


 European perspective in OHP

 What is the imagine of Romanian issues as 
reflected in European reports?

 What is the real situations in OHP 
perspective in our country? 

 What is the role of HR Department in 
solving OHP problems?

 What can we do?



Pan-European opinion poll on 
occupational safety and health–
June 2009 - employee

EU-OSHA’s European survey of 
enterprises on new and emerging 
risks – October 2009 - managers 
and employee’ representatives



1. OHP in Europe vs. 
Romania – employee’ 

perspective



EU-wide omnibus survey
 Interviews were conducted in the 27 

European Member States.
population aged 18+ with usual place of 

residence in the territory of the EU 
Representative random sample in each of 

the EU Member States 
27.106 Interviews  
March 24 –May 12 2009

Pan-European opinion poll on occupational safety and health–June 2009



 6 out of 10 Europeans expect the global economic 
downturn to deteriorate working conditions, especially 
regarding health and safety.

 75% of respondents across Member States believe that 
ill health is caused at least to some extent by the job 
that people have

 European Union citizens believe that job security and 
salary level are more important than safe and healthy 
working conditions, which ranked third in the poll before 
working hours.

Pan-European opinion poll on occupational safety and health–June 2009



Male participants regarded salary (61%) 
and job security (55%) as the most 
important factor when taking a new job, 
in comparison to lower percentages 
among female respondents (53% and 
51%, respectively). 

On the contrary, women seem to give 
more importance to working hours 
(26%) than men (19%).



 For 40% of Romanian employees surveyed, 
the professional work is to some extent the 
cause of their poor health status.

Evolution of health and safety risks in the last 
5 years:

 40% of employees consider the situation and 
working conditions have worsened, and 

 36% of respondents have the opinion that the 
current economic crisis will negatively influence 
the health and safety situation at work.

Pan-European opinion poll on occupational safety and health–June 2009



 For Romanian employees , the most 
important and decisive factors that could 
influence the decision to change the job, 
are:

1. the salary (70% of responses) and
2. job security (37% of responses).
3. the working hours schedule (23%).

Pan-European opinion poll on occupational safety and health–June 2009



2. OHP in Romania vs. 
Europe – managers’ 

perspective



The survey involved approx. 36,000 telephone 
interviews: 28,649 managers and 7,226 
health and safety representatives  (518 in 
Romania) and 

Covers 31 countries (27 European Member 
States + Norway, Switzerland, Croatia and 
Turkey),

The survey investigated:
 what enterprises do in practice to manage 

health and safety; 
what are their main reasons for taking action;

EU-OSHA’s European Risk Observatory 
(ESENER) –oct.2009
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 Psychosocial hazards are defined as 
those aspects of the design and 

management of work, and its social and 
organisational contexts that have the 
potential for causing psychological or 
physical harm (Cox & Griffiths, 2005).



Job content 
Lack of variety or short work cycles, fragmented or meaningless work, 

under

Workload & work 
pace Work overload or under

Work schedule 
Shift work, night shifts, inflexible work schedules, unpredictable hours, 

long or unsociable hours.

Control  
Low participation in decision making, lack of control over workload, 

pacing, shift work, etc.

Environment & 
equipment 

Inadequate equipment, suitability or maintenance; poor environment 
such as lack of space, poor lighting, excessive noise.

Organisational 
culture & 
function 

Poor communication, low levels of support for problem solving and 
personal development, lack of definition of, or agreement on, 
organisational objectives.

Interpersonal 
relationships at 
work 

Social or physical isolation, poor relationships with superiors, 
interpersonal conflict, lack of social support.

Role in organisation Role ambiguity, role conflict, and responsibility for people.

Career development Career stagnation and uncertainty, under

Home-work 
interface

Conflicting demands of work and home, low support at home, dual 
career problems.



The psychosocial risk management process needs 
to incorporate:

1. a risk assessment; 
2. an evaluation of existing practices and 

support; 
3. and the development, implementation and 

evaluation of an action plan.
 The management of psychosocial risks should 

pay special attention to the workers’ active 
involvement in the process

 The successful management of psychosocial 
risks requires that it be integrated in the daily 
work processes and not treated as a separate 
project (Leka & Cox, 2008).
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1. Time pressure (52%);
2. Having to deal with difficult customers,

patients, pupils, etc. (50%)
3. Job insecurity (27%);
4. Poor communication between management and 

employees (27%);
5. Poor co-operation between colleagues (25%);
6. Long or irregular working hours (22%);
7. Problems in supervisor-employee relationships

(19%);
8. Lack of employee control in organising their work 

(19%);
9. An unclear human resources policy (14%);
10. Discrimination (for example due to gender, age

or ethnicity) (7%)



0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100% EU
Romania
Maximum EU

EU 7% 14% 19% 19% 22% 25% 27% 27% 50% 52%

Romania 15% 24% 28% 29% 24% 30% 29% 33% 44% 44%

Maximum EU 29% 39% 60% 62% 42% 62% 65% 44% 79% 80%

Discrimination; 
for example 

due to gender, 
age or 

An unclear 
human 

resources 
policy 

Problems in 
supervisor-
employee 

relationships 

Lack of  
employee 
control in 

organising 

Long or 
irregular 

w orking hours 

Poor co-
operation 
betw een 

colleagues 

Poor 
communication 

betw een 
management 

Job insecurity 

Having to deal 
w ith dif f icult 
customers, 

patients, 

Time pressure 



0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Provision of training

Changes to the way work is organised

A redesign of the work area

Confidential counselling for employees

Changes to working time arrangements

Set-up of a conflict resolution procedure

EU-27
Romania

EU-27 58%40%37%34%29%23%

Romania 84%56%74%37%46%38%

Provision of 

training

Changes to the 

way work is 

organised

A redesign of the 

work area

Confidential 

counselling for 

employees

Changes to 

working t ime 

arrangements

Set-up of a conflict 

resolution 

procedure



By country, measures to manage 
psychosocial risks at work are taken 
most widely in Finland, Romania and 
Turkey

All types of measure are more widely 
adopted as the size of company 
increases.
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A high proportion of employee 
representatives (69% in EU, but 92% in 
Romania) consider that the measures 
taken by the managers to mitigate the 
psychosocial risks are sufficient.



Only 53% of the respondents from EU
reported that they inform employees
about psychosocial risks and their effect
on health and safety, but substantially
more (69%) inform them about whom
to contact in case of work-related
psychosocial problems.

Respondents from larger establishments 
and from Romania, Poland and Spain 
report higher frequencies (90%).



 Provision of training (related to psychosocial 
risks)

 Employees consulted regarding measures to 
deal with psychosocial risks

 Employees informed about psychosocial risks 
and their effects on health and safety

 Action taken if individuals work excessively 
long or irregular hours

 Confidential counselling for employee
 Procedure to deal with bullying
or harassment
 Procedure to deal with work-related stress
 Procedure to deal with work-related violence



3. HR strategic directions 
and OHP in Romania 







What the Organisation Can Do 
about its Employees’ Well-Being 
and Health?

Divide in three groups and each of 
this respond from perspective of:

Managers
Employee
HR department



Occupational health is not one of the 
strategic activity for HR

Despite the fact that employees are 
informed about psychosocial risks, the 
approach is rather formal in 
organization. 

HR does not know what is the disease 
incidence at employees level (usually  
HR receives simple reports from 
occupational doctor –i.e. how many 
employees have made   medical control)



There are no internal studies to identify 
the specific psycho-social risk factors, 
although managers are concerned about 
these issues.

OHS organizational policies are limited 
to the legal and formal requirements 

HR has a minor role in building OHS 
interventions and managers have little 
expertise in designing such measures at 
organizational level. 


