency shift, he cannot attend the committee meetings, and thus cannot be part of the committee; 

· the communication with the employees has draw-backs. There is no organised, formal manner to take-over proposals and inform employees about the decisions the committee makes. There is communication between the committee members and employees, but not between the committee, as an institution, and employees. Moreover, it is difficult to discern between the status of employees’ representative in the committee and the status of employee in a management position (as are all the committee members in the two analysed institutions). Thus, the issue appears whether the complaint or request is addressed to the superior or to the representative in the committee;

· the employer (as is the case of company A) does not like the existence of the committee, which he does not consider an institutionalized form (with balanced participation) to solve a problem just like zero-sum games, but consider it an institution comparable to the union which ‚does nothing but demand’;

· in both companies, the subjects insisted on the importance of economic factors as regards the efficient operation of the committee to improve workplace health and safety. Nevertheless, in the committee of company B there have been meetings in which the issue of working at height was discussed.    

Recommendations 

19. Informing employees on the existence of the workplace health and safety committee. The employees need to know the committee’s duties, the rights and duties of committee members and how they can become committee members.  They can be informed during safety classes, but also by means of notice boards. The union can play an important part in this process.

20. The manner to select employees’ representatives with specific workplace health and safety responsibilities and their number should be set-out in the collective bargaining agreement or in the internal regulations (as the law requires). Moreover, these documents should set-out the way to appoint committee members  from the employees’ representatives with specific workplace health and safety responsibilities. 

21. Solutions must be decided upon so that employees working in shifts and have no replacements have the possibility to be committee members and carry out their activity during working hours.

22. The documents setting-out the way in which committee members are appointed should consider the fact that all departments in the company need to have a representative in the committee in time. Should the company have several halls / departments than the number of employees’ representatives in the committee, the rotation principle should apply.    

23. The status if employees’ representative in the committee should not be conditioned nor limited by that of union member, possibly manager.    

24. Competition between employees should be encouraged in order for them to be appointed committee members.

25. Other people than company or department managers should be encouraged to become members. Employees perceive these high position people as superiors and not as their representatives in the committee.

26. Training courses need to be hold for the employees to have the minimum training level (40-hour courses) on workplace health and safety. According to Ragnvald Kalleberg (2003, 11), in Norway, in the first four years since the safety law was passed in 1977, 10% of the employees attended 40-hour courses on workplace health and safety. As in Romania the law does not force the employer to bear the costs of such courses, the employer should encourage or support the in-house/outsourced safety department, or the union to draft applications to access European funds.

27. It is important to invest the committee with „authority” publicly in a meeting attended by the management and union leaders. This is a moment when the different roles of the committee and the union are clarified. The purpose of this meeting is to show that the management gives importance to the employees’ safety, on the one hand and to the committee’s activity on the other hand.

28. The employees in institutions entitled to write applications have to attend courses to learn to draft such documents. These courses may be organized by employers, unions or labour inspectorates.

29. Seminars (meetings) must be held with the employers and employees’ representatives in which should people should be informed not only about the letter and spirit of the law on workplace health and safety, but also about the mutual advantages of social partnership. The committee does not operation like zero-sum games, it is like a win-win game. The initiative of such meetings can belong to labour inspectorates, union and employers’ association collectively or individually.

30. It is necessary to hold communication courses with the committee members, but also with the people attending the minimum training courses on workplace health and safety (or potential committee members). Communication in the committee, especially between the committee and management / employees is a basic dimension of the committee’s activity.

31. In order to increase the transparency of the committee and improve the relationship between the committee and management / employees it is recommended to invite to the committee meeting people from outside the committee who are directly linked to the debated matters. These people may be union members acting as managers at the level of some departments or at company level.

32. Together with the in-house / outsourced safety department, the committee needs to be active to build-up a culture of prevention in the company. Communication with the employees is of utmost importance in this respect.

33. Communication with the employees may improve by the committee’s openness to their proposals and by giving feedback to the solutions proposed to the management. The employees and committee may communicate directly by attending the committee meetings or by the committee members’ participation in the collective meeting held by the in-house / outsourced safety department or by unions. Face-to-face communication is a way to communicate directly. Also, the notice boards or the company website can be used. Employees’ opinion and proposals can be found out by means of anonymous questionnaires. After such questionnaires are filled in, they will put in a special collection box (just like vote bulletins). The outcomes of the research will be made known to the employees. In that box may be put employees’ suggestions regarding workplace health and safety.  I would like to mention that a communication culture should be built-up so that such solutions be applied in time in a constant manner. 

34. Committee members should be visibly  active in order to consolidate their role and prove useful. They can get involved in collateral matters which draw attention. For example, in organising courses first-aid courses or drafting some crisis management plans. Simulating crisis situations is like a theatre play, which beyond the overt purpose to train employees for such unwanted situations, has the hidden purpose to consolidate the role of the committee. It is important for employees to know that these actions are organised by the committee.

35. Committee should meet, depending on the company’s workplace health and safety issues, more often than quarterly. More time should be allocated to the committee’s activity, the law allowing this. In the companies in the two case studies, de jure, the committee members allocated 15 hours per month for activities in this institution. 

36. Committee should enjoy the training necessary to their activity at the company expense and during working hours. If there are not financial sources, as mentioned above, the company needs to support the drafting of applications for such courses.

ON THE PROJECT
“Strengthening the organisation and operational capacity of workplace health and safety committees in Romania
by rendering the activity of their members more efficient”

the first project carried out in partnership by union confederation from Romania and Norway
The project entitled “Strengthening the organisation and operational capacity of workplace health and safety committees in Romania by rendering the activity of their members more efficient” takes place between 2009 and 2011. The project promoter is the Confederation of Norwegian Unions – Landsorganisasjonen i Norge, and the Romanian partners are Confederaţia Sindicatelor Democratice din România, CNS Cartel Alfa and C.N.S.L.R.-Frăţia. This project benefit from funds from The Norwegian Cooperation Program for Romania, financed by Norway, and was started as part of the Agreement for the Extension of the European Economic Area, in order to support economic growth and sustainable development and consolidate bilateral relations between Romania and Norway, the fund management is provided by Innovation Norway, a Norwegian company offering products and services to stimulate business and industry innovation at national level, stimulate regional development and promote the Norwegian industry and Norway worldwide. 
Unions in Romania wish to get involved in ensuring a better work environment for afilliated employees. Workplace health and safety issues are a major concern of unions, according to the European trends in this area. Among the challenges that this project aims to solve are: how to stimulate major investment of companies into better work conditions, including workplace health and safety-related aspects; how to make a list of costs associated to work accidents; how to give efficient economic incentive to improve health and safety in the workplace, how to stimulate companies, but also how unions can approach workplace health and safety proactively.
The project addresses especially the members of workplace health and safety committees, which operate at company level in Romania. Unions are very interested to develop their competences in SSM negotiation and management and draw the employers’ attention to the fact that work accident and illnesses prevention is one of the key aspects for a good workplace environment. We are positive that only solid partnership between social partners – unions and employers – could lead to ensuring a work environment that is safe for the employees. 

His Excellency Øystein Hovkinn, The Ambassador of the Norwegian Kingdom in Bucharest, attending the Opening Conference, underlined the importance of this project: “This is a pilot project of the largest union confederation in Norway, (LO), which enters a partnership with peer Romanian organisations in order to improve workplace health and safety in the workplace. The project is the first of this kind that LO carries out in new EU member states and will facilitate the access of Romanian unions to ways to promote the importance of ensuring workplace health and safety by organising courses and seminars in Norway and Romania”.

By means of this project we wish to carry out a series of activities to contribute to the development of bipartite social dialogue and improve the skills and competences of union representatives on health and safety in the workplace: 
1. Training course for members of Workplace health and safety Committees; 
2. Training course for union representatives, members of Workplace health and safety Committees; 
3. Training course for recently-appointed members of Workplace health and safety Committees; 
4. Setting-up a Resource and Information Centre which will include a multimedia library accessible to all union members in partner organisations; 
5. Carrying-out a research on the status of Workplace health and safety Committees in the multinational companies selected to participate in the project; 
6. A website dedicated to the project which will include an on-line application based on which trainees will be trained on-line; 
7. A quarterly newsletter.
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� I do not refer to what Ervin Goffman (1061/2004) called total institutions, that is institutions regulating all the aspects of the members’ lives, such as prisons, orphelinages, asylums or monasteries. 


� The „anomy” comes from Greek and neams ‚without a norm’.   


� This results from an interview carried out with a subject working in the safety department of an oil company since 1982.


� Small and medium-sized enterprises


� The correspondence between the number of employees and employees’ representatives in the committee was different according to General safety norms of 1996. 


� For example, in companies with maximum 99 employees, 2 hours per month would be allocated for the committee activity, and in companies with more than 1500 employees, 20 hours per month. 


� In 7 out of 12 duties, the work health and safety committee „analyses”.


� Special constructiion works are, according to the classification of activities in the national economy (CAEN), demolition and land preparation works, electric and technical-sanitary installation works and other building installation works, finishing works and other special construction works (including roofing, installing frameworks and terraces).  


� A severe work accident stands for an accident subsequent to which the victim needed at least three days of hospitalization or lost his / her life.


� OHSAS 18001:2007 (the first version appeared in 1999)


� Most employees interviewed did not know about the work health and safety committee, In order to find out how many know of this committee, a questionnaire-based sociological enquiry (quantity research) should be carried out.  


� See the criticism of Marian Preda (2002, 193) against western institutions which sometimes offer different action models, which strengthens the uncertainty in Central and East European states. Valeriu Frunzaru (2007, 152-156) also criticizes the IMF highlighting the role of this instituton in the evolution of the Romnian pension system.  


� In the absence of a quantity study, we can only express our opinion that most of them do not know that they can members of this institution or represented in it. 


� In the absence of a quantity study, we can only express our opinion that most of them do not know that they can members of this institution or represented in it. 
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