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Abstract:

The human resources specialists state that there is a certain change rega rding the
communication within the organizations, in this respect, they have noticed that the
communication is no longer possible by means of collective channels but it becomes a direct
communication with the employees regarded as individuals. The Communic ation is also
redirected from a small perspective of the employees towards the satisfaction gained through
work to a larger preoccupation towards the company in which they work, this fact facilitating the
individuals implication in the process of decision making. In Europe, the legislative regulations
regarding the information offered to the employees of a certain organization include the request
of existing policies within the Managing Board in this respect.
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Introducere

Scopul comunicarii Tn procesul de luare a
deciziilor' este nu numai gésirea solutiei optime,
ci si pregatirea si asigurarea implementarii
acesteia. Tn plus, trebuie si se aibd in vedere
pastrarea relatiilor de colaborare manager -
subordonat. O variabild importantd Tn Tndeplinirea
acestor scopuri este climatul comunicarii si
cultura organizationald cu sistemul de standarde
si obiceiuri privind procesul de management.

n analizarea problemei si Tn stimularea
generarii de solutii, abilitatea de a comunica de
asa manierd Tncét sa se beneficieze de contributia
membrilor grupului este importantd. O situatie
frecventd in procesul de decizie managerial este
aceea ca se adoptd prima solutie acceptabild
identificatd, fara a se cduta, intre multe alte
alternative, solutia optima.

Tn evaluarea si selectarea solutiei optime,
discutiile deschise, nedefensive, intre membrii
grupului de decizie, capacitatea de exprimare
precisa si clard a punctelor de vedere si negociere
sunt foarte importante. Astfel se poate asigura
minimizarea efectelor negative predictibile ale
solutiei care asigura rezolvarea problemei si
Tncadrarea solutiei Tn anumite constrangeri.

! Mihuleac, E., Managerul si principalele activitati,
Editura Fundatiei "Romania Mare", Bucuresti, 2002, p.
298

Introduction

The purpose of communication, in the
decision? making process, is not only finding the
proper solution, but also preparing and providing
its implementation. Besides, we must take into
consideration maintaining the collaboration
relations between manager and employee. An
important variable in fulfilling these purposes is
the climate of communication and organizational
culture with the system of standards and habits
concerning the management process.

In analyzing the problem and stimulating
solutions generation, the ability to communicate
in such a manner to benefit of the contribution of
group members is important. A frequent situation
in the managerial decision making process is
when they adopt the first acceptable identified
solution, without searching, in many other
alternatives, the proper solution.

In assessing and choosing the proper
solution, open talks, non-defensive, among the
decision group members, the ability to express
clearly and precisely the points of view and
negotiation are very important. Thus they can
provide the minimization of predictable neg ative
effects of the solution that ensures solving the
organizationale.

2 Mihuleac, E., The manager and his main activities,
"Romania Mare" Foundation Publishing House,
Bucharest, 2002
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1. Comunicarea de sus Tn jos (de la
manageri la angajati)

Specialistii  in  managementul resurselor
umane® sustin c& s-a produs o schimbare n
privinta comunicarii in cadrul firmelor, si anume
cd nu se mai face o comunicare prin canale
colective, ci o comunicare directd cu angajatii
priviti ca indivizi. De asemenea comunicarea este
Tndreptatd tot mai mult de la o preocupare Tngusta
a angajatilor privind satisfactia Tn munca spre o
preocupare mai largd fatd de firma in care
lucreaza, aceasta facilitind implicarea mai
accentuatd a indivizilor in luarea deciziilor.

In Europa prevederile legislative privind
oferirea unor informatii angajatilor fiecarei firme
cuprind cerinta ca sa existe politici la nivelul
Consiliilor de Administratie pe aceastd tema.
Comunitatea Economica Europeana a propus ca
firmele sa instituie "participarea angajatilor".

Sindicatele si relatiile cu angajatii se
prezinta diferit de la o tara la alta datorita unor
factori, fintre care structura si functionarea
firmelor, piata fortei de muncd, cultura fiecarei
firme. Comunitatea Economicd Europeana
incearca sa stabileasca anumite cerinte privind
participarea angajatilor in cadrul firmelor in care
lucreaza. Tn Marea Britanie singura cerintd pentru
patroni este de a da explicatii (in raportul anual
pe care il prezintd Tn fata actionarilor) privind
masurile luate pentru Tmbunatatirea comunicarii
cu angajatii. Alte tari au prevederi legislative
privind constituirea unor organe separate pentru
comunicare, cum ar fi consiliile de munca care
pot fi intalnite Tn cadrul firmelor din Belgia,
Olanda, Germania, Grecia, Portugalia, Spania.

Tn alte tari se prevede ca muncitorii si fie
reprezentati Tn Consiliile de Administratie, dar
exista diferente intre tari privind marimea
firmelor si domeniile de activitate pentru care se
cere 0 asemenea reprezentare, respectiv proportia
de reprezentare, modalitatea de ocupare a
locurilor si puterea pe care acele persoane 0 au.
Reprezentarea muncitorilor se practica la firmele
din Danemarca, Germania, Franta,

 Candea R., Candea D., Comunicare manageriala-
concepte, deprinderi, strategii, Editura Expert,
Bucuresti, 1996, p. 354
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1. Up-down communication (from

managers to employees)

The human resources4 specialists state that
there is a certain change regarding the
communication within the organisations; in this
respect, they have noticed that the
communication is no longer possible by means of
collective channels but it becomes a direct
communication with the employees regarded as
individuals. The Communication is also
redirected from a small perspective of the
employees towards the satisfaction gained
through work to a larger preoccupation towards
the company in which they work, this fact
facilitating the individuals implication in the
process of decision making.

In Europe, the legislative regulations
regarding the information offered to the
employees of a certain organisation include the
request of existing policies within the Managing
Board in this respect. The European Economic
Community suggested that the organisation
should introduce the “employees’ participation ”.

The syndicates as well as the relations with
the employees are different from one country to
another due to some factors out of which the
organizations’ structure and functioning, the
labour market and each organizations’ culture.
The European Economic Community tries to
establish some requests concerning the
employees’ participation within their companies.
In Great Britain the only request for the owners is
to present (in the annual report handed in to the
shareholders) the measures taken in order to
improve the communication with the employees.
In other countries there are certain regulations
concerning the existence of separate organisms
for communication such as the working councils
that might be found in Belgium, Netherlands,
Germany, Greece, Portugal, and Spain.

In other countries it is compulsory for the
workers to be represented in the Managing
Boards but there are differences between the size
of the organisations and the fields of activity that
need such a representation or the proportion of
representation, the methods of occupation and the
prerogatives of each person. The workers’
representation is  widely present  within
companies from Denmark, Germany, France,

4 Candea, R., Candea, D., Managerial communication -
concepts, skills, strategies, Expert Publishing house,
Bucharest, 1996, p. 354



Finlanda si Suedia. Tn Franta si ltalia existd
prevederi legislative privind informatiile care
trebuie oferite angajatilor sau grupurilor care Ti
reprezinta.

Dupd gradul de extindere a prevederilor
legislative privind participarea  angajatilor,
informarea si consultarea lor, tarile europene pot
fi grupate astfel:

e tari cu o legislatie puternica, cum ar fi
Germania, Olanda, Finlanda, Suedia;

e tari cu o legislatie medie, cum ar fi
Franta, Italia, Norvegia, Portugalia,
Spania;

e tari cu o legislatie redusa, cum ar fi
Marea Britanie si Irlanda.

Comisia Europeana a elaborat un document
legislativ "A cincea Directiva" aplicabil la firme
publice cu cel putin 1.000 persoane. Acest
document cere ca fiecare firmd n care
majoritatea angajatilor nu se opun participarii, sa
adopte una din cele urmatoarele forme de
participare a angajatilor:

e participarea angajatilor in proportie
de 1/3 pénda la 1/2 din totalul
membrilor Consiliului de
Administratie, forma care se aplica
in anumite domenii Tn Germania;
reprezentarea angajatilor ca membri
neexecutivi  in  Consiliul  de
Administratie (in proportie de 1/3
pana la 1/2 din totalul membrilor);

e participarea angajatilor prin
stabilirea unui organism separat
(consiliu de munca) cu drepturi de
consultare si informare;

e orice alt sistem de participare a
angajatilor aprobat prin negocieri
colective.

Studiul efectuat in Europa prin proiectul de
cercetare Price Waterhouse Cranfield Project® a
pus Tn evidenta faptul cd patronii firmelor
analizate au afirmat cresterea comunicarii cu
angajatii. S-a constatat ca a crescut in special
comunicarea directa, atat orala (mai ales la
firmele din Danemarca, Finlanda, Franta, Marea
Britanie, Irlanda, Suedia), cat si scrisd (in Franta,
Suedia, Marea Britanie). Tn majoritatea térilor a
crescut ponderea firmelor care practica ambele
forme de comunicare directd. S-a constatat ca si
marimea firmelor duce la cresterea comunicarii,
n special a celei scrise.

5 Holden, L., Hegewisch, Price Waterhouse Cranfield
Project in MRU in Europa, 1990, p. 255

Finland and Sweden. In France and in Italy there
are regulations related to the information that
must be offered to the employees or to the groups
that represent them.

According to the degree of expanding the
regulations  concerning  the  employees’
participation, information and consultation, the
European countries might be classified as
follows:

e countries with strong regulations such
as Germany, Netherlands, Finland,
and Sweden;

e countries with medium regulations
such as France, Italy, Norway,
Portugal, Spain;

e countries with weak regulations such
as Great Britain and Ireland.

The European Commission issued a
juridical document “The Fifth Directive”
applicable to public companies with at least 1000
persons. This document imposes that each
organisation in which most of the employees
does not reject the idea of representation to adopt
one of the following methods of employees’
participation:

e The employees participation from
1/3 up to 1/2 of the members of the
Managing Board, scheme that
applies in certain fields in Germany;
the employees representation as non
executive members in the Managing
Board (from 1/3 up to 1/2 of the
members);

e The employees’ participation by
establisning a separate  body
(working council) with rights of
consultation and information;

e Any other system of participation of
the employees approved by
collective negotiations.

The study developed in Europe through
the research project Price Waterhouse
Cranfield Project® emphasised that the owners
of the companies that were analysed, confirmed
the increase of the degree of communication
with the employees. It is reported that the
direct communication, both oral (especially
within  companies from Denmark, Finland,
France, Great Britain, Ireland, and Sweden) and
written (in France, Sweden, and Great Britain)
was very much improved. In most of the

® Holden, L., Hegewisch, Price Waterhouse Cranfield
Project in HRM in Europe, 1990, p. 255
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countries, the number of organizations that
practice both ways of direct communication

Cresterea gradului de comunicare se
datoreaza urmaétorilor factori:

etendintei de creare a unor locuri de

munca cu persoane mai putine (adicd
cresterea numarului de locuri de
muncd), aspect constatat chiar si la
firmele mari;

etendintei  de  descentralizare a
autonomiei manageriale;

e folosirea pe scara larga a computerelor
personale da posibilitatea managerilor
sa trimita personal angajatilor orice
informatie;

e prevederile legislative existente Tn multe
tari privind cerinta ca firmele sa
raporteze anual despre felul Tn care se
face comunicarea cu angajatii.

Acelasi studiu a relevat faptul cd a crescut
mai putin comunicarea prin canale colective
(sindicate, consilii de muncd). Totusi Tn jumatate
din tarile intervievate la mai mult de 1/3 din
firme a crescut folosirea canalelor de comunicare
colectiva, dar a rezultat efortul firmelor de a
suplimenta aceste canale cu comunicarea directa.
Majoritatea legislatiei si a literaturii de
specialitate in domeniul MRU privind rolul
comunicarii pun accent pe informatii privind
strategia firmei si rezultatele financiare care
trebuie cunoscute de angajati sau de
reprezentantii acestora pentru ca acestia sa se
poata implica mai mult in activitatea firmelor
respective.

Gradul in care angajatii sunt informati
asupra problemelor strategice ale firmelor
depinde de pozitia pe care acestia 0 ocupd in
cadrul acestora. Se observd cd in toate tarile
managerii sunt cei mai informati privind strategia
firmelor in care lucreaza, iar muncitorii sunt cei
mai putini informati. Totusi se observda ca n
tarile nordice (Finlanda, Danemarca, Norvegia,
Suedia) aproximativ 20-50% din firme sunt
preocupate de a furniza informatii muncitorilor
privind strategia firmelor respective.

Gradul in care angajatii sunt informati
asupra rezultatelor financiare ale firmelor in care
lucreaza diferd intre tdri.

Se observa ca in general firmele sunt mai
interesate sa ofere angajatilor informatii privind
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increased. It was revealed that even the size
of the companies leads to the communication
increase, especially the written one.

The increase of the degree of
communication is due to a series of reasons:

eThe tendency to create new job
opportunities  with  less  persons
(meaning the increase of the job
opportunities), aspect met even in the
big companies;

eThe tendency of decentralise the
management autonomy;

o The use at large scale of PC offering the
possibility to the managers to send in
his/her own behalf information to the
employees;

e The existence of certain regulations in
many countries regarding the necessity
of the companies to report annually
about the means of communication with
the employees.

The same study revealed the less important
increase of the communication through collective
channels (syndicates, working councils). Thus, in
half of the interviewed countries, more than 1/3
companies detected the increase of the use of
collective communication channels but also
resulted the effort of the companies of
supplementing these channels with the direct
communication. Most of the regulations and of
the specific literature in the field of the Human
Resources Management concerning the role of
the communication focuses on the information
related to the company strategy and financial
results that must be known by their
representatives in order that they have the
possibility to involve more in the activity of those
companies.

The percentage in which the employees are
informed about the strategic problems of the
companies is related to the position held in the
company. The conclusion is that in all countries
the managers are the most informed regarding the
strategy of the companies in which they are
working and the employees are the less informed.
On the other hand, in the Northern countries
(Finland, Denmark, Norway, and Sweden)
around 20-50% companies are concerned with
offering information to the employees regarding
the company strategy.

The degree of awareness regarding the
financial results of the companies in which they
work is different form one country to the other.



rezultatele financiare decét privind strategia lor.
In tarile nordice peste 1/2 din firme ofer
muncitorilor informatii financiare. Tn Franta si
Marea Britanie firmele sunt dispuse sa ofere mai
multe informatii financiare decét privind strategia
acestora.

Studiul efectuat prin proiectul de cercetare
Price Waterhouse Cranfield Project nu a pus n
evidenta existenta unei legdturi Tntre gradul de
informare al angajatilor si prevederile legislative
n acest sens.

Astfel de exemplu nu sunt diferente mari
intre gradul de informare al angajatilor firmelor
din Germania (tard in care legislatia prevede
drepturi de participare si consultare a angajatilor
sau reprezentantilor acestora) si Marea Britanie
unde sunt mai putine reglementari legale in
aceasta privintd. Totusi acest studiu a relevat
faptul ca managementul resurselor umane este tot
mai mult aplicat in firmele europene si acesta
pune accent pe extinderea comunicarii cu
angajatii.

Studiul nu a putut evidentia dacd angajatii
sunt efectiv interesati Tn primirea unor informatii
privind strategia si rezultatele financiare ale
firmelor in care lucreaza. Cu toate acestea s-a
constatai dorinta angajatilor de a primi de la
managerii directi informatii privind munca lor si
mediul Tn care lucreazd. Angajatii in general
doresc sa participe in domenii in care au
experientd directd, iar Tn restul domeniilor nu
sunt dispusi sau se simt incapabili sa participe. S -
a constatat ca participarea angajatilor poate avea
succes sau dimpotriva esua n functie de
competenta lor.

Se pune problema daca firmele si managerii
de la nivelul inferior doresc si au abilitatea
necesara pentru a prezenta informatii strategice si
financiare fintr-o maniera relevanta pentru
angajati. Abilitdtile de comunicare sunt o
preocupare Tn majoritatea firmelor si s-a constatat
ca cel putin 1/3 din manageri au fost pregatiti in
acest sens. Acelasi studiu a evidentiat ca fluxul de
informatii s-a desfasurat pe cai traditionale si prea
putin s-au manifestat tendinte de a folosi noi
practici ale MRU.

Comunicarea de jos in sus (de la angajati
la manageri)

Pentru comunicarea de la angajati la
manageri firmele din tarile europene folosesc
mai multe metode. Cea mai frecventd metoda de
comunicare

Generally, the companies are more interested
to offer information to the employees regarding
the financial results rather than their own
strategy. In Northern countries more than 1/2 of
the companies offer financial information to the
employees. In France and in Great Britain, the
companies are willing to offer more financial
information rather than those related to the
company strategy.

The study developed through the research
project Price Waterhouse Cranfield Project did
not emphasise the existence of a connection
between the degree of information of the
employees and the regulations in this respect.

Therefore there are no big differences
between the degree of information of the
employees in companies from Germany (country
in which the law imposes rights of participation
and consultation of the employees or their
representatives) and Great Britain where there are
less regulations related to this aspect. Thus, this
study revealed the fact that the human resources
management is more and more applicable in the
European companies and this is mainly focused
on expanding the communication with the
employees.

The study could not specify if the
employees are quite interested in gathering
information related to the strategy or the financial
results of the companies in which they work.
However, it was reported that the employees are
eager to get information regarding the ir work and
the environment in which they work from their
managers. The employees would like mainly to
participate in fields in which they have direct
experience and in the rest of the fields, they are
not interested or they do not fill able to
participate. The employees participation can be
successful or not, according to their own
competencies.

The question is if the companies and their
managers at an upper level wish and have the
necessary competencies to offer strategic
information in a relevant manner for their
employees. The communication abilities are a
concern for most of the companies and at least
1/3 of the managers were educated in this respect.
This study emphasised that the flux of
information was developed by means of
traditional methods and less tendencies of using
new human resources management practices were
detected.
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folosita de catre firmele din toate tarile europene
este cea prin seful direct. Mai mult de 9 din 10
firme, indiferent de madrime, domeniu de
activitate sau forma de proprietate folosesc
comunicarea prin sefii directi ca principala
metoda de comunicare.

Comunicarea  prin  canale  colective
(sindicate, consilii de muncd) este folosita in
majoritatea tarilor europene, ca fiind pe locul al
doilea ca frecventd, exceptie facand Portugalia.
Indiferent de schimbdrile 1n participarea
angajatilor la sindicate sau de influenta acestora,
8 din 10 firme le apreciaza ca fiind importante
pentru comunicarea de jos Tn sus. S -a constatat ca
in Europa firmele din sectorul public folosesc
mai frecvent comunicarea prin canale colective
decat firmele din sectorul privat. Folosirea
acestei metode nu are legaturd cu marimea
firmelor (numai in Portugalia firmele mari
folosesc Th mai mare masura canalele colective
de comunicare).

Folosirea sedintelor regulate ca metoda de
comunicare prezintd mari diferente intre tari.
Astfel, Tn Danemarca, Germania, Finlanda,
Irlanda, Franta si  Marea Britanie exista
obligativitatea legala ca lunar sa se tind sedinte cu
angajatii. In Suedia, Turcia si Spania aceste
sedinte nu sunt prea frecvent organizate.
Folosirea cercurilor de calitate si a chestionarelor
ca metode de comunicare prezintd variatii mari
intre tdri. Cercurile de calitate au si o altd
intrebuintare decéat cea de comunicare, dar sub
acest ultim aspect nu ocupa un rol prea important
in firmele europene. Chestionarele de opinie sunt
cele mai sistematice cdi pentru stabilirea parerii
angajatilor, chiar daca se limiteaza la o agenda
stabilita de patronii firmelor respective. Ele sunt
mai frecvent folosite in Finlanda (la 50% din
firme), n Suedia (la 43% din firme) si mai putin
utilizate Tn Olanda (6% din firme), respectiv in
Turcia (4% din firme).

Responsabilitdti privind formularea
unei politici de comunicare

Datoritd cresterii volumului de comunicare
in cadrul firmelor s-a facut tot mai mult simtitd
necesitatea  fundamentarii  si  coordonarii
politicilor de comunicare folosite.

Tn majoritatea tarilor, cu exceptia Olandei,
Portugaliei si  Suediei cea mai mare
responsabilitate Tn formularea politicilor de
comunicare revine Departamentului de resurse
umane.
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Down up communication (from employees to
managers)

The European countries use several
methods of communication between employees
and managers. The most frequent method of
of communication used by the companies all over
Europe it is the one realised through the direct
superior. More than 9 organisations out of 10, of
any size, field of activity or type of ownership are
using the communication through direct superiors
as the main method of communication.

The communication through collective
channels (syndicates, working councils) is used
in most of the European countries, being on the
second position in terms of frequency, an
exception being Portugal. No matter the changes
in the employees participation to syndicate or
their influence, 8 organisations out of 10
estimates that they are quite important for the
down-up communication. In Europe, the
organisations in the public sector use more often
the communication through collective channels
as compared to the organisations in the private
sector. The usage of this method is not connected
with the size of the organisations (only in
Portugal the big organisations use at a larger
scale the collective channels of communication).

Using the regular meetings as method of
communication is very different from one
country to the other. Therefore, in Denmark,
Germany, Finland, Ireland, France and Great
Britain there is legally imposed to organise
meetings with the employees each month. In
Sweden, Turkey and Spain these meetings are
not organised so frequently. The usage of quality
circles and of questionnaires as methods of
communication also makes a big difference
between countries. The quality circles are also
meant for other purposes than for communication
and they do not have an important role for the
European countries when speaking about
communication. The opinion questionnaires are
the most systematic means of establishing the
employees’ opinion even if they are limited to an
agenda designed by the owners of the
organisations. They are mostly used in Finland
(50% of companies), in Sweden (43% of
companies) and less used in Netherlands (6% of
companies) and in Turkey (4% of companies).

Responsibilities concerning the
creation of a communication policy
Due to the increase of the communication
volume within the organisations, the founding



In  Olanda si  Portugalia  aceastd
responsabilitate revine Tn majoritatea firmelor
managerilor de la nivelurile inferioare. De
asemenea Tn cadrul firmelor din Germania,
Norvegia si Danemarca acesti manageri au un rol
important. Rezultatele studiului Tntreprins 1n
diferite tari reflectd opinia existentd la nivelul
firmelor privind rolul specialistilor in  resurse
umane din cadrul Departamentelor de resurse
umane.

and the coordination of the communication
policies became more and more necessary.

In most of the countries, except for
Netherlands, Portugal and Sweden, the biggest
responsibility in creating the communication
policies belongs to the Human Resources
Department.

In  Netherlands and Portugal, this
responsibility belongs mostly to the managers
from the inferior levels. Within the companies
from Germany, Norway and Denmark, these
managers have an important role. The results
of the study made in different countries show
the opinion shared by the companies
regarding the role of the specialist in human
resources within the HR departments.

The percentage (%) of organisations from countries according to the hierarchic level
entitled to create the communication policies. ’

Tablenr. 1
Human Public relations Marketing Inferior level Others
Resources Department Department managers
Department
G 43 11 2 37 6
D 40 10 1 35 11
Sp 68 2 2 14 10
Fr 60 9 1 9 16
F 46 9 2 29
Ir 69 1 2 19
N 45 6 2 33 10
@] 24 2 1 60 11
P 28 11 4 41 12
Su 36 37 3 20 5
T 48 2 1 30 9
MB 65 6 2 16 8

Legend: G - Germany; D - Denmark; Sp -Spain; Fr - France; F - Finland; Ir - Ireland; N -Norway; O - Netherlands;

P -Portugal; Su -Sweden; T - Turkey; GB — Great Britain.

"Brewsler, C, Hegewisch, A., Policy and Practice in European Human Resource Management, Routlege,

London, 1994
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Tn privinta politicilor de comunicare studiul
a pus Tn evidentd corelatia firmelor cu tara in
care actioneazd, precum si 0 legatura
nesemnificativd cu marimea firmelor, forma de
proprietate sau ramura de activitate.

Se pot desprinde cateva tendinte care
actioneaza in Europa indiferent de tara:

e cresterea comunicdrii cu angajatii,
axatd mai ales pe comunicarea
directd, fard Tnsd a exclude canalele
colective;

e cresterea volumului de informatii
privind strategia si rezultatele
financiare ale firmelor care sunt
oferite angajatilor, iar cu cat se
coboard n ierarhia manageriald cu
atat este mai putin probabil ca se
ofera asemenea informatii;

e nu exista o legdtura directd intre
comunicare si legislatia din fiecare
tard, un rol important revenind si
altor factori, cum ar fi stilul de
management, organizarea
sindicatelor, nivelul de instruire etc.

Sindicatele Tn tarile europene -participarea
angajatilor la sindicate

Modul de organizare al sindicatelor difera
semnificativ de la o tard la alta, intrucét ele Tsi
desfasoara activitatea ntr-un anumit mediu
cultural, social, politic si structural.

Tntre tarile europene exista diferente privind
participarea angajatilor la sindicate. In Franta
aproximativ 12% din angajati fac parte din
sindicate, iar in Danemarca 73,2%.

Acelasi studiu efectuat a pus in evidentd
modificarea influentei sindicatelor intr-o perioada
de trei ani asupra activitatii firmelor, Tn sensul
cresterii influentei sau a reducerii acesteia,
aspecte relevate de informatiile din Tabelul nr. 2.

Tn ultimii zece ani s-a constatat un declin
general Tn puterea politica si in prezenta pe care
au manifestat-o sindicatele Tn cadrul firmelor din
tarile europene. Puterea lor s-a diminuat
semnificativ Tn privinta actiunilor ntreprinse,
tendintd mai evidentd in Marea Britanie.
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As far as the communication policies are
concerned, the study revealed the relation of the
organisations with the country in which they
activate as well as the weak connection with the
size of the organisations, type of ownership or
field of activity.

Some tendencies present in Europe, no
matter which country, could be mentioned,

Increasing the communication with the
employees, focused mainly on the direct
communication without excluding the collective
channels;

Increasing the amount of information
related to the strategy and to the financial results
of the organisations offered to the employees,
and deeper the descending in the managers’
hierarchy, it is less probable to offer this kind of
information;

There is no direct connection between
the communication and the laws in each country,
an important role belonging to some other
elements such as the style of management, the
syndicates’ organisations, the level of education,
etc.

Syndicates in the European Countries
employees’ participation in syndicates

The way in which the syndicates are
organised is quite different from country to the
other because they act in a specific cultural,
social, political and structural environment.

There are several differences among the
European countries as far as the employ ees’
participation in syndicates is concerned. In
France, around 12% of employees join the
syndicates and in Denmark 73,2%.

The same study emphasized the
modification in the syndicates’ influence during
a three years period upon the organisations
activity, in terms of increase or decrease of their
influence, aspects revealed by the table no. 2.

In the last 10 years, it was detected a
general decline related to the political power and
to the presence manifested by the syndicates
within the organisations from the European
countries. Their power diminished considerably
in terms of developed actions, tendency mainly
present in Great Britain.



Average percentage (%) in countries related to the employees’ participants in syndicates ®

Table no. 2
Country Percentage related to the employees’ participants in
syndicates (%)
Denmark 73,2
Belgium 53
Ireland 52,4
Great Britain 415
Italy 39,6
Germany 33,8
Portugal 30
Netherlands 25
Greece 25
Spain 16
France 12

Percentage (%) in countries related to the evolution of the syndicates influence °

Country Percenta;—ea l();)nc:f grganisations in which the syndicates influence

Increased Diminished Did not modify
Germany 23 9 67
Denmark 13 36 51
Spain 33 14 54
France 8 41 51
Finland 18 24 57
Ireland 10 23 66
Norway 32 16 52
Netherlands 25 14 60
Portugal 12 41 47
Sweden 11 29 61
Turkey 26 10 64
Great Britain 4 54 42

8 Brewsler, C, Hegewisch, A., Policy and Practice in European Human Resource Management, Routlege,
London, 1994, p.591

° Brewsler, C, Hegewisch, A., Policy and Practice in European Human Resource Management, Routlege,
London, 1994, p. 606
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Slabirea sub aspect politic a sindicalelor n
Marea Britanie constd in urmatoarele:

o reducerea influentei sindicatelor
asupra politicii guvernamentale;

e un grad mai mic al recunoasterii
sindicatelor de catre patroni;

e rolul mai scazut pe care leaderii
sindicali il au 1n apdrarea
intereselor membrilor de sindicat.

Principalii factori care au dus la reducerea
participarii angajatilor in sindicate se refera la
recesiunea economicd, la cresterea somajului si
alte aspecte ale afacerilor. Se presupune ca
angajatii se vor asocia 1n sindicate daca efectele
participarii (concretizate Tn dobandirea unor
avantaje salariate, accesul la anumite informatii,
organizarea de greve etc) vor depasi costurile
(materializate n cotizatii, riscul pierderii locului
de munca datoritd ostilitatii patronilor fatd de
participarea la sindicate).

Simpla analizd a conditiilor economice nu
este suficientd pentru intelegerea adecvatd a
reducerii gradului de participare a angajatilor la
sindicale. Astfel de exemplu, in Franta a existat o
scurtd perioada de timp Tn care a crescut
participarea angajatilor la sindicate i aceasta a
fost mai mult dependentd de evenimente politice
decat de schimbarea conditiilor economice. De
asemenea Tn majoritatea tarilor europene
reducerea rolului sindicalelor poale fi explicat ca
0 necesitate de adaptare la mediul nefavorabil sub
aspect politic si demografic Tnregistrat in deceniul
9. Miscarea sindicala in deceniul 9 a slabit Tn
intensitate datorita divizarii interne intre sindicate
sau Tntre membrii aceluiasi sindicat. Tn tarile cu o
pluralitate a confederatiilor sindicale a crescut
numarul sindicatelor din afara confe deratiilor.

Motivele lipsei de unitate Tn cadrul miscarii
sindicale se referd la urmatoarele:

a) Impactul accentuat al relatiilor cu
partidele politice asupra strategiei sindicatelor,
fapt care se regaseste mai ales n tarile cu mai
multe federatii sindicale centrale care prezintd
deosebiri fundamentale sub aspect politic si
ideologic (de exemplu in Franta, Italia, Spania,
Portugalia);

b) Diversitatea accentuatd a intereselor
angajatilor, fapt prezent in tarile care au cate o
singurd organizatie sindicald centrald, cum ar fi
Marea Britanie si Germania, divizarea nefiind
bazata pe ideologie, ci pe ocupatie (de exemplu
muncitori  productivi, respectiv.  muncitori
neproductivi).
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The weakness under the political aspect of
the syndicates in Great Britain resides in the
following:

e reducing the syndicates influence
over the government policy;

e smaller degree of syndicates
acceptance by the owners;

o a smaller role that the syndicates
leaders have in defending the
interests of the syndicates members.

The main factors that led to a diminished
participation of the employees in syndicates
refer to the economic recession, to the
unemployment increase and to other aspects
related to business. It is supposed that the
employees will join syndicates if the effects of
the participation (materialised in subscriptions,
the risks of losing the jobs due to the owners’
hostility towards the participation in syndicates).

The simple analysis of the economic
conditions is not enough for the adequate
understanding of the decrease of participation of
the employees in syndicates. Thus, for example
in France, there was a short period of time when
the participation of the employees in syndicates
increased, this fact being connected more with
the political events than to the changes related to
the economic conditions. In most of the
European countries, the decrease of the
syndicates’ role could be motivated as a
necessity of adaptation to the unfavourable
political and demographic context registered in
the 9th decade. The syndicate movement in the
9th decade decreased due to the internal dividing
among syndicates or its members. In countries
with several syndicate confederations, the
number of syndicates independent of
confederations became bigger.

The reasons of the lack of unity refer to the
following:

a) The high impact with the political parties
concerning the syndicates’ strategy, situation
existing especially in countries with several
central syndicate federations that are different
form the political and ideological point of view
(for instance in France, Italy, Spain, Portugal);

b) Diversity concerning the employees
interests, fact present in countries with only one
central syndicate organisation such as Great
Britain and Germany, the division being not
based on ideology but on occupation (for
example workers in the productive sector, or in
the non productive one).



Structura sindicatelor variaza puternic ntre
tarile europene. Datorita lipsei de unitate a
sindicatelor existd tendinta patronilor de a profita
de reducerea puterii sindicate lor.

Structura  sindicatelor Tn  tdrile  din
Comunitatea Economicd Europeand se prezinta
astfel:

e in Belgia exista trei sindicate apreciate ca
reprezentative (sindicatul crestin, sindicatul
socialist si  sindicatul liberal). Aceste
organizatii reprezintd angajati care lucreaza
in aceleasi sectoare de activitate. Tn aceastd
tard nu sunt sindicate la nivelul firmelor. Cele
trei sindicate sunt reprezentate in foruri
nationale economice si sociale, ceea ce
prezintd importantd pentru viata economica si
politica a tarii.

e in Danemarca existd peste 70 sindicate care
coopereaza Tn cateva organizatii centrale. Cea
mai mare organizatie este Confederatia
Daneza a Sindicatelor care reprezinta 2/3 din
forta de munca din sectorul privat si public.
Ea are legaturi stranse cu Partidul Social
Democrat. Aproximativ 85% din forta de
munca daneza este cuprinsa in sindicate.

e in Franta existd cinci sindicate nationale
multiprofesionale: Confederation Generale du
Travail (care este cea mai larga, desi n
ultimii ani si-a redus numarul membrilor),
Confederation Francaise des Travailleurs,
Force Ouvriere (care rivalizeazd cu cea
anterioard Tn anumite zone si domenii),
Confederation ~ Generale  des  Cadres
(cuprinde persoane care ocupa pozitii de
management), confederation Francaise des
Travailleurs Chretiens (care este pe cale de a
castiga teren, desi este mai slaba comparativ
cu celelalte). Desi sindicalele si partidele
politice sunt independente, totusi legaturile
intre ele sunt puternice. Cu toate ca forta de
muncd nu este puternic organizatd, totusi
rolul sindicatelor nu a fost niciodatd
contestat, puterea si legitimitatea lor
decurgand din capacitatea de a reprezenta
clasele sociale din care s-au creat.

¢ in Germania sindicatele se prezinta sub forma
asociatiilor de ramurd, ceea ce Tnseamna ca
angajatii unei firme sunt adesea reprezentati
de un singur sindicat, indiferent de calificarea
lor. Tn anul 1989 existau 16 sindicate reunite
intr-o confederatie

The syndicates’ structure is different among
the European countries. Due to the lack of unity
of syndicates, there is a tendency of the owners to
take advantages of the decrease of the syndicates’
power.

The syndicates’ structure in the countries
form the Economic European Community is
presented as follows:

e ¢ In Belgium there are three syndicates
appreciated as  representative  (the
Christian  syndicate, the  socialist
syndicate and the liberal syndicate).
These organisations represent employees
that work in the same areas of activity. In
this country, there are no syndicates
within ~ organisations.  The  three
syndicates are represented in national
social and economic bodies that are
representative for the economic and
politic life of the country.

e In Denmark, more than 70 syndicates
cooperate in some central organisations.
The biggest organisation is the Danish
Confederation of  Syndicates that
represents 2/3 of the labour force from
the public and private sector. This
confederation has relations with The
Social and Democrat Party. Around 85%
of the Danish labour force is part of
syndicates.

e In France there are five national multi-
professional syndicates: “Confederation
Generale du Travail” (the biggest one
even if it has reduced the number of
members), “Confederation Francaise
des Travailleurs”, “Force Ouvriere” (that
is in competition with the previous onein
certain areas and fields), “Confederation
Generale des Cadres” (contains personas
that have management positions),
“Confederation Francaise des
Travailleurs Chretiens” (is expanding
even if it is weaker than the others). Even
if the syndicates and the political parties
are independent, the connections between
them are very strong and even if the
labour force is not very strongly
organised, the role of the syndicates has
never been contested, their power and
rightfulness residing in their capacity of
representing the social classes that
generated them.

e In Germany, the syndicates are presented
under the form of the branch associations,
meaning that only one syndicate, no dupa
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reunificarea  Germaniei  din 1990
sindicatele au inceput sa se reorganizeze,
ceea ce a avut un impact considerabil
asupra cifrelor ce indica participarea la
sindicate. S-a observat ulterior chiar o
reducere a participarii la sindicate.

n Italia existd trei sindicate care sustin cd
sunt independente din punct de vedere
politic. Cu toate acestea cel mai mare
dintre ele, Confederazione Generale
Italiana del Lavoro, are prin traditie o
orientare de stdnga, Confederazione
Italiana Sindicati Lavoralori are orientare
creslin-democrata, iar Unione Italiana del
Lavore are orientare social-dcmocratd si
republicana. Sindicatele italiene acopera
anumite ramuri de activitate si nu sunt
structurate pe profesii, Tn ultimii ani au
inceput sa se constituie si sindicate
independente, al caror numar este in
crestere, acestea reprezentdnd interese
profesionale si nu de ramura.

in Olanda sindicatele care cuprind
aproape toate profesiile sunt reunite in
trei federafii: Federatia generald a
muncitorilor,  Federatia  sindicatelor
muncitorilor national -crestini Si
Consiliul pentru managerii de la nivel
mediu, respectiv angajatii de la nivel
fnalt. Aproximativ 28% din forta de
munca este cuprinsa Tn sindicate.
Sindicatele nu sunt privite ca avand un
rol "militant" si nu folosesc grevele ca
mijloc principal pentru a-si atinge
obiectivele. Ele sunt finantate numai din
cotizatiile membrilor.

in Spania sindicatele sunt organizatii
politice si ideologice. Principalele
sindicate sunt Comisiones, Obreras (care
se identificd cu ideologia marxistd) si
Union General de Trabajadores (care este
asociatd cu  guvernul  socialist).
Aproximativ 10% din forta de munca
participa la sindicate. O Tncercare recenta
a fost de fuzionare a celor doua
organizatii sindicale sau cel putin de
cooperare stransa pe o varietate de
subiecte. Aceastd tendintd reflecta o
convergentd Tn politici si este o
consecintd a retragerii partiale a Union
General de Trabajadores din guvernul
socialist.

matter  their  qualifications,  often
represents the employees of an
organisation. In 1989, there were 16
syndicates united in a confederation and
(Christliche Gewerkschaftsbund).
(Deutsche Gewerkschaftsbund), and 17
smaller Christian syndicates united in
another  confederation  (Christliche
Gewerkschaftsbund). After the
reunification of Germany from 1990,
the syndicates started to reorganise
themselves generating a great impact
over the data indicating the
participation to syndicates.

In ltaly, three syndicates claim they are
politically independent but the biggest
one, Confederazione Generale Italiana
del Lavoro, is traditionally oriented
towards Christian — Democracy and
Confederazione Italiana Sindicati
Lavoralori is oriented towards Social -
Democracy and Republicanism.  The
Italian syndicates cover certain fields of
activity and they are not structured
according to professions. In the last
years, several independent syndicates
appeared these representing professional
interests and not branch interests. The
Italian Syndicates cover certain fields of
activity and they are not structured on
professions.

In  Netherlands, the syndicates that
include almost all professions are united
in three federations: The General
Federation of Workers, The Federation of
the  National-  Christian ~ Worker
Syndicates and the Council for the
Middle Level Managers as well as the top
level employees. About 28% of the
labour force is included in syndicates that
are not regarded as having a "militant"
role; they do not use the strikes as main
method of accomplishing the objectives.
They are financed by the members’
subscriptions.

in Spain, the syndicates are ideological
and political organisations. The main
syndicates are “Comisiones”, “Obreras”
(identifies with the Marxist ideology) and
Union General de Trabajadores (that is
associated with the socialist government).
About 10% of the labour force
participates in syndicates. A recent
tentative was to join two syndicate
organisations or at least to make them



e in Marea Britanie exista o confederatie
nationald a sindicatelor (Trades Union
Congress) care reprezintda 73 sindicate
individuale si constituie un forum in care
sindicatele afiliate discuta si isi stabilesc
politica. Structura sindicatelor variaza,
astfel ca nu este neobisnuit ca mai multe
sindicate sa reprezinte una sau mai multe
grupari profesionale din aceeasi firma. Tn
asemenea cazuri se constituie un comitet
mixt care discutd probleme de interes
comun sau negociaza cu patronii.
Tncrederea in intelegerile de la nivelul
inferior al firmelor este o trasdturd unica
a fragmentarii sindicatelor din aceasta
tard.

Recunoasterea sindicatelor de catre

patroni

Problema recunoasterii sindicatelor este
mult mai criticd decat participarea efectiva a
angajatilor la sindicate. Numai daca patronii
recunosc sindicatele si sunt de acord sa
colaboreze cu ele, atunci existd premise ca
rezultatele relatiilor industriale (adica a relatiilor
dintre management si sindicate) sa fie vizibile.
Desi in multe tari europene s-a redus participarea
angajatilor la sindicate, totusi a crescut
recunoasterea lor. in general pentru firmele cu
mai mult de 200 angajati, patronii recunosc
sindicatele Tn proportie de 70% din cazuri.

Drepturile de asociere, recunoasterea
sindicatelor si negocierea cu acestea se prezinta
diferit in tarile europene, si anume:

e in Franta libertatea de asociere in
sindicate este un drept constitutional.
Firmele conform legii sunt obligate sa
negocieze anual privind salarizarea,
timpul de lucru, pregatirea angajatilor,
dreptul de exprimare, dar nu exista nici o
obligatie privind ajungerea la o
Tntelegere.

e in Germania participarea la sindicate este
garantatd prin lege, dar indivizii au
posibilitatea de a nu face parte din
sindicate. O asociatie se bucurda de
protectie constitutionala si are dreptul de
a se angaja la negocieri colective.

e in Irlanda nu exista nici o obligatie pentru
patroni sda recunoasca un sindicat in
scopul negocierii cu acesta. Totusi n
practica patronii recunosc sindicatele si
negociazd cu ele dacd reprezintd
angajatii.

cooperate on certain subjects. This
tendency shows a convergence of
policies, being a consequence of the
partial withdrawal of “Union General de

Trabajadores”  from  the  socialist
government.
e In Great Britain the national

confederation of syndicates (Trades Union
Congress) represent 73 individual syndicates
and it is materialised as a body in which the
affiliated syndicates discuss and create their own
policy. The syndicates’ structure is variable so
that it is not unusual that several syndicates
represent one or more professional groups in the
same organisations. In these cases, a mix
committee  discuss common problems or
negotiate with the owners. The trust in the
negotiations at the inferior level of organisations
is a unique feature of the syndicates’
fragmentation in this country.

The owners’
syndicates
The problem of accepting the syndicates
is more critical than the effective
participation. If the owners accept the
syndicates and they agree to collaborate with
them, there are premises that the results of the
industrial relations (relations between the
management and the syndicates) to be visible.
Even if in many European countries the
participation to syndicates was reduced, their
acceptance increased. Generally, for the
organisations with more than 200 employees,
the owners accept the syndicates in 70% cases.
The right of association, the acceptance of
syndicates and the negotiations with them is
presented differently in the European countries:

e In France, the liberty of association in
syndicates is a constitutional right. The
organisations according to the legislation
are forced to negotiate annually the
salaries, the working time, the staff
professional training, but there is no
obligation concerning the agreement.

e In Germany, the law grants the
participation to syndicates but the
individuals have the possibility to chose
if they take part or not in syndicates. An
association benefits from constitutional
protection and has the right to engage in
collective negotiations.

e In Ireland, there is no obligation for the
owners to accept a syndicate in order to
negotiate with them. However, in

acceptance of the
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n Italia legea prevede dreptul angajatilor
de a participa la un sindicat si de a face
greva, dar aceasta nu Tnseamna
obligativitatea partilor de a negocia si de
a ajunge la o intelegere. Dar s-a constatat
cd n majoritatea cazurilor patronii
recunosc sindicalele si negociaza cu ele.

in Olanda exista o sumard legislatie
privind sindicatele. Acestea pot sd se
infiinteze potrivit principiului de liberd

asociere a angajatilor, dar nu sunt
obligatii legale privind negocierea
colectiva.

n Portugalia Constitutia prevede libertatea
sindicatelor i dd  posibilitatea
muncitorilor de a decide privind
participarea sau nu la sindicate.
Sindicatele sunt libere sa-si exercite

drepturile in cadrul fiecarei firme.

in Spania Constitutia prevede dreptul de
asociere n sindicate. Acestea au drepturi
si raspund pentru fapte care sunt de
competenta lor.

in Danemarca angajatii sunt liberi sa se
asocieze sau nu fin sindicate. Conform
legii angajatii au dreptul de a fi membri ai
unor  organizatii  relevante  pentru
exercitarea meseriei lor.

in Finlanda guvernul joacd un rol central
in procesul de negociere. Tintelegerile
colective sunt adesea nationale si se
aplicd apoi la nivelul urnei asemenea
intelegeri trebuie sd poala fi aplicate si la
patronii care nu apartin la o asociatie de
negociere a patronilor.

in Marea Britanie angajatii sunt liberi sa
se asocieze in sindicate, dar nu existd
nici o prevedere legald pentru patroni
care sa-i oblige sd recunoasca
sindicatele. Depinde de partile implicate
in negocieri colective daca vor aplica
intelegerile convenite.

S-a constatat cd miscarea grevista din
Europa are urmatoarele tendinte:

reducerea generald a numarului grevelor
incepand din deceniul 9 (de exemplu Tn
Marea Britanie numarul grevelor s-a
redus de la 1.538 in anul 1982 la 781 in
anul 1988);

reducerea semnificativda a amplorii
grevelor, adica a numarului de om-zile
pierdute la 1.000 angajati;

schimbarea  continutului  disputelor,
astfel cd s-a redus numarul disputelor

privind problemele de existenta si a
crescut numarul grevelor pe motive

practice, the owners accept the syndicates

and they negotiate with them if they

represent the employees.

In Italy, the law imposes the right of the

employees  to participate to a syndicate

and to organise strikes but this does not

mean that the parts are obliged to negotiate

and to come to an agreement. The

conclusion is that in most cases the owners

accept the syndicates and negotiate with

them.

In Netherlands, the legislation related to
syndicates is very brief. They can be
created based on the free association
principle but there are no regulations
regarding the collective negotiations.

In Portugal, the Constitution imposes the
syndicates’  freedom  offering the
possibility to the workers to decide
concerning the participation or non-
participation  to  syndicates.  The
syndicates are free to put their rights into
practice within each organisation.

In Spain, the Constitution imposes the
right to associate in syndicates. These
syndicates have certain rights and they
are responsible for the facts that enter
under their competency.

In Denmark, the employees are free to
associate or not in syndicates. According
to the law, the employees have the right
to be members of some relevant
organsiations for their profession.

In Finland, the government has an
important role in the negotiation process.
The collective agreements are often
national and applicable to the level of
Urma. This type of agreements must be
applicable also to the owners that do not
belong to a negotiation association.

In Great Britain, the employees are free to
associate in syndicates but there is no
legal provision for the owners that oblige
them to accept the syndicates. It depends
on the parts involved in collective
negotiations if they will apply the
agreements that were concluded.

The strike movement from Europe has
the following tendencies:

- To decrease the number of strikes
starting with the 9th decade (in Great
Briatin the number of strikes reduced



o politice, indreptate nu direct spre
patroni (ca parteneri de negociere), ci
spre sistemul politic.

S-a constatat in tarile europene tendinta
generala de diminuare Tn timp a numarului de zile
pierdute prin greve. Acest aspect este mai
pronuntat in Norvegia si Suedia, tari in care desi
veniturile reale ale angajatilor s-au redus a fost
stabilita o Tntelegere care sa evite conflictele. S -a
constatat totodata cd existd o legatura stransa intre
tendintele miscarii greviste si aspectele cheie ale
ciclului afacerilor, si anume ca este mai probabil
ca sindicatele sa exercite presiuni in perioadele
prospere ale firmelor, cand costul grevelor este
mai mic.

o from 1.538 in 1982 to 781 in 1988);

e To reduce the dimension of the strikes,
meaning that to reduce the number of
persons/day lost at 1.000 employees;

To change the content of disputes by
reducing their numbering terms of existence and
resulting an increase of political strikes
straighten not

e directly to the owners (as negotiation
partners) but to the political system.

In the European countries, the general

tendency is to diminish in time the number of
days lost due to strikes. This aspect is present in
Norway and in Sweden, countries in which even
if the real income of the employees was reduced,
an agreement was established in order to avoid
conflicts. It is reported also that, at the same time,
there is a strong connection between the
tendencies of the strike movement and the key
aspects of the business cycle; it is probable for the
syndicates to put pressure in the prosperous
periods of the organisations as long as the strikes’
cost is less expensive.

The number of persons/days, on countries lost for 1000 employees due to the strikes *°

Table no. 4
Country No. persons/days lost at 1000 employees
Germany 0,68
Netherlands 161
Turkey 3,87
Norway 3,99
Denmark 10,31
France 14,25
Ireland 14,35
Portugal 39,21
Sweden 48,26
Finland 41,17
Great Britain 72,12
Spain 96,16
Italy 404,0
Greece 654,1

1 Brewsler, C, Hegewisch, A., Policy and Practice in European Human Resource Management, Routlege,

London, 1994, p. 595

89



Tn perioadele cu somaj redus creste puterea
de negociere a angajatilor, acestia avand mai
suportate de firme pentru a recruta si selecta
persoane n locul celor care ar pdrdsi firmele
respective sunt mari.

Activitatea grevistd s-a constatat ca se
intensificd in perioadele de prosperitate
economica si se reduce Tn perioadele de
recesiune.

Influenta sindicatelor -determinarea

politicii privind relatiile industriale

Spre deosebire de participarea angajatilor la
sindicate sau de recunoasterea acestora, influenta
sindicatelor este mult mai perceptuald. Prin
studiul efectuai in tdrile europene, managerii cu
resursele umane au fost intrebati cum apreciaza
evolutia influentei sindicatelor Tn ultimii trei ani,
n sensul cd s-a mentinut aceeasi, a crescut sau s-
a diminuai, principalele concluzii fiind:

o 1n cadrul firmelor tendintele sunt foarte diferite
(in unele s-a mentinut aceeasi influentd, Tn
altele s-a diminuat sau s-a marit influenta
sindicatelor);

e n majoritatea tarilor predomina firmele n care
nu s-a modificat influenta sindicatelor. in
Portugalia de exemplu, aproximativ 12% dintre
firme au raportat cresterea influentei.

Concluzii

Cele mai multe companii considera ca
pot rezolva problema comunicarii fara ca
abilitatile personale de comunicare sa fie puse in
evidenta si fara a exista proceduri organizationale
care sa puna in valoare in sens pozitiv aceste
abilitati. Concluziile sunt dramatice.

Lipsa comunicdrii sau gestionarea
necorespunzatoare a acestui proces duce la
alterarea  mai  multor componente ale
managementului companiei iar pe de alta parte
lipsa unor abilitdti si a culturii organizatiei
privitoare la aceste componente invalideaz a
constant procesul de comunicare.

Problemele de comunicare nu se pot
rezolva prin e-mail sau telefon. Este nevoie de o
comunicare fata in fata (individual sau prin
sedinte) pentru a intelege exact cum se manifesta
toate elementele unei comunicari.

Indiferent de modalitatea de comunicare
pe care decidem sa o folosim, prin intalniri
directe, prin sedinte sau pur si simplu de la
distanta, trebuie sa avem in vedere ca, bazata pe
respect reciproc, comunicarea este con struita din
cunostinte, abilitati, experienta si fler.
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During the periods with  reduced
unemployment, the power of negotiation of the
employees’ increases, having several possibilities
to work and the costs undertaken by organisations
on the purpose of recruiting and selecting the
replacing persons for the ones to leave the
companies are big.

The strike activity intensifies during the
periods of economic welfare and reduces during
the periods of recession.

The syndicates influence — determining

the policies regarding the industrial

relations

As opposed to the employees’ participation
to syndicates or their acceptance, the syndicates
influence is more perceptible. During the study
developed in the European countries, the human
resources managers were asked how they
appreciate the evolution of the syndicates’
influence in the last three years, in the sense that
it was the same, increase or decreased, the main
conclusions being that:

e Within the companies, the tendencies are
quite different (in some cases the
influence was the same, in other cases it
was reduced or increased);

e In most of the countries the present
organisations are the ones in which the
syndicates influence did not modify. In
Portugal for example, about 12% of the
organisations reported the increase of
influence.

Conclusions

Most of companies believe they can solve
the problem of communication without
underlining communication personal abilities and
without organizational procedures to positively
develop these abilities.  Conclusions are
dramatical.

Lack of communication or improper
management of this process leads to alteration of
several components of the company management
and on the other hand lack of some abilities and
of organization culture regarding these
components constantly invalidates  the
communication process.

The communication problems cannot be
solves by e-mail or phone. A face-to-face
communication (individual or by sessions) is
necessary to understand exactly how all the
elements of communication appear.



No matter the way of communication that
we decide to use, by direct meetings, by sessions
or simply at distance, we must take into account
that, based on mutual respect, communication is
built on knowledge, abilities, experience and
talent.
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